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ABSTRACT

This study investigated the management training needs and the preferred training 

delivery systems of owner-managers of small/medium sized indigenous construction firms 

in South West Nigeria. It also identified the major difficulties experienced in the industry 

by this group of contractors and the support programmes they perceive as most important 

to improving their performance. Two sets of questionnaire survey instruments were 

designed to be used by contractors and professionals and 200 questionnaires were 

distributed to samples of respective groups selected by non-random sampling techniques. 

The average response rate was 35%. The responses were analysed using the Statview 

statistical package on Apple Macintosh computer. The Spearman Rank Order Correlation 

coefficients between contractors and professionals were either substantial or very high on 

support programmes, training needs and delivery systems items. Though contractors and 

professionals do not agree on all the items constituting problems to contractors in the 

industry, further analyses showed that they strongly agree that the most critical problems 

are: uncertainties in supplies and prices of materials, access to capital, obtaining regular 

work and obtaining interim payments from clients. The most desired support programmes 

are those that will alleviate these critical problems. The contractors sampled perceived 

management training as very important to their development. The categories of training 

topics most desired are accounting and financial management, entrepreneurial studies, 

construction project management and estimating and tendering. The most preferred training 

suppliers are educational institutions and professional bodies and the most preferred 

trainers are construction consultants and academics. Participative training methods and 

other methods involving collaborative experiential exercises are the most preferred. 

Training is most preferred to be continuous, once weekly for a period of time and for a 

whole day session, preferably in the rainy season. No statistical significant relationship 

could be found to exist between personal and organisational characteristics of the 

contractors sampled and their perception of the importance of training, training needs and 

preferred training delivery systems. Despite limitations of the study in respect of sampling 

techniques and sample size, the study provides new insights to facilitate development of 

more effective contractor training programmes for small/medium contractors in Nigeria.
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CHAPTER 1 

INTRODUCTION 

INTRODUCTION

The construction industry plays a significant role in the economy of any nation 

through its contributions to national gross domestic product (GDP), labour employment 

and gross fixed capital formation (GFCF). More importantly, the industry provides the 

infrastructure: buildings, roads, bridges, dams, ports and other construction products 

required for economic development. The importance of the industry is more felt in 

developing countries where modem infrastructural facilities required to improve living 

conditions and facilitate economic development are undersupplied. Deficiencies in 

indigenous capacity in these countries have resulted in over-dependence on imported 

construction materials, machinery and the skilled manpower required to implement much 

needed construction facilities. Foreign construction firms therefore dominate the industry in 

most developing countries, executing almost exclusively major construction works. 

Improving the capacity and capability of the indigenous construction sector in these 

countries is therefore imperative in order to facilitate more timely delivery of good quality 

construction products at affordable costs in developing countries.

A large number of indigenous contractors exist in Nigeria. But the level of their 

participation in major construction works is still very marginal (Federal Republic of Nigeria 

(FRN), 1981; Olugbekan, 1991; Olateju, 1991). They are mostly small and medium- sized 

firms. Their effectiveness, growth and success in the industry are constrained by 

multifarious factors which have been succinctly classified by the ILO ( 1987) as difficulties 

presented by the particular market and business environment, difficulties deriving from 

client and difficulties deriving from the shortcomings and inadequacies of the contractors 

themselves.

Because a substantial part of government capital expenditure is in construction, 

efforts have been made by successive Nigerian governments to promote and develop 

Nigerian indigenous contractors. National self-reliance and self-development objectives
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have also given impetus for the development of indigenous capacity in all economic 

activities. Programmes such as contract splitting, preferential tender price, exclusive 

patronage on certain contract types as well as provision of mobilisation advances have 

been undertaken at various times by successive governments to attenuate some of the 

problems of indigenous contractors, increase their participation in major construction 

works and promote their growth. However, many of these programmes have not been 

consistently pursued. Corruption and malpractices exacerbated wastes and abuses in the 

implementation of particularly programmes that offer direct or indirect financial rewards to 

contractors. Attempts to curb such abuses have led to occasional suspension or abolition of 

these programmes, hence adequate supports have not always been provided toward the 

growth of Nigerian indigenous contractors. In addition, political instability has resulted in 

frequent changes in government policies and commitment toward indigenous contractors' 

development. It has, however, been observed that programmes to develop technical and 

managerial competence have not been pursued with any commitment probably because of 

the selfish personal gains public officials derive from financial support provided to 

contractors (Adams, 1988). Consequently, managerial incompetence has hindered most 

Nigerian contractors from maximising available opportunities to make an effective leap to 

success.

THE STATEMENT OF RESEARCH PROBLEM

It has been observed that the ailments of the construction industry in developing 

countries are only symptoms of underlying problems of weak enterprise management 

(World Bank, 1984). As a result, management training is chief among recommended 

development assistance programmes offered to contractors in these countries. However, it 

is not prescribed as the panacea to all the problems of small contractors, though it is 

regarded as the single major solution to their problems (Hemes, 1988). Special sectoral 

agencies have been established to undertake training programmes and other institutional 

assistance for contractors in some developing countries and they have recorded modest 

success (Edmonds and Miles, 1984; Andrews, 1985; Miles and Neale, 1991).



But it has also been reported that many domestic contractors in developing countries 

do not recognise the extent of their managerial deficiency and that much efforts are required 

to make training attractive and relevant to them (ILO, 1979; Edmonds and Miles, 1984). 

Small contractors in Britain have been found to similarly neglect management training 

(Norris, 1984). Unfortunately, no empirical study has been undertaken to evaluate 

contractors' perception of management training in developing countries and to determine 

the factors that will influence effective delivery of contractor training programmes.

Attention in the past few decades have been directed towards the development of 

small businesses in both developed and developing countries in view of the significant role 

the sector plays in national economy. Provision of management training for small business 

owner-managers has been a major element of small business development programmes. 

However, literature is replete with small business owner-managers' lack of enthusiasm for 

training. Though research in small business education is still in its infancy, studies have 

established that small business owner-managers are not enthusiastic about training because 

they perceive that the training on offer do not reflect their real needs (Tait, 1987; Prescott, 

1989 and Kirby 1990). Many studies have similarly shown that some personal and 

organisational characteristics of the owner-managers and the characteristics of the training 

programmes on offer are interrelated issues that affect the small business owner-managers' 

interest in management training and effective delivery of management training to them. 

Studies by Keisner (1984), Reid (1987) and Tait (1987) have shown that organisational 

characteristics such as: number of years in business, nature, size, type and volume of 

activities of the firm and level of growth; and personal characteristics of the owner- 

managers such as: age, sex, marital status, educational attainment and previous work 

experience affect perception of the importance of management, training needs and interest 

in taking up training to improve business performance. It has also been established in these 

studies that small business owner-managers have their preferences in respect of training 

characteristics such as: supplier, methods, contents, trainer, duration, time of day, season 

of year, cost and marketing approach. The training characteristics preferred have also been 

observed to be influenced by their organisational and personal characteristics and needs. 

These training characteristics have also been identified as the major factors that influence 

their interest in training and patronage of training programmes.



Mahmood (1992) investigated the training needs of small contractors in UK. He 

observed that some personal and organisational characteristics of the contractors influence 

their preferred training characteristics. These factors also shape and influence the 

contractors' perception of the importance and eventual take-up of training. Though training 

is often emphasised in contractor development programmes, prescribed programmes are 

based on the training suppliers' perception of the needs of contractors. Consequently, the 

contractors' responses to these programmes have been less than enthusiastic. Little or no 

studies have been undertaken to investigate the contractors' perception of training support 

programmes, their interests and preferences in training provision in order to increase 

effectiveness in training delivery. Training programmes prescribed for Nigerian contractors 

(Building for Development, 1970; Intermediate Technology, 1972) failed to consider 

differences in their personal and organisational characteristics, their training needs and 

preferred delivery systems because little or no data were available on these issues. There is 

generally little information on how the personal and organisational characteristics of 

contractors in developing countries influence their perception of the importance of training, 

their training needs and preferred delivery systems. The author is not aware of any 

empirical studies on small contractors in developing countries that have examined these 

issues. Thus more studies need to be undertaken on these aspects, hence facilitate 

development of more appropriate and effective contractor training programmes in these 

countries.

Purpose of the study

This study was established to identify the training needs of indigenous contractors 

in Nigeria and their preferred delivery systems. It investigated the problems that constrain 

their performance in the industry, hence determine their perception of the relative 

importance of management training among other supports required to ameliorate these 

difficulties and promote their development. The study also identified the interest of 

Nigerian contractors in receiving training in some topics, their most preferred training 

suppliers, methods, trainers and schedule. It further investigated how their organisational 

and personal characteristics influence their perception of the importance of management



training in general, their training needs and preferred delivery systems in particular. The 

training characteristics that will most appropriately describe the training needs and preferred 

delivery systems of Nigerian indigenous contractors are subsequently proposed.

Research questions

The study would answer the following pertinent questions:

- What are the major problems faced by indigenous contractors that influence their 

performance in the Nigerian construction industry?

How importantly do they consider management training and development vis-a-vis 

other support programmes proposed to improve their business performance and 

growth in the industry?

What are their management training needs and preferred delivery systems?

- To what extent do their personal and organisational characteristics influence their 

management training needs and their most preferred training delivery systems?

The significance of the study

This study identified the most severe problems faced in the industry by the 

contractors and evaluated their interest in training, preferred topics and delivery systems. 

The findings of this study will help those involved in contractor development in developing 

countries to determine the extent to which management training should be emphasised in 

contractor development programmes. The study will further contribute to knowledge in 

small business development as it identified the training needs and delivery preferences of 

small business owners in the construction sector. In addition, it will provide essential 

information on the characteristics of Nigerian indigenous contractors, their training needs 

and preferred delivery systems. Thus facilitate the design of more effective training 

programmes to suit their personal and organisational differences. It is believed that such 

training programmes will attract higher patronage and ensure better results. The findings of 

the study will also be valuable to suppliers of training in the small business sector in 

general and will facilitate design of more effective training programmes in the future.



LIMITATIONS OF THE STUDY

The population intended for the study was indigenous contractors in Nigeria. But 

for obvious time and financial constraints samples for the study were drawn from Lagos, 

Ogun and Oyo states in the south-western part of the country. Because of difficulties in 

developing a sampling frame and other factors, non-random sampling techniques were 

used to select the samples included in the study. 200 contractors and 200 construction 

professionals were sampled and a total of 69 and 71 usable responses were received 

respectively. The sampling techniques and the sample size used have introduced 

unavoidably some biases, hence the findings of the study cannot be generalised. However, 

it is believed that the findings of this exploratory study would provide important insights on 

the general situation in the country and can be cautiously extended to other parts of the 

country.

The data collection for the study were collected in Nigeria between October and 

December 1991. The country was amid a national political transition from military 

government to democratically elected civilian government. Elections to state offices took 

place in December 1991. Coupled with the fact that December is also the end of the 

government financial year, most potential subjects for the study were busy pursuing 

completion of ongoing projects and/or ensure receipt of payments for completed works 

before the various outgoing state military government leave office. It was very difficult to 

obtain their attention on any other matter in view of their well founded fear that payments 

for completed works might be stalled by the incoming civilian government. In addition, 

many potential respondents were actively involved in the political process. These factors 

limited the response rates of the subjects in the questionnaire survey.



STRUCTURE OF THE THESIS

Chapter One introduces the research problems and objectives of the study. The 

significance and limitations of the study are identified while the key terms used in the study 

are defined. Chapter Two contains a short discourse on the economic and political structure 

of Nigeria and the situation of the Nigerian construction industry. Chapter Three discusses 

the problems of Nigerian indigenous contractors. Chapter Four examines why indigenous 

contractors should be developed and the existing concepts on contractor development in 

developing countries. Efforts that have been made in Nigeria to support and promote 

indigenous contractors and the limitations of such efforts are also discussed.

Because indigenous contractors in Nigeria are generally small and medium sized 

firms, Chapter Five looks at the factors responsible for the increasing world-wide interest 

in small firms development, the general problems encountered by small businesses and the 

institutional assistance and support programmes available. Chapter Six examines 

extensively the personal and organisational characteristics of small business owner- 

managers and how these affect their interest, needs and preferences in management 

training. The implications of these for contractor training are also discussed.

Chapter Seven discusses the research methodology used in this study. It describes 

the study population, the sampling techniques and the development of the questionnaires 

used to collect data. How the data collected will be analysed are also discussed.

Chapter Eight presents the findings of the study. It describes using frequencies and 

percentages, the responses of the contractors and the professionals to the various questions 

in their respective questionnaires. Chapter Nine discusses further the statistical analyses 

undertaken on the data collected. The correlation between the contractors' and the 

professionals' responses were tested for all similar questions. Their responses were 

integrated subjectively and also quantitatively using the Multi attribute Utility Analysis 

(MAUA) in order to evaluate the problems, needs and preferences of the contractors.

Chapter Ten presents the summary of the study and the conclusions that could be 

drawn from the findings. Some recommendations are made and areas for further study 

suggested. Figure 1.1 below is a diagram summarising the description of the structure of 

the thesis.
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DEFINITION OF TERMS

In such a study as this, it is necessary to define the various terms used to avoid 

misunderstanding.

Indigenous contractor: A construction firm wholly owned and managed since inception by 

a Nigerian citizen. The term is also is used to refer to the owner-manager of such a firm. 

Foreign contractor A construction firm that was originally foreign based and wholly 

owned by non-Nigerian citizens whose equity participation in the firm is now 40% or less 

on the basis of the Nigerian Enterprises Promotion Decree but still has foreigners 

substantially in control of its management and technical operations.

Small contractor: An owner-manager of a construction enterprise employing less than 

twenty five full-time employees.

Medium-sized contractor: This refers to an owner-manager of a construction enterprise 

employing between twenty five and a hundred full-time employees.

Large-sized contractor: This refers to an owner-manager of a construction enterprise 

employing over a hundred full-time employees

Construction professionals: This group consists of people who have undertaken 

reasonable level of training in architecture, building, engineering, quantity surveying and 

other allied disciplines. They work in both private and public sectors of the economy as 

direct employees of owners of construction projects or with private consultants such as 

architects, engineers, project managers and quantity surveyors who provide professional 

services to owners of construction projects. These professionals have varied academic 

qualifications, number of years of experience and job positions and responsibilities in the 

industry. One thing this group has in common is that they all act as clients' representatives 

in the construction process and they work closely with contractors in the construction 

process.

Management training: Planned and deliberate learning process to improve or to meet 

deficiencies in skills, knowledge and attitudes of managers of an organisation in order to 

enhance efficiency and competence in performance of their responsibilities towards 

attainment of organisation goals.



Training need: An educational topic that indicates an identifiable deficiency in skill, 

knowledge or attitude in the particular subject area that can be remedied or controlled 

through appropriate learning process and training.

Training delivery system: Training programme characteristics such as organiser of training, 

method of training, trainer (instructor), time schedule (duration/frequency, time of day, day 

of week and month), cost of training and medium(s) used to market training.

Personal characteristics; Demographical attributes including age, sex, marital status, 

educational attainment, professional background and previous work experience of the 

contractors.

Organisational characteristics; Firm attributes including size (number of employees), 

number of years in operation, nature of business activity and growth pattern.
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CHAPTER 2 

CONSTRUCTION INDUSTRY IN NIGERIA 

ECONOMIC AND POLITICAL STRUCTURE OF NIGERIA

The Federal Republic of Nigeria (FRN) is rightly described as the giant of Africa. The most 

populous country in Africa and the eight most populous country in the world, has the 

highest GDP in Africa which since 1970 ranges between 12 to 24 per cent of the annual 

GDP for the continent. Nigeria's position with respect to the regional economy and the 

developing economy in general is presented in Table 2.1. Her low GDP per capita is 

understandable because of her large population reported to be over 88 million in the 1991 

census. It was also estimated to be growing at about 3 per cent annually .

Table 2.1
Estimates of Total and Per Capita Gross Domestic Product of 

Nigeria in relation to Africa and developing economy in general 
Gross Domestic Product in millions of US $

Year Developing Maiket Africa Nigeria
Economy

GDP Per capita GDP Per capita GDP Per capita GDP as % 
of Africa!

1970 391700 220 78700 220 9908 173 12.8
1975 984700 500 187000 450 35413 523 189
1980 2210100 990 416700 870 88223 1095 21.2
19M 2210000 900 339400 740 79762 866 23.5
1985 2217300 880 388800 700 76853 807 19.8
1986 2284300 880 387700 690 50643 514 13.1

Source: UN National Accounts Statistics, 1989,  ̂Author's Calculation

Situated south of the West African region, Nigeria is bordered in the East by the 

Republic of Cameroun, in the west by the Republic of Benin, in the north by the Niger 

Republic and the Lake Chad and in the south by the Gulf of Guinea. The country covers an 

area of 923,768 square kilometres with vegetation that changes from tropical rain forest in 

the south, through Savannah grassland in the middle belt to thorny shrubs of semi-desert in 

the north. Climate also changes slightly with average annual daily maximum temperature of 

31 degrees Centigrade in the south to 35 degrees Centigrade in the north. Annual average
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rainfall also varies from less than 50 centimetres in the north to about 170 centimetres in the 

south. The climate is generally favourable for intensive cultivation of various types of 

agricultural crops throughout the country.

The principal rivers in the country are Niger and Benue, its principal tributary. 

River Niger has its source in Sierra Leone, enters the country in the north-west and flows 

south-easterly while River Benue flows westward from the Cameroun mountains. The two 

rivers meet at a confluence about the centre of the country and flow thereafter southwards 

to discharge into the Atlantic Ocean through a delta at the Bight of Benin. The rivers' 

configuration divides the country into three significant areas that formed roughly the 

boundaries for the three political regions that constituted Nigeria at independence from 

British colonial rule in 1960.

Nigeria's diverse population consists of over 200 ethnic groups that differ in 

traditions, culture and language. However, four ethnic groups predominate, namely, the 

Hausas and Fulanis in the North, the I bos in the East and the Y orubas in the West. Other 

prominent ethnic groups include the Ibibos, Tivs, Nupes. Edos, I galas, Igbiras, Kanuris 

and Ijaws.

The Federation of Nigeria at independence was constituted by 3 regions - the 

Western, Eastern and Northern regions. Nigeria became a republic in 1963. The 

Midwestern Region was carved out of the Western region in that same year. Inter-tribal 

conflicts experienced in the country in 1966 led to the dissolution of the regions and the 

creation of 12 states. The country was further divided to 19 states in 1976 and a new 

Federal Capital Territory proposed to replace Lagos as the nation's capital. Two additional 

states were created in 1987 and another nine states in 1991 so that the country is now made 

up of 30 states and the Federal Capital Territory. The division of the country into many 

states was intended to control ethnic domination and consequent intertribal conflicts as well 

as to promote even development throughout the coimtry.

Nigeria is basically an agrarian society. About 70 per cent of her population lives in 

the rural area, over 60 per cent of which is engaged in agricultural production. Nigeria used 

to be a major exporter of cocoa, palm oil, rubber, groundnut and cotton in the 1950s and 

1960s. However, she is also blessed with some mineral resources - tin, columbite, coal, 

natural gas and in particular oil which is principally responsible for the dramatic social and
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economic changes the country has passed through since 1970. Though oil was first drilled 

in Nigeria in 1957, its production then was small and was also interrupted by the civil war 

between 1967 and 1970. But high increases in oil production and prices in response to 

world market situation in the 1970s greatly increased national income and accelerated the 

pace of economic development at that period. Oil has invariably displaced agricultural 

products as the mainstay of national foreign exchange earnings accounting for as much as 

90 per cent of export income. Agricultural products constituted over 80 per cent of total 

exports in 1960; by 1970, 44 per cent; and by 1978-79, only 6 per cent (Olayiwola, 1987). 

Current recession in world oil market demand resulting in fluctuations in oil production 

and prices has necessitated structural changes in the national economy. It has redirected 

national attention to agricultural production which declined rapidly in the past twenty years 

as a result of neglect motivated primarily by oil wealth. The nation has declined from a state 

of almost self-sufficiency in food to be a major importer of various food items. Decline in 

foreign exchange earnings from oil has however redirected attention to agriculture. 

Integrated rural development has been intensified so as to promote agricultural production, 

increase domestic food supplies and sourcing of agricultural raw materials for various 

industries as well as to regain national market share in traditional agricultural exports. 

National economic policies now generally emphasise diversification of the foreign earnings 

base to reduce precarious effects of dependence on a single export commodity; also 

development of domestic resources and potentials to overcome over dependence on 

imported resources

CONSTRUCTION IN NIGERIA

The overriding importance of the construction industry in national economic growth 

cannot be overemphasised. Because the industry provides the infrastructural facilities 

required for economic growth, the capacity and efficiency of the industry of the industry 

greatly determine the pace and costs at which these required facilities will be realised, hence 

the pace of economic growth. The capacity and efficiency of the industry in any nation are 

influenced by four factors:

1. intrinsic characteristics of construction products,
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2. structure and processes in the industry,

3. input and output structure and capacity,

4. government policies and regulations.

Characteristics of construction products

The characteristics of construction products present some organisational and 

managerial problems that influence capacity and efficiency in the industry. Turin (1980) has 

described those major characteristics of construction products that distinguish them from 

other products. So also have Hillebrandt (1985), Wells (1986) and Nam and Tatum 

(1988). The characteristics of the physical nature of construction products influence the 

other factors that affect the efficiency and capacity of the industry. Generally, construction 

products are:

a. large because of the functions they perform;

b. fixed to the ground where erected and subsequently utilised;

c. assembled from a myriad of materials and components of nearly every type mostly 

produced by other industries;

d. heavy as a result of size and quantity of materials used for construction;

e. custom-built at location to specific end-use requirements and standards;

f. assembled in open environment in work conditions susceptible to inclement

weather, safety hazards and other inconveniences;

g. assembled through processes that require the use of simple to sophisticated 

construction equipment;

h. usually produced through activities engaging a large number of participants that 

perform specific functions during the design and production phases which are 

distinct and separated;

i. long lasting because of the quality of materials used and workmanship;

j. expensive, hence on demand when economic conditions are favourable;

k. created on demand for specific buyers who provide the capital outlay required.

1. Because construction products are fixed to the ground where they are produced, 

production inputs have to be moved or obtained from various sources to production
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locations which are geographically dispersed from the head offices of contractors. 

To ensure timely delivery of inputs when, where and how required demand a level 

of planning skills as well as efficient transportation and communications systems 

which are not readily available in many developing countries. Logistics problems 

and transportation costs increase with the size, complexity and duration. These 

factors constrain many small/medium sized contractors to jobs within their 

immediate geographical area. Indigenous contractors in Nigeria are thereby unable 

to efficiently undertake large projects, especially civil engineering works, which are 

remotely located from their head offices.

2. The heterogeneity of construction products and the uniqueness of each 

construction product, particularly in respect of the nature and location of erection 

site, minimises standardisation of production. This results in each product being 

custom-built at location and diverse skills are required at various stages of work. 

Because design and production functions are separated and are usually performed 

by different organisations, effective communication and co-operation among 

participants is inhibited. This further frustrates standardisation of construction 

materials, components and production process. Lack of standardisation implies that 

a variety of operational skills and resources will be required in production. The 

diversity and intensity of the specialist skills required increase with the size and 

complexity of the construction product. Indigenous contractors in many developing 

countries are technically disadvantaged to undertake complex projects. 

Unfortunately, increasing technological complexity of modern construction 

products required in many developing countries has further reduced their to catch

up or compete favourably with foreign contractors. Thus foreign contractors 

invariably execute most major construction works especially in civil engineering.

3. Unlike manufactured products, construction products are generally made on 

demand. That is, production is prepaid by the owner except in a few cases of 

speculative construction. However, speculative construction is limited to office 

buildings in major cities in most developing countries. But because construction 

products are expensive and long-lasting, investment in them is often postponable to 

a time when economic conditions and government policies are favourable
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(Hillebrandt, 1985). Thus construction demand fluctuates largely with economic 

and political conditions. The situation in Nigeria is further complicated by the fact 

that government is the major client of the industry and government fiscal and 

monetary policies are largely dependent on a single-export commodity - oil. 

Construction activities in Nigeria therefore follow to a large extent the oil market 

cycle which fluctuates in production and price according to the world market 

situation that is beyond national control. Uncertainties in construction demand 

therefore affect the level of investment (in material and human resources 

development), the method of employment, technologies used and the structure of 

the industry (Hillebrandt, 1985). These factors consequently affect the capacity and 

efficiency of the industry.

4. The physical nature of the product, its diversity and complexity, the wide 

geographical spread of its production location as well as fluctuations in its demand, 

have together moulded the structure of the construction industry and determined the 

processes of creating a construction product from the client's need to the production 

on site (Hillebrandt, 1985). The resulting effect is the extreme fragmentation of the 

construction industry into a large number of separate commercial entities, each 

keeping its assets highly mobile, and relating to each other by means of contracts 

(Wells, 1986). However, the various participants constitute themselves into strong 

group alliances that tend to jealously protect their respective group's vested interests 

in the construction process. This perhaps is a natural response to the problems of 

uncertainties in demand in the industry. But this has further stifled communications 

and co-operation in the industry. Misunderstandings, delays, stoppages, abortive 

work and increased costs are therefore, not uncommon within the industry in most 

countries (Tavistock, 1966). These have created more drawbacks to the efficiency 

and capacity of the industry.
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The Structure of the Industry

Construction is a complex process involving a large number of participants 

(individuals and corporate bodies) that offer a great variety of skills and services within 

varying contractual relationships. The nature of the construction project determines the type 

and number of participants involved and their relationships. The structure of the industry in 

Nigeria is fashioned after that in Britain since many developing countries especially in 

Africa organise their construction industry in the same way as their former colonial rulers 

(Wells, 1986). Participants in the construction industry usually include architects, various 

engineers, quantity surveyors, contractors, construction workers, manufacturers and 

suppliers of materials and components, town planning officials and above all the clients 

who initiate and finance construction. Other secondary but important participants may 

include government regulatory bodies, professional and trade associations, financial 

institutions, educational and research establishments. They all have interests in the activities 

of the industry. However, only those participants that are directly involved in the creation 

of a construction good are of immediate interest and will be subsequently discussed.

The Client

The client's perceived need for a new construction facility begins the process of 

construction. The new construction facility may be used (Hillebrandt, 1985):

1. as a means to further production of goods and services, e.g. factories, offices 
and industrial buildings;

2. as an improvement of the infrastructure of the economy; e.g. roads, power 
stations;

3. as social investment, e.g. hospitals;

4. as an investment for direct utility or enjoyment, e.g. housing.

The client initiates the construction process, engages other participants and provides 

the capital out-lay required. These roles make the client perhaps the most important person 

in the construction process. The public sector client in Nigeria includes the three levels of 

government, namely, federal, state and local governments as well various statutory 

institutions, boards and corporations. The public sector requires construction for all the 

reasons above. The sector's demands constitute over 85 per cent of works undertaken
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annually by most contractors in Nigeria (Federal Office of Statistics, 1982). The Ministries 

of Works and Housing at Federal and State levels co-ordinate procurement of most 

government projects while other public institutions make their own independent 

arrangements for their construction needs in most cases. Private clients could be individuals 

or corporate bodies. They demand construction for mainly utility and for production of 

goods and services. A good proportion of construction undertaken by private individuals, 

especially in the rural and sub-urban areas, occurs in the informal sector of the economy, 

and little or no official records of such activities exist.

Design Professionals

The professionals involved in construction in Nigeria are the same as those in other 

Commonwealth countries and include architects, quantity surveyors and various engineers 

and other specialist consultants. The composition of the design team depends on the nature 

of the project. Designers are appointed by the client to develop the details necessary to 

create the desired construction. They also act as the agents of the client to oversee 

construction and ensure that work done by contractors comply with the requirements set in 

the contract documents they prepared for the project.

Federal and State governments as well as major public and private institutions that 

execute regular construction works have in-house capacity to undertake design of many of 

their projects. However, these clients invariably engage private design consultants on most 

projects especially as the size and complexity of construction increase. But prior to 

independence most public projects were designed by public service professionals who were 

mostly expatriates. By and large, the role of design professionals in public service have 

been reduced to mainly project administration as more and more jobs were awarded to 

private consultants (Ogunpola, 1968). Successive governments in the country have had 

varying policies on the use of private consultants for public works.

Prior to independence in 1960, expatriate design professionals dominated both 

public service and private consultancy practices in the country. But between 1960 and 

1970, the number of indigenous professionals trained locally and abroad increased 

substantially. Most of them took up employment in the public service and gradually 

replaced expatriates. Many later established consultancy practices and were patronised by
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both private and public clients. The number of indigenous professionals has increased 

dramatically as a result of considerable increase in graduate out-turns from many new 

higher institutions established in the country which since 1970. So also Nigerian 

professionals' participation in the design of public and private projects. For example, it was 

observed that while in 1960 expatriate building consultants (architects, engineers and 

quantity surveyors) dominated building consultancy practice in the country, Nigerian 

consultants had by 1985 taken complete control of this sector of the industry (Jidenma,

1988). They have also made similar breakthrough in other aspects of construction design.

Though private design consultants now operating in the country are mostly 

Nigerians, few expatriate consulting firms that still exist in the country operate in 

partnership with indigenous professionals. Expatriate designers are still actively involved in 

many industrial construction projects which are mostly turnkey contracts. Even in such 

circumstances, in many cases, joint ventures are arranged with indigenous consultants in 

other to reduce to the barest minimum possible, the overhead costs that will be incurred 

especially if expatriates are used as supervising consultants during construction.

Professionals are involved in all public building and civil engineering works. 

Though most buildings are required to be designed by registered professionals, this has 

been mainly practicable in major urban areas where building regulations are more strictly 

enforced and where the services of the professionals are readily available. Thus private 

building owners in rural areas seldomly use professionals. But generally there are still 

shortages of professionals and most private owners cannot afford the fees charged by 

consultants. Fees normally charged by private design professionals are based on 

construction costs according to fee scales prescribed by their professional bodies. Most 

private owners in urban areas therefore resort to using registered design technicians who 

are much cheaper and are still permitted to design certain categories of buildings. Usually 

they are limited to buildings not more than a storey high. Hence design professionals are 

chiefly patronised by public clients, medium/large private organisations and rich private 

individuals. But recent recession in the construction industry has grossly reduced the 

number of new works commissioned by the public sector clients. Many private consultants 

have become more flexible on design fees. They are more willing to negotiate fees in order 

to attract more patronage from especially the small private owners.
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Contractors

An owner has three ways of putting up the construction work required:

- by self-help;

by involuntary services of slave or forced labour and/or voluntary gratuitous 

services of friends, and relatives; 

by paid services of specialists.

Before specialists evolved in most societies private construction was undertaken 

primarily by the first two approaches above while public works were undertaken by the 

military, slave and forced labour as well as communal labour. The process of division of 

labour resulted in specialisation, thus building craftsmen and master builders evolved as 

construction specialists. Further development in construction technology and process 

necessitated more specialisation resulting in separation of design and production activities 

as well as the emergence of contractors who are paid to undertake construction works. 

Increasing sophistieation of construction works and processes have led to the participation 

of more and more specialists as subcontractors in the construction process.

Contractors in no doubt play very significant roles in the construction process. 

They are engaged to manage the assembly of the construction product, transform input 

resources, namely, materials, manpower, machinery and money, to the desired 

construction product. They follow the graphical and verbal instructions prepared by the 

designers describing the physical nature of the construction proposed for a specific owner. 

Apart from the general contractor who performs major aspects of work, a variety of trade 

and specialist subcontractors, engaged directly or indirectly by the general contractor, are 

also involved on many projects. They undertake some specific aspects of work in order to 

further maximise the economic advantages of specialisation and division of labour. 

However, the general contractor is usually responsible to the owner for the performance of 

the entire project.

Adequate historical records are not available to ascertain the origin of contractors in 

Nigeria. There is conclusive evidence that shortly before independence, the Public Works 

Departments (PWD) that were established at regional and central levels by the colonial 

government executed almost all public works by direct labour (Abubakar, 1989; 

Olugbekan, 1991). This replaced forced unpaid or paltry waged labour that was used
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substantially in the execution of most public projects - railway lines, roads, offices and 

residential buildings, etc. undertaken by the colonial government between 1850 and 1920 

(Obadike, 1987). It has also been argued that these projects especially roads, railway lines 

and seaports were basic infrastructural facilities required by the colonial government to 

maximise economic exploitation and colonial control of the country (Olanrewaju, 1987; 

Ogundana, 1980). Hence they were constructed by the cheapest means possible to obtain 

the least marginal quality that would make them suffice for their goals. Thus because the 

quality of construction required was generally within what could be achieved using 

unskilled workers under the supervision of expatriate technicians and engineers, the 

expertise of contractors was not usually required. It is however possible that some foreign 

contractors had ad-hoc operations in Nigeria during this period which perhaps had escaped 

historical records.

Abubakar (1989) observed that the dominance of the PWD, except for specific 

projects seen as too complex, was to continue even after independence, though various 

regional governments have started to give their major projects to contractors, mostly 

foreign. Both Abubakar and Olugbekan (1991) agree that the oil boom facilitated the 

demise of direct labour and readily paved the way for execution by contract. Money was 

not a constrain and the country was in a hurry to develop. Olugbekan noted that it was 

considered not economically feasible or wise to expand the direct labour system to cope 

with the volume of work envisaged within the time available. Abubakar further added that 

the civil war and the period of reconstruction that followed called for more efficient and 

faster construction agencies and private building and construction firms started becoming 

more important.

The Italians were the earliest among the foreign contractors to be firmly established 

in Nigeria (Commercial Office of the Italian Embassy, 1967). P C. Cappa and V. 

DAlberto came in to the country in 1928 and established their construction firm, Cappa 

and D'Alberto in 1931. More European contractors were probably established in the 

country after the Second World War and early in the 1950s. More expatriate construction 

firms entered the country between 1955 and 1965 to explore the increasingly large 

construction market created by extensive infrastructural development projects embarked 

upon by the newly independent country. But a far larger number of foreign contractors
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came into the country in the 1970s. The country's oil wealth stimulated over ambitious 

national development programmes which created extremely large construction market for 

them to conveniently explore. The lull in construction activities in Europe at that period 

further encouraged most firms to scramble for work in Nigeria and other oil-rich 

developing countries. The situation of the Nigerian market attracted and gave opportunities 

for large reputable multinational firms to establish operations in Nigeria. Others eagerly 

sought partnership with indigenous Nigerian firms. The number of Italian construction 

firms however exceeded those of other nationalities (Edmonds, 1975).

It is a known fact that foreign contractors make exceedingly higher profit on 

turnover in Nigeria than they possibly make in their home countries (Edmonds, 1975). 

This factor might also be partially responsible for the increase in the number of expatriate 

firms in Nigeria despite government indigenisation policies as can be observed in Table 2.2 

below.

Table 2.2
Cumulative Incorporation of Foreign Construction 

Companies In Nigeria 1955 - 80

Year Number

1955 14
1960 36
1965 58
1970 82
1975 134
1980 161

Source: Biersteker (1987)

The indigenisation decree of 1972 required all expatriate construction companies to 

have 40 per cent Nigerian equity participation and this was further increased to 60 per cent 

by the 1977 decree. These decrees were intended to increase indigenous participation in the 

economy and ensure that a reasonable proportion of profits made in the country is 

reinvested locally. Abubakar (1989) noted also that despite indigenisation policies, the 

construction sector was the most attractive industry to private foreign investors between 

1970 and 1981. Their investment in the sector increased about 24 times in the twelve years 

compared to about eight-fold increase in manufacturing and processing, eleven-fold 

increase in agricultural activities and under five percent in transport and communications.
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trading and business services or mining and quarrying. Thus confirming that foreign 

contractors are enjoying a very lucrative business in the country and make super profits 

which are not in bearing with the situation in their home countries.

Despite considerable increase in the number of indigenous construction 

professionals trained locally and overseas, expatriate construction firms still give shortages 

of indigenous skilled professional manpower as their main excuse for retaining their large 

number of expatriate personnel (FRN, 1980). Other multinational firms operating in the 

country have, however, trained and developed Nigerians to replace expatriate personnel. 

Unfortunately, government policies proposed to enforce Nigerianisation of expatriate 

construction firms by relating contract awards to them to their efforts in employment and 

development of indigenous professional manpower (FRN, 1975), have not been pursued 

vigorously or did not materialise. Nigerian directors of these firms are usually political 

figures. They are hand-picked, showered with material benefits and are subsequently used 

as fronts to solicit government patronage and to prevent unfavourable government policies 

or manipulate government officials to circumvent effective compliance and enforcement 

(Biersteker, 1987). Thus indigenisation has not effectively transferred the control of the 

construction firms to Nigerians as the expatriates are still firmly in control of these firms.

It has been observed that though expatriate construction firms show little interest in 

the growth of the industry in developing countries (Edmonds, 1975). This therefore 

adequately explains the above observed lack of commitment of expatriate construction firms 

to indigenise. The considerably high overhead costs of maintaining a large number of 

expatriate staff is partially responsible for the exceptionally higher costs of construction in 

Nigeria than elsewhere in Africa (FRN, 1981). Apart from featherbedding and wilful 

violation of expatriate quotas, these firms have also been accused of colluding among 

themselves to create an effective network of zonal monopolies by maintaining a 

geographical spread throughout the country (FRN, 1981). This ensures that each firm has a 

zone of influence where those from other zones cannot effectively compete, for 

administrative and logistic reasons that are involved in mobilising to execute projects in 

such zones. This practice gives each major company monopoly position in its zone to 

perpetuate overpricing of contracts. Other unrefuted charges against expatriate construction 

firms operating in Nigeria include racial discrimination, corrupting public officials, transfer
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pricing through over-invoicing of imported construction materials, equipment and spares, 

and insensitivity to environmental protection (Mail, 1988 May 10; Newswatch, 1988 May 

9).

The exploitative practices and excessive dominance of expatriate construction firms 

have not escaped government attention (FRN, 1975, 1980, 1981; Guardian, 1987, June 

8). Total nationalisation of these firms have been possibly restrained by obvious 

deficiencies in indigenous construction capacity to meet growing national demand for 

increasingly sophisticated construction products. Successive governments policies have 

also tried to encourage and protect foreign investments in the country.

The origin of indigenous contractors can be traced to the time when missionaries 

and traders introduced Western construction technology into the Nigerian shores (Aradeon,

1989). The early Christian missionaries have been credited for pioneering in the 1850s the 

training of the earliest indigenous modem building craftsmen, especially, bricklayers and 

carpenters, who were required for the construction of suitable religious and educational 

buildings (Akinsemoyin & Vaughan-Richards, 1976). They introduced the construction 

trade as a modem form of employment (Aradeon, 1989). Another major source of early 

indigenous constmction workers was the freed slaves repatriates from Brazil and Cuba to 

Lagos in Nigeria in 1850s (Akinsemoyin & Vaughan-Richards, 1976). These repatriates 

had leamt various trades during their time in bondage particularly, bricklaying and 

carpentry. They were instmmental in popularising modem building styles in Lagos, 

especially introduction of Brazilian architecture, which later characterised Lagos very early 

in this century. Many notable master builders emerged among them and these perhaps 

could be described as the pioneering building contractors of Nigeria. The PWD also 

provided constmction training for a large number of Nigerians through employment-cum- 

training programmes. Many perhaps became contractors later.

The above circumstances laid the foundation for construction entrepreneurship 

among Nigerians. Odepidan (1974) noted that in the early 1930s there was a rise in the 

number of private enterprises ranging from the one man firm whose founder himself was a 

craftsman, to the general builder employing about ten men who have very little or no 

education and training. However, these early indigenous contractors were mostly involved 

in private jobs usually as trade contractors or labour-only contractors. Osibamowo (1969)
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also opined that indigenous contractors in the real sense did not emerge until after the 

Second World War. Their activities prior to this on public projects were limited to supply 

of local construction material such as aggregates and laterite as well as minor construction 

works such as grassing, fencing and building repairs. Schatz (1977) also observed that 

indigenous construction capacity had already existed before 1949 and increased to a 

significant level during the 1950s. He further noted that during the fiscal years 1957-58 to 

1961-62 inclusive, the Federal Ministry of Works and Surveys awarded 253 out of 403 

building contracts to indigenous contractors but only 3 out of 46 road and bridges contracts 

which were larger went to Nigerian firms.

Pre-independence nationalist and anti-colonial feelings in the 1950s led to strong 

agitations for special favouritism for indigenous contractors. Parliamentary debates for 

example had

"...hostile enquiries concerning the number of construction contracts going to 
Nigerians (or Regional) contractors as compared to foreign (or extra 
Regional) firms, and defensive responses by government spokesmen 
indicating intentions to Nigerianise or Régionalisé the personnel involved in 
awarding government contracts, and explaining why the number of contracts 
awarded to nationals or Regionals was not larger, and reiterating government 
determination to increase this number. " (Schatz, 1977, 168)

As a result of agitations for Nigerianisation and pressure to favour indigenes over

foreigners in government patronage, registration of contractors eligible to compete for

coveted government contracts was thrown open at Federal and Regional levels to include as

broad and inclusive list as possible. Consequently, the number of indigenous registrants,

especially at the lower levels rose very sharply and included all shades of people with or

without construction training background. For example, there was a fourfold increase in

the total number of contractors registered in Western Nigeria from 1960 to 1966 (Schatz,

1977). The number of contractors registered at the various levels of government has been

growing since then. No comprehensive list of registered contractors exist as there is no

central body responsible for contractors' registration. Each organisation undertakes its own

pre-qualification exercise to prepare a register of contractors eligible to tender for its

contracts. The majority of contractors make effort to register with the Federal Works

Registration Board (FWRB). However, the list is not comprehensive as many others who

operate mainly at the local government level or in the informal private sector would not

probably be bothered about registration with the FWRB or any other board.
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The FWRB classifies construction as: building, civil engineering, mechanical 

installations and electrical works. Civil engineering is further divided into highways and 

water resources while mechanical installations is also divided into plumbing and air 

conditioning. Contractors in each construction type are placed into four categories - A, B, 

C, and D, which define the financial limits of the contracts which they can undertake. 

Category A is the lowest in the hierarchy while Category D is the highest. The financial 

limits for each category are reviewed regularly to reflect inflationary trends in construction 

costs. However, the financial limits established for each category in building and civil 

engineering works are usually higher than those for corresponding category in mechanical 

installations and electrical works. The current limits fixed in 1982 are presented in Table 

2.3.
Table 2.3

Financial limits allowed for each contract category in Naira

Contractor Category Building & Civil Mechanical & Electrical

A Below 50,000 Below 15,000
B 50,001 - 250,000 15,001 - 50,000
C 250,001- 2 million 50,001 - 150,000
D Above 2 million Above 150,000

N1 (Naira) equivalent to $1.50 (US) in 1982

Table 2.4 below presents the cumulative number of contractors registered with the 

FWRB between 1971 and 1991.

Table 2.4
Cumulative number of Categories B, C and D building and 

civil works contractors registered in at FWRB

Year Building Civil Mechanical Electrical Total

1971 294 74 21 178 567
1975 1155 201 28 387 1771
1979 2536 564 76 637 3813
1983 6267 1143 197 1073 8680
1987 7082 1326 477 1176 10061
1991 8921 1575 603 1467 12566

It gives an idea of the growth in construction entrepreneurship among Nigerians. Data 

available on Category A were insufficient, hence the registrants in this category were not 

included in the figures shown in Table 4. Suffice to say that this is the least category and
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has the highest number of registrants. For example, there were about 5000 registrants in all 

construction types in Category A in 1983, the majority (99%) being in the building 

category (FWRB, 1983). It will be an understatement to project that the total number of 

contractors in this category would have doubled since then.

The structure of the construction industry in Nigeria is typical of the situation in 

most developing countries. Indigenous contractors predominate in the category least 

demanding technically and financially. As stated earlier. Category A contractors were not 

included in the numbers of contractors shown in Table 4. But 4856 of them were registered 

in Category A in 1983 alone (FWRB, 1983). Table 2.5 below shows the breakdown of 

the total number of registered building and civil contractors in respective categories in 

1991. Thus the largest number of Nigerian indigenous contractors undertake the small to 

medium sized building and civil works.

Table 2.5
Building and Civil works contractors registration by categories at FWRB in 1991 

Category Building Civil
Number % Number %

B 5800 65.0 265 16.8
C 1927 21.6 821 52.1
D 1194 13.4 489 31.1

Total 8921 100.0 1575 100.0

Construction Procedures

Experiences in the Nigerian industry have confirmed the observations that most 

developing countries have copied and perpetuated construction processes and contractual 

conditions that demand a higher level of administrative and technical competence beyond 

what is generally available in these countries (UNIDO, 1969; UNCHS, 1984; Wells, 

1986). Practices, procedures and roles in the Nigerian construction industry have not 

deviated significantly from the traditional processes for building and civil engineering 

works in use in Britain.
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Design Stage

In the traditional construction process adopted in Nigeria and most other developing 

countries, design and construction functions are usually distinct and sequential. They are 

performed by separate organisations. It has been argued the divided responsibility for 

design and production is a natural constraint to efficiency and innovation and the 

consequences can be particularly damaging to an infant industry (the state of construction 

industry in most developing countries) (Edmonds, 1979). The divorce of design from 

production isolates the design professionals from technical developments in the production 

sector, makes communication and transfer of knowledge between participants more 

difficult and the essentially hierarchical relationship affect their attitudes to one another 

(Wells, 1986). This system has limited co-operation between participants and has not 

promoted efficiency in the industry. All participants generally fail to perform to the level of 

standard demanded by the system.

The client's decision to build is normally preceded by a careful appraisal of 

construction requirements in line with functional, financial, legal and technical implications. 

The extent of feasibility studies undertaken usually depends on the nature of the project and 

its owner or financier. Generally, the more complex and expensive the project and also the 

more institutionalised the organisation structure of the project owner, the more extensive 

the evaluation undertaken, the paperwork involved and the decision making protocol. 

Professionals are usually involved in feasibility studies, though for most private individuals 

undertaking self-effort housing projects, mental assessment may suffice. Governments and 

large private organisations engage in many instances both their in-house professional staff 

and external consultants for this crucial exercise.

The decision to build implies availability of adequate funds or easy access to funds 

when required. Unfortunately, many developing countries are plagued with economic and 

political uncertainties that impinge heavily on projected supply of funds for capital projects. 

Even if a client has arranged adequate finances based on projected cash flow, vagaries in 

economic climate could easily frustrate provisions made. It has been observed that the 

premise of construction contracts that a client has sufficient funds before embarking on a 

project do not always hold in Nigeria (Okpala & Aniekwu, 1988).
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Outright irresponsibility of many public officials, especially during project 

formulation and contract award also constitute avoidable crisis in project execution. Public 

officials in Nigeria do sometimes manipulate formulation and location of public projects to 

satisfy political and selfish personal interests (Edmonds, 1975). It is not unusual for badly 

and hurriedly conceived contracts to be awarded with great fanfare by public officials few 

months before the end of their term in office. Such projects constitute the majority of 

uncompleted and abandoned projects seen all over the country. It is believed that the 

tendency for ill-conceived projects and slipshod financing arrangements for executing them 

on the part of public sector clients constitute a major cause of construction cost escalation 

and a constant irritation to operators in the construction industry in Nigeria (Olowookere, 

1988).

Design professionals are usually commissioned to design many projects. The nature 

of the project determines the design team. Architects, quantity surveyors, structural 

engineers, services engineers and other consultants are required for building projects while 

various engineers are engaged according to the nature of the skills required to undertake the 

design. It is generally believed that consultants are chosen more on the basis of their 

personal, social or political relationships with the client or his key representative or very 

influential public figures rather than on their reputation, expertise, or success in an open 

design competition. It is also known that many design professionals in public service have 

undeclared vested interests in private consulting firms. They therefore use their strategic 

positions, when ever possible, to influence the award of design contracts to their firms. 

Thus circumstances surrounding the selection of consultants also contribute to poor 

formulation of construction projects and consequently cause other design-related problems 

during construction.

Contract documents prepared by design professionals describe in verbal and 

graphic terms the proposed construction and other instructions required to erect it. 

Unfortunately, mistakes, discrepancies, inaccurate estimates and various inconsistencies in 

documentation characterise many contract documents in Nigeria and result invariably in 

design changes and other factors that cause delays and higher construction costs (Okpala & 

Aniekwu, 1988).
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Lack of standard formats in contract documentation, conditions and terms of 

contract have been highlighted as a major cause of confusion in the Nigerian construction 

industry (Olowookere, 1988). Aniekwu and Okpala (1987; 1988) noted that the provisions 

of the contractual arrangements in Nigeria are all foreign and have no bearing with the 

peculiar situations in a developing economy like Nigeria. Ofori (1984) also observed that 

because design professionals in developing countries are mostly trained in different 

overseas countries, diversities will therefore exist in their level of knowledge and skills 

resulting in lack of standardisation in contract documentation and procedures they adopt for 

use in their home countries. Furthermore these professionals are influenced by their 

exposure to overseas standards that they often specify imported materials and components. 

Some of the imported materials are inadequate for Nigerian conditions; and locally 

produced are sometimes of lower quality (Aniekwu and Okpala, 1988). This factor has 

been identified by Okpala and Aniekwu (1988) as a major cause of high construction costs 

and delays in Nigeria.

Poor contract management by designers results in delays in inspection and testing 

of completed portions as well as preparation and approval of shop drawings. Most of these 

problems result from designers’ incompetence and inefficiency as well as other constraints 

emanating often from the clients - inadequate briefing, indecision and inadequate time 

allowance for designers to complete contract documents prior to contract award.

It is held that because fees paid to design consultants are usually based on a fixed 

percentage of the project cost, they have no incentives to control project costs and may also 

deliberately be causing higher construction costs for personal gain (Wells, 1986). In fact, 

Nigerian design professionals have been accused on a number of occasions of deliberately 

inflating construction costs through their designs. Government effort to use civil service 

design professionals and consultants from other public institutions such as universities and 

colleges of technology did not last longer than the government that championed such 

policy. This policy was practised intermittently during the Mohammed/Obasanjo (1975 to 

1979) and the Buhari/Idiagbon (1983 to 1985) military regimes. However, professional 

fees paid to consultants on public projects were marginally reduced by the new sliding scale 

introduced during the Obasanjo regime. Lack of work as a result of economic recession has
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forced many private consultants to consider negotiating design fees while many have gone 

into design and build arrangements.

Contract Award and Payments

Selection of contractors in Nigeria is done by any of the three methods: open 

tendering, selective tendering and negotiation. On most public projects open tendering is 

usually the means of selecting contractors for lump-sum contracts used predominantly on 

public projects (Anekwe, 1987). But selective tendering and negotiation are also used, and 

in fact, were used more frequently during the first civilian republic between 1960 and 1966 

(Schatz, 1977). Olugbekan (1991) noted recently that non-advertisement of tenders is still 

prevalent in the industry. Olowookere ( 1988) observed that different procedures are used to 

select successful contractors on public projects and there is the apparent lack of government 

policy on a standard procedure.

Corruption in contract award is perhaps the major single source of national waste. 

Corruption and political manipulation in the award of public contracts go back to the 

assumption of power by Nigerian politicians in the early 1950s (Schatz, 1977). Contract 

award was commonly used by political figures as a means of acquiring personal wealth as 

well as raising money for political parties by corrupt and fraudulent ways. The fact that 

contract award is generally regarded as a very lucrative transaction, everyone in the 

hierarchy of any organisation dealing with the construction industry is eager to engage in 

the transaction. It is believed that no matter how perfect and corruption-proof the 

procedures laid down in the country may appear on paper, some subtle devices would be 

thought out to defeat their purposes (Schatz, 1977). This has also been confirmed by 

Anekwe (1987).

Many contractors unquestionably aid and abet malpractices in contract award. They 

bribe members of the Tenders Board and other government officials or agree to give 

kickbacks in cash and/or in kind if favoured in contract award. It was alleged that during 

the civilian era of 1979-83, before a contractor was handed over a site he must have 

"donated" 10 per cent of the contract sum, which was exactly the amount the contractor 

was entitled to as mobilisation fee, to the party in power to help its election campaign (and 

probably make other "donations" to members of the Tenders Board) (Anekwe, 1987). It
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was reported recently that some contractors colluded with a military governor to inflate 

contract prices and to subsequently receive part or even full payments for contracts that 

were not executed (Newswatch, 1990 April 2; New African 1990 June). In fact, kickback 

has virtually become a norm in contract award in the country. Contract tendering in Nigeria 

in some instances has been ridiculously reduced to bidding for the best kickback package. 

Expatriate contractors do in fact have advantages over indigenous contractors because they 

could afford to make more attractive offers, especially in highly priced foreign exchange, 

paid to arranged secret overseas bank accounts.

Corruption in contract award also affects contract payments. It is believed that apart 

from bureaucratic bottlenecks experienced normally in transactions with government 

agencies in Nigeria, contractors further suffer in the hands of greedy public officials who 

demand gratifications before processing overdue contract payments (Okoronkwo, 1988). 

Such practices permeate the hierarchy of some government offices and accounted for about 

25 per cent of the delays experienced by contractors in receiving interim contract payments 

regularly on public projects in some of the cases studied by Okoronkwo. Unscrupulous 

public officials involved in contract payments sometimes adopt various delay tactics for 

selfish personal benefits. Delayed payment usually drives contractors to desperation, ruins 

their profit, inhibits their zeal for doing a good job on time and invariably cripples their 

professional integrity (Kirmani, 1988). This factor has therefore adversely affected the 

efficiency and capacity of the industry and was ranked second highest among other factors 

identified as causes of high construction costs and contract delays in Nigeria (Okpala & 

Aniekwu, 1987)

Other problems in contract administration in Nigeria include conflicts among 

participants arising from adversary relationship built in by the hierarchical structure of the 

traditional contract process (Wells, 1986). Inefficiency and incompetence of client 

representatives especially supervisory staff of public clients also cause problems and 

hostilities during execution of projects (Schatz, 1977; Kirmani, 1988). Unfortunately, 

many contractors do not seek legal redress for unfair treatment experienced, either because 

they do not know their contractual rights (Okoronkwo, 1988), or are afraid of losing the 

client's favour for subsequent jobs (Okpala & Aniekwu, 1988) or both.
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Construction Inputs

Inputs required for construction are basically materials, machines, manpower and 

money. Like any other developing country, Nigeria experiences shortages in varying 

degrees in all inputs. As a result there is some degree of dependence on imported 

resources. The most critical resources in Nigeria's construction industry are materials and 

manpower. They constitute together between 65 to 85 per cent of the total value of 

construction costs (lyortyer, 1983).

Materials

It has been observed that most African countries import as much as 60 per cent of 

their construction materials requirements (Edmonds, 1979). Though Nigeria is self- 

sufficient in some natural materials such as sawn wood, stone and aggregates, the country 

still imports a good proportion of other construction materials and inputs used in domestic 

production of many materials. Domestic production of construction materials started in late 

1950s with cement, paints, and corrugated iron roofing sheets. But many other products 

such as plywood, asbestos and aluminium roofing sheets, bricks, roof and floor tiles, steel 

bars, nails and screws, sanitary fittings and pipes and electrical cables and fittings are now 

manufactured locally. Despite considerable expansion of domestic production capacity, 

importation is still necessary to meet growing increase in domestic consumption. And 

because pre- and post- independence industrial production strategies in the country were 

basically import-substitution oriented (Olayiwola, 1987), domestic production of 

construction materials is still basically import dependent. This factor has been observed to 

be a major cause of high construction costs and delays in the country (Okpala & Aniekwu,

1988), making materials constitute over 60 percent of total construction costs (lyortyer, 

1983).

Cement is the most critical construction material in Nigeria. It is used substantially 

in all construction works. Being therefore the major constituent of most construction types, 

its production and consumption pattern can reasonably depict the general situation of 

materials in the country. The entire amount of cement required in the country was imported 

before local production started in 1957, Importation declined from 81 per cent of total
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domestic consumption to about 14 per cent in 1966. Though domestic production has 

increased substantially since the civil war ended in 1970 ironically, importation also 

increased as can be seen in Tables 2.6. This was principally as a result of massive post-war 

reconstruction and economic development that started after the civil war, stimulated by the 

boom experienced in national oil revenue at the same period. Despite increase in the number 

of cement manufacturing plants in Nigeria, the country still imported average of 50 per cent 

of annual total cement consumed between 1970 and 1984, reaching a peak of about 80 per 

cent in 1977 at the climax of construction activities. However, decline in construction 

activities since 1981 has also resulted in considerable reduction in cement imports.

Table 2.6
Cement Consumption in Nigeria 1938-86 

(In thousand metric tones)

Year Domestic Import Apparent Import as % of
production consumption consumption^

1938 50.7 50.7 100.0
1948 133.8 133.8 100.0
1958 113.0 484.3 597.3 81.1
1962 483.0 340.3 823.3 41.1
1966 1007.0 160.7 1167.7 13.8
1970 664.0 466.1 1130.1 41.2
1974 1200.0 985.6 2185.6 45.1
1977 1262.0 4826.9 6088.9 79.3
1981 2566.0 5161.7 7727.7 66.8
1984 3182.0 1378.8 3560.8 38.7
1985 3352.0 746.2 4098.2 18.2
1986 3624.0 611.2 4235.2 14.4

Sources: UN Statistical Yearbooks 
1 - Author's calculation

60 per cent of total raw materials used for production between 1973 and 1975 was 

estimated to be imported (FRN, 1980). It was estimated to be still as high as this recently 

(Smith, 1991). Oshideko (1987) noted that multinational manufacturing companies in the 

country deliberately make little or no efforts towards developing domestic substitutes thus 

reduce dependence on imported raw materials. He highlighted especially the case of 

gypsum used in cement production. Though good quality deposits are available in large 

quantities locally, they have remained mostly untapped while being largely imported. Thus 

if the value of imported raw materials in domestic cement production is considered with that 

of imported cement it can be safely assumed that Nigeria is still about 60 percent import 

dependent in aggregated cement consumption. And if this example is used to generalise

34



materials supply in the industry, it will not be an understatement to say that the country is 

between 50 and 60 per cent dependent on imported construction materials.

High dependence on imports constitutes a major barrier to regular supply of 

construction materials in the Nigerian industry. The problem is further compounded by 

fluctuations in national foreign exchange earnings from oil, the mainstay of national export 

revenue. Lack of foreign exchange has adversely affected imports to meet shortfall in local 

production as well as inputs for local production. Resulting high uncertainties in supply, 

coupled with poor distributive machinery, give opportunities for exploitative middlemen to 

further create artificial scarcity in order to inflate prices. Unfortunately, government bulk 

purchase programmes to reduce scarcity and prices have been underfunded, inadequate, 

inconsistent and made inefficient by nepotism and other abuses for personal enrichment of 

highly placed public officials. Whereas most foreign contractors directly import some of 

their materials, especially cement, or deal directly with manufacturers or major domestic 

suppliers, indigenous contractors buy mostly from materials vendors. Thus shortages of 

materials and resulting fluctuations and inflation in prices generally affect the efficiency and 

capacity of the industry. The situation has more critical effects on the performances of 

indigenous contractors who have neither the capital or the 'right connections' to facilitate 

import, nor easy and direct access to obtain from local sources at modest rates.

Manpower

The present economic recession in the country has resulted in the decline of 

construction activities and has drastically reduced employment in the construction industry. 

It is estimated that the industry's labour force has reduced by over 65 per cent from its size 

in 1980 (Smith, 1991). Fashoyin (1990) also observed that the construction workers' 

union membership declined by 78 per cent from 160,000 in 1982 to 35,000 in 1987. But 

at the peak of construction activities in the country between 1970 and 1980, there were 

acute shortages of construction manpower at all levels. Employment in the industry 

increased by 91 per cent (Fashoyin, 1990). The total construction labour force was 

estimated to be 250,000 in the 1975 - 80 Third National Development Plan (FRN, 1975). 

A shortfall of over 40 per cent was expected in construction manpower requirements of 

433,000 estimated to meet projected construction activities as shown in Table 2.7. Despite
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increases in graduate out-turn from expanded and new educational establishments 

especially, universities and colleges of technology, at the beginning of the Fourth National 

development plan in 1981, more shortages were anticipated in construction manpower 

requirements for the period (FRN, 1981a). Further expansion in training facilities was 

again envisaged in order to meet increasing manpower shortages.

Table 2.7
Estimated Construction Manpower Requirements 1975-80

Manpower level Examples No. Reqd % Vacancy

Senior Professionals engineers, architects, qty. surveyors etc. 12 000 2.8
Intermediate Staff foremen, work supervisors 22 000 5.1
Skilled and Semi-skilled workers masons, carpenters, plumbers 245 000 56.6
Other workers labourers 145 000 35.5

TOTAL 433 000 100.0

Source: FRN (1975) Third National Development Plan

The total number of tertiary institutions in Nigeria has increased about ten-fold since 

1970. The number of construction professionals produced by these institutions has also 

increased dramatically since then. But the number of tradesmen has not increased at a level 

commensurate to the increase in the number of professionals and supervisory personnel. 

Few trade centres and vocational institutes exist in major urban centres in the country, the 

majority of tradesmen in the country are still trained through the traditional apprenticeship 

methods, primarily in the informal sector of the economy. Expansion of training facilities 

for this manpower level in order to increase turn-out has not received as much attention as 

had been given to development of professional and supervisory manpower for the industry 

(Wahab, 1988). Thus there were grave shortages of skilled and other workers during the 

various development periods. However, immigrants from neighbouring West African 

countries met to some extent the shortfalls in this category of manpower. Further expansion 

in vocational training have also been carried out since 1980 especially by State governments 

to absorb increases in out-turn of primary school leavers.

Nigerian workers are generally believed to have a poor attitude to work. The 

universal unfavourable working environment and conditions of construction workers 

would perhaps further aggravate any such attitude in the Nigerian workers. In addition, 

because of uncertainties in continuity of work, most construction workers in Nigeria (and
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elsewhere) are employed as casual workers, hired and fired according to job demand. 

Furthermore, complacency in enforcement of safety acts in the country (Aigbiremolen,

1989) has increased the hardships experienced by this category of workers and has further 

affected their attitude to work. The problem of ethnic loyalty prevalent in Nigeria also 

influences the attitude of workers to one another and to their employers, hence their 

productivity (Obowu, 1987). Olomolaiye, Wahab and Price (1987) have also reported that 

the problems influencing craftsmen’s productivity: lack of materials, repeat work, lack of 

proper tools, supervision delays and absenteeism, can be traced to basic defects in project 

management practice in Nigeria.

Machinery

It is obvious that the entire construction equipment, tools and spares required by 

most developing countries are met by importation. This means that supply of construction 

machinery is contingent upon availability of foreign exchange which was not a major 

constraint to Nigeria until the decline in oil export revenue. While lack of capital may be the 

major constraint in equipment ownership for most indigenous contractors, many that could 

afford to buy were indiscreet in their choice of equipment. Lack of experience resulted in 

many of them having a large variety in their fleet of equipment resulting in maintenance 

problems (Opara, 1987). It could however be understood that most indigenous contractors 

are in a dilemma in choosing between specialised, high performance and low utilisation 

machines on the one hand, and multipurpose, low performance and high utilisation 

machines on the other hand (UNIDO, 1969) because of the diversity and irregularity in 

their work load. However, lack of standardisation has further complicated the problem of 

maintenance, especially, with increasing difficulty in obtaining enough foreign exchange to 

import spares or replace old equipment. Shortages of skilled equipment operators and 

maintenance technicians further enhanced rough usage and poor maintenance, increasing 

breakdown times, hence reducing effective utilisation and the economic life of many 

machines. Some contractors imported used machines, intentionally or were defrauded by 

overseas suppliers, which created more problems.

Expatriate contractors on the other hand could easily afford investment in more 

equipment in their fleet because they are better advantaged to obtain more regularly the large
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construction jobs available in the market. It has also been observed that they standardise 

their fleet around the brand of equipment readily available in their home countries, from 

where they import most of their resources. They also have lesser problems with manpower 

required to efficiently operate and maintain their fleet because they provide training in this 

respect (Opara, 1987).

An alternative to direct purchase of equipment is to hire or lease one whenever 

required. Equipment hire or leasing facilities are both very limited in the country. The very 

few private equipment hire or leasing companies that exist are located in major cities and 

tend to be exploitative and unreliable usually with low stock of ill-maintained equipment. 

Some attempts were made by some state governments to provide services in this direction 

for small indigenous contractors on public projects (Inter. Tech., 1970; Edmonds, 1975). 

The amount of equipment available was limited in most instances, and coupled with other 

factors that influence public service in the country, such services have not been continuous 

or very efficient. Thus most contractors prefer buying their own equipment and this was 

facilitated by equipment advance available on some major civil engineering projects 

especially at the Federal level (Schatz, 1977).

Money

The responsibility of financing the construction project is basically that of the 

owner. Most new public projects are financed through annual government budgetary 

appropriations for capital expenditure. However, governments also solicit occasionally 

medium and long term loans from internal and external sources to finance social 

infrastructure as well as industrial projects. Private owners finance their construction from 

funds earmarked for fixed assets in project investments, loans, accumulated profits, gifts or 

grants.

Contractors also need to finance construction pending reimbursement through 

contractual interim payments made by the owner. The financial needs of a contractor can be 

met in a number of ways (Ofori, 1980):

1. by the client pre-financing the project, that is giving the contractor 

mobilisation advances;

2. by the client paying the contractor promptly for the work he does;
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3. by banks and other financial institutions, pre-financing the contractor giving 

the contractor bridging loan;

4. by suppliers giving the contractor credits on purchases.

Client's pre-financing of projects have been used frequently on public contracts in 

the country. But as earlier discussed, civilian governments have been more disposed to its 

provision as this provided them opportunities for illegal party financing and personal 

enrichment. Attempts to control corruption have led to discontinuation of mobilisation 

advances by the various military governments that replaced the civilians. Contract payments 

as earlier discussed are always delayed.

Financial institutions do grant loans regularly for construction purpose. Though 

data available do not distinguish the recipients of the loans - either project owners or 

contractors, the construction industry has had a fair share in the total value of loans and 

advances available from commercial banks as can be observed from Table 2.8.

Table 2.8
Sectoral Distribution of Commercial Bank Loans and Advances 1970 - 90

Sector 1970 1974 1978 1982 1986 1990

Agriculture 2.0 2.9 5.4 7.6 11.7 16.0
Manufacturing 21.7 27.6 27.7 29.6 28.5 30.5
Mining and quarrying 1.9 1.3 1.0 0.9 1.3 1.4
Construction 7.4 10.4 2L5 20.3 m i 13.5
Gen. Conunerce 47.7 30.4 21.1 17.8 17.5 18.4
Services 5.6 7.8 8.4 8.8 6.2 4.8
Others 137 19.6 14.9 15.0 16.7 15.3
Total 100.0 100.0 100.0 100.0 100.0 100.0

Source: Central Bank of Nigeria: Econ. and Financial. Rev, (Various issues)

However, because construction is a high risk venture, financial institutions tend to 

be more critical in assessing application for bridging loans from contractors. Most financial 

institutions in the country were previously controlled by expatriates, racial discrimination 

was advanced as a major reason why indigenous contractors and other enterprises were not 

having easy access to loans facilities like their expatriate counterparts (Olajide, 1976; 

Akeredolu-Ale, 1974). But all financial institutions in the country have been considerably 

indigenised and Nigerians are now fully in charge of most banks. Yet bad financial 

attitudes and habits of Nigerian contractors leading to misuse of loans, as well as lack of
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securities and lack of good accounting records to meet bank requirements (Adeyemo, 1974; 

Olajide, 1976) still militate against the success of their loans applications. Because materials 

and other supplies are usually in short supply, suppliers and manufacturers do not have to 

use marketing strategies such as trade credits to any reasonable extent. Thus purchases are 

usually on a cash basis. It is even very common for purchasers to be requested or to 

willingly pay advances for supplies that are not immediately available, nor the delivery date 

very definite. Even when trade credits are available, indigenous contractors are again 

disadvantaged in benefiting from such facilities for lack of confidence in their integrity and 

ability to honour payment bills promptly.

Construction Output

Different classifications of construction output have been presented (UNIDO, 1969; 

Hillebrandt, 1985; Ofori, 1980; UNCHS, 1984). But for simplicity, the classification used 

in the United Nations systems of national accounts which is also used in Nigeria will be 

adopted. Thus construction output will be classified under the headings of residential 

buildings, non-residential buildings and other construction and works. Unfortunately, 

adequate data are not always available on the output of each construction category in 

Nigeria. However, data available are adequate to show the pattern and the magnitude of 

construction output generally in the country. It can be reasonably assumed that data 

available indicate values of mainly new construction works and capital repairs. This is 

because it is typical of all developing countries to neglect maintenance and repairs 

(UNCHS, 1984). And in fact, maintenance of old structures, especially buildings, was not 

receiving prominent attention in Nigeria until recently, after economic recession has 

drastically reduced the rate of acquisition of new ones.

The magnitude of construction output in Nigeria had positive annual growth from 

independence in 1960 until it declined slightly in 1977 as can be seen in Tables 2.9 and 

2.10. Though it picked up briefly between 1977 and 1981, decline has continued steadily 

thereafter. The value of construction output as a proportion of the GDP has fallen by over 

80 per cent between 1981 and 1989. The decline in construction activity reflects the decline 

in national economy as a result of fall in oil revenues. Nigeria oil export has dropped
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considerably since world-wide oil surplus crisis began in 1981. This has led to balance-of- 

payments deficits and debt repayment crisis. These have significantly stalled economic 

growth, particularly, in capital formation. Investment in construction products has therefore 

declined significantly since 1981 as shown in Table 2.9.

Table 2.9
Construction Output in Nigeria 1960 - 89

Year Constiuction GFCFas Construction as CF in constr.
as % of GDP % of GDP % of GFCF as % of GDP

1960 4.5 13.2 62.2 8.2
1963 4.0 13.3 55.9 7.5
1970 5.4 15.7 54.1 8.5
1971 6.3 18.1 57.8 10.5
1972 7.1 18.2 65.4 11.9
1973 9.8 21.8 76.6 16.7
1974 7.0 15.7 74.9 11.8
1975 8.5 23.1 66.4 15.3
1976 9.5 29.4 63.9 18.8
1977 9.2 29.0 63.8 18.5
1978 8.8 28.1 66.0 17.7
1979 7.8 22.1 70.3 15.5
1980 7.6 22.7 66.9 15.2
1981 8.2 20.8 66.3 16.5
1982 7.0 17.4 66.3 14.1
1983 6.7 16.5 58.6 7.59
1984 4.4 11.5 53.8 3.30
1985 3.2 9.4 50.8 3.51
1986 2.7 10.3 50.4 4.68
1987 2.3 9.1 43.6 4.49
1988 1.7 11.7 50.7 5.63
1989 1.4 12.2 49.3 5.70

Source: UN National Accounts Statistics (various years) 
Federal Office of Statistics (various years)

There has been considerable reduction in new major construction projects. More 

emphasis has been on completing major infrastructural projects abandoned at the wake of 

economic recession as well as the new federal capital - Abuja. In terms of composition of 

output, civil engineering work (other work) increased in importance and output between 

1960 and 1972 while building work declined as shown in Table 2.10. However, building 

work output increased briefly between 1972 and 1974 before it started to decline again after 

1975. Data are not available on the composition of capital formation in construction beyond 

1980.
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Table 2.10
Percentage Composition of Capital Formation in Construction by Type

Year Building Other work
1960 72.0 28.0
1963 66.0 34.0
1966 62.0 38.0
1970 45.0 55.0
1971 44.0 56.0
1972 42.0 58.0
1973 66.0 34.0
1974 68.0 32.0
1975 61.0 39.0
1976 48.0 52.0
1977 44.0 56.0
1980 40.0 60.0

Source: UN National Accounts Statistics (various years)

Government and Construction

Government is the major purchaser of construction products in most countries, 

more especially in developing countries. This means that demand for construction 

fluctuates with the state of the economy and the social and economic policies of government 

(Hillebrandt, 1985). The public sector in Nigeria accounts for about 85 per cent of total 

construction output (Federal Office of Statistics, 1982). Hence government policies, capital 

expenditure and stability greatly influence construction demand and output.

An analysis of past development plans in Nigeria will adequately describe how 

government socio-economic policies affect construction output. The nation has executed 

four development plans since independence:

- First National Development Plan 1962-68 

Second National Development Plan 1970-74

- Third National Development Plan 1975-80

- Fourth National Development Plan 1981-85.

Development priorities in each of the past development plans have dictated the 

nature of demand for construction in terms of output and nature of work. The priorities 

were reflected more in the percentage distribution of actual public sector capital 

expenditures in various sectors of the economy at these periods shown in Table 2.11.
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Table 2.11
Actual Public Sector Capital Expenditures (% distribution) 1962-85

Economic sector 1962-68 1970-74 1975-80 1981-85

Agriculture 9.8 9.7 7.1 18.2
Trade and Industry 8.9 7.4 16.2 22.3
Electridty 15.0 5.0 5.9 2.1
Transport 22.6 23.1 23.2 14.5
Communications 2.0 2.4 6.0 4.1
Water & Wastes Disposal 4.6 5.8 3.2 -

Education 8.5 11.4 10.2 8.6
Health 1.4 5.0 2.1 2.5
Town & Country Planning 3.7 2.2 3.3 0.4
Labour, Social Welfare & Dev. 0.7 1.3 0.4 1.0
Information 0.9 1.9 1.1 1.0
Judidal 0.2 — — —

Gen. admin., defence & security 19.3 22.7 17.3 15.2
Finandal obligations 2.4 2.1 - -

Federal C^tal Territory - - - 6.3
Housing & Environment _ 4.1 4.6

Source: Ayo (1988).

First National Development Plan 1962 -68

This was the first development plan after independence. This period witnessed 

some domestic political crisis that culminated into a civil war in 1967. Thus apart from 

investments in defence and security, emphasis was on public infrastructure to promote 

agricultural and industrial production. Hence projects such as roads, bridges, railways, 

telecommunications, electricity supply, harbours and airports were undertaken to provide 

basic infrastructure necessary to attract foreign investment, particularly in manufacturing 

(Olayiwola, 1987). This had earlier been observed by Drewer (1975) as the usual trend in 

developing countries. Investments in education especially manpower development at high 

and intermediate levels also received prominent attention.

The federal system as operated between 1960 and 1966 in Nigeria allowed much 

autonomy to the regional governments. Regional governments therefore executed their own 

development programmes according to identified regional priorities (Ayo, 1988; Okigbo, 

1987). This further stimulated growth in construction output. Tribal crisis in the country 

that resulted in the 1967 -70 Civil War precipitated the creation of twelve states in April 

1967 from the former three regions. This further increased and diffused construction 

activities, in particular infrastructure development, which hitherto was concentrated mainly 

in major urban industrial areas.
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Second National Development Plan 1970 -74

The Second Development Plan launched immediately after the end of the civil war 

was aimed at reconstructing the war-battered economy and promoting economic and social 

development in the country (Ayo, 1988). The military government was able to maintain 

political stability and unity at this period. The state governments were effectively controlled 

from the centre though they had some degree of autonomy in initiating and executing their 

development projects. Development of infrastructural and social facilities predominate 

construction projects of the federal and state government, though, many industrial projects 

were also embarked o n .

The scheme of priorities in selection of projects was set out to be as follows 

(Okigbo, 1987):

- agriculture, industry, transportation, manpower development take the first 

priority;

utilities: - electricity, water communications take second priority;

other services take the last priority;

defense and security constitute a set sui-generis.

It was projected that over 60 per cent of development would involve construction in 

one form or another. The actual proportion of investment in construction in gross capital 

formation averaged 65.8 per cent at this period. Projects that featured most prominently 

were roads, bridges, military barracks and installations, schools especially post secondary 

institutions, industries, water supply, sea and air ports, wastes disposal, hospitals and a 

large variety of administrative buildings especially for the newly created states. But 

considerable shortages in materials and manpower greatly escalated construction costs. The 

boom in oil production provided adequate revenue to support massive importation of 

resources for execution of construction projects. However, the proportion of projected 

capital expenditures actually realised dropped from 79.3% in the First Plan to 66.8% in the 

Second Plan (Okigbo, 1987).

Third National Development Plan 1975 - 80

Capital investment proposed in the Third Plan was ten times the size of the Second 

Plan and nearly fifteen times that of the First Plan as a result of the optimism generated by
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the unusually favourable financial circumstances under which the country was operating on 

the eve of the Plan (Ayo, 1988). Objectives of the Plan were: to increase income, a more 

even distribution of income, a reduction of unemployment, increase in the supply of high 

level manpower, diversification of the economy, balanced development (that is, 

geographical and sectoral spread) and indigenisation of economic activities (FRN, 1975).

Priorities were intended to be more on those projects that would have direct effects 

on the living standards of the common man especially in the rural areas. But the actual 

pattern of government capital investment during this Plan period followed the pattern 

similar to that of the two previous Plans. Housing, however, became a major priority 

during this Plan period. Notwithstanding, roads and bridges again dominated construction 

activities. Other prominent construction works during this period were harbours, airports, 

and postal services telecommunications projects. Industrial projects also received a great 

boost. Federal government investments concentrated on iron and steel production and 

petroleum refineries while state governments promoted various manufacturing projects. 

Government universal free primary education and higher education programmes 

necessitated construction of more primary and post secondary schools and intensive 

expansion of facilities for tertiary education, including establishment of new universities 

and colleges of technology.

Proportion of investment in construction in gross capital formation increased 

slightly on the average over that of the previous Plan period. So also the proportion of 

actual expenditures over projected expenditures increased to 69.5% as against 66.8 % in 

the previous Plan period (Okigbo, 1987), despite brief decline in oil production and 

revenue that initially posed a great threat to the realisation of the ambitious projects 

envisaged. Shortages of materials and manpower persisted during this period. This further 

escalated inflation in construction costs. Mass importation of construction materials, 

especially cement, was undertaken to reduce the bottleneck to development caused by 

shortfalls in local production. But this resulted in congestion of ports which further soared 

prices of all goods.

Major political changes experienced during this Plan period also had some impact 

on construction activities. First, there was a change in government in July 1975, barely six 

months into the Plan period. The new military administration subsequently reviewed the
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Plan and decided to place more emphasis on sectors such as agriculture, health, education, 

housing and water supply that have more direct benefit to the common man. For instance, 

the target number of hospital beds and housing units was raised from 87,000 to 120,000 

units and 60,000 to 200,000 units respectively (Ayo, 1988). Secondly, the new military 

government created 7 more states bringing the total number of states in the country to 19. 

The development of Abuja as the Federal Capital Territory (FCT) to replace Lagos as the 

new capital of the country was also proposed. The new state governments immediately 

embarked on provision of basic infrastructure which was generally under supplied in these 

areas, thereby promoting construction activities in the newly created states. Thirdly, there 

was a return to civilian government in October 1979. All the new civilian state governments 

promptly embarked on various development projects to score political points. The 

provision of more social facilities and infrastructure pledged was specially emphasised. 

This further increased construction activities towards the end of the Plan period.

Fourth National Development Plan 1981-85

The Fourth Plan was unique in that it was formulated by a democratically elected 

government; with a projected capital expenditure of about 82 billion Naira, public sector 

investment of 70.5 billion Naira and private sector investment of 11.7 billion Naira. The 

Plan was considerably larger than all its predecessors. It was the first Plan in which the 

local governments participated in their own right following their creation as a distinct level 

of government (Ayo, 1988). The Plan adopted all the objectives of the Third Plan as still 

valid and added a few more: greater self-reliance, development of technology, increased 

productivity, reduction of rural-urban migration, promotion of new national orientation 

conducive to greater discipline, better attitude to work and clean environment (Okigbo, 

1987). All sectors experienced decline in funds available for capital investment at this 

period except agriculture and probably town and country planning if investment in the 

Federal Capital Territory (FCT) is considered as part of town and country planning.

Prominent projects at this period were in the manufacturing sector petrochemicals, 

refineries, fertilisers, iron and steel and paper production. In the agriculture sector, 

irrigation received the greatest investment it ever had, singularly accounting for 9.9% of the 

total actual capital investment (Ayo, 1988). Thus giving agriculture the greatest
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proportional increase in investment capital to fulfil the proposal to give this sector the 

highest priority in the Plan period (FRN, 1981). Housing and development of the FCT 

were part of the political strategies of the party ruling at the Federal level, hence they were 

deliberately emphasised in the Plan. There was a mad rush to move the seat of government 

to Abuja, the proposed FCT. Thus the proportion of actual investment on FCT (6.3%) 

greatly exceeded the proportion planned (3.5%) (FRN, 1981). However, despite a decline 

in actual investment in education, educational buildings were still very prominent. This was 

because more tertiary institutions were established during this period by some state 

governments as well as by the Federal government, motivated perhaps primarily by 

political factors. Further decline in general administration, defense and security capital 

expenditure at this time was also as a result of reduced demand for more barracks in view 

of ongoing demobilisation of the armed forces .

Actual expenditures as proportion of projected expenditures fell at this period to 

64.2%, a value below that experienced in all previous Plans (Okigbo, 1987). This was 

partially because performance of the economy during the Fourth Plan was generally poor as 

a result of the slump in oil market (Ayo, 1988). The Fourth Plan was based on a projected 

petroleum production of 3.0 million barrels per day. This never materialised because of the 

decline in world oil demand and more competition from non-OPEC oil suppliers, such as 

Britain, Norway and Mexico (Olayiwola, 1987). The resulting financial crisis forced 

curtailment in planned activities. Size reduction, postponement or in many cases 

cancellation of several development projects were undertaken. Unfortunately, flagrant 

corruption and abuses that characterised the previous civilian government continued despite 

the impoverished economy. This made military intervention inevitable and a much 

welcomed news to most Nigerians on the eve of 1984 (Olayiwola, 1987). The new military 

government reappraised on-going projects, terminated the least viable in view of the 

prevailing economic situation.

Structural Adjustment Programme 1986 - To Date

Construction output has been declining in the country since 1981 in response to 

decline in national income from oil export, hence capital expenditures. The prevalent 

circumstances have also led to more critical analysis of national economic policies. The
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Buhari/Idiagbon military regime between 1983 and 1985 focused more on completion of 

on-going projects that were determined to be viable and virtually suspended new projects. 

There were cut-backs on government construction projects beyond N30, million (thirty 

million Naira) (Smith, 1991). Maintenance of existing facilities and use of in-house design 

personnel and direct labour for execution of public works were also emphasised. However, 

the regime was deposed in another military coup in August 1985.

The incoming Babangida government relaxed some of the policies introduced by the 

deposed regime, especially embargo on new construction. The government also embarked 

on a Structural Adjustment Programme (SAP) in middle of 1986, aimed at restructuring 

and diversifying the productive base of the economy in order to reduce dependence on the 

oil sector and on imports (Ayo, 1988). A major feature of the programme is promotion of 

agricultural production and local sourcing of raw materials for domestic industrial 

production. This has resulted in intensive integrated rural development which has 

considerably increased construction, especially provision of basic infrastructure and social 

facilities such as borehole water supply, earth roads, schools, health centres and cottage 

industries for the rural areas despite impoverished economy. Some industrial projects that 

will enhance domestic production of major raw materials and goods for domestic 

production as well as exports, for example petrochemical projects have also received 

prominent attention.

The largest single current construction project in the country since 1987 is the 

building of the new federal capital - Abuja. The Babangida regime made history by moving 

the federal capital to Abuja officially in December 1991. The acceleration of construction 

works to meet unrealistic deadlines has resulted in considerable escalation of costs. The 

regime also made history by being the first government to articulate development of the 

construction sector by establishing the first National Construction Policy in 1991. The 

regime also established the National Housing Policy which introduced dynamic 

programmes that will facilitate access to mortgage loans to enhance housing construction. 

However, it has also followed in the path of all previous governments by lack of 

commitment to the policy proposed to develop indigenous construction capacity. This is 

evidenced in the predominance of multinational construction firms in the construction of 

Abuja. It is unfortunate that thirty years after independence, Nigerian indigenous
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contractors are still marginalised in the construction sector and have not been able to 

contribute as much as expected to national development

SUMMARY

From the foregoing, it can be seen that the characteristics of construction products, 

the structure of the Nigerian construction industry as well as procedures and practices 

adopted in the industry generally present some problems that constrain efficiency and 

capacity in the industry. So also shortages in inputs, precarious economic and political 

climate and policies as well as some social problems have influenced construction outputs 

in various ways: causing fluctuations in demand, restraining efficiency, capacity and 

growth in the industry. These circumstances are not however peculiar to the Nigerian 

industry. Performance and growth of indigenous contractors are worst affected by these 

constraints. The next chapter will identify how these constraints further exacerbate and 

reinforce intrinsic deficiencies of indigenous contractors. The various efforts that have been 

made by successive governments and the indigenous contractors themselves to ameliorate 

the effects of these constraints on their capacity and to promote their growth and effective 

control of the industry will also be highlighted.
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CHAPTER 3 

INDIGENOUS CONTRACTORS IN NIGERIA

INTRODUCTION

The construction industry in a developing country has been described to proceed in 

the following stages (UNCHS, 1984):

1. Foreign firms handle most construction of the larger projects particularly in civil 
engineering;

2. As a result of subcontract work in the first stage projects, indigenous 
subcontracting firms develop;

3. Small local contractors execute the smaller projects;

4. Local contractors take over most local contract work regardless of magnitude, 
forming joint ventures with foreign firms as necessary;

5. Local contractors may go abroad.

The Nigerian construction industry can not be said to have proceeded beyond the 

third stage stated above. Though the number of indigenous contractors has increased 

dramatically since the 1950s, their capacity, participation and impact in the industry have 

not grown as expected. Foreign construction firms have maintained an unchallenged 

dominance of the industry, particularly in the execution of major civil engineering projects 

and other large projects. Efforts that have been made to promote and develop Nigerian 

contractors, especially various government policies intended to favour them in contract 

award and to ameliorate their undercapitalisation problem, have not been able to advance 

their capacity as intended. Thus they still can not challenge the increasing dominance of 

foreign construction firms in the industry.

An analysis of projects undertaken by the Federal government between 1979 and 

1987 by Olugbekan (1991) showed that foreign firms undertook:

1. 85% of road construction projects under N5 million;

2. 81% of road construction projects valued between N5 million and NIO million;

3. 98% of road construction projects valued above N 10 million;

4. 54% of road rehabilitation projects under N5 million;
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5. 81% of road rehabilitation projects between N5 million and NIO million;

6. 90% of road rehabilitation projects over NIO million;

7. 80% of building construction projects over NIO million.

Indigenous contractors, however, undertook 99% of mechanical and electrical projects 

which were essentially valued under N5 million, 85% of building construction projects 

under N5 million, 61% of building construction projects between N5 million and NIO 

million and 90% of building rehabilitation projects.

In another analysis of over 1100 construction contracts awarded by the Federal and 

some state governments, Olateju (1991) noted that while the indigenous contractors were 

awarded 875 contracts, that is 77% of the total number of contracts analysed, the total value 

of the contracts awarded to them was under 11 million Naira, representing less than 7% of 

the total volume of works involved. He further noted that indigenous contractors did not 

fare better than their foreign counterparts in terms of contract value in any construction 

type. For example, they were awarded 96% of the building and factory projects at only 

34% of the total value of projects in this category. In addition, indigenous contractors were 

slightly active in the road construction sector but their participation in major civil works 

such as ports, dams, airports, irrigations, etc. was negligible.

All foreign firms in Nigeria have been considerably indigenised since government 

indigenisation policy was initiated in 1972 with the objective of ensuring that Nigerians are 

in control of all sectors of the economy. Nigerian equity ownership in construction 

industry and some other enterprises was required to be forty per cent by the Nigerian 

Enterprises Promotion Decree of 1972. This was subsequently increased to sixty per cent 

through the 1977 decree. Though expatriates have been replaced by Nigerian managers in 

other sectors of the economy, especially the manufacturing sector, expatriates still 

monopolise the management and the operations of former foreign owned construction 

firms. Thus frustrating the development of Nigerian construction capacity. Hence these 

construction firms are still in essence foreign firms. They handle almost exclusively all the 

large construction works, particularly in civil engineering, at the expense of the 

development and growth of indigenous contractors. This chapter will discuss the 

constraints to growth, efficiency and effective participation of Nigerian indigenous
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contractors in the industry, the efforts that have been made to ameliorate their performances 

as well as the factors that have limited such efforts.

CONSTRAINTS OF NIGERIAN INDIGENOUS CONTRACTORS

The situation of the construction industry in developing countries has received 

continuous prominent attention from researchers and various international organisations 

committed to social, industrial and economic development. Some notable research studies 

and publications in this respect include: UNIDO (1969); Edmonds (1979); Edmonds and 

Miles (1984); World Bank (1984); Ofori (1980); Wells (1986); UNCHS (1981); UNCHS 

(1984a); UNCHS (1984b); Moavenzadeh (1978); Ganesan (1978); Kirmani (1988); 

Moavenzadeh and Rossow (1975); Turin (1973); and various others by the International 

Labour Organisation (ILO).

The ILO has had continuing interests in the development of the domestic 

construction industry in developing countries. The ILO (1987) succinctly summarises 

under three headings the major problems that many other authors have also observed to 

be the chief constraints to the performance, the development, even the very survival of 

small-scale contractors in developing countries:

i . Difficulties presented by the particular market and business environment in
which the contractor is operating:
- procuring work on a steady basis;
- access to investment and working capital;
- shortages of skilled labour;
- delays and uncertainties with respect to supplies and prices of materials;
- access to hired (or own) plant and equipment.

ii. Difficulties deriving from clients including:
- incomplete or unclear drawings and specifications;
- inadequate supervisions;
- delayed interim and final payments;
- unwillingness to negotiate contract deadlines in relation to unforeseen 

delays in the availability of materials;

iii. Difficulties deriving from the shortcomings and inadequacies of contractor
himself. In particular common issues are:
- deficiencies in technical understanding of drawings and specifications;
- lack of familiarity with estimating techniques and tendering procedures;
- unfamiliarity with the legal aspects of contract work, contract law 

preparation and registration claims against contract variations;
- lack of understanding of basic site management and contract planning 

techniques;
- lack of diligence in keeping physical and financial records and in general 

book-keeping.
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These problems are common to most developing countries. They singly or in 

combination seriously restrain the growth and efficiency of indigenous contractors in these 

countries. These problems have been similarly identified in various studies on Nigerian 

contractors, notably: Edmonds (1975); Ogunpola (1968); Intermediate Technology (1970); 

Diatchavbe (1974); Kazie (1975); and lyortyer (1983). Many of these constraints are 

included in those classified by Aniekwu and Okpala (1987; 1988) as structural and 

systemic constraints on the performance indigenous contractors in Nigeria.

Problems Deriving From the Business Environment 

Procuring Work

Circumstances that cause fluctuation in demand for construction output have been 

previously discussed. Recapitulating: construction products are capital goods, investment 

in them are postponable; government is the largest client of the industry hence construction 

demand is greatly influenced by government capital expenditures, economic and 

development policies as well as political stability. While the problem of fluctuations in 

construction demand is not peculiar to developing countries, poor planning and execution 

of projects, instability in government as well as precariously poor economy further 

exacerbate the severity of the problem in most developing countries, particularly Nigeria.

Great proliferation of small-si zed indigenous construction enterprises further 

reduces individual contractor's access to the few available jobs that are within their 

capacity. Yet mistrust and individual greed have not encouraged joint ventures among 

them. Thus too many small contractors are chasing few small contracts resulting in little or 

no jobs for most of them. On the other hand, expatriate firms have little difficulty in 

obtaining the large government contracts regularly. This is partially because of their 

superior technical capacity to undertake such jobs; partially also, because some government 

officials out of prejudice tended to avoid even the more capable among large indigenous 

contractors (Schatz, 1977; Diatchavbe, 1974).

Contract splitting (slicing and packaging of larger jobs into a number of smaller 

jobs) was practised by Federal and regional governments to assist new indigenous firms 

but this tapered off by the mid-1960s (Schatz, 1977). Another effort made to ensure more
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participation of indigenous contractors in construction works was to reserve projects 

costing 100,000 Naira or less for them (Oladapo, 1974). At times contractors, especially 

petty contractors, were also patronised on a simple rotational basis from among those 

registered in the area. There were also informal, unsystematised preferences given to 

indigenous contractors who could render adequate performance even if they couldn't match 

fully the price or quality of foreign contractors (Schatz, 1977). For example, the Federal 

Government allowed a two and a half per cent price preference for Nigerian owned firms 

and there was an implicit understanding pervading the government structure that indigenous 

firms were to be favoured. Unfortunately, many who benefited from these government 

policies grossly abused the privileges offered them. They lacked commitment to produce 

good results or to develop their firms (Akande, 1986; lyortyer, 1983). Most took undue 

advantage of the opportunities given to them to make quick wealth and indulge in 

ostentatious living.

Access to Investment and Working Capital

Indigenous enterprises in Nigeria generally suffer from inadequate financial 

resources for working capital and for investment in equipment and plant. For contractors, 

working capital is usually required to pay for materials, labour, overheads and other 

expenses pending reimbursement by clients with interim contract payments. While it is 

possible to start construction business at the lowest level with little capital and no 

investment in equipment, the larger the contract, the larger the working capital required and 

the greater the capital investment required. Though relative ease of entry into construction 

business is universal, it appears some prevailing circumstances in contractors' registration 

in Nigeria have further encouraged proliferation of small construction firms with very weak 

capital base. This low capital base among other factors excludes Nigerian contractors from 

handling big contracts and puts the few expatriate contractors in a monopoly position 

(FRN, 1981).

Most indigenous contractors are limited to their own capital resources and personal 

credibility to attract loans. The ownership structure of most Nigerian contractors which is 

predominantly sole proprietorship as well as their other personal shortcomings have further 

limited their ability to attract capital through loans and trade credits. However, mobilisation
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advances, particularly on government contracts, had helped to minimise the under

capitalisation problem of most Nigerian contractors when provided. Unfortunately, as a 

result of blatant frauds, misappropriation and other abuses perpetrated by both government 

officials and the contractors themselves, this privilege has been discontinued intermittently.

It has been argued that lack of adequate measures to ensure judicious use of the 

funds by the beneficiaries, for example bonding of contractors, primarily encouraged 

flagrant abuses for party financing and personal enrichment, this omission was more or 

less intentional (Adams, 1990). Some regarded the mobilisation advances as their own 

share of the national "cake". Thus phoney contracting firms (sometimes in collusion with 

some government officials) were established and often absconded without doing any job 

after receiving mobilisation advances. Many well meaning contractors however, lacked the 

expertise and personal discipline required to effectively manage the funds available to them 

for the purpose intended. But some assumed that the mobilisation advances and other 

government assistance programmes will always be available, hence obtained more contracts 

and expanded beyond their overall financial capacity. They subsequently experienced 

serious cash flow problems which adversely affected their performances and growth.

Scarcity of Skilled Labour

It is generally known that the dearth of skilled manpower is a major problem 

restraining effective execution of the development programmes of most developing 

countries. The impact of this constraint on the performances of the Nigerian construction 

industry during the past development plan periods had been highlighted earlier. Efforts that 

were made in terms of manpower training and development, to minimise the consequences 

of this problem have also been formerly discussed. Notwithstanding, indigenous 

contractors still have difficulties in attracting top-notch skilled manpower. This is because 

an average Nigerian employee prefers to work in the public service or in the expatriate- 

managed firms. Nigerian construction professionals in general prefer public service, private 

consultancy practice and academics to site construction jobs. In fact, many of them 

impatiently endure a few years of postgraduate work experience before venturing to 

establish their own professional practice firms. This was particularly common during the 

1970s oil boom period when the country undertook massive capital investment projects.
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This further increased the severity of the dearth of skilled manpower in especially the public 

service, resulting in the government regulation that restricted professionals with less than 

five years postgraduate work experience from establishing their own practice firms. This 

regulation has however been repealed in view of growing graduate unemployment, a 

consequence of economic recession.

Indigenous contractors are generally disadvantaged in attracting high calibre 

employees because on the average:

1. they are unable to offer more attractive remuneration and other benefits regularly like 

their competitors;

2. they are stigmatised by the poor management practices prevalent in most 

indigenous enterprises, especially, bad financial management and leadership that 

characterise many Nigerian owner-directors;

3. they are mostly family owned businesses, hence they offer little or no promising 

career opportunities to ambitious professionals;

4. they are characterised by inefficient business organisation and management 

resulting in great uncertainty with respect to long-time continuity, thus they present 

lesser attraction in terms of job satisfaction and security ;

5. tribal affinity and loyalty prevalent in the Nigerian social structure often deter 

employees from tribes outside that of the owner or key official.

A study has confirmed that some of the above factors are responsible for lack of 

experienced and highly motivated Nigerian supervisory and managerial staff in indigenous 

contracting firms (Kayode, 1987). The study also observed that the professional or 

academic qualifications of Nigerian personnel in indigenous contracting firms are 

comparable with that possessed by some expatriates in expatriate firms. However, the 

Nigerian professionals surveyed were relatively younger in age, have lesser years of work 

experience and have spent lesser years in continuous service with their respective present 

employer (implying higher turnover). Unfortunately, the Nigerian contractors that they 

worked for were not committed to developing their technical and managerial skills, nor do 

they actively support their quest for professional qualifications. Rick (1984) has noted that 

if small firms in general are to satisfy their demand for skilled manpower, they must show 

greater willingness to train workers.
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Government assistance to indigenous contractors to meet particularly their

professional manpower requirements was limited to some support provided in this direction

on public contracts. For example in the 1960s

" . . . .  in Northern Nigeria (perhaps in other regions) a pre-priced tendering 
form was developed for indigenous contractors (to enhance their ability and 
simplify the process of preparing more realistic bids for them). The 
government inspector of construction jobs often became virtually an unpaid 
supervisor-foreman for the contractor, the Ministries of Works advised 
contractors of claims they could submit for legitimate extras. But on the whole 
because of staff shortages and limited funds and also because the award of 
construction contracts to indigenous firms came to be dominated by political 
rather than economic development considerations, the amount of help given to 
indigenous firms was severely limited." (Schatz, 1977, p. 185).

Materials Supplies

Problems of materials supplies in Nigeria have been previously discussed. The 

country is heavily dependent on imports either in form of finished materials or raw 

materials inputs for domestic production. National materials requirements are therefore 

largely dependent on availability of foreign exchange and government fiscal policies on 

importation. Both are in turn largely determined by oil exports, the mainstay of national 

income. Other factors that contribute to irregular supply of materials and intractable 

fluctuations in prices include inadequacy of locally manufactured materials in terms of 

quality and quantity, the high cost of domestic manufactures arising from high wages, the 

inadequate supply of basic services such as electricity, transport, communications and 

water supply, as well as high distribution charges (Abdulahi, 1986). Imported inflation and 

monopolistic structures of distributive trades in Nigeria as well as the constraints posed by 

government fiscal policies relating to importation have also been frequently cited as 

contributing to particularly the high prices of construction materials in the country 

(Abdulahi, 1986; Wahab, 1986; Olalokun, 1987).

It is true that problems in the business environment in which indigenous contractors 

operate create uncertainties in supplies and prices of construction materials which constitute 

a major constraint to their performances and development. However, many contractors 

have further increased the severity of these problems by their management deficiencies. 

Omole (1988) observed that indigenous contractors generally lack effective materials 

management system. Many do not operate efficient purchasing process to ensure timely and
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accurate ordering of materials at more competitive prices, prompt delivery in desired 

quantity and quality as well as efficient control measures to promote adequate storage, 

security and utilisation of materials. As a result they tend to pay more for their materials 

supplies, have frequent delivery delays, experience more wastes and pilfering of materials 

and some other avoidable problems. Thus their lack of management skills and expertise 

have further compounded their problems in materials supplies.

Governments attempts to reduce some of the problems encountered by indigenous 

contractors with respect to materials supplies have included supplying them with materials 

on especially government low-cost housing projects. They have also frequently directed 

local materials manufacturers to sell directly to contractors especially on public contracts. 

Government-owned supply corporations have also been helpful occasionally when they 

have materials in stock. Notwithstanding these measures, availability of materials at 

reasonable rates have remained perennial problems to contractors.

However, some government assistance efforts have not been very effective as a 

result of bureaucratic bottleneck, corruption and maladministration. Some unscrupulous 

contractors have also contributed to the ineffectiveness of these schemes by abusing the 

privileges offered them to obtain materials at cheaper rates. Cases of contractors diverting 

materials supplied for public contracts to other projects or selling them in the market at 

highly inflated prices were rife.

Access to Hired Plant and Equipment

Because construction plant and equipment are mostly imported they are often 

expensive, if available. As previously discussed most indigenous contractors are 

undercapitalised, hence they are unable to invest in plant and equipment so as to be able to 

undertake major contracts especially in civil engineering. Unfortunately, plant and 

equipment hire and leasing facilities are grossly inadequate or totally unavailable in many 

areas. As a result, very few indigenous contractors are barely well-equipped or have good 

access to necessary machinery required to undertake medium-sized projects. Many are 

perhaps afraid to invest in expensive machinery because of the precarious nature of 

construction business which create uncertainties in availability of regular jobs to amortise or 

justify such investment. Some however lack commitment to construction industry and are

58



uninterested in making any investments. But a large number of those who have invested in 

machinery have shown gross ineptitude in equipment ownership and management. Because 

their fleet of equipment are usually not standardised about a particular brand type, they 

often have problems with effective operation and maintenance (Opara, 1987). They 

experience also problems such as rough usage, lack of spares and poor maintenance that 

culminate in reducing the economic life span of equipment. On the other hand, the 

equipment are under-utilised because of irregular jobs. These circumstances make 

equipment ownership less attractive in some instances.

Government attempts to provide plant and equipment hire services have been 

limited by undercapitalisation and bureaucratic constraints. Political favouritism, nepotism 

and corruption have made these services unreliable and inefficient.

Problems Deriving From Clients 

Incomplete Contract Documentation

Okpala and Aniekwu (1988) have observed that clients and their representatives 

who prepare contract documents seem unwilling to accept that mistakes in these documents 

could cause delay and cost overrun; the contractors who execute the provisions of these 

documents, however, feel differently. This could be seen in their rankings of the severity 

of mistakes and discrepancies in contract documents on project delay and cost overrun. 

This variable was ranked low by clients and consultants but was ranked high by 

contractors. However, though no empirical study has been concluded on problems of 

contract documentation in Nigeria, it can be reasonably assumed that the situation in 

Nigeria would be similar if not worse than that in Britain. Flanagan et al (1986) have noted 

the following problems with respect to contract documentation in the British industry:

1. Drawings rarely completed prior to tendering.

2. Many provisional sums included in bid documents where design details not 

known.

3. Many variation orders.

4. More individualistic design, greater emphasis placed on detailed design.
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5. More emphasis on detail design and leaving gaps where no information is 

available.

6. Little choice of alternatives for contractor substitution.

Factors that contribute to incomplete contract documentation include incompetence, 

inexperience and lack of adequate care on the part of the professionals, unrealistic time 

constraints imposed by clients, as well as lack of standardisation in preparation and 

organisation of project documents in the industry. It has been also observed that there is a 

tendency among clients and professionals acting on their behalf to assume that building 

contractors are all equally and fully experienced and they will therefore be able to use their 

discretion to solve construction details, even if they are not adequately covered in drawings 

and specifications (ILO, 1987). This assumption is obviously wrong; it shows lack of 

adequate understanding of the industry by the design professionals particularly, who are 

partially isolated from the reality of site production by the structure existing in the industry. 

Thus if unfortunately the contractor lacks experienced personnel that can make valid 

judgements on site, inadequate contract documentation in many circumstances result in 

protracted delays, poor workmanship and reworks which adversely affect contractor's 

performances and image. The severity of the consequences of incomplete documentation 

increases the lower the level of technical expertise available to the contractor. Many 

indigenous contractors invariably bear the brunt of incomplete contract documentation 

because they have little or no knowledge of their legal rights in such circumstances and they 

also lack experienced personnel to minimise the impact of incomplete contract 

documentation on their performance.

Inadequate Supervision bv Clients.

The problem of inadequate contract documentation is further compounded by the 

fact that the level of site supervision, particularly for public sector works, is often 

inadequate irrespective of the simplicity or complexity of construction (Schatz, 1977). As a 

result, contractors make errors or intentionally fail to meet quality standards. Thus clients 

get poor values for their expenditures. Poor contract management was identified as the 

second most important structural variable causing delays and cost over-runs (Aniekwu and 

Okpala, 1987).
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Unfortunately, this problem of shoddy works is not peculiar to indigenous 

contractors; expatriate contractors have also performed scandalously on some major 

projects, for example, Lagos-Ibadan Expressway, despite enormously inflated project 

contract prices and the expertise they supposedly possess (Onimode, 1983). It can be 

reasonably argued that all contractors in Nigeria try to take advantage of the fact that clients, 

especially government, are short of experienced technical manpower to carry out adequate 

supervision of their projects to ensure that they get value for their money.

Lack of necessary knowledge and skills have been identified as a major cause of 

poor contract management (Okpala and Aniekwu, 1988). It has been argued that an 

inexperienced supervisor may condemn work when a less costly remedial situation would 

be satisfactory (ILO, 1987). However, this is more likely to occur with indigenous 

contractors who often lack experienced and mature site management staff who can 

effectively resist the overzealous and inexperienced client supervisory staff.

Delayed Interim and Final Payments

The pervasive practice of delaying payments to contractors is unfair and destructive. 

This is prevalent in Nigeria and it has more adverse impact on the small/medium sized 

indigenous contractors. It was estimated that the Federal government and various state 

governments were owing members of the Federation of Building and Civil Engineering 

Contractors (made up of mostly expatriate contractors and very few large indigenous 

contractors) over 700 million Naira in 1987 (Olowookere, 1987). This value did not 

include the sum owed the small/medium sized contractors. Factors that have contributed to 

prevalent delays in interim payments in Nigeria and probably other developing countries 

include:

1. inefficient contract administration and management practices resulting in 

delays in preparation of valuation certificates by clients representatives;

2. notoriously slow bureaucratic payment procedures intended to ensure 

checks and controls for accountability in government expenditures;

3. lack of adequate funds to meet government financial obligations as a result 

of inadequate financial planning, unforeseen adverse economic changes or 

blatant mismanagement and misappropriation of public and project funds;

61



4. devious delays by corrupt government officials for selfish personal gains.

Contractors have also contributed somehow to some of the delays they experience. 

Okonrokwo (1988) noted that many indigenous contractors are ignorant of contract 

administration procedures to facilitate payments due to them especially in government 

establishments. Hence they are unable to expedite the process if necessary, and this is 

partially responsible for delays they experience in processing their interim and final 

payments.

Inequitable Contract Conditions

The ineffectiveness of the variety of forms of contracts in use in Nigeria, which are 

adopted from foreign sources, primarily the British building industry, have been 

elaborately discussed by Aniekwu and Okpala (1987, 1988). They highlighted contract 

terms that are unsuitable for the particular situation in Nigeria and the difficulties in 

enforcing compliance. In many developing countries the terms and contents of construction 

contracts are heavily weighted in favour of government authorities (Kirmani, 1988). 

However, contract provisions are also often flouted by all the parties involved.

Contractors in Nigeria would not complain of inequitable contract conditions 

except for delays in interim payments. In fact, public clients in Nigeria tend to suffer 

because contractors capitalise on especially the variation and fluctuation clauses existing in 

the contracts in use in the country. Renegotiation of contract prices and duration in view of 

circumstances unforeseen, especially delays and price fluctuations caused by shortages of 

materials, have been used by many fraudulent contractors to unnecessarily inflate contract 

prices and to cover up their own incompetence, negligence and inefficiency with respect to 

especially timely procurement of materials and other self-inflicted problems in project 

management. Expatriate contractors in particular are notorious in invoking fluctuation 

clauses on flimsy issues probably to perpetuate their obtrusive propensity to inflate contract 

prices. They have been observed to request a proportionally higher number of contract 

variation orders more than necessary on their projects than indigenous contractors 

(Adedipe, 1989). On the other hand, many indigenous contractors have to be reminded of 

their rights to make claims for contract variation that are even very obvious (Adedipe, 1989;
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Schatz, 1977). Contract terms seem to be more to the detriment of the client in the Nigerian 

industry.

Problems Deriving From Contractors Themselves

Technical Understanding

Lack of technical expertise is generally recognised as one of the major constraints of 

indigenous contractors in most developing countries. This problem is a vicious circle that 

has limited their growth. They are not offered large projects because they lack technical 

know-how and experience, but they cannot get the experience unless they are offered a 

chance. Nigerian contractors were also deprived of a right to participate actively in the 

country's construction industry on the excuse that the nation was in a hurry to develop and 

only good and well established contractors who could complete projects in a short time 

were to be considered (Olugbekan, 1992). Thus they are unable to develop the expertise 

and capacity to undertake the more profitable large civil engineering construction projects 

which predominate public sector works. Hence they are unable to compete favourably with 

the expatriate contractors who almost exclusively undertake such works in Nigeria.

The boom in national oil revenue in the 1970s stimulated unbridled desire for highly 

sophisticated and flamboyant infrastructure beyond domestic construction capacity. Illusion 

of technology transfer further motivated preference for such high technology construction 

products, imported from industrialised countries with the materials, machinery, manpower 

and management skills required both to install and maintain them. However, no conscious 

efforts were made to attain the technology transfer objective by ensuring that the contracts 

included provisions that will ensure effective development of indigenous manpower. 

Though the need for this was recognised and an agency was proposed to monitor and 

enforce compliance (FRN, 1975), the researcher can not confirm if the agency was actually 

established. Consequently, lack of technical expertise still remains a major constraint of 

indigenous contractors.

The extent of technical capacity available in most Nigerian firms is evidenced by the 

fact that the largest number of Nigerian contractors are registered to operate at the lowest 

levels in the building works category (Ogunpola, 1968; Adams, 1989). No special
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technical qualifications are normally required to register as a contractor at the lowest level. 

It is possible then to progress to the next level in the registration category by showing proof 

of experience in undertaking works equivalent in value to the contract limit allowed for the 

category for which registration is intended. This and other shortcomings in the pre

qualification procedures for registration of contractors have encouraged the existence of 

illiterates and semi-illiterates and other incompetent people as contractors. In addition, the 

registration boards do not monitor the contractors on continuous basis to ensure that they 

have and maintain the number and the quality of staff commensurate to their activities. Thus 

many indigenous contractors do not have competent or the right calibre of personnel to 

manage their operations. However, some committed ones have overcome their technical 

limitation by employing or entering into partnership with experienced professionals.

Governments have attempted to help in some ways possible. The pre-qualification 

exercise undertaken by most government bodies tries as much as possible to place 

contractors in the categories appropriate to their technical competence so that the magnitude 

of work they tender for is within their capacity. Governments have also in the past assisted 

by requesting Ministries of Works supervisory technical staff to assist contractors in 

solving some of their technical problems (Schatz, 1977; Inter. Tech., 1970). This effort 

was however limited by staff shortages in the Ministries.

Estimating and Tendering

The ability of a contractor to survive in the industry depends on capacity to obtain 

contracts regularly and to complete them at reasonable profits. Importance of good 

estimating and tendering practices in this regard can not be overemphasised. Many 

indigenous contractors unfortunately lack the expertise and experience required to prepare 

reasonable estimates for competitive tendering. For example, analysis of some tenders 

concluded that Nigerian indigenous firms systematically quote smaller figures either 

because these firms lack the expertise and resources for proper evaluation of contract 

requirements or are dishonest in an attempt to win projects (Diatchavbe, 1974).

To help small indigenous contractors and ensure they make some profits on jobs 

they perform, small works were awarded to them at pre-established prices determined by 

an appropriate government agency or official (Schatz, 1977). This method of contract
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award is still practised frequently on some small public contracts. Another approach 

adopted to help indigenous contractors to estimate and tender for bigger jobs was the use of 

simplified tendering forms which did not require them to make detailed breakdown of 

prices by components (Schatz, 1977). It has been observed that many experienced 

contractors could by "guesstimate" arrive at prices that are about right (ILO, 1987). There 

was also tender price preference for the large contractors. For example, on Federal 

government contracts in the 1970s there was a two and a half per cent price preference for 

Nigerian indigenous contractors who could render adequate performance even if they 

couldn't match fully the price or quality of expatriate contractors (Schatz, 1977).

Some indigenous contractors who could not employ full-time estimators do pay 

professionals to prepare their tenders for them. However, some contractors being 

conscious of their disability to prepare winning bids as well as the inexpertness of the 

professionals they employ, try various unscrupulous and corrupt means to obtain 

confidential information from Ministries of Works officials so as to have better advantage 

to outbid others (Schatz, 1977). Political patronage, kickbacks and nepotism have also 

been employed by various contractors to manipulate tendering procedures to win contracts 

at all costs.

Tendering malpractices have been further exacerbated by lack of open-tendering. 

Non-advertisement of tenders is the rule rather than the exception in the various sectors of 

the economy dealing with the construction industry (Olugbekan, 1991). As a result, many 

competent indigenous contractors lack the opportunity to apply and tender for jobs in the 

public and private sectors. It has been asserted that the expatriate companies obtain 

information on unadvertised proposed projects in the private and public sectors through 

influential Nigerian middlemen (Olugbekan, 1991). Thus indigenous contractors cannot 

tender and win contracts since they are not aware of them.

Contract Law

The background and experience of contractors determine their technical and legal 

understanding of construction contracts. As earlier discussed, the majority of indigenous 

contractors lack the technical background and experience necessary to reasonably prepare 

them for adequate understanding or interpretation of contract responsibilities and rights. As

65



a result, many of them are not familiar with legal implications of contract conditions. This 

is partly evidenced in the inability of some of them to make claims for contract variations 

until when prompted to do so by clients' representatives (Schatz, 1977) and their lack of 

commitment to meet contract quality requirements. Thus their limited familiarity with 

contractual rights and responsibilities tend to reduce their profits, inhibit their commitment 

and adversely affect their performance.

Planning and Management

Deficiencies in planning and management skills represent probably the greatest 

stumbling block among small-scale contractors (ILO, 1987). They lack experience and 

expertise to organise their businesses and work operations efficiently and effectively to 

maximise their profitability. The greatest number of them are one-man firms. Few being 

partnerships and limited liability companies. Owner-directors are generally unwilling to 

delegate authority or responsibility even when they employ competent professionals. They 

show little in the way of coherent business policy and do not appear to plan in any explicit 

way for growth (Inter. Tech. 1972). There is lack of good work organisation as well as 

effective planning and utilisation of resources on construction sites. For example, excessive 

wastage of materials, surplus of labour, misuse and inadequate maintenance of equipment 

were observed on many sites in a study (Schatz, 1977). Very few employ scientific 

techniques to plan their work (Ogunlana, 1987).

The problem of poor management and lack of organisation are further complicated 

by the fact that an average Nigerian contractor relishes ostentatious living, spending their 

anticipated profits before earned (Oladapo, 1974). Many usually squandered the 

mobilisation advances granted them on government contracts on frivolous things such as 

new expensive cars or houses, parties and women, even before work started on site. A 

good many are not fully committed to construction. Hence rather than reinvesting profits 

made to further expand their construction business, they quickly diversify in to other 

enterprises unrelated to construction. Poor educational background and lack of managerial 

exposure had been identified to be largely responsible for the deficiencies in planning and 

management skills of Nigerian contractors (Inter. Tech., 1970). Lapses in pre-qualification 

process for contractors' registration have further encouraged this.
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General Book-keeping

Office management presents a particular problem to many Nigerian contractors. The 

handling of information, storage and retrieval of documents, keeping of records, book

keeping, and above all, preparation of budgets and accounts, require motivation and skills 

that the average Nigerian contractor has not yet acquired to any marked degree (Inter. Tech. 

1970). Accounts or financial records were entirely inadequate or missing altogether in some 

firms surveyed (Schatz, 1977). In such circumstances of poor financial control there is no 

formal distinction between personal and business accounts. This problem of inability to 

keep good financial records has limited their success in raising additional working capital 

from their bankers (ILO, 1987). Hence their perennial problem of undercapitalisation has 

persisted.

CONTRACTORS* REGISTRATION PROCESS

One factor that has largely contributed to the obvious deficiencies of Nigerian 

contractors is the manner they are pre-qualified to be included in the list of contractors 

eligible to tender on projects owned by individual clients especially in the public sector. 

Since there is no central contractors' registration authority in Nigeria, each organisation that 

undertakes regular construction works establishes its own register of pre-qualified 

contractors. As a result, there are diversities in pre-qualification requirements, 

categorisation of contractors as well as financial limits specified for each contract category. 

However, a study of pre-qualification requirements of various public and private 

organisations in Lagos established that the registration requirements and classification of 

contractors used by the Federal Works Registration Board (FWRB) to prequalify 

contractors for Federal government contracts are those adopted by many other 

organisations (Oshideko, 1986). Hence shortcomings in the pre-qualification procedures 

for registration at the FWRB will suffice to illustrate how incompetency have been 

perpetuated in the industry.

The FWRB classifies construction as: building, civil engineering, mechanical 

installations and electrical works. Civil engineering is further divided into highways and 

water resources while mechanical installations is also divided into plumbing and air
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conditioning. Contractors in each construction work type are classified according to their 

technical and financial capacity into four categories - A, B, C, and D. The contractor's 

category defines the financial limits of the contracts for which he can tender. Category A is 

the lowest category in the hierarchy while Category D is the highest. The limits for each 

category are reviewed regularly to reflect inflationary trends in construction costs. 

However, the financial limits established for each category in building and civil engineering 

works are usually higher than those for corresponding category in mechanical installations 

and electrical works. Current limits were fixed in 1982 and are presented in Table 3.1.

Table 3.1
Financial limits allowed for each contract category in Naira

Contractor Category Building & Civil Medianical & Electrical
A Below 50,000 Below 15,000
B 50,001 - 250,000 15,001 - 50,000
C 250,001- 2 million 50,001 - 150,000
D Above 2 million Above 150,000

__________________N l = $  1.50 in 1982______________________________________________

Each prospective registrant completes an application form through which he 

provides information on his technical and financial position. Category A is for beginners 

and petty contractors with minimal technical and financial capacity. No special educational 

qualification is required in order to register in this category for building and civil 

engineering works. But possession of a current National Electric Power Authority (NEPA) 

license is required for registrants in all Electrical works categories. Other basic registration 

requirements common to B, C and D categories in all construction types include:

1. Business Registration Certificate (BRC) or Certificate of Incorporation.

2. Satisfactory Bank report from any reputable banker.

3. Acceptable proof of previous work done on projects of contract value 

comparable with the limits allowed for the category for which registration is 

being sought and/or possession of specified minimum technical qualification 

by at least one principal partner or a full-time director of the firm 

(possession of technical qualifications is allowed in lieu of previous work 

experience for categories B and C applicants).
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4. Satisfactory technical report completed by FWRB representatives based on 

assessment of the organisation in terms of quality of staff and physical 

facilities available as well as previous work done.

5. List of equipment plant owned.

6. Curriculum vitae of directors/principal partners and permanent technical 

staff as well as the original and photocopies of their educational credentials.

All applicants are expected to pay a specified registration fee. The fee charged 

increases with the category hierarchy. Registration approval and the category to which an 

applicant is eventually placed are subject to the discretion of the Board. However, any 

appeal against the decision of the board is welcomed in principle and is to be directed to the 

Minister through the Secretary of the Board.

A cursory appraisal of these requirements gives the impression that they would 

satisfactorily assess the technical and financial capacity of intending registrants and ensure 

that only the competent ones are included in the list of registered contractors. Nevertheless, 

there is strong reason to believe that the proliferation of incompetent registered contractors 

as evidenced in the country (particularly in the lower categories) does not reflect a thorough 

application of the stated pre-qualification criteria (Ogunpola, 1968). A critical look at the 

pre-qualification procedures and requirements reveal the following loopholes that could be 

easily exploited by any desperate incompetent prospective contractor

1. Documentary evidence required for proof of previous work experience 

originals (or properly certified copies) of contract agreement and completion 

certificates can be forged.

2. The technical report may not provide adequate assessment of organisational 

capacity and efficiency of each prospective registrant since it is based 

primarily on evaluation of purported full-time staff of the firm and 

completed works.

3. Purported equipment owned by applicant are not usually verified by 

physical observation supported with valid ownership documents thus giving 

room for false claims as have often been discovered later in many 

circumstances.
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4. There are no foolproof means to ascertain the level of actual involvement of 

technical personnel listed as directors and permanent staff. Names of friends 

and relations that are not in any way connected with or involved in the 

activities of the firm have been frequently used to fraudulently obtain 

registration.

5. The registration board consists of mainly government officials - political 

appointees and civil servants, many of whom may not have had any 

reasonable exposure to construction business operations. Hence they may 

not be competent to determine in essence the suitability of applicants, or are 

overburdened with other responsibilities that they are not able to perform 

effectively with painstaking thoroughness required (Schatz, 1977).

6. There has been a great deal of political interferences with the work of 

officials who are supposed to ascertain the suitability of any applicant for 

registration in a particular category. Officials have been known to agree to 

"help" applicants (usually in return for some benefits in cash or in kind) 

whom they know for certain do not qualify for the category in which they 

applied to register (Ogunpola, 1968).

Shortcomings in pre-qualification procedures for registration of contractors, 

nepotism, political patronage and corruption have encouraged the existence of grossly 

incompetent contractors in the industry. Activities of such incompetent contractors have 

badly tarnished the image of contracting business in the country and have caused colossal 

waste and under-realisation of national development aspirations. Many such contractors 

have no commitment to construction. For many of them, it is stretching things to call them 

contractors at all; they exist in name only and attempts to locate them would be futile 

(Federal Office of Statistics, 1982); most never received contracts and if ever awarded 

contracts, many simply sublet them, taking a cut for themselves (Schatz, 1977; Ogunpola, 

1968). These are "emergency" contractors - opportunists who operate intermittently when 

ever a favourable climate exists to facilitate contract award to them, for example political 

patronage and tribal affinity or during a boom in construction activities resulting in lesser 

competition in the industry. Albeit this situation is not peculiar to Nigeria ( Edmonds and 

Austen, 1981; ILO, 1987; Kirmani, 1988).
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PAST CONTRACTOR DEVELOPMENT EFFORTS

Successive Nigerian governments have made some attempts to promote and 

develop indigenous contractors. Programmes that have been undertaken include :

1. Contract splitting, that is slicing and packaging of larger contracts to smaller 

contracts within the capacity of average individual Nigerian firms;

2. Pref erence in tender price ;

3. Reservation of certain categories of contracts exclusively for Nigerian firms;

4. Provision of mobilisation advances (contract pre-financing) usually ten 

percent of contract price or more and advances for equipment purchases;

5. Assistance in procurement of materials at controlled prices;

6. Provision of equipment hire facilities at reasonable rates.

However, these efforts have not been effective due to some factors:

1. Social circumstances facilitated various abuses by fraudulent contractors and 

some greedy public officials who colluded with them to circumvent 

government good intentions for party financing and for selfish personal 

benefits;

2. Inconsistencies in, and intermittent discontinuity of available programmes 

partially as a result of political instability and partially as a result of lack of 

comprehensive contractor development plan;

3. Lack of adequate controls to minimise potential abuses in the generous 

financial benefits available in the development programmes on offer. This 

basically encouraged mushrooming of "emergency" contractors and other 

opportunists who defrauded governments on a large scale;

4. Many well-meaning beneficiaries lacked basic technical and managerial 

skills necessary to effectively utilise opportunities offered to realise 

meaningful improvements in their performances and effect organisational 

growth.
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SUMMARY

Many intractable problems indisputably constrain the efficiency and growth of 

indigenous contractors in most developing countries. Constraints emanate from the 

difficulties presented by the particular business environment in which they operate, 

difficulties deriving from the shortcomings of clients as well as their representatives and 

more importantly, difficulties deriving from the inadequacies of the contractors themselves.

Efforts that have been made in the Nigerian industry to ameliorate the situation of 

indigenous contractors have focused more on minimising the constraints posed by the 

business environment in which they operate. Programmes that have been implemented in 

this direction have emphasised reducing their financial constraint and improving their 

access to jobs. These privileges were unfortunately grossly abused, hence they have been 

discontinued or practised intermittently. Ironically, though very obvious, critical problems 

deriving from contractors' inherent technical and managerial deficiencies have usually not 

received desirable attention. Loopholes existing in pre-qualification procedures for 

contractors' registration have also been neglected giving room for these to be considerably 

exploited by opportunists to further perpetuate incompetency particularly within the 

indigenous construction sector. Thus efforts to improve and promote contractors in 

developing countries must focus on controlling entry of incompetent ones in to the industry 

as well as developing the managerial and technical capacity of those with potentials to 

succeed.

It is doubtful if contractors were consulted before the various programmes 

prescribed for their development were initiated. Such consultation would have resulted in 

more critical appraisal of their problems and the development of more meaningful and 

efficient remedies. This also would have made contractors show more commitment to the 

success of such programmes and fight against possible abuses by emergency contractors.

It has also been argued that the government officials who prescribed the various 

contractor development programmes that have been implemented so far probably neglected 

intentionally those activities, particularly training, that would have helped to improve the 

technical and managerial competence of Nigerian indigenous contractors (Adams, 1988). 

Financial assistance had been overemphasised by government officials probably because
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they were the easiest to implement while also providing them opportunities for personal 

aggrandisement. Hence the ineffectiveness of the programmes that had been implemented 

resulting in the continuing underdevelopment of indigenous construction capacity and 

indiscipline in the industry.

The next chapter will review existing literature on contractor development in 

developing countries to identify existing paradigms, how they have been applied in other 

countries and the problems encountered. It will also assess the degree of importance 

accorded to improving the managerial and technical capacity of contractors and the 

approaches recommended.
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CHAPTER 4

PREVAILING CONCEPTS ON 
CONTRACTOR DEVELOPMENT 
IN DEVELOPING COUNTRIES

INTRODUCTION

Contractor development has always received prominent attention in the development 

of the construction industry in developing countries. Even in developed countries 

improving the performance of contractors has also been the central focus of efforts to 

enhance productivity in the construction industry. The reason for placing much emphasis 

on contractor development is obviously because contractors constitute the main production 

arm of the industry in most nations. Hence improving contractors' performance will largely 

influence efficiency and effectiveness in the industry, enhancing cost effectiveness, 

timeliness and quality of products.

The importance of contractor development in any country can be appreciated better 

by looking at the role the construction industry plays in national economy. Virtually every 

human activity uses construction products. Construction products include a wide range of 

physical facilities and infrastructure that differ in size, form, quality, complexity and other 

characteristics. They are required for a variety of social and economic activities - housing, 

health, governmental functions, education, agriculture, communications, transportation, 

industrial production, commerce, recreation, water and energy supply, defence, waste 

treatment and disposal and so on. These products are created and sustained in serviceable 

conditions by the industry. Thus the ability of the industry to efficiently and economically 

meet the demand for the various types of new construction products required for the 

activities of all other sectors of the economy greatly influences the performance of the 

economy in general. Hence the need to improve the performance of contractors who 

implement the production of construction facilities and other infrastructure.
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CONSTRUCTION IN THE NATIONAL ECONOMY

The importance of the construction in the economy can be further highlighted in 

quantitative terms through its contributions to the Gross Domestic Product (GDP), Gross 

Fixed Capital Formation (GFCF) and labour employment. But some characteristics of the 

industry make it difficult to obtain accurate and detailed data on sectoral activities in most 

countries. These include: operations in widely dispersed geographical locations; a large 

variety in products that differ in terms of size, resources inputs, quality, technology, end- 

use and durability; a fragmented structure encompassing a diverse and large number of 

individuals and organisations offering different specialised skills or services. So also the 

fact that "its manpower, equipment and materials are widely used by other industries" 

(Moavenzadeh, 1974). This problem is even more pronounced in developing countries 

where reliable records of construction activities are usually lacking in these countries. In 

addition, construction activities in the informal sector of the economy are not usually 

recorded or at best they are estimated. Notwithstanding, data available from most countries 

adequately show the significance of construction in national economy and development.

Pioneering cross-sectional analysis using 1960 - 68 construction data from 87 

countries undertaken by D. Turin in his work for United Nations Industrial Development 

Organisation (UNIDO) in (UNIDO, 1969) show that:

the value added in construction represented between 2 and 10 per cent of the 

GDP for most countries; between 3 and 5 per cent for most developing 

countries and between 5 and 9 per cent for most developed countries;

- construction represented between 45 and 60 per cent of all fixed capital 

formation in most countries;

- capital formation in construction accounted for between 7 to 13 per cent of 

the GDP in most developing countries as compared with between 10 and 16 

per cent in more than half the industrialised countries studied;

- 2 to 6 per cent of the total labour force in developing countries and between 

6 to 10 per cent in industrialised countries is employed in the construction 

industry.
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Turin further highlighted the strong positive correlation that exists between GDP 

per capita and each of the following measures of construction output: the value added as a 

percentage of the GDP; construction output as a percentage of the GDP; and, the share of 

construction in total labour employment. The value of each of these three measures 

increases with the GDP per capita suggesting that construction output is directly related to 

the level of economic development. Similar studies by Strassman (1970) using 1955-64 

data obtained on twenty seven countries showed the same trend in the relationship between 

per capita and value added in construction and share of construction employment in the 

economically active population. Other cross-sectional studies using larger samples and 

more current data have further confirmed the findings of Turin and Strassman. Edmonds 

(1979) using data from 97 countries, Edmonds and Miles (1984), data from 116 countries 

while Wells (1986) using data from over 100 countries arrived at conclusions similar to 

those made by Turin and Strassman. Table 4.1 below gives details of the findings of the 

studies by Wells.

Table 4.1
The Average Contribution of Construction to GDP, GFCF 

and Employment in Countries Grouped according to Income

Variables Below $350 $350-700 $700-2000 Over $2000
Value Added in constr. as % of GDP
Capital formation in constr. as % of GDP 
Employment in constr. as % of BAP 
Constr. as % of GFCF

Source: Wells (1986, p. 23)

3.6 5.2 5.4 7.3
8.9 10.6 13.6 13.5
3.1 3.4 6.6 8.1
56.0 53.0 55.4 57.5

Though Drewer (1980) agreed with the general findings of these studies, he has 

argued against the interpretations usually given to them. He disagreed with the view that 

construction activities stimulate growth in the economy. He contended that construction is 

both growth-dependent and growth-inducing. Similarly, Bhalla and Edmonds (1983) have 

suggested that construction activity is mainly a reflection of the needs of the population 

rather than being strictly related to the growth of the economy. Ofori (1982) has also 

argued that economic growth does not necessarily lead to, or create conditions for, 

increased output in construction. However, as it has been pointed out by Cockbum (1970),
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" A high rate of building goes along with a developed economy. Whether an 
increased rate of building is a cause or effect of development does not 
matter. Most likely it is both. All we need to know is that an increasing 
amount of building will be done in the now underdeveloped countries as 
they advance." p. 13

Table 4.2
The Average Contribution of Construction to GDP, GFCF 

and Employment in Nigeria Between 1960 and 1983

Value Added in Construction as % of GDP 6.4
Capital Formation in Construction as a % of GDP 11.7
Employment in Construction as a % of BAP 1.0
Construction as a % of GFCF 61.6

Sources: UN. Yearbook of National Accounts (various issues)
Federal Republic of Nigeria. National Development Plans (various issues)

Table 4.2 gives the average contribution of construction to GDP, GFCF and 

employment in Nigeria between 1960 and 1983. But the 1.0 per cent share of construction 

in total labour force employment is lower than expected. This is considering the fact that the 

6.6 per cent is the average for the income group (per capita GDP US $700-2000) in to 

which Nigeria can be classified. This could be a result of the problem of reliability 

construction data earlier highlighted. Construction employment statistics in particular have 

been said to be notoriously inadequate and difficult to record in developing countries 

because of seasonal fluctuations, self-employment, under-employment, self-help and so on 

(Turin, 1980). However, 16.5 per cent is the average proportional share of the construction 

sector in total employment in large and medium-sized firms between 1960 and 1975 

according to the industrial surveys conducted by the Federal Office of Statistics (Olajide, 

1976). Similarly, employment in the construction sector was estimated to be between 9.4 

and 15.4 per cent of the total employment in the modern sector (large and medium- sized 

firms) between 1965 and 1980 (FRN, 1970; 1974; 1980).

The fact that the construction industry also has strong backward and forward 

linkages with other sectors of the economy is obvious. Apart from building materials 

manufacturing industries, construction has strong back linkages with the service industries, 

in particular, distributive trade, finance and transport industries as well as construction 

equipment manufacturing industries. Forward linkages, on the other hand, affect all other 

sectors of the economy because they all utilise construction products. It is believed that if
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the value added by those backward and forward linkages that are solely linked with 

construction are considered, contribution of construction to GDP will be substantially 

higher than those shown in Table 4.1, and construction will rank as the second largest 

sector in the economy of most countries (Kirmani, 1988).

Estimates from a variety of sources put the 'multiplier effect' of on-site construction 

activity at two or two-and-a-half times the net value of construction output (Wells, 1984). 

Thus coupled with its multiplier effect, the construction industry makes considerable 

contributions to the economy. Its performance therefore has critical impact on the economy. 

Hence improving capacity and efficiency of the industry especially, that of contractors, the 

main executing arm of the industry, is a matter of urgent importance for every nation.

IMPORTANCE OF INDIGENOUS CONTRACTOR DEVELOPMENT

Despite the significance of the construction industry in social and economic 

development, it ironically receives little or no attention in the development plans of most 

developing countries (UNIDO, 1969; Cockburn, 1970; Edmonds, 1979). However, 

because an efficient construction industry is significant to the realisation of national 

development plans, it is often necessary for government to intervene to promote the 

development of the industry. Economic, political and sociological reasons could be 

expounded to justify government active involvement in contractor development in 

developing countries.

Economic

A developed construction industry is described as a powerful engine of growth 

(Kirmani, 1988). This is obvious. Investment in capital formation is essential to create and 

increase productive capacity of other sectors of the economy. Construction constitutes a 

major investment component accounting for between 50 and 70 per cent of capital 

formation in most countries. Deficiencies in domestic construction capacity do constrain 

construction output limiting efficiency, cost effectiveness and timeliness in capital 

investment for economic growth. Because capital formation in construction is required for
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economic growth is in the early stages of development in most developing countries, new 

construction predominates over maintenance and repairs, amounting to about 85 per cent of 

annual total construction output in these countries (UNIDO, 1969; Edmonds and Miles, 

1984). These and other studies have shown that in general, demand for new construction 

products, hence construction activities, tend to be highest at the early stages of economic 

development and level off after a high level of economic development has been attained. 

Wells (1986) has shown also that

" during periods of accelerating economic growth, construction output 
grows at a faster rate than the economy as a whole. Inadequate construction 
capacity could act as a constraint on capital investment programmes. 
Investment and the rate of growth will be slowed down - and may 
eventually grind to a halt." p. 33.

Table 4.3 
Average Annual Growth Rates of 

GDP and Construction in Nigeria, 1960 - 89 
Period GDP Construction
1960 - 65 5.2 7.5
1965 - 70 4.8 4.5
1970 - 75 4.0 9.0
1975 - 80 2.8 7.4
1980 - 85 - 3.6 -15.9
1985 - 89 1.3 6.3

Source: UN National Accounts Statistics (Various issues)

Table 4.3 shows the average rates of growth of GDP and Construction between 

1960 and 1985 in Nigeria. Average annual growth rates of construction more than doubled 

that of the GDP between 1970 and 1980 when the country experienced dramatic increases 

in oil revenue which stimulated massive construction for economic growth. But as a result 

of decline in oil revenue between 1980 and 85 which precipitated economic recession, 

construction output declined at a much faster rate than the economy in general.

It follows therefore that there is a greater need to develop adequate domestic 

construction capacity to match demand for expansion in basic infrastructure such as roads, 

ports, water and energy supply, communications as well as social facilities such as houses, 

schools, hospitals and so on, that will facilitate economic growth and enhance living 

conditions in these countries.

The ability of a nation to meet in timely, efficient and economical manner, the 

demand for more construction products as a result of rapid economic and social
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development, depends on availability of adequate domestic resources and/or of foreign 

exchange to import to meet shortages. Most developing countries have been mainly import 

dependent to meet their construction needs. Many could hardly afford this in view of 

competing demands on their scarce foreign exchange earnings. Their growth is largely 

determined by availability of foreign exchange earnings or foreign loans and grants. With 

the further decline of their foreign exchange earnings as a result of economic recession, 

coupled with the increasing burden of their foreign debts, most developing countries can no 

longer afford dependence on imported capacity and resources to execute their new 

construction works or to maintain existing ones. Furthermore, structural adjustment 

programmes have shifted emphasis in many developing countries in recent years to 

development of local resources and particularly, basic infrastructure for rural development. 

It is considerably cost ineffective to use foreign contractors for such works which are 

usually small and geographically dispersed. In fact, the foreign contractors do not find 

these works financially attractive (Kirmani, 1988). It is therefore imperative that if 

developing countries are to continue to increase their construction output, which is essential 

to enhance the pace of their economic and social development, they need to develop 

adequate domestic construction capacity to undertake their construction activities. This will 

also reduce their dependence on expensive imported capacity and minimise their balance of 

payment deficit.

Domestic construction capacity must also be developed in order to maximise the 

contribution of the construction industry to the economy with respect to labour employment 

and value-added in construction. Because construction is usually labour intensive, it is 

often used by governments to regulate the economy. In addition, construction contributes 

to human capital formation by its ability to absorb and upgrade the skills of the semi-skilled 

and unskilled labour. However, the use of labour-intensive construction methods have not 

been maximised in most developing countries. This is primarily because foreign contractors 

that dominate construction in these countries have usually preferred to use equipment

intensive construction methods as used in their home countries. This has subsequently 

curtailed effective utilisation and employment of cheaper unskilled and semi-skilled labour,

abundant in most developing countries..
" Whereas traditional labour-intensive civil works construction has
frequently been inefficient, the introduction of managerial and technical
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improvements can lead to considerable increases in the productivity of 
labour, to the point that labour-intensive methods can be fully competitive 
with equipment-intensive technology for many types of works in labour- 
abundant areas." (World Bank, 1984, p. 42)

Experiences on some World Bank sponsored projects in various developing 

countries where serious efforts were made to utilise an abundant supply of well-managed 

labour have validated this. However, appropriate programmes need to be established to 

develop indigenous contractors to manage labour-intensive methods. It will also be 

necessary to reorientate foreign contractors towards adopting this approach.

It has also been opined that where the development of an efficient indigenous 

construction capacity is identified as a policy objective, the technology variable can be used 

to redefine many projects in order to facilitate the maximum use of local human and 

physical resources (Drewer, 1980). Unfortunately, lack of a definite government policy or 

guidelines on construction development in Nigeria has further encouraged flagrant use of 

more expensive imported technologies even at critical periods in the economy when there is 

high labour unemployment. For example, between 1984 and 1988, the Lagos State 

government awarded major housing (over 10,000 medium cost housing units) and school 

classroom projects (over 7(X) blocks of 15 classroom units/blocks) respectively to two 

foreign contractors who adopted highly equipment-intensive construction methods. This is 

despite the fact the country was then experiencing massive labour unemployment as a result 

of the economic recession that has brought work in the industry almost to a standstill. 

Indigenous contractors would have used traditional labour-intensive methods thereby 

increasing labour employment. But deficiencies in their capacity, particularly with respect 

to their ability to ensure good quality and timeliness in project delivery, have usually been 

used as excuses against award of contracts to them. Since their activities have more 

propensity to increase labour employment in the economy, improving their performance 

must therefore receive urgent attention. This will increase their contributions to the 

economy as well as make them capable of competing more favourably with foreign 

contractors.

Underdevelopment of domestic construction capacity has also marginalised value-

added in construction. This is because

" for a given work, the value-added in construction depends on many 
factors, such as design, construction technology, use of equipment and
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labour, equipment performance, price and wage levels, temporary works 
and processing of materials during construction. A contractor who carries 
out a highly mechanised construction operation using expatriate personnel 
and imported equipment and materials may be able to achieve high quality 
and complete the job on time, but the value-added in construction as well as 
the value-added by local industries supplying construction inputs, will be 
low." (Kirmani, 1988, p.29)

Because of the limited capacity of indigenous contractors, foreign construction 

firms are usually engaged to undertake most large construction projects in developing 

countries. They however, prefer employing expatriates at the expense of even qualified 

indigenous professional manpower, and to import most other resources required. Many oil- 

rich countries like Nigeria, could easily afford importation of construction resources at the 

time when they experienced a boom in their oil revenue. But with the precarious state of oil 

exports due to the world-wide economic recession, many oil rich-countries (how much 

more the other poorer developing countries) have further increased attention on the 

development of their domestic capacity in order to reduce their dependence on imported 

construction resources. This will improve their balance of payment and value-added in 

construction to the economy. Unfortunately, in most developing countries, the construction 

industry has not been given as much attention as the other sectors of the economy in recent 

efforts toward self-reliance. But in order to further enhance efficiency in implementation of 

the construction required to stimulate economic growth, development of indigenous 

contractors must be given priority attention that it deserves. This will also increase 

competition among them as their capacity improves. They will in turn make increased use 

of local materials and other resources. This will consequently optimise value-added in 

construction as well as the value-added by the industries supplying various inputs for 

construction.

Political

Shortages of investment capital cause many developing countries to depend 

primarily on foreign capital - aids and/or loans from rich industrialised countries as well as 

loans from international lending institutions to finance their development programmes. 

Some of these aids/loans are for construction of under-supplied basic infrastructure 

executed by foreign contractors. Financing and contract arrangements often involve foreign
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contractors being protected from what has been described as inefficient practices of the 

employers (recipient countries); and the adverse conditions of the business environment in 

these countries (Kirmani, 1988). Thus dependence on foreign capital and construction 

expertise make recipient countries highly susceptible to political manipulations. They are 

consequently not solely in control of the planning and execution of their economic and 

social development programmes. This therefore undermine their sovereignty and the 

effective realisation of those projects that are essential to their economic growth.

Dependence on foreign construction expertise influences efficiency in capital 

investment, in particular, quality, timeliness and cost- effectiveness of major infrastructure. 

This is because foreign contractors that would show interest in an overseas project are 

usually those whose home country government have good diplomatic relations with the 

host government of the proposed construction project. Seymour (1988) has observed that 

relations between home and host country as well as political risk (for example, possibility 

of a revolution) are stressed by multinational contractors as major factors that determine 

locational choice. These factors often also determine the level of success or restrictions the 

contractor will face. As a result, though a project is openly tendered in the international 

market, it does not necessarily guarantee that optimum tendering competition will result. 

Political factors will inhibit some very efficient multinational contractors that have the 

potential of putting forward more competitive tenders, that will provide better value for 

money for the client. Thus developing countries may not necessarily be getting the best 

value for their money on major construction projects as a result of political factors that limit 

maximum tender competition. Hence the need to develop domestic capacity to cope with 

construction needs.

Some construction products are important to national security and defence, for 

example, airports, military and sensitive industrial installations. It is unfortunate that 

construction of many of these facilities are undertaken in most developing countries by 

foreign contractors. In case of any hostilities, the security and defense systems of these 

countries will be more vulnerable to attack or sabotage from sources that have access to 

confidential information available to the foreign contractors. A good example is the case of 

Israeli raid of the Entebbe International Airport, Uganda in July 1976. This exercise was 

facilitated by construction drawings obtained from the Israeli contractor that built the
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airport. Using foreign contractors therefore may jeopardise national security. Hence the 

sovereignty of developing countries will continue to be at risk unless their domestic 

contractors are developed to be able to undertake those projects that are sensitive to their 

national security and economic growth.

Sociological

Availability of construction products largely determine the effectiveness of the 

efforts made by a country to provide essential social facilities in especially the health and 

education sectors. Therefore, in order to alleviate poverty in developing countries, access to 

social facilities such as schools, hospitals, potable water, as well as agricultural production 

facilities such as irrigation systems, rural roads and so on need to be considerably 

enhanced. The significant role the construction industry plays in this respect need no 

further emphasis. Improvements in construction performance, especially, that of the 

indigenous contractors, will facilitate cheaper and more timely provision of the construction 

facilities required to induce improvements in the social indicator ratings.

But the fact remains that the largest proportion of the population of most developing 

countries live in the rural area. Improving living conditions in these countries will, in 

essence, entail intensive rural development. Construction activities in this respect will 

involve works which are too small and too dispersed to be of interest to foreign contractors 

(Kirmani, 1988). The World Bank has noted that because these smaller works are 

unattractive to international contractors; their effective and economic implementation, will 

therefore depend on the existence or development of a domestic construction industry 

(World Bank, 1984). This is a major premise for the World Bank involvement in 

construction industry development in developing countries, in view of its huge financial 

involvement in economic and social development in these countries. Domestic contractors, 

being small-sized firms, if properly developed will be capable of implementing the rural 

development programmes more efficiently.

Unemployment is a major cause of poverty in developing countries especially in the 

rural areas. Construction as earlier discussed is labour intensive and has good potential to 

absorb unemployed unskilled and semi-skilled labour. It is believed that the development of
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local construction resources to serve local needs could provide a much-needed boost to 

employment and a means for redistributing income, especially to the rural areas (Wells,

1986). Construction also helps to upgrade the skills of the unskilled labour absorbed. This 

facilitates their transition especially from traditional agricultural works to industrial 

employment. Thus construction serves as a means for training and adapting underpaid 

agricultural workers for relatively higher income in industrial employment.

Indigenous professional manpower has also been under-employed and deprived of 

opportunities to acquire relevant work experience that will make them more effective in 

their contributions to the social and economic growth of their country. This is as a result of 

the damaging discriminatory attitude of foreign contractors. Newly trained as well as 

experienced indigenous professionals are often denied employment on the excuse that they 

are incompetent. Yet these foreign firms bring in young, inexperienced and underqualified 

workers from their home countries and offer them excessively favourable remuneration and 

conditions. Similar discrimination against local skills was also observed in Trinidad and 

Tobago (Lewis, 1984; Osborne, 1984). It seems this is a common strategy among foreign 

contractors in order to avoid transfer of expertise to developing countries; since doing so 

might reduce the need to employ their services on future contracts and subsequently 

terminate their perpetual dominance of major construction works in these countries. 

Domestic contractor development programmes will, however, seek to enhance indigenous 

participation in construction activities. Thereby creating more opportunities for on-the-job 

training and experience to develop their capacity as well as the technical and managerial 

expertise of indigenous professional manpower in construction. This will provide a good 

opportunity for further development of entrepreneurial skills in construction and invariably 

lead to self-sufficiency in construction capacity. Consequently, this will reduce dependence 

on imported capacity, thereby increasing indigenous professionals' contributions to 

national growth as well as to further project their dignity and pride.
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CONTRACTOR DEVELOPMENT PROGRAMMES

Various programmes have been proposed to develop contractors in developing 

countries. However, it is always recognised that contractor development programme 

constitutes a significant part of an integrated holistic strategy to develop the construction 

industry. In fact, Ofori (1980a : 463) further described contractor development as the best 

bulwark of any programme for improving the industry generally. This has been confirmed 

by the emphasis placed directly on improving the capacity and efficiency of indigenous 

contractors among other strategies recommended by various international agencies that have 

continuing interest in the development of the construction industry in developing countries. 

They include primarily the United Nations organs, namely, the International Labour 

Organisation (ILO), United Nations Industrial Development Organisation (UNIDO), World 

Bank, as well as United Nations Centre for Human Settlement (Habitat) ( UNCHS).

The policy and programme measures prescribed for contractor development by the 

ILO succinctly describe the various recommendations made by other international agencies. 

These include institutions such as World Bank (1984); UNCHS (1982; 1984a; 1984b); 

UNIDO (1969); as well as individuals including Andrews (1985); Ofori (1980a); Wells 

(1986); Edmonds and Miles (1984); Drewer (1980); Kirmani (1988); Ganesan (1983); and 

Kafandaris (1980). These measures can be classified under three headings:

- policies to improve small contractors' access to work;

- policies to create a more favourable business environment;

- policies and programmes for training and technical advice.

Policies to Improve Small Contractors' Access to Work

The need to improve contractors' access to work stems from the fact that continuity 

of work is essential to the development of resources and expertise that will promote 

efficiency and capacity. Measures that have been recommended by the ILO and others in 

this respect are:

- planning and formulating public sector demand;

- price preferences in favour of target groups of contractors;
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- reviewing prequalification procedures;

- promoting subcontracting;

- disbandment of direct labour forces;

- improvements in tendering procedures;

- standardisation of design;

- simplification of tender documents;

- access to private sector work.

Planning and Formulating Public Sector Demand

The fact that the construction sector is usually neglected in national development 

plans of most countries has been previously noted. The failure to co-ordinate demand and 

supply of construction products often lead to some problems in construction output. For 

example, it often results in excessive pressure on the limited capacity of the domestic 

construction sector, exacerbating perennial shortages in input resources. And too high a 

level of demand compared with capacity can lead to inflationary overheating in the industry 

(Ofori, 1982). Thus imbalance between demand and supply in construction output will 

cause delays and escalation of project costs. These will consequently frustrate timely and 

economic realisation of important development projects to the detriment of economic 

growth.

Fluctuations in construction demand are also due to changes in political and 

economic policies as well as seasonal variations. While fluctuations in construction demand 

are normal, abrupt fluctuations in workload bedevil the commercial operations of most 

developing country contractors, inhibit serious commitment to the industry and render 

investment in improved capacity uneconomic (Edmonds and Miles, 1984). Huctuations 

also reduce opportunities for assisting the growth of the indigenous construction sector 

especially in terms of modem technologies and organised management practices (UNCHS,

1982). The development of efficiency and capacity of the domestic construction sector is 

therefore inhibited.

Because the public sector possesses a high degree of leverage with respect to 

construction demand, (accounting for as much as 70 per cent or more of total demand in the 

formal sector), government is in the best position to establish a central point for the
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aggregation and review of total construction demand. Hence determine the share of that 

demand that could be met by the indigenous sector (UNCHS, 1982; 1984b). In the same 

vein, Edmonds and Miles (1984) also recommended establishment of an institution - the 

Construction Development Agency (CDA), that will, among other functions, help to even 

out the peaks and troughs in construction demands by acting as a channel through which 

government contracts are directed to domestic contractors. It has, however, been noted that 

improvement of construction performance is generally a slow process which must be 

persisted in for many years for benefits to accrue (Andrews, 1985). Thus it follows that a 

comprehensive programme that will promote development of the construction sector of 

developing countries must co-ordinate and rationalise both short- and long- term 

construction activities to ensure that the domestic contractors targeted for development have 

regular access to work for a determined period. Such continuity of work is essential to 

facilitate development and growth in efficiency and capacity.

Price Preferences

The policies of offering price preferences or tender biases to favour indigenous 

contractors is based on the premise that their access to work is in part constrained by their 

inability to prepare competitive tenders. The usual practice is to favour an adjudged 

competent indigenous contractor though he submits a tender that is greater than the 

estimated project cost or the lowest foreign contractor's tender. However, provided his 

tender is not higher than a certain specified percentage. But it is not to the best interests of 

the industry if the client pays above the lowest bidder (ILO, 1987). Thus it is recommended 

that the indigenous contractor be offered the contract on the condition that he lowers his 

price to that of the lowest bidder.

The advantages of price preferences include the fact that it is cheap to introduce and 

to administer. It also offers opportunity to specify and to reach a particular target group of 

contractors (ILO, 1987). However, this measure can only be effective if an efficient 

prequalification system exists to ensure that the indigenous contractors involved in the 

scheme have the technical and managerial capability to perform satisfactorily to an 

acceptable standard. Some contractors that benefited in the past in Nigeria from price
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preferences still performed dismally. Thus government realised construction of lesser value 

than the more money paid.

Price preferences do not provide incentives for indigenous contractors to improve 

their performances or grow. Protecting them from competition from foreign contractors 

inhibits them from intensifying self-efforts to develop their capacity and efficiency. This 

approach has also encouraged inflation of construction costs to the detriment of national 

development by assuming that competent indigenous contractors can not present reasonable 

bids that will be lower than that of foreign contractors.

Prequalification Procedures

Shortcomings in prequalification procedures impose some constraints on efficiency, 

competence and discipline in the construction industry. An efficient prequalification system 

is necessary to eliminate incompetent contractors. But a poorly administered system may 

also deny competent contractors access to jobs by precluding them from tendering on 

certain jobs which they could undertake effectively. This may result from the way 

contractors are assessed in the prequalification process and the frequency at which the 

prequalification list is updated or reviewed.

Various criteria are used to prequalify contractors. These usually include: 

experience and past performance on similar jobs, financial capacity, number, qualifications 

and experience of staff as well as equipment and plant possessed. Unobjective application 

of some of these criteria may however, be to the detriment of new contractors who have 

good potentials, but may not be able to satisfy, especially, financial capacity and equipment 

ownership requirements. They would therefore be ranked at levels lower than their 

capacity. They are thereby denied access to some job opportunities that may help them to 

demonstrate their latent capacity and consequently promote their development. Such 

contractors should have opportunity to plead their case with a third party (ILO, 1987).

An efficient prequalification system should also have regular review of contractors' 

performance for renewal of registration, upgrade ranking if necessary as well as update 

contract value limits for each category to reflect inflation rates. Unfortunately, such 

periodical review is rarely done in many instances in developing countries (ILO, 1987; 

Ofori, 1980b). Thus small contractors can find themselves increasingly restricted in the
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range of projects for which they can bid. Lack of review of ranking based on efficient 

monitoring of past performances will encourage dead woods on the register. This will 

restrict potential new entrants, particularly, if the number allowed on the register is limited.

Lack of effective control in the administration of prequalification system will also 

encourage "downward plundering" by high-rated firms (ILO, 1987; Edmonds and Miles, 

1984). Dearth of jobs at the upper end of the market usually make large firms move into the 

cheaper end of the market. This practice adversely affects the smaller firms who are 

squeezed out of jobs by the larger firms who could afford to undertake such jobs at little or 

no profit in order to keep in employment, their invaluable work-force. It is believed that 

this practice can be eliminated, to protect small contractors' access to work, by specifying 

the lower value limits of contractor eligibility as well as the upper limits (ILO, 1987; 

Edmonds and Miles, 1984). That is, bids are only obtained from contractors registered in 

grades appropriate to the job in view. Though this is accepted in principle in Nigeria, it has 

not been practised consistently. Through "downward plundering", foreign contractors have 

been able to displace indigenous contractors on simple building projects such as school 

classroom blocks.

Promoting Subcontracting

It is self-evident that the more extensive the practise of subcontracting, the greater 

will be the access of small firms to work opportunities (ILO, 1987). Unfortunately, most 

developing countries have continued in the traditional contract conditions copied from their 

colonial rulers or other industrialised countries. They have continued to use contracts that 

emphasise contractual relationship between a single general contractor and the client. The 

general contractor is usually expected to use his own work force to complete substantial 

portion of work. Subcontracting, excluding that of nominated specialist subcontractors, is 

usually limited to a specified level. But in industrialised countries, pervasive use of 

subcontracting has been necessitated by its greater economic benefits in light of increasing 

specialist works involved in most construction projects. Unfortunately, the large foreign 

contractors from the industrialised countries, have not encouraged subcontracting in their 

operations in especially Africa. It is said that they consider subcontracting if there do exist 

sufficient numbers of competent, reliable and competitive domestic firms (ILO, 1987).
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The potentials of subcontracting by large foreign contractors to improve domestic 

contractors' access to work while also promoting the transfer of technical and managerial 

expertise to them can not be overemphasised. However, contract conditions and procedures 

have to be reviewed. First, to require breakdown of large jobs to smaller work segments 

that will facilitate the use of small/medium- sized domestic subcontractors. And secondly, 

contract conditions should mandate large foreign contractors to carry out work by 

subcontracting to domestic contractors and also make provision of on-the-job training for 

them. Some incentives may be necessary to induce effective co-operation of foreign 

contractors in this direction.

Subcontracting has some advantages over slicing and packaging of large jobs to 

smaller segments compatible with the capacity of indigenous contractors. Firstly, the 

responsibility of supervising the subcontractors will still be that of the large foreign 

contractor. This reduces demand for more government supervisory staff that will be 

necessary to effectively oversee the large number of small contracts involved in slicing and 

packaging. Subcontracting further has the advantage of skill transfer which is not available 

in slicing and packaging. Thus subcontracting has more potentials to facilitate development 

of the capacity and efficiency of indigenous contractors as well as to improve their access to 

work. However, subcontracting will be more effective if domestic contractors are 

committed to developing first as specialist contractors undertaking activities such as 

masonry works, concreting, form work and scaffolding, painting, tiling, and so on. This 

may be an easier development approach for them, rather than embarking on being general 

contractors right from the onset of their enterprise, as is generally the case in Nigeria.

Disbandment of Direct Labour Force

Use of direct labour force or force account has become a widely accepted way of 

executing public sector construction in both developing and industrialised countries. Direct 

labour force is usually intended to take charge of construction, repair, maintenance, and 

emergency works which generally are unattractive to or unlikely to attract competitive bids 

from contractors as a result of the nature of the work or its inherent risks (World bank,

1983). Direct labour also serves as a seedbed for developing construction skill or 

supporting incipient domestic companies.
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However, direct labour organisations provide minimum construction capacity, 

albeit, at a high cost (ILO, 1987). They are not really a suitable means for the construction 

of large one-off projects (Wells, 1986). This is because of their minimum construction 

capacity as well as other problems which inhibit their effectiveness and efficiency and make 

them less capable of undertaking large projects at competitive prices. Because they 

concentrate mainly on small/medium sized repetitive projects, which facilitate their training 

functions, direct labour organisations compete with the domestic construction firms for the 

small/medium sized government projects. They usually have superior advantage being 

better equipped and favoured by various government concessions. Furthermore, they 

operate at less competitive rates. This is because they have access to financing at artificially 

low rates or fail to take into account depreciation on equipment or services and 

administrative functions performed for them by other government departments (World 

Bank, 1983). This introduces considerable distortions in tender prices to their favour. Thus 

they reduce domestic contractors' access to work. Their work load should therefore be 

minimised as much as possible so that they no longer jeopardise the survival of the 

domestic construction sector. Their activities also hinder development of a competitive 

market of private contractors. They also suffer from typical government bureaucracies 

which hinder efficiency.

In order to make direct labour organisations perform more credibly, they have been 

turned into autonomous enterprises in many countries. Effective commercial management 

practice and accountability have been introduced to make them capable of performing 

competitively (World Bank, 1984). Notwithstanding, as parastatal enterprises, they are not 

totally free from the problems which usually affect government organisations.

Improving Tendering Procedures

Though open tendering system is most preferred on government contracts, selective 

and negotiated tendering have also been used occasionally for certain reasons. Because 

hand-picked contractors are involved in selective and negotiated tendering (involve even 

fewer contractors), each contesting contractor's chance of winning the tender is 

substantially higher than the case in open tendering. The use of selective or negotiated 

tendering can therefore be a powerful way of improving access to work for particular target
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groups of contractors (ILO, 1987). Target groups are identified according to some 

characteristics such as location, size of firm, past experience, technical and financial 

capacity. Invitations to tender on a project are offered exclusively to members of the group 

most appropriate to undertake the work in view depending on the nature of the project.

However, the inherent disadvantages of either of these tendering methods have 

made them least acceptable on public works. Because the number of contractors involved is 

limited, competition is considerably minimised. This will reduce the client's chances of 

obtaining more competitive tenders. The chances of collusion and corruption are also high 

in selective and negotiated tendering. For example, there is the temptation for contractors to 

offer inducements for inclusion on tendering lists and the risks of small cartels being 

formed among groups of selected contractors, leading to price fixing and work sharing 

(ILO, 1987). These methods give room for blatant nepotism and political favouritism in 

award of government contracts. Such abuses were reported on government contracts in 

Nigeria in the past (Schatz, 1977). These methods will therefore increase the occurrences 

of these sensitive problems in view of the critical fragmented political and social structures 

existing in most developing countries.

Minimising the risks of abuses associated with these tender processes depend on 

the availability of efficient checks and controls to minimise corruption, adequate monitoring 

system for continuing evaluation of building costs as well as effective prequalification 

system to evaluate contractors' capabilities. These are generally lacking in most developing 

countries. Hence the use of this approach to improve domestic contractors' access to work 

is usually curtailed.

It is believed that provincial contractors are deprived of job opportunities that are 

even in their localities because they are late in hearing about work opportunities (ILO, 

1987). Open invitations to tender are issued in the metropolitan centre by the public works 

authority or client department. The provincial contractors have to make many journeys to 

the metropolitan centre to collect tender documents and to later submit their tenders. This 

time-consuming and expensive journeys could inhibit them from responding regularly to 

invitations to tender, thereby, reducing their ability to achieve continuity in work.

Notwithstanding, some improvements are still required in most developing 

countries to ensure fair competition in tendering procedures. Despite alleged benefits of
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open competitive tendering, the system does not automatically rule out corrupt practices 

which deny some contractors of access to work. It is just easy to cheat in the tendering 

game in developing countries (Wells, 1986). This is often the case when the opening of 

bids is not done publicly and the final selection of the winning contractor is shrouded in 

secrecy. Such practices encourage various forms of irregularities and manipulations to 

favour particular contractors for corrupt purposes. It is therefore necessary to review 

tendering procedures and to legislate a system that would guarantee equal opportunities and 

fair play.

Standardisation of Design

Use of standard design on small-scale repetitive public works such as schools, 

housing, health-centres, and so on will enable small, inexperienced contractors to develop 

skills and expertise to handle similar projects. This will make them more competent to 

undertake subsequent works efficiently and increase their chances of getting more of such 

jobs. Repetitive projects also facilitate training to improve technical and managerial capacity 

of indigenous contractors to handle projects of increasing technical complexity. This will 

further enhance their chances of survival in the industry.

Simplification of Tender Documents

A logical extension of standardisation of designs is to introduce simpler standard 

formats for tenders (ILO, 1987). As has earlier been observed, many developing countries 

have continued in the most traditional procedures instituted by their colonial rulers. These 

procedures presuppose a level of administrative and technical competence seldom available 

in these countries outside a few privileged sector (UNIDO, 1969). For example, the use of 

the bill of quantities (BoQ) in many African countries after the British tendering system, 

has constituted a major stumbling block to small contractors' ability to tender successfully 

on jobs. This is because pricing BoQ is where many small-scale contractors make their 

biggest mistakes (ILO, 1987). Hence the ILO recommended at least a summary schedule of 

material requirements be attached the to BoQ in order to greatly simplify matters for the 

small-scale contractor. This recommendation, however, is less practicable on one-off
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projects. An approach that has been adopted in Nigeria to save small contractors the hassle 

of tendering on small jobs is to offer the contract to them at a predetermined price.

Access to Private Sector Work

The foregoing discussions on improving small contractors' access to work have 

mainly focused on measures applicable to the public sector. Though public sector works 

constitute the bulk of construction demand in most countries, especially, developing 

countries, it is obvious that construction demand of the private sector will gradually 

appreciate in view of increasing efforts to encourage more private sector contributions to 

the economy in these countries. Government intervention in the private sector construction 

contracts, however, raises questions of freedom of choice for the individual client (ILO,

1987). A private client is normally free to choose which procedures will be used to select 

the contractor preferred to undertake his work. Thus any attempts to introduce policies to 

enforce employment of contractors from any target group for private sector work may be 

met with considerable resentment. However, the ILO has suggested that government could 

introduce use of various financial inducements, for example, tax levies or waivers and/or 

direct subsidies, to encourage the more widespread use of contractors from particular target 

groups.

Policies and Programmes to Improve the Business Environment

It is evident that the efficiency, capacity and growth of small-medium sized 

contractors are greatly constrained by adverse conditions that exist in the business 

environment of the construction industry in developing countries. Some of these 

constraints are avoidable shortcomings which will subside as the industry grows in 

maturity and capacity. However, some measures are necessary to further improve the 

construction business environment in these countries in order to ameliorate contractors' 

performances and facilitate their survival. Major measures that have been recommended 

could be classified into three:

- improving contractors' financial resources;

- improving contractors' access to materials;
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- improving contractors' access to tools and equipment.

Improving Contractors' Financial Resources

Lack of adequate financial resources to meet requirements for working capital and 

investment in fixed assets is a major barrier to the capacity and growth of small-scale

contractors. Most lack own financial resources. Neither do their have good

creditworthiness or capacity to attract loans from financial institutions. Policy options to 

improve their financial resources fall into two categories (UNCHS, 1984a):

- those designed to reduce their need for working capital;

- those designed to increase the sources of loans.

Reducing the Need for Working Capital

Apart from payments for materials, labour and other services as well as overheads, 

contractors' need for working capital is further stretched by contract requirements such as 

insurance and bonds. Contractors' cash flow problem is further accentuated by intractable 

delays in interim payments by especially public sector clients. Deductions made from 

interim payments for the retention clients are contractually allowed to keep so as to motivate 

satisfactory discharge of the contract, further reduce periodical incomes that provide much 

relief to their stringent cash position. Measures to reduce contractors' need for working 

capital would therefore include:

- relaxing bonds requirements;

- reducing retention money;

- improving contract payment procedures;

- payment of mobilisation allowances.

Relaxing Bond Requirements

Performance bonds are required by clients to protect themselves against any 

unwarranted cause on the part of the contractor to abandon or fail to complete the contract 

satisfactorily. Bid bonds are also occasionally required by the client to guarantee 

commitment of the contractor to enter into contract at the price tendered. These bonds are 

normally obtained from banks and insurance companies for a modest premium that range
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up to 10 per cent of contract price. Performance records, capacity and reputation of a 

contractor are used to determine his suitability to be bonded apart from collateral 

requirements. Unfortunately, many small contractors find it difficult to obtain bonds. 

Banks sometimes demand a full cash deposit of the bond value if suitable collateral is not 

available. This will tie up a substantial amount of scarce working capital putting the smaller 

firms at a severe competitive disadvantage (ILO, 1987).

But the ILO has further observed that performance bonds have become largely 

ineffective because they are rarely called when small contractors get into difficulty to 

complete their contracts. This is because the bonding agency can easily build up a case 

against the client, using mistakes in drawings, lack of adequate supervision, failure to make 

interim payments promptly, and so on as reasons for the contractor's failure. 

Consequently, there is need to relax or even abandon bond requirements which constitute 

an additional complication and cost to the contractor. This will effect some slight 

improvement in the financial position of the small contractors.

Reducing Retention Money

Contract conditions normally include retention by the client of a certain proportion 

of interim payments up to a specified sum (usually 10 per cent of contract value). This is 

intended to induce the contractor to satisfactorily complete work to the standard specified in 

the contract documents. Half of the total sum retained is released to the contractor as soon 

as work is certified to have reached a stage of "practical completion" when the client can 

take possession of the building. The other half is however, retained until after a specified 

period. There is usually six months, within which, the contractor will maintain facility, 

making good any identified defects resulting from the use of substandard construction 

materials or workmanship.

It is obvious that any money due to the contractor retained by the client, no matter 

how little, will aggravate the already critical working capital problem of the small 

contractors. However, this is necessary to protect the client against slipshod works by the 

contractor. It has therefore been recommended that the proportion retained in small 

contracts be reduced to 5 per cent, even if all of the amount were to be payable only after 

the maintenance and repair period (ILO, 1987). This definitely will improve the cash flow

97



of contractors to some extent, in particular, at the early stages of work when most of the 

retention money is deducted.

Improving Contract Payment Procedures

One major problem experienced by contractors in developing countries is the 

intractable delay of the public sector clients in particular, in making interim payments. This 

adversely affects the small contractors, further aggravating their working capital 

requirements. This pervasive delay of payments to contractors has also been attributed to be 

one of the main causes of poor quality work, corruption and delays in completion of 

contracts (Kirmani, 1988). This problem result in part from some shortcomings in contract 

administration, in particular, the monitoring, appraisal and approval of work done by 

contractors in preparation for payments. Shortages of supervisory staff in public client 

departments make it difficult that sites are regularly visited to ensure valuation certificates 

of work done is issued promptly. Furthermore, typical bureaucratic red tape in government 

offices increase delays experienced in respect of payments. Valuation certificates pass 

through many hands for various types of checking and approval, and if any aspect is 

queried, or if the certificate is incorrectly filled out, it must pass back through the channels 

for correction (ILO, 1987). Thus the scope for delays, or even for the certificates to be 

mislaid en-route, is then magnified. It is not unusual for some unscrupulous civil servants 

to also in addition create some devious bottlenecks for personal gratification. Contractors 

therefore find themselves making repeated, time-consuming and expensive visits to 

government offices to expedite payments. Thus the net amount that the contractor actually 

receives after all "expenses" is further reduced.

Various measures have been recommended to encourage prompt payments by the 

public sector clients. This will reduce the financial crisis usually experienced by contractors 

as a result of delays in payments. The predominant views include that the public sector 

clients should considerably streamline payment procedures to minimise barriers to prompt 

payments. While this is desirable, it should not be done at the expense of reducing checks 

and balances necessary to control frauds and ensure public accountability. It is also held 

that if interests are charged on payments outstanding after a specified period of grace, 

usually one month, public clients will be induced to make payments on time. This will
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protect contractors from some loses as a result of interest charges on loans taken in respect 

of the job. It is assumed that this approach will influence officials to avoid being personally 

held responsible for the additional project costs as a result of the interest charges, incurred 

by the public sector department from delays in contract payments. Hence more efforts will 

be made to curtail delays in processing contract payments. However, effectiveness of this 

approach depends on the level of public accountability that exists in the government of each 

country. It is also said that this provision is not popular in some developing countries 

because they do not like government being penalised (Kirmani, 1988). It may be difficult 

therefore to implement this provision.

Payment of Mobilisation Allowances

The payment of interest-free mobilisation allowances reduces the contractors' 

working capital requirements. This practice has considerably helped many contractors to be 

able to buy their own equipment and also make early purchase of some scarce building 

materials. Kirmani (1988) has also shown that payment of advances for mobilisation and 

equipment purchases improve finances of contractors considerably by reducing borrowing 

burdens even when interim payments are delayed. The amount granted varies from 5 to 20 

per cent of contract value depending on the nature of the project. In Nigeria, 10 per cent is 

paid by the public sector clients on virtually all construction works. This is unlike the case 

in some other countries where advances are limited to only civil engineering works.

Mobilisation allowances are advance payments by the client to facilitate work yet to 

be done. The sum is deducted in instalments from subsequent interim payments to the 

contractor. The fact, however, remains that the client is exposed to some risks by this 

practice. Hence a guarantee in the form of a performance bond may be required from the 

contractor. Unfortunately, the bond requirement is often waived in Nigeria. Experiences 

have, however, shown that mobilisation allowances are highly susceptible to frauds and 

other abuses if no guarantees are required to protect the client against non-performance. 

Both public officials and contractors have taken advantage of this for selfish personal 

benefits. Mobilisation advances have been misappropriated as kickbacks for public officials 

or for financing the party in government. Contractors also often divert the funds to their 

other business activities or squander them on ostentatious life style. This lose arrangement
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has encouraged "ghost" contractors who normally abscond after receiving their payments. 

Thus a completely open-ended system of granting mobilisation allowances will be counter 

productive (ILO, 1987).

The ILO has therefore recommended that a target group of contractors should be 

identified to benefit from the grant of mobilisation allowances. This definitely will help to 

eliminate contractors of doubtful integrity who could abuse the privilege offered. Various 

other systems have also been proposed by the ILO to minimise frauds and abuses. It has 

been proposed that the commercial banks should be involved in the disbursement of the 

allowances to contractors and also receive their interim payments. This arrangement is 

believed will better protect government interests as well as minimise the need for additional 

insurance to safeguard the advances granted. It also believed that this arrangement will 

facilitate the contractors' negotiations for credit facilities from their banks. But this 

arrangement may make banks to become unnecessarily stricter in their operations with 

contractors in order to check possible frauds. This will be to the detriment of the 

contractors. It will also mean that the banks will virtually be in control of the management 

of the contractors' finances. As it has also been observed by the ILO, this approach 

demands collaboration and mutual trust between the government, the banks and the 

contractors.

Increasing Sources of Loans

Small contractors are usually disadvantaged with respect to obtaining loans form 

banks to support their operations or develop their enterprises. This is primarily because 

they often have difficulties in meeting the banks' requirements for loans. They lack fixed 

assets that can be used as collateral. Neither do many of them follow basic financial 

management practices, for example, keeping proper and reliable accounting records, which 

will help the banks determine their suitability for loans. These deficiencies, coupled with 

the fact that construction is always regarded as a high risk venture by financial institutions, 

have considerably limited small contractors' access to loans for working capital or for 

purchase of equipment and tools.

Measures that have been recommended to ameliorate small contractors' problems 

regarding loans include:
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offering loan guarantee scheme; 

reviewing banking codes and regulations;

establishing a specialised financial institution for the construction sector.

Providing Loan Guarantee Scheme

Lack of collateral is a major obstacle to granting small contractors' application for 

loans by commercial banks. It has been recommended that government can intervene by 

offering full or partial guarantees on working capital loans required by the small contractors 

engaged on public sector contracts or to all contractors (ILO, 1987). However, experiences 

of some countries that have practised this type of scheme have been reported to be very 

discouraging. Similar loan guarantee scheme operated for the agriculture sector in Nigeria 

has also been experiencing very low repayment rate from beneficiaries (African Guardian, 

October 15 1990). Therefore, a loan guarantee scheme will result in waste of public fund 

except stringent measures are taken to effectively screen applicants in order to ensure that 

only genuine contractors benefit from the scheme thereby minimise defaults. Also, a 

repayment system that will reduce defaults should be applied, for example, interim 

payments could be paid through the lending bank.

Review of Banking Codes

Small contractors have complained that it is difficult to understand what exactly the 

bank managers want to hear or see in support of their loan application, the requirements 

seem to change on successive visits to the bank (ILO, 1987). It is not only small 

contractors that suffer in this way. Other small enterprises in developing countries are 

similarly treated. But it can be argued that it will be easier for the majority of contractors is 

to understand and adequately prepare necessary requirements to support their loans 

application if bank loans application procedures and requirements are simplified. These 

requirements should also be communicated in easy to understand language in order to 

minimise the difficulties usually experienced by small contractors. It may be necessary to 

translate these documents to the native languages of contractors in many cases.
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EstablishinQ Specialised Financial Institution for the Construction Sector

In view of the problems often encountered by the construction sector with existing 

financial establishments regarding access to loans, a special financial institution is usually 

recommended to be established to meet the needs of the sector. It is believed such a 

specialised bank will minimise the competition the sector faces from other sectors of the 

economy for loans and advances from the commercial banks (UNCHS, 1984a). Such a 

bank will serve the interests of the construction sector better. For example, it will be able to 

respond more efficiently to the peculiar needs of the sector, provide easier access to bonds 

and loans and with less difficulties and stringent demand for guarantees which majority of 

small contractors could rarely afford. Also the bank is expected to be more familiar with the 

industry's characteristics. Hence it will be able to offer softer terms for loans' interest rates 

and payback periods that will be more compatible with the circumstances prevailing in the 

industry.

However, it has been observed that the specialised financial institutions for small 

contractors set up in some African countries failed to produce positive results (World Bank. 

1983). This was observed to be partly because of lack of entrepreneurial vocation and 

management among the countries' indigenous contractors. And also partly because such 

banks were set up with insufficient funds to cope with all the functions required from them. 

For example, they are also expected in many instances to provide mortgage loans for 

residential and commercial building projects. In Ghana, where such a bank - Ghana Bank 

for Housing and Construction was established, the bank has focused more on granting 

mortgage loans which have been easier to recoup (Ofori, 1980b). This is because there 

have been fewer cases of defaults on mortgage loans compared with the very low 

repayments from contractors' loans. Some contractors took the loans without any 

intentions to repay - "deliberate defaulters".

But some degree of success has also been recorded in the corresponding Mexican 

institution. This bank has helped the Mexican construction industry become one of the 

more developed in the world (World Bank, 1983). However, the success of the bank is 

probably derived from some strict measures adopted to minimise defaults on loans among 

contractors. For example, provision of short-term loans to contractors on public works are 

advanced against the security of an assignment of the contractor's receivables from the
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government agency sponsoring the project. In this way, the uncertainty and effort of 

collection are removed from the contractor. The bank was also able to attract some funds 

from some foreign institutions to further support its operations. Another factor that 

contributed to the success of the Mexican bank is that the volume of construction work in 

the country continued to put the bank's services in good demand.

It follows therefore that if a specialised construction bank will be successful in a 

developing country, it has to develop efficient measures to minimise defaults by its loans 

beneficiaries. Furthermore, there is a need to maintain a reasonably modest level of 

construction activities in the country in order to sustain the existence of such a bank. Rather 

than having a new specialised financial establishment that will be under-utilised, it may be 

more economical to make special arrangements to meet the financial needs of contractors 

through the existing financial institutions. For example, in Nigeria, loans and advances 

issued by each bank for various economic activities are regulated by the Central Bank. 

Certain proportions of their total loans and advances are specified to be given to some 

sectors. Penalties are usually imposed if this is violated. Thus if a certain percentage of 

loans for construction is fixed for contractor development, and other complimentary 

schemes such as loan guarantee schemes are also operated efficiently, the need for a 

specialised financial institution for the construction sector will be reduced.

Improving Access to Materials

Small contractors in developing countries encounter considerable difficulties in 

procuring materials for their works when required and at reasonable prices. Acute 

shortages in materials result mainly from deficiencies in domestic production capacity. This 

is coupled with lack of foreign exchange for importation of other materials required, or 

input resources and spares for domestic production. Inefficient and ineffective transport 

and distribution systems further constrain availability of materials and accentuate the 

already bad problem of fluctuations in prices.

Measures to minimise difficulties in materials supplies in developing countries, and 

consequently to small contractors, have focused on promoting development and utilisation 

of modem as well as indigenous building materials and components. Emphasis have been 

on using local resources to produce required basic building materials in order to reduce
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dependence on imports. Some measures necessary to break monopolies in importation, 

manufacture or marketing of basic materials have further been advocated (World Bank, 

1983). So also relaxation of restrictions, taxes and bureaucratic procedures on importations 

will be necessary to curtail prices escalation.

Bulk purchases of some basic material by government agencies for subsequent 

resale or distribution (owner to supply) to small contractors on some government works 

have been practised occasionally in Nigeria to regulate prices, especially on housing 

projects. Another effort made in Nigeria is the government directive to manufacturers of 

basic construction materials to sell their products directly to contractors. But only the large 

contractors have benefited mostly from this arrangement. This is because they could 

conveniently afford to make the advance payments usually required by the manufacturers 

though waiting time for delivery is always uncertain and could be as long as three to six 

months. Most manufacturers could not meet demand promptly because they are usually 

unable to operate at their maximum installed capacity. This is as a result of erratic power 

supply as well as shortages in imported raw inputs or spares due to mainly scarcity in 

foreign exchange and other import restrictions. Invariably, most small contractors still buy 

from the open market. Those that eventually obtain any supplies from manufacturers, sell 

them at the inflated market prices to enhance their gains.

But if small contractors form a formidable association, the association would be in 

a better position to make bulk purchases of materials and resell to members at controlled 

prices according to their needs. This will reduce constraints on members' cash flow that 

has resulted from their individual attempts to make bulk purchases directly from the 

manufacturers. Notwithstanding various short-term attempts by the government, this 

intractable problem of uncertainties in supplies and prices of basic materials has persisted. 

The small contractors have therefore been advised to recognise the harshness of their 

business environment and plan to deal with it effectively (ILO, 1987; Andrews, 1990).

Improving Access to Tools and Equipment

The major cause of shortages in supply of plant, equipment and tools in most 

developing countries is that these items and their spares are normally imported. Supply 

therefore depends largely on availability of foreign exchange. Unfortunately, some of the
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items imported turn out to be inappropriate to the indigenous construction sector (UNCHS, 

1984a). The ILO field studies have also shown that local markets in many developing 

countries are stocked largely with inferior tools. And that contractors tend not to appreciate 

the long-term economies that can be obtained by spending a little more for quality and 

durability (ILO, 1987).

It is often generally argued that developing countries' demand for construction 

machinery will be substantially reduced by employing labour-intensive construction 

methods. This will also improve underemployment of unskilled and semiskilled labour in 

these countries. While it is necessary to promote labour intensive construction methods in 

developing countries, there is still the need to strike a balance between labour- and capital- 

intensive construction methods. Equipment and tools are still indispensable to many 

construction works, especially, such works as dams and irrigation schemes. Even 

performance on labour intensive construction activities will be enhanced by simple tools 

and equipment. Thus plant, equipment and tools are essential to improving construction 

productivity generally. And some measures are required to improve supply of these items 

to the benefit of both construction approaches.

Measures that have been recommended include the following (UNCHS, 1982; 

1984a; 1984b; ILO, 1987; Kirmani, 1988):

1. Monitoring the importation of plant, equipment and tools to minimise 

supply of inappropriate items and to promote standardisation;

2. Promoting repair, maintenance and spare parts supply through domestic 

production of basic spare parts as well as provision of training to improve 

domestic labour skills in repairs and maintenance of machinery;

3. Promoting local manufacture of simple equipment and tools by assisting 

development of the traditional and modem sectors that can produce the 

basic tools and spares required in the construction sector;

4. Supporting entrepreneurs to establish plant hire facilities to conform with 

geographical spread of construction activity;

5. Encouraging the indigenous contractors to create a pool of construction 

equipment, plant and tools that would be cheaper more effectively utilised 

than if owned individually;
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6. Assisting contractors in purchase of their own equipment and tools with 

especially interest-free advances to be recovered from contract interim 

payments at agreed instalments.

Foreign exchange is still fundamental to supply and subsequent maintenance of 

equipment, plant and tools in most developing countries. In view of critical constraints in 

these countries to meet the total demand of the economy for foreign exchange, options 

often adopted are to reduce imports to the barest essentials. Hence the need to rationalise 

the construction sector requirements for equipment, tools, plant and spares in line with 

national strategy. Short- and long- term construction activities will also have to be planned 

to minimise idle capacity resulting from fluctuations in construction demand.

Training and Advisory Services 

Training

Training is normally given prominence among other programmes recommended for 

contractor development. Many reasons have been given to support such emphasis on 

training. According to the World Bank, many of those ailments diagnosed as problems of 

construction enterprises of a nation are only symptoms of the underlying problem of weak 

enterprise management (World Bank, 1983). And training is indispensable to overcoming 

management deficiencies. The ILO also holds the view that the typical weaknesses of small 

contractors in developing countries include a formidable array of topics such as estimating 

and tendering, levels of technical understanding, legal aspects of contracting, site 

management, contract planning and administrative work and bookkeeping; mostly skills 

that must be learnt rather than acquired through experience (ILO, 1987). However, it is 

also believed that training will certainly be useful, though not in itself sufficient for other 

problems such as difficult access to finance, fluctuating materials supply, shortage of 

skilled labour, delayed payments from clients, and so on, which cannot be traced to a lack 

of managerial skills (Hernes, 1988). Thus training is generally appreciated as an 

indispensable ingredient in contractor development. However, it is also recognised that it is 

a partial but important solution to their numerous problems.
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The ILO has considerable experience in management training; it has concluded that 

the most effective approach to management training for small-scale contractors will be 

combining advisory services with training (ILO, 1987). Thus a composite programme 

which consist of the following stages; not necessarily successive, have been recommended: 

assessment of training needs;

assessment of existing training institutions and facilities;

preparation of a directory of resource persons to be trainers and advisers;

development/adaptation of training materials;

training of trainers/advisers;

launching of training/advisory services.

Major difficulties encountered in developing effective and practical training arise 

from differences in training needs of contractors as a result of diversities in their 

educational background and work experience. These diversities coupled with inherent 

characteristics of construction activities, for example, geographic dispersion of construction 

work and typical inadequate spare time for training by contractors, further increase the 

difficulties encountered with respect to developing suitable methods for effective delivery 

of training for contractors. In view of these difficulties, it has not been feasible to develop 

successful training models that will be generally applicable to small contractors in 

developing countries. The best attempt made so far is a guide offering advice on how a 

successful training programme for contractors can be prepared and run (Hemes, 1988).

The ILO and Hemes have emphasised the need for in depth analysis of training 

needs of small-scale contractors. An appropriate training programme is then designed to fill 

the gap between the present and the required skill level. But because of the diversity in the 

characteristics of the contractor in terms of educational background, experience and tasks 

performed, training will be required in a variety of skills. It is therefore difficult to develop 

an effective training programme for an amorphous group of contractors. Consequently, the 

ILO and Hemes have recommended that it is necessary to identify a compatible target group 

of contractors whose skills are to be developed through training. This will facilitate 

development of a suitable programme whose contents will meet the individual needs of the 

largest number of participants.
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It has further been recommended by the ILO and Hernes that determining the 

training needs of contractors should not be by a superficial analysis or a rough guess at 

what the participants need. Needs should be assessed through a survey supplemented by 

monitoring of current performance of contractors. It is emphasised that in addition, it 

would be important to consult various other individuals and institutions involved in various 

ways in the business affairs of small contractors. Chief on the list would be clients, 

particularly, representatives of public sector client departments, architects, engineers, 

quantity surveyors, large contractors, materials suppliers and bankers. It is believed that 

they would be more objective in their assessment of contractors' performance levels which 

will indicate their training needs.

Hemes further observed that an active involvement of contractors in determining the 

content of the training programme assured them that the training will be tailored to their 

needs. Hence this will induce their greater commitment to participating in and contributing 

toward the success of the programme. Lack of active involvement of prospective 

participants in the design of some contractor training programmes could in part be 

responsible for the past poor responses from contractors as well as the failure of these 

programmes.

An assessment of needs should also include information about contractors' 

preferences regarding delivery methods. The methodology chosen, which is normally a 

combination of different methods, is crucial for the outcome of the training (Hemes, 1988). 

It influences participants eagemess to learn, hence the rate of transfer of skills and 

knowledge. A faulty methodology does not encourage a rapid, comprehensive transfer of 

knowledge and skills. The methodology to use depends on the characteristics of the trainer, 

the characteristics of the participants and the nature of the topic.

Key issues involved in the design of an appropriate training methodology and 

delivery Systems are the mode of instruction, choice of trainer, duration and location of 

training. Most training is based on what is colloquially called "chalk and talk" (ILO, 1987). 

The most used technique is lecturing which is also the most difficult to carry out effectively 

(ILO, 1983). But in view of the characteristics of the participants and the nature of skills or 

knowledge to be leamt, the "chalk and talk" approach may not be the most effective for 

contractors. The ILO has developed a Participative methodology called the Interactive
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Contractor Training (ICT), based on a group training approach. Members of a group are 

expected to coach and support one another to learn certain skills using prepared materials in 

a supervised classroom environment. However, the effectiveness of this approach is yet to 

be confirmed. The practical dimension of construction activities imply also that on-the-job 

training will be required in many aspects.

The identification of suitable channels for delivering construction management 

training is difficult (ILO, 1983). This is because diversities in the skills and knowledge to 

be leamt imply varied professionals will be required or involved in the training. Thus the 

potential sources of trainers will be many and will include universities, polytechnics, 

management institutions and practitioners. However, Ofori (1980a) has recommended 

using existing institutional framework for contractor development. Hence the suitability of 

existing capability should be determined before a new institution is sought to be established 

for contractor training. The level of expertise of trainers and the facilities available are to be 

carefully assessed before choosing the most suitable source or trainers. Course duration 

depends on the topics to be leamt, the local conditions and the trainees' preferences. For 

example, while in Indonesia it has been possible to mn course for nine days continuously, 

three-day modules have been preferred in Malaysia (ILO, 1987).

The decision on the location of training is very straightforward in view of the 

typical work pattem of an average small contractor. He is the owner -cum- manager and 

also the operative in many instances. Thus he could hardly afford to be away from his 

work for a long time. Furthermore, constmction works are undertaken at geographically 

dispersed sites. It is therefore imperative that the best approach to training contractors is to 

take the training to them on site or at very close proximity to their sites, rather than expect 

them to come to a central location.

Advisory Services

Provision of an effective advisory service is an important component of training 

activities for contractor development (ILO, 1987). It is in essence, a follow-up programme 

to help participants of training programmes apply effectively their newly acquired skills and 

knowledge to their business operations. It also serves as a feedback system that allows the
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monitoring of participants' post-training performance in order to determine further training 

needs or necessary modifications required to improve future training programmes.

Effectiveness of advisory services, however, depend on many factors which 

include availability of suitable advisers, time, money and other resources. Those factors to 

be considered in developing an advisory service according to Hemes (1988) include:

- the capacity or skills of the adviser;

- the extent of the assistance to be given to each individual. The more in-

depth assistance required, the more the time that will be needed;

- the geographic spread of firms. The further apart they are, the more the 

time that will be taken up travelling;

- transport facilities (the availability of vehicles and fuel, the standard of

the roads, etc.);

the amount of time taken up by other duties which the adviser has to 

perform;

what proportion of the advice can be done by the trainees coming to the 

adviser rather than the adviser spending time travelling from place to 

place.

The importance of advisory services to complement training is well established. 

However, running advisory services the way it should be in order to be effective, may be 

too expensive for many developing countries to bear. Even if contractors have to pay for 

the training and advisory services they receive, the fees charged have to be substantially 

subsidised in order to bring these services within their reach. Thus the need to develop 

means to make both training and advisory services more attractive and affordable to small 

contractors.

CONTRACTOR DEVELOPMENT AGENCY (CDA^

Most of the existing paradigms on construction industry development stress the 

importance of establishing a ministry (or department) to oversee the construction industry 

(Ofori, 1984). Such an institution is expected to manage the planning and implementation 

of comprehensive short- to long- term programmes strategic to the development of the

110



industry. But in view of the complex nature and spread of activities involved in holistic 

development of the industry, the activities of the institution may become unwieldy and 

inefficient. Some sectors of the industry may invariably continue to suffer inadequate 

attention. Also, while an effective promotion strategy requires a holistic view, it also 

requires specific targets which can serve to concentrate scarce intellectual and financial 

resources in areas of greatest concern or of greatest potential benefit (UNCHS, 1984a). In 

view of the significant role domestic contractors could play in the industry and in the 

economy in general, more emphasis needs to be attached to their development. Thus an 

institution that will focus mainly on indigenous contractors' development will be necessary. 

To this end, contractor support agencies have been established in many developing 

countries. The scope of their functions vary. But Edmonds and Miles (1984) recommended 

a prototype contractor support agency - Contractor Development Agency (CDA).

Though proposed to be a parastatal, the CDA is expected to enjoy sufficient 

autonomy to be in a position to gain the trust of all contractors and their clients as well as to 

strengthen its links with the private sector. It is expected to be an intermediary between 

government and the contractors. It is believed the CDA would be able to secure the 

confidence of public sector bodies as well as other institutions involved in the construction 

process. Hence it will be able to operate as a neutral, technically competent intermediary to 

formulate acceptable detailed proposals in the following five areas to improve the quality 

and efficiency of operations in the industry. Its links with the contractors will focus on 

strengthening the capacity of the domestic construction sector by providing the following 

five main types of support: flow of work, training, finance, corporate approach and 

physical support. The chosen mix of support will depend on the stage of development of 

contractors, national priorities and the availability of funds.

Flow of Work

It is intended that the CDA will help minimise fluctuations in flow of work to 

domestic contractors by acting as a channel through which government contracts are 

directed to domestic contractors. However, it is inconclusive how this would be done. It is 

possible for the CDA to obtain large jobs normally beyond the reach of the small firms and
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then to subcontract the jobs to them in smaller sections within their capacity. The CDA then 

acts in a managerial capacity supervising the work of several subcontractors. This approach 

has been described as a powerful and effective form of support to increase small 

contractors' access to work. Some pitfalls, however, have been identified in this role of the 

CDA as a main contractor (ILO (1987); Edmonds and Miles (1984). First, the method of 

selection of contractors must be very objective to ensure that only the promising and 

competent contractors benefit. Secondly, the CDA will require sufficient qualified staff for 

effective supervision. And thirdly, the CDA will have to bear the inherent responsibility of 

completing the work in case of any defaults by the subcontractors as a result of difficulties 

or inefficiency. It has been observed that the CDAs existing in Africa and Asia no longer 

take on the role of contractors though the National Construction Corporation of Kenya did 

so in the past (Ofori, 1991).

A better alternative to the CDA acting as a contractor, perhaps, will be for it to 

negotiate support and commitment of other public sector bodies, so that it administers on 

their behalf, the award of those contracts suitable for promoting small contractors' 

development. This means that the CDA will be able to have control of some works which 

can be used to ensure a regular flow of works to their pre-qualified contractors. Thus the 

CDA will not bear directly the business risks of being a contractor and will be able to 

concentrate on its other development role.

Training and Advisory Services

Training is again emphasised as paramount among the other functions of the CDA. 

It is described by the ILO as the keystone of the CDA's activities. Edmonds and Miles 

suggested that it should be implicit in all the CDA's operations. Hence obligatory for those 

wish to benefit by obtaining contracts or other forms of support from the CDA. This they 

believe is necessary to motivate participants interests in improving their skills and 

knowledge. This is because contractors do not always appreciate that inadequate 

construction management is a very serious constraint to their performance. Thus the CDA 

is an ideal set up to impact the management skills lacking in most indigenous contractors 

which has largely influenced their inefficiency and under-capacity.

112



However, training still has to be marketed in such ways that will make it attractive 

to contractors and demonstrably essential to their growth. Strategies recommended by the 

ILO in this direction, especially in circumstances where contractors are very reluctant to 

spend time away from their business to attend training, is to involve contractors themselves 

in preparation of training programmes. Also, highly motivated participants are carefully 

selected to be used for the first training session to increase the chances of success. The 

success of the initial training will subsequently attract more participants for later sessions. 

Use of effective and appropriate training materials and delivery methods, tailored to 

participants’ training needs and preferences, will further enhance the success and 

effectiveness of training. The complementary role of advisory services to effectiveness of 

training need no further emphasis.

Finance

Various arrangements have been suggested through which the CDA can provide 

financial support to contractors. The three main types of financial support are (ILO, 1987); 

short-term working capital loans;

insurance and financial sureties in respect of performance bonds; 

medium-term investment loans.

The CDA is expected to offer these financial services directly to the contractors or to 

negotiate with commercial banks to provide these services at modest terms that are more 

compatible and favourable to the small contractors circumstances. CDA will obviously be 

in better position to offer softer terms. But some pitfalls could be identified in the CDA's 

ability to provide the prompt and efficient services necessary:

1. It may not possess sufficient expertise to effectively assess contractors’ 

eligibility for loans.

2. The additional responsibility to safeguard public funds may lead to

unpleasantly long and tedious processes of checks and controls, which 

coupled with typical red-tape bureaucracies in government institutions, are 

detrimental to the urgency required in processing loans application.
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3. The CDA may lack the wide network of local offices that will make its 

services easily accessible to contractors in especially the rural areas.

In view of these pitfalls, the CDA would be better off if by some special arrangements, it 

operates its financial support services through commercial banks.

Some measures have been proposed by the ILO (1987) to minimise defaults in 

especially short-term loans. Such measures include:

1. establishing in advance the credit limit of each firm relative to the maximum 

contract value

2. making firm loan commitments only after scrutiny of contract documents to 

ensure that funds advanced will be used in a viable enterprise;

3. insisting on interim payments being made to the loan account to reduce the rate 

of defaults;

4. insisting on full payments of loans during the course of each contract to 

minimise accumulation of bad debts.

While in principle these measures are necessary and potent enough to ensure high 

rate of repayments, their effectiveness depend on the degree to which they are adhered to. 

The integrity of those that will administer the scheme comes in to play here. Any 

compromises will be very detrimental to the success of the programme.

Corporate Approach

It is believed that the CDA will be able to stimulate a corporate approach to solving 

contractors' problems in two ways. Firstly, it would act as a communication channel 

between domestic contractors and government (ILO, 1987). By this, the CDA will be able 

to negotiate on behalf of the contractors specific changes in government policies and 

procedures to improve the working environment of contractors. The CDA should intervene 

to ensure: efficiency in contractors' registration procedures, equity in contract conditions, 

promptness in contract payments and, consistency, fairness and effectiveness in 

supervision and quality control. At the same time, the CDA will be the means through 

which government explains to contractors its policy framework as it affects them and the 

construction sector in general.
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Secondly, it is believed the CDA can foster the formation of contractors' federation 

(Edmonds and Miles, 1984). Thus the CDA would gradually withdraw from its role as the 

contractors' voice and main advocate after helping them to form and nurture to a formidable 

status an association to promote their interests in the industry and help themselves. The role 

of the contractors' association in their development will be later discussed.

Physical Support

The CDA will assist to ameliorate small contractors' access to materials, plant, 

equipment and tools. Small contractors' access to these resources have been curtailed partly 

by factors beyond their control, for example, lack of foreign exchange to import. And 

partly also, by their own individual deficiencies. For example, their finances and trade 

credits are rarely strong enough to encourage dealers to grant them significant lines of credit 

(Edmonds and Miles, 1984). Neither do they manage their finances well enough to attract 

loans from banks.

The CDA will be in good position to provide specialist plant hire services which are 

generally inadequate and limited to major urban centres in many developing countries. 

Alternatively or in addition, it may support domestic enterprises interested in providing 

such services. The CDA will also be well placed to make bulk purchases of construction 

materials and components which will be sold to contractors at controlled prices. This will 

also facilitate regular supply of these items.

Target group for CDA support

The fear remains that these services of the CDA, though essential, may make small 

contractors become overprotected from the realities of their business environment so that 

they will be unable by the survive on their own. Thus they may remain perpetually 

dependent on the CDA to the detriment of their growth and the goals of the CDA. 

Therefore, Edmonds and Miles have recommended that these services must be strictly 

controlled and should preferably be self-financing at the earliest time possible. This will 

minimise the costs involved in running the CDA and also encourage the contractors to 

become self-reliant. The ILO on the other hand, warned that the CDA services are not to
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support or subsidise those who are capable of taking on large and expensive projects. Thus 

further emphasising that those who have accumulated sufficient resources and experience 

should "graduate" from the CDA support scheme.

The ILO (1987) highlighted some critical issues that should be considered in the 

establishment of a CDA:

1. identification, characterisation and selection of the target group of 

contractors to be made eligible for assistance;

2. types of assistance to be provided in relation to target group needs;

3. the scale and scope of assistance that can realistically be provided, hence the 

number of contractors that can be included and the basis on which they are 

to be selected from the target group;

4. criteria for withdrawing development assistance from individual contractors;

5. organisational structure of the agency - both internally and in relation to 

existing government

6. sources of revenue for the agency;

7. manning levels and sources of suitable staff.

The issue of identification of the target group or selection of contractors that will 

benefit from the CDA assistance programmes seems most critical to the success of the 

scheme. The experience of various countries have shown that the number of contractors 

that will benefit from contractors' assistance programmes have to be limited in order to 

enhance the intensity and effectiveness of assistance provided (Ofori, 1980a). The 

mechanism for choosing which firms to assist must be made as objective as possible; but 

this is not easy in the face of political and other pressures (Edmonds and Miles, 1984). 

Such pressures, however, are very prevalent in most developing countries and could 

frustrate objectivity in the execution of the CDA programmes.

Two main options for identifying contractors to be assisted have been identified by 

the ILO - self-referral by the contractors themselves or direct studies of their performance 

and needs (ILO, 1987). Though self-referral is simpler and cheaper, it is often difficult to 

verify information submitted by the contractors. Direct studies on the other hand, is time 

consuming and expensive, though more objective. However, more objective selection will 

be possible if both systems are combined. A rigorous exercise is necessary to identify those
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entrepreneurs who have a serious commitment to the industry and the necessary skills, 

experience and resources required to benefit fully from any help they may receive. The ILO 

have further noted that the time and money spent on the selection process are a worthwhile 

investment. Identification of the most promising target group will substantially improve the 

chances of success.

Ofori (1980) as well as the ILO (1987) have further noted the need to build into the 

development scheme a measure of dynamism which enables firms to enter, to progress 

within and graduate from the programme. This is necessary to promote the development of 

participating firms towards self-reliance. Otherwise, they will see the CDA as a "life 

support machine" and this will blunt their entrepreneurial capacities and lead to 

complacency and inefficiency. Thus paternalistic tendencies must be curtailed, otherwise, 

the scheme will become self-defeating.

In order to ensure a dynamic scheme, three broad criteria have been recommended 

by the ILO (1987) for the "graduation of contractors":

the success criterion measures based on profitability, capacity (in terms 

of the maximum contract value that can be undertaken by the firm), or 

turnover. All the three criteria should be taken into account and the cash 

values applied to each measurement of success to be adapted to suit 

national circumstances;

the failure criterion based on debts or consistently low profits and/or 

inability to win contracts or very low tender-success ratio;

- the time criterion, that is, withdrawal of support after a specified period 

applied with or as an alternative to the success or failure criterion.

The withdrawal of all forms of assistance from contractors should be gradual in 

order not to precipitate the failure of an otherwise promising contracting firm. It is 

necessary to prepare contractors toward graduation through gradual withdrawal of, in 

particular, financial support by the CDA. Various options recommended by ILO include to 

raise interest charges on loans granted in successive years to a level higher than that of 

commercial banks, to reduce maximum credit successful contractors can draw from CDA 

funds, or to withdraw short-term loan facilities from successful contractors.
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Contractors* Association

Andrews (1990) has noted that there are three components of contractors' strategy 

for survival, improved performance, recovery and growth: 

what contractors can do for themselves; 

what contractors can do to help each other; 

what contractors can urge others to do for them.

What contractors can do for themselves include those management activities and strategic 

decisions they must undertake to improve efficiency and effectiveness of their individual 

firms' operations. What contractors can urge others to do for them are those support 

activities required from government and non-government institutions to assist their 

development. The CDA epitomises an external body that can foster contractors' growth and 

development. But what contractors can do to help each other require that they must 

organise corporate actions for their mutual benefit. In essence, they need to mobilise 

themselves into a formidable association for self-help activities. The significant role such an 

association can play in their emancipation cannot be over-emphasised.

There are three ways in which a contractors' association can help its members, 

particularly, its smallest members (ILO, 1987):

external representation of the interests of the industry or particular groups; 

providing internal services on behalf of members; 

establishing minimum standards of competence.

External Representation

Part of the corporate support services of the CDA is to be the genuine voice of 

contractors in the industry. But this role can be taken over by the contractors' association as 

soon as it has established itself as the recognised voice of the sector and as a reliable and 

virile body. The association will be able to advise and negotiate with government on 

matters affecting its members welfare and development in the industry. For example, issues 

like contract conditions, payment procedures and so on will definitely be of major concern. 

The association will also be able to represent an influential viewpoint in the formation of 

national policies for the construction industry (Andrews, 1990). Through the association,
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contractors as a group will have a better position to discuss matters of mutual concern and 

benefit with bodies representing other interests in the industry - the labour trade unions, 

professional institutions, materials manufacturers and suppliers, insurance and banking 

industry and training institutions. Another role of importance to the association will be to 

promote the public image of its members and of contracting business in general. This is 

particularly necessary in developing countries where indigenous contractors' image have 

been badly dented by past misdeeds of some unscrupulous contractors. The association 

will therefore need to work hard to restore the confidence of clients and the general public 

in their performance.

Internal Services

Contractors associations do serve as a good channel for dissemination of 

information on jobs on tender or in view, training and any other matters that will be 

valuable to the development of contractors' welfare. The association can also provide other 

services which are uneconomic for individual members (Andrews, 1990). For example, the 

association can organise a plant pool among its members or undertake bulk purchases of 

materials for members' benefit. The effectiveness of such services, however, depends on 

the degree of mutual trust that exist among members.

Standard Setting

Indigenous contractors in developing countries do not have a good reputation with 

respect to performance. The fraudulent practices of some unscrupulous contractors have 

further damaged their image. Doubts on their integrity have adversely affected their ability 

to obtain regular jobs and their creditworthiness with banks or materials suppliers.

It is believed that scrupulously objective standard-setting by contractors' association 

can help promote competence of contractors and engender clients' confidence (ILO, 1987). 

The association will establish a code of conduct to guide its members' in their business 

operations. If this is enforced and consistently followed by members, it will enhance 

discipline among them and endear to them public respect. The certificates issued by the 

association to its members to indicate that they are recognised as having achieved a certain 

level of competence would be recognised by clients as worthwhile. However, the
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effectiveness of this standard-setting system depends on the degree of commitment 

members have to it. Lack of legal power to enforce compliance may weaken its 

effectiveness. Also, the association by this exercise would be establishing its own 

prequalification list. It is doubtful, however, if this list would be honoured by clients, 

especially in the public sector. This is in view of the fact that clients may not like to 

relinquish to the association, their right to prequalify contractors bidding on their jobs. 

However, standard-setting and contractors' registration by a national contractors' 

association may be a right step to resolving diversities in prequalification procedures and 

multiple registration that exist in many developing countries.

The Kenyan National Construction Corporation: An example of CDA

Several governments in Africa and Asia have made efforts to assist their indigenous 

contractors through institution-building. Some recent promising institutional initiatives in 

Asia and were discussed by Miles and Neale (1991). But the most sustained and successful 

attempt is that of the Kenyan Nationail Construction Corporation (NCC) (Edmonds and 

Miles, 1984). Though abolished in 1989 following complaints by African contractors that it 

was competing with them for projects, it continue to inspire writers on contractor 

development (Ofori, 1991). It was the model for similar institutions established in Africa, 

especially the Botswana Enterprises Development Unit (BEDU) and the Swazi Enterprises 

Development Corporation (SEDCO).

The NCC was created in 1967; the Norwegian Government aid agency, NORAD, 

came in as a technical assistance partner shortly after inception. The NCC was initiated to 

assist the African Contractors in Kenya to enter the construction industry. Construction 

activity in Kenya before and immediately after the country's independence in 1965, was 

dominated by the European large contracting firms and the Asians. The latter according to 

Wells (1986) formed the backbone of the industry. There was no more than a handful of 

very small African-owned firms. Thus the NCC was created to fulfil the post-independence 

self- government's objective of "Kenyanisation" of the industry in line with similar 

objectives for the agricultural, commercial, service and the public sectors. The NORAD 

terminated its involvement 1977 so that the NCC was fully Kenyanised.
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The main objective of the NCC was to promote and assist the development of the 

African contractors. The NCC provided three functions to the African contractors:

1. helping them to obtain work;

2. providing them with adequate finance;

3. assisting them in the actual process of construction.

The NCC was therefore designed to provide support in three ways to fulfil set objectives: 

allocation and supervision of government and other contracts; 

training and educational facilities; 

short-term loan finance to provide working capital.

In other words, the NCC was conceived of as a combination of a construction unit, a 

school and a bank. How the NCC operated in efforts to perform these functions will be 

subsequently discussed.

The NCC as a Construction Unit

The construction unit provided the technical assistance required by the African 

contractors to obtain and execute jobs. Many of these firms did not understand contract 

documents and did not even know how to prepare and submit a tender (Wells, 1986). The 

NCC therefore strengthened its technical section to assist the contractors in the preparation 

of tenders. But the work of the construction unit staff was not concluded at tendering. They 

coach each trainee contractor in virtually almost every aspect of skills and knowledge 

required to manage a construction project efficiently. "They accompany the contractor and 

guide him until he can stand on his feet" (Vevstad, 1979).

It was observed that helping the contractors to submit tender on ad hoc or one-off 

basis did not guarantee continuity of work to them (Wells, 1986). The NCC therefore 

negotiated with the Ministry of Works to directly control in bulk, a substantial part of its 

total building programme (mainly simple, repetitive types of work, for example, primary 

schools or low-cost houses). The NCC subsequently awarded contracts for these works to 

African contractors based on direct negotiations with each contractor (Vevstad, 1979). The 

NCC was granted additional powers to act on its own as a contractor in 1977. Thus it was 

able to tender on larger projects which were subsequently sublet in their entirety or broken 

down to small work portions to suit the capacity of the African contractor. The NCC as the
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main contractor charged between one and two per cent of contract price for its management 

service. But the NCC technical staff became more directly involved in supervising the 

contractors' site operations rather than being their advisers/trainers. Also, the NCC had to 

develop its own work-force as it became increasingly involved in executing some projects 

directly by itself to complete work left undone by contractors who defaulted. It also 

performed some emergency works for some clients. Thus with expansion in the scope of 

activities undertaken by the construction unit, the unit gradually gave lesser and lesser 

attention to its contractor - training role. Wells (1986) noted that as the work of the NCC 

expanded, so also the increase in the incidence of contractor failure.

The vast bulk of the work with which the NCC and its contractors were involved 

in, was public sector building contracts. Though the number of building contract awards to 

the African contractors between 1978 and 1981 varied between 60 and 70 per cent of the 

total number of awards over the three year period, this represented only 18 per cent to 26 

per cent by value of all new Ministry of Works building contracts (Wells, 1986). 

Furthermore, apart from the low value of these contracts, the actual number of contracts 

awarded to the African firms was not large relative to even the total number of firms 

registered the NCC for development assistance. This also severely limited the NCC's 

ability to assist a large number of contractors or to ensure continuity of work to those 

already benefiting from assistance. Under such circumstances of limited opportunities, 

political and other pressures do come into play in the selection of beneficiaries.

The NCC's activities, however, induced a significant increase in the number of 

African contractors and also helped many of them to maintain continuity in their work. 

Most of the progress made by the NCC and its contractors was in the building works type 

which are of lesser value than the large civil engineering projects. Very limited success was 

achieved in the NCC's determined efforts to capture the more buoyant civil engineering 

works for the African contractors.

The NCC as a Bank

The NCC started giving loans to African contractors about a year after its inception. 

Prior to this, it acted as a guarantor on loans issued to the contractors by the Kenya 

Industrial and Commercial Development. But the NCC's revolving loan scheme grew
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steadily since established in 1968 with the initial funds of 2 million shillings granted by the 

Kenyan Government to over 30 million shillings in 1981/82 (Wells, 1986). Additional 

funds came from more periodical government grants, grants from NORAD and the NCC's 

internally generated revenue.

Two types of financial assistance were operated by the NCC: provision of working 

capital loans for specific contracts and performance bonds. The working capital loans were 

limited to not more than 25 per cent of the contract value at 8 to 10 per cent interest rate 

charges on outstanding monthly balances. However, the 25 per cent limit on loans was not 

rigidly adhered to, contractors were frequently able to negotiate for increases if they 

subsequently encountered cash flow difficulties (Wells, 1986). Thus in practice, loans 

ranged from as little as 8 per cent of the contract value to as much as 70 per cent. The 

premium paid on the performance bonds was a flat charge of 3 per cent of the value of the 

bonds. This was however, recovered instalmentally from the first three interim payments.

Some problems were experienced in the administration of the loans. At the initial 

stages, loans were granted on first come, first served basis. Recovery systems were poor 

and some half of the money loaned was still outstanding at the end of the first year. But 

gradually, more efforts were made to improve administration and recovery of loans. 

Stringent measures introduced considerably increased the recovery rate of loans. The 

percentage of outstanding debts at the end of each year declined from 55 per cent in 

1967/68 to 13 per cent in 1977/78 (Wells, 1986). The NCC's record up to 1977/78 was 

described by Wells as comparable with that of other institutions elsewhere providing credit 

for small businesses.

Because the amount of loans a potential borrower is eligible to receive is based on 

the contract value, wide variations in the value of contracts caused very uneven distribution 

of loans. For example, one contractor alone in 1978/79 acquired 25 per cent of the total 

loans issued and one half of the total loans was shared among just four firms (Reif, 1981). 

This uneven distribution of loans has been attributed by Wells (1986) to be due to lack of 

effective policies for the "graduation of contractors" who have grown in their capacity to be 

able to take very large Jobs, but still continue to take advantage of the NCC's financial 

assistance programme. The disproportionate sums that these large firms receive as loans, 

mop up the revolving funds, thereby depriving the small contractors who mostly need such
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loans assistance, the opportunity to benefit from the scheme. Tribal favouritism was often 

been alleged in granting loans by the NCC and this was another reason why this problem 

persisted.

Apart from direct financial assistance, the NCC also initiated other actions that 

would alleviate the working capital problems of the African contractors. It negotiated with 

the Ministry of Works and Housing that (Vevstad, 1979):

the maximum amount of money that could be retained during the contract period 

be lowered from 10 per cent to five per cent and, during the defects liability 

period, to two and a half per cent of the contract value; 

if necessary, the NCC would substitute the two and a half per cent retention 

fund with a corresponding guarantee, covering the client during the same 

period;

surety bonds be waived for contracts up to a certain value. For contracts 

exceeding that value, the bond might be waived at the discretion of the client.

The NCC as School

It was obvious from the onset that training will be a key activity of the NCC. Thus 

at its inception, the NCC initiated formal and informal training programmes for the African 

contractors to provide them with the knowledge and skills required to overcome some of 

these barriers. Informal training, in the form of on-the-job training cum advisory/extension 

services, was more predominant in the training programmes of the NCC. As earlier 

mentioned, the Construction Unit served the role of assisting the contractor to obtain and 

execute jobs. Each officer of the unit has some contractors assigned to him and he 

accompanied each of his contractors through several jobs. Through instructions and 

practical help, he assisted them to perform all the various functions necessary to run a 

project smoothly, and to improve their general business operations. The officer gradually 

leave the contractors to operate on their own, but closely monitoring their performance and 

progress. These officers were also required to simultaneously supervise the NCC contracts 

being undertaken by these contractors.

Some problems however were inherent in this approach. Firstly, with the typical 

geographical spread of construction work, it was not practicable for an officer to be with
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more than one contractor a day. Thus the number assigned to each officer had to be limited 

to five or six. This implies that with its limited staff, the NCC would only be able to assist 

a few of the contractors who needed its help. A contractor chosen for training had a limited 

period of time to become self-sufficient so that a new candidate can be taken. Secondly, 

potential conflicts exist in the contradicting role of the officers as both trainers and 

production supervisors. It was frequently alleged that the NCC became more "product 

directed" instead of "training directed" (Vevstad, 1979). This obviously was as a result of 

the NCC's commitment to meet its contractual obligations to its clients as a contractor. But 

in order to stress the training role of the officers, their job title was redesignated from 

Building Supervisors to Building Instructors. Notwithstanding, as the NCC became more 

and more engrossed in the responsibility of a main contractor, it became increasingly 

preoccupied with the actual supervision of contracts, rather than with the training elements 

in the supervision of their contractors (Wells, 1986).

Formal training was therefore imperative if the NCC would have to reach more 

contractors with its training programmes. At first, formal training was performed on part- 

time by two expatriate staff of the NCC. They visited the provincial offices of the NCC 

giving short training courses. As a result of these initial experiments, the need for more 

formal training was established. Hence a formal education section was established in the 

NCC, with additional full-time professionals. In addition, they were available to consult, 

on an individual basis with participants, outside of lecturing hours." (Wells, 1986).

Unfortunately, formal training did not generally feature prominently in the NCC 

activities . This was because the contractors themselves did not recognise the importance or 

necessity of proper training. They did not maintain a level of participation in these courses 

to sustain continuity in formal training. "Many seemed to feel that if the government 

provided contracts and finance, the business would take care of itself" (Wells, 1986). Thus 

their lack of enthusiasm about training. However, formal training is expedient to their 

development. Their lack lustre response may probably be as a result of inadequate 

preparation, hence use of inappropriate training materials and methods that do not match 

observed needs and preferences of the candidates. In addition, ineffective strategies for 

marketing of the training programmes might have also reduced patronage.
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In conclusion, the NCC has made remarkable efforts to launch African contractors 

in to the mainstream of the Kenyan construction industry from a very obscure background. 

None of their three-pronged approach of being a "Construction unit", "a Bank" and "a 

School" has however, been very successful though their potentials and impact on the 

contractors' growth are appreciated. Major improvements are required in each of these 

functions. The importance of formal training has been considerably underplayed and this 

has further limited the ability of the NCC to assist the growth of a larger number of African 

contractors.

SUMMARY AND CONCLUSIONS

The need for urgent government intervention in the development of indigenous 

contractors in developing countries has been emphasised. This stem from the contributions 

a developed domestic construction sector will make to national development and self- 

reliance. The economic, social and political reasons for contractor development have also 

been identified. The increasing economic crisis in these countries have made self- 

dependence more imperative in view of continuing depreciation of their foreign exchange 

earnings on servicing foreign debts mostly accumulated from loans received to implement 

construction of modern infrastructure. They could no longer afford in most cases, 

continued dependence on imported capacity or resources for their infrastructure 

development. Thus the urgency of developing that sector of the economy that is mainly 

responsible for the production of the basic infrastructure required for econom ic 

emancipation as well as improving quality of life.

Development assistance required by contractors can be generally classified into 

financial and non-financial benefits. Policies to improve contractors' access to work and to 

create a more favourable business environment are akin to providing them with financial 

benefits. On the other hand, policies for providing training and technical assistance for 

them are mainly non-financial. The role of the CDA, an institution to be charged with co

ordinating the development of contractors has been discussed. So also the complementary 

role of the Contractors' Association.
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Experiences have shown that whenever "a government announces that it has set up 

a scheme to assist enterprising businessmen - in whatever field - many candidates tend to 

come forward to have their share of the cake" (Vevstad, 1979). This results in considerable 

waste of public fund and other resources. But measures to control abuses and frauds to 

ensure that only genuine and committed candidates are beneficiaries of the various 

assistance schemes are unnecessarily stringent in many instances - and even become 

detrimental to the cause of genuine candidates. Consequently, the whole process becomes a 

self-defeating exercise. However, the importance of training among other developmental 

schemes has always been emphasised. In addition, unlike other services, training and 

advisory services, do not bring immediate and tangible profit to the beneficiaries. Hence 

they are least susceptible to abuses. It has been further suggested that formal training of 

would-be- contractors would be a cheap and simple means for separating the goat from the 

sheep (Vevstad, 1979). This idea was not pursued in Kenya, and perhaps could be partly 

responsible for the shortcomings in the NCC programme, that have been claimed to be the 

most successful in developing countries. This idea deserves closer attention in view of its 

potential to facilitate selection of the most promising candidates who will be able to utilise 

more effectively the other assistance packages.

However, for training to be effective, its contents should be tailored to the identified 

needs of participants. So also the training methodology should be compatible with the 

participants' preferred delivery systems. The next two chapter will focus on existing 

theories on small enterprises development; to identify in particular, prevailing concepts on 

developing effective training programmes for small business owners.
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CHAPTER 5 

SMALL ENTERPRISE DEVELOPMENT 

GROWTH IN SMALL ENTERPRISES

The small enterprise is the typical unit of production in virtually every country in the 

world. In addition, the sector constitutes at least 90 per cent of the total population of 

enterprises in most countries (Storey, 1982, p. 5; Ganguly, 1985, p.8). Unfortunately, 

since the end of the Second World War, the sector has generally been neglected in 

government socio-economic development programmes. However, small enterprises have 

being receiving prominent attention in both developed and developing countries since the 

1970s.

The pervading post war government policies in most developed countries

emphasised and favoured establishment of large manufacturing enterprises. The small firm

was equated with technological backwardness and with barely competent management

(Storey, 1982). For example, in Britain in the 1960s,

"  small businesses were generally regarded as a relic of the past.
Economists and politicians were agreed that the development of modern 
complex technological processes required large-scale units of production if 
only because of the economies of scale. Small businesses, on the other 
hand, were seen as obstacles to economic growth because they could not 
effectively utilise advanced technological systems." (Scase and Coffee,
1980, p. 13).

In the same vein, economic development policies of most developing countries in 

the 1960s, particularly, the newly independent African countries, focused on the 

establishment of large-scale, 'modern' industry considered necessary to substitute for 

products imported from the former colonial countries (Page and Steel, 1984). Furthermore, 

growth was identified with the modem sector and the traditional sector constituted by the 

small-scale enterprises was considered to be relatively unproductive. Large, visible 

industrial enterprises were also emphasised because they could generate investment and 

attract it from abroad. This perhaps was in line with the then prevailing theories of 

economic development.
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The growing importance of large enterprises consequently hastened the decline of 

small enterprises. This was more apparent in the employment trend of the manufacturing 

sector. Differences in definitions of small firms however, do not allow easy comparison of 

the data available on the share of small firms in total manufacturing employment. 

Nevertheless, decline in relative importance of small firms in the twenty years after 1945 

seems to have occurred in most developed countries (Storey, 1982). Furthermore, there is 

little systematic evidence to conclude that increasing industrialisation in developing 

countries resulted in the decline of small-scale enterprises' share of industrial output and 

employment. While some data appear to support this, others do not (Page & Steel, 1984).

A growing recognition of the relative importance of small enterprises has however 

been occurring since the 1970s. Economic growth policies of many countries have 

emphasised small enterprise development since then. Various explanations have been 

posited for this development. But Storey (1988) in his review of six common explanations 

for the reversal of the thirty-year trend of emphasis on large firms observed that there is no 

wholly satisfactorily explanation for this change in most developed economies. The six 

common explanations are:

a. Technical change: Growth in, and applications of, new technology are of benefit 

to the growth of small firms rather than large firms.

b. Growth of the service sector: The increased interest in small firms is primarily a 

function of the relative growth of the service sector at the expense of 

manufacturing.

c. Growth of Third World competition and declining international competitiveness 

of large firms: European and North American large firms when faced with 

competition from Japan and other South East Asia countries responded by 

imposing additional requirements upon their (mainly small firm) suppliers. That 

is, they subcontract to smaller firms many activities previously being undertaken 

within their plants thereby encouraging creation of more new small firms.

d. Rising energy prices and slow-down of world growth: Since large firms were 

more energy dependent than small firms, the effect of increase in energy prices 

was to raise the relative prices more for large than for small. Inflationary 

conditions subsequently increased unemployment and many individuals
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considered starting their own businesses rather than seeking previously 

supposedly secure paid salaried employment.

e. Political factors, promotion of enterprise culture and anti-government bias: A 

number of governments of the political 'right' elected in both Europe and North 

America were committed to a programme of reducing the role of the state in the 

economy, enabling market forces to operate in a less restricted fashion and thus 

facilitating growth in output and ultimately employment. Assistance provided to 

enable businesses to compete 'fairly' with other, but larger, firms led to a 

stronger and more numerous small-business sector than would otherwise have 

been the case.

f. Fashion and changing tastes: The small firm being sufficiently flexible to change 

the product to satisfy market requirements, prospered at a time when there was a 

sharp fall in demand for those standardised products generally produced in the 

large-firm sector.

Scase and Goffee (1980) further added that the failure of the economic and social 

policies of the 1960s resulted in the small business being regarded in the 1970s by 

politicians as the means whereby the tensions and failures of past policies can be corrected. 

In addition, small business was seen as the solution to a wide range of economic and social 

problems created by these policies. Goss (1991) has further noted the influence of the 

Green movement in promoting relative growth in importance of the small business. He 

observed that

" interest from this direction has been stimulated by disenchantment with the 
quality of life provided by advanced industrial societies and discontent at the 
environmental damage inflicted by large scale industry. Small organisation, 
therefore, represents a natural alternative to such methods, a view stimulated 
by the influential work of Fritz Schumacher, inventor of the slogan 'small is 
beautiful'." p. 3

However, Storey (1988) had questioned the various explanations presented for the 

relative increase in importance of the small firm. He stated that while some of the 

explanations referred to the falling importance of large firms, some referred to the increased 

importance of small firms and the remaining explanations referred both to declining large 

firms and to increasing small firms.
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On the other hand, increasing concern for small-scale enterprises in developing 

countries in the 1970s arose according to Page and Steel, (1984, p.4) from :

- greater interest in aspects of development other than investment and output growth,

- dissatisfaction with the dualistic model,

- rising emphasis on a self-reliant approach to development, and

- the failure of past industrial promotion policies to generate efficient, self-sustaining

growth.

They also noted that the most compelling argument for small enterprise 

development in the present economic environment if not inherently, is that small enterprises 

are more efficient in their use of all productive inputs - labour, capital and materials.

Bannock (1981) has also emphasised that the principal economic importance of the 

small firms lies in their responsiveness to change. They are more flexible than large firms 

to adjust to changed conditions of demand, technology and relative costs. ”.... And since 

change is what is required if economic growth is to be resumed, it is desirable that more 

rather than fewer resources should be channelled into small businesses (Bannock, 1981, p. 

8). In addition, Storey (1988) and Page and Steel (1984) have argued that the growth of 

small businesses is to some degree a response to unemployment. That is, formation of 

small businesses tends to flourish relatively during economic stagnation, because resulting 

unemployment, or threat of it, drive people to seek supplementary income resources and 

self-employment. Thus it can be summarised that the primary motivating force behind 

increasing attention on small enterprise development is the world-wide economic recession. 

This has resulted in conditions that brought into greater focus the latent potentials of small 

businesses to facilitate social and economic development in both developed and developing 

economies. Hence increasing government emphasis on small enterprise development and 

the subsequent growth of the sector.

DEFINITION OF SMALL BUSINESS

One major problem faced by researchers in their study of the small-scale sector is 

the issue of definition. Firstly, there is no consensus as to what term to use to describe 

small scale concerns. Three terms are often used interchangeably: small firm, small
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business and small enterprise. However, some authors, notably. Garland, Hoy Boulton 

and Garland (1984), Gibb (1987) and Birley (1989), have attempted to distinguish between 

the terms small business and entrepreneurship. However, as argued by Goss (1991), it 

seems preferable for the two terms to be used in their loosest forms (i.e. as synonyms) but 

to specify particular types (italics his) of entrepreneurial activity (e.g., technological 

entrepreneurship) as and when appropriate (p. 48). Hence small business and small 

enterprise will be used interchangeably.

Secondly, there is no universally acceptable definition of what constitutes a small 

business, firm or enterprise. As has been observed by Page and Steel (1984), small is 

relative, and what is small in one economic setting may not be in another. Nelson (1987) 

also noted that most definitions appear to be governed by the interest of the perceiver, the 

purpose of the definition and the stage of development of the particular environment in 

which the definition is to be employed. Gonsequently different quantitative and qualitative 

criteria are employed in the definition of a small business all over the world. Thus Harper 

(1984) concluded that there is no point in attempting to produce a universally or even a 

nationally acceptable standard and that the scale of a business needs only to be defined for a 

specific purpose. However, Hertz (1982) has on the other hand argued in favour of an 

agreed international definition of a small business for the promotion of economic co

operation and communication.

Neck (1977a) and Harper (1984) referred to the results of a survey of definitions of 

small enterprises covering seventy five countries undertaken in 1975. The study identified 

more than 50 different definitions. Harper noted that a majority of the countries used 

quantitative measures and those preferring qualitative measures were more likely to be 

industrialised countries. The number of employees is the most commonly used quantitative 

measure because of its simplicity. But some factors such as seasonal nature of many small 

enterprise employment, prevalence of part time work and extensive use of unpaid family 

labour, including children, limiting the accuracy of this measure have been generally 

observed. Though the value of capital employed is also frequently used, this measure poses 

more difficulties than the number of employees. In most small businesses there is usually a 

lack of distinction between the owners' personal property and that of their business, book

keeping and accounting practices are notoriously poor. Inventories or stocks, plant and
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machinery may be valued in a number of different ways, even if undertaken, the value of 

old and home-made machinery in particular may be difficult to determine, while buildings 

are often used as dwellings as well as workshops.

Other quantitative measures that have been used in the definition of small 

enterprises include sales turn-over, value added and some technical measures such as 

installed horse power or kilowatts, the number of vehicles, hotel rooms, looms or other 

machinery, or the output capacity of the equipment (Harper, 1984, p.4). However, he also 

observed that these measures are effective for comparing enterprises in a single industry but 

are inapplicable for comparing businesses in different industries. Furthermore, 

inadequacies of a single quantitative measure has often resulted in the use of a mix of 

measures, for example, number of employees and turnover, employees and assets.

Qualitative measures describe the unique operating characteristics of small firms 

which distinguish them from the large firms. Such characteristics include location and share 

of market, ownership, management structure and administrative style. Though qualitative 

criteria are considered more profound, stable, reliable and accurate in their description, their 

detriment lies in difficulties in their verification (Hertz, 1982). She noted also that 

verification rests with the opinion of the definer and the applicator as well as on the 

accumulation of data, research and a thorough understanding of the essential components 

of the term defined. She concluded therefore that because of these difficulties, qualitative 

criteria have been rarely used as evidenced by only five out of seventy five countries using 

qualitative criteria in the study also cited by Neck (1977a) and Harper (1984). Thus 

subjectivity and difficulties in obtaining adequate data to verify criteria make qualitative 

definitions less practicable especially in developing countries where data required may not 

be available or easily obtainable.

It is obvious that employing either qualitative or quantitative measures alone may 

not provide definitions that will be clear, practical and easy to apply across many industries 

or nations. Hence it has been observed by Osoba (1987) that definitions usually advanced 

all over the world for small-scale enterprises are based on an arbitrary mix and match of 

quantitative and qualitative criteria based on local conditions and relative factors. Even in a 

country, it will be virtually impossible to apply a uniform upper limit for any definition 

criterion across the industries in view of the inherent differences that exist in the operating
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characteristics of enterprises. This was reflected in the definitions proposed by the Bolton 

committee (1971) for the various industrial sectors. As has been observed by Mohammed 

(1988), each researcher gets around lack of consensus on the definition of small-scale 

enterprises by having his/her own working definition. Therefore for the purpose of this 

study, the definition proposed by Hertz (1982) will be adopted. That is

"....a small business is a business that is managed bv not more than three

managers, or whose workforce does not exceed one hundred persons" (p.

433).

This definition is adopted because of its simplicity. The criteria used are very broad 

and will probably encompass all small businesses. The definition describes a small 

business in two ways using either quantitative or qualitative measures. As a business 

managed by not more than three persons, the emphasis is on the management structure - a 

qualitative measure. And as a business with a work force not exceeding one hundred 

persons, the emphasis is on the number of employees - a quantitative measure. The major 

advantage of the definition proposed by Hertz is that only one of the parameters need be 

applied. Furthermore, the definition is practicable and can be easily measured. It is very 

realistic in that either of the parameters will describe the largest proportion of enterprises 

included in the small-scale sector in most developed and developing countries, if not all.

ROLE OF SMALL BUSINESS IN ECONOMIC GROWTH

Despite lack of consensus on the definition of small businesses, sociologists, 

economists, politicians researchers and others interested in small business activities do 

generally agree as to the role and contributions of the small business sector in the social and 

economic development process. The potentials of the sector have elicited greater 

government support for its development in both developed and developing economies. 

Major contributions attributed to the small business sector in the development process 

include:

- employment of labour,

- economic efficiency in utilisation of available resources,

- development of manpower,
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- supporting role to larger firms,

- supplementary provision of consumer goods,

- increasing capital formation,

- providing job satisfaction,

- promoting regional development,

- promoting social mobility, and

- enhancing economic and political independence,

- promoting innovation and new technology.

The section below discusses further the above highlighted contributions of the small 

business sector to economic and social development. Though a greater proportion of the 

information is drawn from experiences in developing countries, similar observations have 

been made in respect of the developed countries. Thus because the small business sectors 

of all countries, share common characteristics, the sector can be said to be making similar 

contributions to economic growth in all countries irrespective of their level of development.

Employment of Labour

Although there are other important attributes of small businesses, it is probably its 

employment creation potential that is the major factor responsible for the increasing 

government interest in the promotion of sector’s development. Various studies in both 

developed and developing countries show that the small business sector accounts for a 

larger proportion of labour employment and creates more new jobs than the larger firms. 

These are primarily because small businesses are labour- intensive and require relatively 

low initial capital and time for start-up. However, some arguments exist against the 

employment effects of the small business sector.

Firstly, a relatively high proportion of unpaid labour constitutes the small business 

workforce especially in the developing countries. It has been observed that small 

businesses cannot usually be established and remain economically viable unless family 

members contribute their labour free of charge (Clapham, 1985). Apprentices constitute the 

other unpaid workforce in small businesses. Secondly, small businesses on the average 

pay lower wages and offer fewer fringe benefits to their employees. Thirdly, jobs in small

135



businesses tend to be insecure in the medium and longer term because small businesses 

tend to have higher failure rates than larger firms especially, in their early years. In 

addition, they are usually unencumbered by labour or social legislation in adjusting the 

employment factor in reaction to seasonal, cyclical and structural changes (Clapham, 1985, 

p. 15). Fourthly, as observed by Page and Steel (1984) small businesses tend to flourish, 

at least relatively, when economic stagnation drives people to seek supplementary income 

sources and causes production to fall in large-scale firms. Hence it has been concluded that 

small firms are perhaps increasing their labour forces at a time when large firms are 

decreasing their payrolls (Storey, 1982).

Notwithstanding the various arguments against the contributions small businesses 

make to employment, it is indisputable that the sector absorbs a substantially high number 

of unskilled and semi-skilled labour. This proportionately large labour force may otherwise 

be unemployed, especially since their lack of training or credentials minimises their 

employment opportunities in the formal sector. Hence governments world-wide have been 

promoting the formation of new small businesses and the growth of existing ones as a 

means of controlling unemployment.

Economic Efficiency in Utilisation of Resources

Economic efficiency is described as the better utilisation of available resources 

(labour, capital and raw materials) which results in an increase in production, income and 

the standard of living (Clapham, 1985). It is held that the most compelling argument for 

small enterprise development in developing countries, at least in the present economic 

environment if not inherently, is that small businesses are more efficient (or can be made 

more efficient) than their large scale counterparts in their use of all productive inputs - 

labour, capital and materials (Page and Steel, 1984). However, enough data are not 

available to verify this generalisation since conclusions are based on limited data available 

from the manufacturing industries. Available data, however, show that small-scale 

industries in both developed and developing countries use capital more productively than 

the larger ones but the reverse occurs in respect of labour productivity. These differences 

according to Cortes, Berry and Ishaq (1987) are due to the differences existing between
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large and small businesses in their industrial composition. The latter tending to predominate 

in the labour-intensive industries. But little is known about the relationship between size 

and total factor productivity. Page and Steel (1984) have also noted that the lower labour 

productivity of small businesses tends to be generally offset by their higher capital 

productivity. However, it is not clear whether the net result is greater or lower total factor 

productivity if the true economic costs of the inputs are considered.

However, analysis of economic efficiency tends to overlook the other factors of 

production such as local know-how, skills, ideas and raw materials. This is because little 

information is available on some of these factors, particularly, in developing countries. It is 

however indisputable that small businesses are very efficient in terms of sourcing, 

mobilising and utilising locally available resources for production. They are resourceful in 

converting wastes and useless by-products of larger firms into valuable raw materials and 

developing indigenous technology without outside help. Thus when inputs are properly 

valued at their opportunity costs to the economy, it has been observed that a greater 

economic efficiency of the small-scale industries will arise as a result of more appropriate 

factor choices, greater total factor productivity, or a combination of the two (Page and 

Steel, 1984).

Development of Manpower

A very important contribution of the small-scale sector to the economy is the 

promotion of human capital formation. Firstly, it provides opportunities for developing 

entrepreneurial and managerial skills in individuals. Various studies into the background 

and identity of entrepreneurs show that a high percentage of them have some acquaintance 

with small businesses and first gathered specialised knowledge and experience in the same 

or a similar branch of the economy (Ritchie, Eversley & Gibb, 1982; and Clapham, 1985). 

Furthermore, "a surprising finding of many enterprise surveys conducted in Africa is the 

limited extent to which skills learned in larger firms form the basis for subsequent 

investments in small-scale enterprises" (Page & Steel, 1984, p. 22, 23). In fact, 

establishing a small business is a means for suitably motivated and competent individuals 

from all social strata to advance to be independent entrepreneurs and managers. Running
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their own businesses provides them a practical test situation to display and further develop 

their individual qualities and skills in leadership, organisation and management Their level 

of success in business is perhaps an indicator of their individual capability as good and 

competent entrepreneurs or managers. This subsequently influences perception of their 

potentials for social and political positions. Thus small businesses serve as an important 

societal institution for the training and selection of executive personnel not only for 

business activities but also for public service.

Secondly, employment in small businesses provide a means for developing a pool 

of skilled and semi-skilled workers for future industrial expansion (Nelson, 1987). As 

earlier observed, small businesses largely absorb unskilled and semiskilled labour. These 

workers are subsequently offered opportunities for upgrading their vocational skills and 

qualifications through virtually on-the-job training. In fact, most craftsmen in developing 

countries have their first training as apprentices in small businesses. Unfortunately, a good 

proportion of these workers are very often lost shortly afterwards to the larger firms. They 

are attracted by higher wages and better working conditions. Thus small businesses serve 

as means of providing specialised skills for a large fraction of the poorer segment of the 

society who have little or no formal training. Thereby creating opportunities for more 

favourable employment prospects for them.

Supporting Role to Larger Firms

Every economy needs a mix of small, medium and large firms. This is because 

certain economic and technical functions are best fulfilled by enterprises of specific sizes. 

Small businesses play a very important role in the provision of food supplies, 

transportation and other daily requirements. They also complement production activities of 

the larger firms as subcontractors and suppliers of components, as purchasers of products 

and marketing outlets, and as providers of many services such as maintenance, repairs and 

cleaning. Large enterprises need small firms to improve their economic efficiency. By 

subcontracting to small firms, large firms usually obtain goods and services at cheaper rates 

than if they undertake these activities on their own. Small firms are also a valuable means
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by which the larger firms adapt flexibly to market conditions - extending or terminating 

subcontracts as the market demands.

The relations between large and small firms is not necessarily the supposedly clear- 

cut and strictly functional division between small, dependent 'secondary' enterprises and 

large, monopolistic 'core' firms (Goss, 1991). Neither is the dependence of small 

businesses upon large customers necessarily an indication of a weakness in the small firm 

sector (Storey, 1982). This is because there are those small businesses whose relations 

with large enterprises are of minor or variable importance. While there are few who 

compete directly with the large enterprises, such competition, no matter how little, offers at 

least a threat to the market monopoly of the larger firms and reduces their propensity to 

inflate prices.

Supplementary Provision of Consumer Goods

Some economic and technical factors make small enterprises most viable to supply 

consumer goods especially to the lower-income segment of the economy. Small enterprises 

are widely dispersed so that they are able to reach local markets at various geographical 

locations. Furthermore, they enjoy a competitive edge over large businesses in the 

provision of a host of personal and specialised services (Owualah, 1987). The simple 

production processes employed by small-scale manufacturers are particularly suitable for 

producing small quantities of products to cope with differences in customers' needs. Thus 

they are able to ensure direct supply to consumers and meet especially the needs of the low- 

income groups for simple, low-quality, low-cost consumer goods.

Increasing Capital Formation

It is generally known that small businesses are greatly disadvantaged in obtaining 

investment or working capital from finance institutions. Thus small business owners 

depend mostly on own savings, reinvestment of their profits, and loans from relatives and 

friends. They also obtain loans from informal finance sources in particular, professional 

money lenders. By seeking and obtaining funds from sources outside the formal finance
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market, small businesses thereby mobilise under-utilised funds to increase capital 

formation. Available evidence further suggests that small business owners are more likely 

to reinvest a higher proportion of their profits into their businesses than the owners of large 

businesses in order to safeguard their continued existence (Harper, 1984; Clapham, 1985). 

Thus funds which otherwise would have been consumed are utilised productively. But 

more important in this respect is the fact that the profits realised by small businesses are 

normally retained locally. On the contrary, foreign-dominated large enterprises repatriate to 

the home countries of their mother companies substantial part of their profits. Small 

businesses therefore have good capability to create additional capital as well as conserve 

foreign exchange which is scarcely available in most developing countries.

Providing Job Satisfaction

It is generally held that workers in small firms usually experience greater job 

satisfaction than their colleagues in larger firms despite their lower wages and poorer 

standards of safety, comfort and welfare facilities. Fewer strikes, lock-outs and other 

industrial relations problems have also been associated with the small-scale sector. It is 

believed that the smallness of their size offer happier working environment by facilitating 

harmony, effective communication and close interpersonal relations between employer and 

employed as well between fellow workers. The fact that workers are not usually unionised 

and that those who are not family members are probably recruited through social networks 

may also explain why industrial harmony exists. Reviewing various studies that tried to 

cast doubts upon industrial harmony that exists generally in small business employment 

relations, especially those by Stanworth and Curran, Goss (1991) concluded that these 

studies less adequately explain why employment in small firms elicit behaviour (as opposed 

to attitude) from workers that gives the appearance of industrial harmony.

Promoting Regional Development

A prominent objective of all development policy programmes is to approximate the 

level of economic and social development throughout all the regions in a given country

140



(Clapham, 1985, p. 52). The potentials of the small business sector in promoting 

industrialisation of the rural areas, providing higher income, raising living conditions and 

stemming migration to urban areas have always been explored. And these potentials have 

been explored with increasing intensity more recently in developing countries to accelerate 

desirable structural change. In the wake of economic recession, more emphasis is being 

placed in these countries on decentralising industrialisation and mobilising local resources 

for greater advantage in promoting self-sustaining regional development and integrated 

national economic growth.

One factor that has promoted the relative importance of the small business sector in 

regional development in most developing countries is the minimum level of economic, 

technical and infrastructural facilities required by the sector. Low capital outlay and 

technology are normally required for small-scale manufacturing businesses. The level of 

managerial and technical expertise required to run these establishments is minimal, can be 

easily obtained or developed locally without exacerbating existing shortages in professional 

and managerial manpower in these countries. Furthermore, though like large firms small- 

scale businesses require efficient physical infrastructure to function effectively, they require 

less complicated facilities which can be provided at minimal costs. They can also cope more 

easily with, for example, erratic power supply (Harper, 1984). In fact, very small 

manufacturing and artisan establishments generally provide their own power (mechanical, 

hand or generator) and can adapt to different types of physical location and shelter (Page 

and Steel, 1984, p. 21 & 22). Small business promotion programmes also help to induce 

infrastructural development in rural areas as has been the case in Nigeria in recent years. 

Thus small businesses facilitate regional economic growth and development, enhancing 

general living conditions in these areas.

Promoting Social Mobility

As earlier mentioned, one major role of the small business sector is that it provides 

greater prospects of employment for people with little or no formal training. Access to 

employment provides a means of escape from poverty for many in the lower income group 

thereby enhancing their opportunities for improved social and economic conditions. Many
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small business owners are motivated by the prospects of higher social and economic status 

proffered by success in entrepreneurship. Goss (1991) reviewed various studies and 

confirmed the conventional view that entry into small business is a principal means of 

upward social mobility for members of the lower-middle social strata.

Furthermore, successful entrepreneurs provoke imitation by others, resulting in 

numerous attempts by those who are talented and prepared to take a risk to set up an 

independent existence irrespective of their background (Clapham, 1985, p. 62). This is 

evidenced by the fact that many founders of small businesses were former small business 

workers. Small business ownership also offers an alternative route to attain social 

recognition apart from careers in politics, government and the military. Thus effective 

promotion of entrepreneurial spirit results in nation-wide, intensive and prosperous small 

business activities. This will enhance equitable income distribution and minimise monopoly 

of economic and political systems by a particular class, hence further promote social 

mobility.

Enhancing Political and Economic Independence

A patriotic view in support of small businesses development in developing 

countries is the important role indigenous enterprises can play in ensuring economic 

independence of these countries. Though political independence has been obtained in most 

developing countries, foreigners and multinational companies still dominate economic 

activities. The struggle for political independence in these countries has been described as 

an empty victory since local public or private enterprises rely on foreign technology, 

methods and expertise (Harper, 1984).

Small businesses are mostly locally owned and controlled. They have greater 

commitment than the large foreign-owned enterprises to utilise and develop local 

technology, raw materials and expertise. They thereby save on foreign exchange that would 

otherwise be used for imports or dissipated via distorted transfer pricing policy of foreign- 

dominated large businesses (Owualah, 1987). They also serve as the nursery where 

indigenous entrepreneurial skills are developed to precipitate large indigenous enterprises 

that can compete favourably or eventually replace foreign-owned indigenous enterprises.
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Furthermore, indigenous enterprises help to strengthen rather than destroy the extended 

family and other social systems as well as cultural traditions that are perceived as valuable 

in their own right as symbols of national identity (Harper, 1984). Thus small businesses 

make significant and strategic contributions to promote self-reliance and self sustaining 

economic growth in developing countries, thereby enhancing realisation of political and 

economic independence of these countries.

Promoting innovation and new technology

The significant contribution of small firms to innovation and development of new 

technology is often highlighted eis a major reason for promoting their growth. The glowing 

success of micro-electronics and computer firms, particularly "the Silicon Valley" of 

California, in the United States, are often the models of the role of small firms to 

innovation and new technology. However, there is no conclusive evidence to show that 

small firms are more innovative than the larger firms; nor are they more actively interested 

in introducing new technologies. Rothwell (1986) noted that most of British industrial 

innovations have been produced by large firms. But he noted the increasing innovative 

efficiency of the small firms inspite of their general lack of adequate resources for research 

and development. They have perhaps performed remarkably well as a result of their risk- 

taking entrepreneurial drive and rapid market exploitation. Goss (1991) has also noted that 

small firms are destined to play a key innovative role in the early stages of technological 

evolution represented by the micro-electronics and computerisation industries which 

epitomise the new technology.

THE PROBLEMS OF SMALL BUSINESSES

That small business owners encounter various problems in the operation of their 

businesses is a truism that has been well documented. Though similar problems are 

encountered in both developed and developing economies, the intensity and degree of 

importance of each problem may vary between countries and between industrial sectors in 

each country. In general, however, lack of own capital and sufficient access to credit,
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skilled and professional manpower, market demand, and raw materials are the major 

problems encountered by small businesses. Other difficulties include those arising from 

government regulations and laws, dominance of larger firms and lack of managerial 

expertise.

Lack of Finance

Capital shortage is generally recognised as a major problem of small businesses. 

This arises from the relatively poor financial background of most small business founders. 

They normally depend on their personal savings as well as gifts and loans from friends and 

relatives for initial investment capital or working capital required in day-to-day operations. 

They often experience difficulties obtaining loans from banks either for investment in 

capital or equipment or for working capital. Banks generally find them unattractive in view 

of their lack of adequate security collateral, inadequate or no financial track records and 

experience in management, high risks of default and the disproportionately high 

administrative costs and problems associated with lending to them relative to the sums 

involved. Thus when banks offer loans to small businesses, higher interest rates than those 

charged to large firms are invariably charged.

Though shortage of capital is a major problem of most small businesses, the fact 

that this is in some cases an illusion has been raised (Schatz, 1964). Harper (1984) 

observed that small retail businesses in Kenya often have substantial resources 

uneconomically employed in stock items that have very low sales. Akeredolu-Ale (1975) 

had also observed that many Nigerian entrepreneurs are consumption rather than growth 

oriented. Hence, much profit goes out of the enterprise instead of being ploughed back. 

Studies have also shown that reasons why banks decline requests of loans from small 

businesses include the fact that they depend excessively on outside finance for expansion, 

inviability of their proposed scheme, insufficient information on their business 

performance, unacceptable security and trading difficulties (Robbie, 1986). Some of these 

factors had also been identified by Schatz (1977) in respect of Nigerian businesses. 

Although capital shortage is a critical problem, its crippling effects are sometimes 

avoidable. This is borne out by the fact noted by Harper (1984) that a large number of
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small businesses do succeed by employing the capital which is at their disposal, in the most 

profitable way. And these firms would make more economic use of further resources if 

available to them.

Lack of Demand

Whereas most large firms supply both the national and international markets, small 

businesses' markets are usually limited geographically. Small businesses often cannot 

diversify markets, being limited by their inability to afford promotion of their products 

through advertising in the mass media. Hence they rely mainly on their traditional personal 

links with few major customers in their local environment. In some instances, especially in 

developing countries, lack of access to modem business infrastructure or hardware such as 

telephone and telex, further limit efficient personal contacts with customers. Small 

businesses' products demand is also limited by lack of product development and 

diversification relative to the larger firms. They are thereby disadvantaged in maintaining 

their proportionate share of the market. Thus lack of marketing skills and initiative limit the 

small business owner-manager's ability to promote his products or services.

Small businesses are further disadvantaged by their size to exploit the benefits of 

economies of scale. They lack the capital and the skills to undertake modern large-scale 

production technology. They are therefore unable to have large-scale consumers as 

customers. Furthermore, they lack the resources and skills required to operate efficiently in 

the modem formal sector. They lack market information and understanding of formal 

tendering procedures in order to gain access to government procurement markets.

Lack of demand is probably the problem most small business owners will mention 

after the shortage of capital. Nevertheless, "...inadequate demand arising from inadequate 

access, disadvantages of scale and the lack of skill and initiative in marketing, is often a 

more genuine problem than shortage of capital" (Harper, 1984, p.31). In addition, 

evidence shows that the business environment of small businesses is quite turbulent, 

subject to seasonal, cyclical, spatial and sectoral fluctuations of substantial magnitude 

(Markusen and Tietz, 1985). Small businesses consequently experience damaging setbacks 

in market environments as a result of problems created by general economic uncertainty
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such as inflation, government policies and recession. Factors such as technological change, 

unfair competition from dominant large firms or product 'pirates', as well as changes in 

business behaviour of major customers or suppliers, also constitute major marketing 

problems to small businesses.

Lack of Skilled and Professional Manpower

Various studies have shown that small businesses are disadvantaged in attracting, 

well-qualified and experienced skilled workers, or retaining them for long in their 

employment. Though in many instances, these workers acquired their first training 

basically through on-the-job employment in small businesses, they leave after a few years 

for larger firms. They are induced by higher wages, a wide range of fringe benefits and 

opportunities for career advancement offered by the larger firms. Evidence available also 

broadly support the view that highly qualified professionals are reluctant to work for small 

firms (Stanworth and Curran, 1986). This is because small firms are unable to match the 

rewards and career opportunities offered by the larger firms or offer the kind of experience 

that will enhance the professionals' future employment opportunities. Thus small 

businesses tend to have younger, less-qualified and less-experienced employees. However, 

ineffective personnel management practices as well as organisational uncertainty and 

instability further contribute to lack or high turnover of well-qualified and experienced 

employees in small businesses.

Shortages of Materials

Shortages of raw materials are also a frequent problem of small businesses. This 

problem results partially from their lack of working capital as well as suppliers' 

unwillingness to extend credit facilities to them. Unlike large firms, it is difficult for small 

businesses to secure supplies of materials or services without payment in advance or trade 

discounts. This adds to the costs of the small firm and will invariably cause them cash flow 

problems (Cross, 1983). The small business may as a result become dependent on one
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high-priced, unreliable or low-quality suppliers who grant them some supposedly

favourable sales conditions.

Dependence on one or a few suppliers may also cause the small business to suffer

shortages of materials. For example, the raw material of the small firm that is a by-product

of a major supplier may disappear, if the supplier adopts a new production process, or

moves away to a new location so that transport costs make it uneconomical to continue

supplies. Too-rapid style changes or lack of innovation by the major supplier may also

render the small firms' stock obsolete or outmoded (Markusen and Tietz, 1985).

Shortages of raw materials also arise as a result of inadequate access to foreign

exchange for imports in developing countries. Faced with competing demands for scarce

foreign exchange, governments in many developing countries, particularly in Africa,

employ rationing systems for imports. Direct allocations of import licences are usually

made to large-scale firms.

"....Small firms which are excluded from direct access to import licences 
are subject to both higher prices of imported inputs and greater uncertainty 
of supply. Even where foreign exchange allocations are potentially available 
to small firms, they remain at a disadvantage relative to larger enteiprises 
due to their limited administrative resources and their consequent inability to 
undertake the protracted bureaucratic procedures required to obtain an 
import licence." (Page and Steel, 1984, p. 28).

Unfortunately, government's efforts to ensure small firms have better access to

scarce inputs, by providing rations from government bulk purchases to them, have not

been very fruitful. As observed by Harper (1984, p. 51),

" a few of the more powerful businesses, with better 'connections' in
the right places, purchase the limited supply that is available and then sell it 
illegally to large businesses, or at very high prices to the small businesses 
for whose benefit the system was originally designed."

Thus small businesses have to contend with perennial shortages of both local and imported

raw materials. However, small businesses have some advantages over larger firm in

obtaining materials which are available from scattered sources. They are more able to

purchase and use them in the limited quantities they need without excessive transport costs

(Harper. 1984).
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Government Laws and Regulations

Some government regulations and laws intended to protect society in general, tend 

to have negative effects on the performances and growth of small businesses. Some 

legislation even discriminates against small businesses since their peculiar characteristics 

are not often taken into consideration when such legislation is formulated. For example, the 

tax system in most countries discriminate against small, labour-intensive firms and favour 

large, capital-intensive firms with respect to capital accumulation. The small-scale business 

sector is at a disadvantage when it comes to negotiating for exceptions from any form of 

regulation, permission to operate in a particular place or any other privilege or right which 

is under the control of a large-scale central authority (Harper, 1984, p. 32). Small 

businesses are therefore confronted with a battery of statutory obligations, especially in 

respect of taxation, employment, environmental control and health, which they often find 

difficult to understand, much less complying effectively with them.

Apart from the obvious constraints complex legal requirements impose on their 

operations, compliance by small businesses is further complicated or hampered by 

burdensome paperwork and red tape. As observed by Bannock (1981) also Beesley and 

Wilson (1982), since their management resources consist essentially of one person - the 

owner, small businesses are placed at a considerable disadvantage relative to larger firms 

with respect to any given commitment requiring managerial attention. Therefore 

administrative burdens imposed by statutory duties and obligations distract small business 

owners from concentrating effectively on running their businesses. Furthermore, 

compliance involve extra business costs including additional costs for legal, tax and 

accounting services. Thus government requirements further threaten the survival of small 

businesses.

Inability to comply with various statutory requirements often force many small 

businesses in developing countries to operate in the informal sector or outside the law. But 

where advantages can be gained from paying less than official minimum wages, producing 

illegal products, operating unsafe working conditions or infringing environmental 

regulations, the small business can often take these advantages without being noticed by 

government agencies, and without the difficulties of negotiating or 'buying' exemption
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from the law (Harper, 1984, p. 33). Their transgressions are often less noticeable. In 

addition, the administrative burden and costs involved in effective control of the many 

thousands of small firms will normally exceed the economic capacities of most government 

agencies.

Competition From Larger Firms

The small firm must often also contend with the market power of much larger firms 

as competitors, suppliers and customers. Though traditional economic analysis and some 

studies have shown that a small firm faces a competitive market of many other similarly 

small firms, Markusen and Tietz (1985), however, observed that this is not always the 

case. Many of the small firms they studied operated in markets dominated by large firms or 

that the small firms depended on a few major suppliers or customers. The existence of both 

large and small firms in a single market often result in the larger firms dominating the 

market and subsequently endangering the continued existence of the smaller firms. The 

larger firms do take advantage of their greater access to capital, technology and managerial 

expertise, in particular marketing skills, to outmatch small firms, hence their highly 

disproportionate share of the market. Some small businesses however develop dynamic 

marketing strategies to promote their growth and survival.

In the same vein, larger customers take advantage of their market power to exploit 

the smaller firms dependent on them. When the small firm has no alternative customers or 

when numerous other small firms are competing for limited contracts, large firms take 

advantage of such circumstances to wring concessions over price, delivery and other sales 

conditions. They also tend to have the major say or unilaterally fix the terms of the contract. 

Furthermore, large firms attempt to, and succeed, in passing on a larger proportion of their 

costs and responsibilities for risk-taking and employment on to small firms (Anthony, 

1983; Goss, 1991). They use the small firms as market 'cushions' against market 

instabilities, terminating contracts quickly and easily if market conditions demand, thereby 

the problems of spare capacity or laying off workers remain firmly with the small 

contractor (Goss, 1991). And to improve their own cash liquidity, especially when interest 

rates are high, large firms may delay payments to the small subcontractors. Or as was
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reportedly the practise in Japan, they may reduce the cash element in the payment of their 

debts, and simultaneously and unilaterally lengthen the period over which they receive 

work from their subcontractors (Anthony, 1983).

Small businesses also suffer discrimination from their large firm suppliers. They 

suffer shortages because the bigger competing firms are supplied first during booms 

(Markusen and Tietz, 1985). Larger firms with multiple outlets also get lower prices than 

can be justified by economies in processing and transport of the larger orders they are able 

to place (Bannock, 1981). Furthermore, small businesses tend to suffer from abrupt 

changes in the business behaviour of the larger firms - changes in location, demand or 

supply may cause the small business to go out of business altogether.

Lack of Equipment

The outlay required for capital equipment is often difficult for many small 

businesses to find. Many overcome this problem by buying cheaply second-hand 

equipment from another small firm that has gone into liquidation (Bannock, 1981, p. 41). 

Alternatively, second-hand equipment has to be sought and bought at auctions or from 

used-machinery dealers. While access to old or new equipment is not usually a major 

problem to small businesses in developed countries, the vast majority of small 

manufacturing businesses in the poorer countries lack the cash as well as adequate access to 

information on suitable equipment or contacts with especially overseas dealers or 

manufacturers. The second-hand equipment market is usually very limited in most 

developing countries. Foreign exchange limitations and import restrictions further frustrate 

their ability to import. Spare parts probably cause more problems than original equipment 

itself, even if it has been possible for a small enterprise to import suitable equipment 

(Harper, 1984). However, ingenious and enterprising small businesses in developing 

countries have being taking advantage of a dearth of imported equipment and spares to 

create local substitutes and variants of imported machinery using locally available 

resources. They also modify imported machinery to suit local needs.
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Lack of Managerial Expertise

Various studies have shown that small business owner-managers manifest a 

distinctive managerial style which tend to be autocratic, impulsive, egocentric and 

essentially unpredictable. They employ personal rather than bureaucratic controls in their 

business activities. Such managerial style creates a highly uncertain organisational 

environment. Furthermore, many of them are usually not very well educated or trained in 

managerial skills. This is best displayed in their financial mismanagement and lack of a 

business plan and marketing strategies. Thus the personal characteristics of small business 

owner-managers, coupled with their managerial incompetence contribute to a large extent to 

their other problem.

Being mostly family-owned concerns, many small business owner-managers 

normally feel their authority may be threatened by the presence of qualified professionals. 

They also fear succession by their family members may be jeopardised by outsiders. Hence 

managerial deficiencies of small businesses are further exacerbated by their unwillingness 

to employ qualified 'outsiders' or by circumstances restraining their active utilisation of 

their expertise or intervention in apparently family decisions. Managerial incompetence of 

small business owner-managers will be discussed in greater detail latter.

Summary

It is a truism that all businesses, whatever their size, encounter some problems in 

their day-to-day operations. That is, large firms also experience difficulties and are not 

isolated from problems in management, finance, marketing and personnel relations or in 

respect of government requirements. But the intensity of these problems and their critical 

effects on enterprise effectiveness and growth do vary between countries, industrial sectors 

as well as with the age, size and other characteristics of firms. However, existence of 

problems does not essentially imply failure, though growth, profitability and efficiency 

may be hampered. The critical factor is how problems are perceived and handled. This, to a 

large extent, depends on the level of managerial resources available in the business. The 

efficiency of a business is therefore a factor of the managerial skills, knowledge and
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attitudes of its managers and owners. It is however generally held that small firms are more 

likely to fail at a higher rate than larger firms. Identified causes of small business failures 

will further highlight those critical problems that need to be urgently addressed in order to 

curb their failures.

CAUSES OF SMALL BUSINESS FAILURES

It is generally believed that a small business is very risky and the chances of failure 

is very high. However, statistics of small business failure rates have generated more 

controversies than the causes of failures. As Cochran (1981) observed, small business 

failure like the weather is the subject of much discussion, but unlike the weather, for which 

masses of data are collected even if prediction remain risky, there is a dearth of timely, 

reliable and relevant information on small business failure rates. This he attributed to 

differences in definitions, data sources and methodologies in studies undertaken on the 

subject. As a result, myths about small business failure rates have continued for a long 

time. However, Massel (1978) and Scott (1982) have tried to dispel common myths about 

small business mortality rates arising in particular from misinterpretation of Dun and 

Bradstreet (D & B) business failure records.

Massel and Scott have been able to show that statistics available from D & B 

records do not actually indicate a high mortality rate in small businesses. Massel noted that 

D & B Business Failure Record for 1975 showed actual failure rate of 0.43 per cent which 

could hardly be called a high mortality rate. In addition, because D & B statistics give no 

detail of size except size of liabilities, it is difficult to say that mortality rate is greater among 

small firms than among large. In the same vein, Scott pointed out that D & B statistics do 

not include many types of businesses such as, many small one-man services, professions 

and firms as well as financial enterprises such as banks, loan and investment companies 

and so on. He also showed how dab's 1978 statistics of failed firms under five years was 

being misinterpreted as 53.2 per cent of all firms, whereas, the correct interpretation should 

be 53.2 per cent of 6,619 failed firms and that actual all firms' failure rate was 0.24 per 

cent in total of 2,758,000 firms surveyed. Massel and Scott further buttressed lack of 

conclusive evidence to show that mortality rate is greater among small firms than large
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firms by referring to Friedland's observation in the United States Congress Commission on 

the Bankruptcy Laws Report of 1973 that ” ... the commonly supposed relationship 

between size and failure, that the larger the firm, the less likely it is to fail, received but 

small confirmation....". Other studies reviewed by Berryman (1983) and Cochran (1981) 

disputed the common believe that small businesses are more likely to fail, particularly in 

their early years.

Despite differences in definition of terms or concepts, the absence of adequate or 

comprehensive data as well as differences in research purposes and designs, Cochran 

(1981) and Berryman (1983) observed a greater unanimity in the literature about causes of 

small businesses failures. In a comprehensive survey of fifty papers (based on empirical 

studies, long experience in dealing with bankrupt firms and opinions of authors or their 

report of that of others) and about five books, Berryman classified items cited as reasons 

for failure into six groups. With additional information from other sources (Abdelsamad & 

Kindling, 1978; Larsen & Clute, 1979; Albert, 1981; Broom & Longenecker, 1983; 

Oshagbemi, 1983; Peterson, Kozmetsky, & Ridgway, 1983; Hodgetts & Kuratko, 1986; 

and Bums, 1989, Hall & Young, 1991), including some also reviewed by Berryman, 

items in each group have been expanded and are listed in Table 5.1 below.

Berryman (1983), in addition, stated that the items contained in Groups 1-4 are 

symptoms of managerial incompetence which Bums (1989) described also as managerial 

defects. Bums went on further to argue that the personal characteristics of the businessman 

interact with the management defects inherent in the firm and the crisis that triggers the 

decline to failure is often brought about by some exogenous factors. But he agreed that 

failure may also be triggered by bad business decisions made by the owner-manager. 

However, causes of small business failures can be generally categorised into internal or 

managerially controllable causes and external or non-controllable causes (Peterson, 

Kozmetsky and Ridgway, 1983). Thus the personal characteristics and managerial defects 

that constitute the major causes of business failures are intemal or managerially controllable 

factors.
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Table 5.1 
Causes of small business failures

Group 1: Accounting:
Inefficient credit management 
P(X)r control of accounts payable 
Little or no inventory control 
P(X)r administration of fixed assets 
No cash flow analysis, liquidity 
Heavy operating expenses 
Inadequate or no accounting records

Group 2: Marketing 
Inadequate sales
Marketing deficiencies - Lack of:

Market orientation 
Pricing strategies or tactics 
Distribution channels 
Advertising and sale promotion 
Market and prcxluct diversification 
Prcxluct dev. & marketing research 

P(X)r Icx̂ ation

Group 3: Finance 
Lack of initial capital 
Lack of finance 
Overgeared
No working capital analysis 
No budgets or forecasts

Group 5: Exogenous factors 
Government regulations 
Seasonal conditions (floods and drought) 
Economic conditions (high interest rates, 
recession, etc.)
Personal problems (ill health, marital 
difficulties, bad habits etc.)
Changes in the market, customer tastes, 
competition or distribution channels 
Employees fraud, fire, burglary and strike

Group 4: Other endogenous areas 
Competitive weakness 
Operating problems 
Excessive drawings 
Underestimating
Lack of tax knowledge or planning 
Deficiency in accounting kuowledge 
Lack of managerial and financial advice 
Lack of managerial experience 
Lade of tedmical competence 
Conflicts between directors
Absmce or inadequacy of Board of Directors functions 
High overheads
Neglect or absentee management 
Lack of luck and business connections

Group 6: Behavioural aspects (personal characteristics!
Problem with delegation
Reluctance to seek help
Excessive optimism
Unaware of environment
Inability to adapt to change and to innovate
Nepotism and negligoice in developing subordinates
Exaggerated opinion of competency in business
Limited formal education
Personal taste/opinion used as the standards to follow 
Dedsion-making based on intuition, emotion, etc. 
Oriented toward past events ignoring the future 
Little reading in business related literature 
Advice from least qualified sources accepted.

As observed by Keisner (1984),

"...evidence suggest that while there are uncontrollable factors that cause 
some of the business turnover and failures, in the vast majority of cases the 
contributing factors to failure are such that they could be corrected by the 
owner-manager recognising the failures, and correcting them through using 
available resources, including training and education." p. 19.

Peterson, Kozmetsky and Ridgway ( 1983) likewise observed in their research that the most

frequently cited suggestion for reducing small business failures was increased management

education. But it is has also been recognised that managerial assistance should not be a

'shotgun' approach, given broadly to everyone in the same measure (Larson and Clute,

1979). Dickson (1983), on the other hand, emphasised that educational opportunities
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available should not only be appropriate to the needs perceived by the small business 

owner-managers but must be provided in ways most attractive to them. Thus the 

importance of identifying educational needs of small business owner-managers and the 

training delivery methods that would be most appropriate or acceptable to them. The fact 

that personalities as well as management characteristics vary from industry to industry 

(Bums, 1989) [quoting Sadler, P.J. and Barry, B.A. (1970)], means that this exercise 

should be undertaken for respective industrial sectors.

SMALL BUSINESS DEVELOPMENT PROGRAMMES

In view of the significance of the small business sector in the economy, it is 

generally held that it will be necessary to reduce the problems the sector encounter in the 

business environment in order to enhance its efficiency and effectiveness. Hence strengthen 

the sector's contributions to the social and economic development process. But 

unfortunately, although the importance of the sector has been generally recognised for 

some time, it was not until the 1960s that governments felt it necessary to establish units 

focusing on small enterprise development (Neck, 1987). For example. Great Britain where 

modem industry may be said to have originated has been one of the last countries to make 

any explicit arrangements in favour of small-scale enterprises (Harper, 1984). However, it 

has been generally recognised that govemment intervention through appropriate policies is 

desirable to promote a conducive environment for the small business sector to thrive. That 

is, special govemment assistance is required for the sector in order to bring to a more 

manageable level, the problems encountered by the sector, hence maximise thereby the 

potential benefits derivable from the sector.

Every aspect of the small enterprise scene seems to require appropriate policies 

(Neck, 1977b). Though there already exists a wide range of facilities and services in place 

in the business environment that might serve the needs of small businesses, there is still the 

need for special provision for them as they are often disadvantaged by size to compete 

effectively with the larger firms for facilities available in the free market. In such areas 

where the free market fails to satisfy their peculiar needs, govemment often encourage 

other parties to fill the gap, or where appropriate, to provide the service itself (Mohammed,
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1988). Thus many new public funded institutions have been established in the past two 

decades to focus attention on small businesses, especially when no institutional framework 

is available or that existing is not strong enough to effectively channel govemment 

assistance to support small businesses.

Though Haskins and Gibb (1987) and Owualah (1987) have attempted to classify 

types of assistance available to small businesses into software and hardware activities, they 

also realised the inadequacy of such classification. Haskins and Gibb (1987) noted that the 

categorisation leaves aside some important issues such as govemment regulations, while 

Owualah (1987) said that types of assistance are more diffuse than clear cut in some cases. 

Haskins and Gibb (1987) also noted other possible forms of categorisation. But in view of 

inadequacy of any form of framework, none will be adopted, hence assistance types will be 

individually discussed. Areas where government assistance have been concentrated are 

discussed below.

Finance

Various arrangements have been made to increase small businesses' access to 

finance and loans at more favourable interest rates, amortisation and moratorium periods. 

Such arrangements include government sponsored loan schemes disbursed through 

govemment development and specialised financial institutions, commercial banks and 

sectoral development institutions. Short- to long- term loans are available through these 

sources for venture capital, equity investment, fixed assets and working capital. Special 

loans/grants are also available in some developed countries, for example. United States of 

America, for research and development activities (Thompson and Leyden, 1983). To 

overcome small businesses' inability to provide adequate collateral security requirements 

for loans in commercial banks, govemment loans guarantee schemes are also operated. By 

this wise, in case of default, the participating lending institution is guaranteed repayment of 

the entire outstanding loan or a sizeable proportion of it.

Govemment financial assistance schemes are often subsidised, hence lower interest 

rates than market rates are charged. Corresponding easy access to the facilities generally 

generate excessive demand, inducing corruption. Government loans also reduce

156



competition and commitment in the business environment and encourage small businesses 

to be unnecessarily more capital intensive, thereby promoting uneconomical use of 

resources. It has therefore been generally observed that subsidised loans is a disservice to 

the economy and to the small business in particular. As a result of high risk of default and 

fraud, control measures required to minimise abuses often tend to complicate or prolong the 

loan application process. Furthermore, measures introduced to minimise delinquent 

accounts tend to be stringent and subsequently deprive small business owners of 

independence in the control and management of their businesses. Thus the whole exercise 

tend to be self-defeating.

Marketing Assistance

Small businesses are usually limited to their traditional market links due to lack of 

access to distribution channels as well as lack of skill and initiative in marketing. Thus 

marketing assistance to small enterprises include special advisory services on marketing. 

They are provided with marketing information and are helped to undertake market studies 

and research to formulate sound marketing strategies. In many countries small businesses 

are also encouraged in various ways to participate in export marketing. Other means to 

improve marketing opportunities to small businesses include preferential government 

purchasing schemes and reserving certain fields for them (Neck, 1977). Government 

contracts are often used as a powerful tool to overcome lack of demand for small 

businesses products and services. Government policies in many countries mandate large 

contractors to subcontract part of their work, especially on government jobs, to small 

businesses. The extensive use of subcontracting, particularly in Japan, is often acclaimed 

to have effected also lower costs. But the danger inherent in the system is that the smaller 

firm is a potential victim of exploitation by the larger firm. This was frequently the case in 

Japan prior to legislation to curb some unethical practices, though some elements of 

exploitation still persist unreported (Cross, 1983). However, ability of small businesses to 

attract patronage largely depends on the quality of their products and services, as well as 

their exercise of dynamic marketing practices and efficient strategies. The import of
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technical and managerial expertise in this respect can not be overemphasised, but this in 

essence is lacking in most small businesses.

Access to Raw Materials and Equipment

The primary reasons why small businesses experience shortages in raw materials or 

lack appropriate equipment are probably lack of funds for procurement and scarcity of these 

items, even when funds are available. The former factor tends to be more predominant in 

developed countries while both factors are critical in developing countries. Lack of finance 

is, however, being alleviated through financial assistance in the form of special loans for 

equipment, hire purchase or equipment leasing schemes, working capital loans for regular, 

advance or bulk purchase of raw materials as well as credit guarantees to suppliers.

Small businesses in developing countries contend in particular with scarcity of 

imported raw materials and equipment. A dearth of foreign exchange in these countries 

usually results in governments adopting the rationing of import licences, a policy which 

normally discriminates against small businesses in favour of the larger firms. The latter 

have substantial political and economic power advantage as well as the administrative 

resources to undertake the protracted bureaucratic procedures required to obtain an import 

licence (Page and Steel, 1984, p.27, 28). Thus government assistance to improve small 

businesses' access to raw materials and equipment also involve redressing their difficulties 

in respect of obtaining imported inputs. Direct allocation of foreign exchange quotas is also 

being made to them individually or rationed from allocations to their industrial associations 

or specialised development institutions. Assistance and/or advisory services to deal with 

administrative problems related to importation may also be available through government 

departments or government- sponsored advisory agencies.

Improving the Policy Environment

The environment created by public laws, regulations and policies often has a 

negative effect on small-scale enterprises, even, when the government has an official policy 

of promoting them (Page and Steel, 1984). The ambivalence in many instances results from
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inappropriate standards which make compliance quite beyond the scope of small businesses 

or practically impossible for them to survive. "As a result the rules are widely ignored; they 

remain in force and are an obvious pretext for petty corruption since any policeman or 

similar official can be fairly sure of finding some regulation which a given firm is breaking" 

(Harper, 1984, p. 37). Thus misconceived policies and regulations need to be drastically 

modified, or totally abolished in order not to force them to remain clandestine or to make 

them perpetual victims of harassment by overzealous or corrupt officials. But it is also 

recognised that exemption of small businesses from regulations will also discourage their 

expansion to the size covered by the laws (Page and Steel, 1984). Hence Marsden (1987) 

has recommended minimum regulation and maximum openness. In addition, it is generally 

held that small businesses will be best encouraged by removal of those regulations and 

policies which discriminate against them but favour competing larger enterprises. Positive 

discrimination in favour of small businesses is therefore frequently advocated and this has 

even been legislated in some countries such as Japan and United States of America (Neck, 

1987). Existence of such legislation has facilitated provision of subsidies, fiscal incentives 

and other governmental assistance to small businesses, thereby encouraging their 

competition with larger enterprises as well as their optimal compliance with statutory 

requirements rather than exempting them from statutory duties.

Co-operatives and Industrial Associations

The underlying principle of co-operatives is that a number of independent 

businesses jointly establish a separate enterprise to provide themselves with those services 

which they cannot individually afford. If co-operatives are properly organised and managed 

they are capable of facilitating their members' access to finance, input supplies, especially, 

scarce raw materials, spares or expensive machinery or auxiliary equipment. Co-operatives 

are inherently suitable for promoting the survival and growth of their individual members. 

They function as the primary suppliers of input resources to their members and 

subsequently purchase their end-products for more efficient marketing. Thus by providing 

easy access to input supplies and steady market, they enhance the competitive advantage of 

their individual members as well as their corporate strength in the economy.
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Industrial or trade associations on the other hand, are usually non-profit making 

organisations with the primary objective of protecting and promoting generally the sectoral 

interests of their respective groups in the society. Hence strengthen their corporate and 

individual members' position to compete and survive in the economy. They also represent 

their members interests in negotiations with government, other bodies or sectoral groups. 

Industrial associations may also provide physical and economic support to their members, 

helping in particular to obtain finance, raw materials, machinery and access to market They 

are also instmmental in providing training, technical information and advice as well as other 

specialised services to their members.

Co-operatives and industrial associations play a major role in the delivery of 

government- sponsored assistance programmes to small businesses. Their activities may 

therefore be statutorily controlled and membership may in some instances be mandatory for 

all small businesses or intending beneficiaries of government assistance. For example, 

membership in Chambers of Commerce is compulsory for small businesses in West 

Germany and Austria (Haskins and Gibb, 1987), while laws for the promotion of co

operatives and industrial associations exist in Japan (Anthony, 1983). However, Harper

(1984) noted that as a result of the history of failure and the painful experiences of some 

who have participated in co-operatives, the word 'co-operative' has become an anathema in 

some developing countries. Why co-operatives fail include lack of commitment, knowledge 

and minimum number of members, managerial incompetence, neglect of marketing 

function, generous external support, fraud, abuses, and exploitation by one or few 

dominant members. Industrial or trade associations would also likely fail as a result of 

similar factors. Notwithstanding, Harper noted a few successful co-operatives.

Training and Advisory Services

Training, advisory and extension services often constitute major components of 

government- sponsored technical and managerial assistance to small businesses. Training is 

imperative and central to small business development in view of critical shortages of skilled 

and qualified employees in the sector, and more importantly, the managerial incompetence 

of most small business owner-managers. Other factors that have made training an
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attractive, politically neutral intervention option have been highlighted by Harper (1984, p. 

67):

training courses and training institutions can be established without any necessity 

to make painful changes in policy or other programmes,

- the training itself can fairly easily be managed since it is generally centralised and 

under the control of its originator,

- nobody ever objects to any form of education, it is perceived to be self-evidently 

valuable,

unlike lending schemes, training courses cannot easily be objectively evaluated so 

that sponsors are spared the embarrassment of explicit failure,

- it is labour intensive and can provide more employment opportunities.

Although technical training in vocational skills is also generally undertaken for

especially employees of small businesses and would-be small business owners, the main 

focus of most training programmes is managerial and entrepreneurial skills development for 

both intending and existing small business owners. However, the fact that training is not a 

panacea to all small business problems is normally recognised. But its perceived relative 

importance and capacity to facilitate managerial competence of owner-managers in order to 

promote efficiency and effectiveness in the running of small businesses is always 

emphasised. Hence in some instances participation in a prescribed training programme may 

be used as a prerequisite to access to further development assistance or other aid packages. 

However, Harper (1989) has identified the danger of such approach. Notwithstanding, 

emphasis on training has led to a plethora of training courses for the small business sector. 

Increased availability of training, however, has not necessarily been matched by quality and 

relevance to small business needs (Rosa, 1989). Thus the need for further studies to ensure 

effectiveness in the transfer of knowledge and skills in the education and training of small 

business owners is always recognised. And the fact that "...managerial practices relate 

closely to the nature of the enterprise" (Neck, 1987, p. 29) imply that training needs and 

methods cannot be generalised. This underscores the need and relevance of identifying 

managerial training features (contents and delivery methods) perceived by small business 

owners in different industrial sectors as most appropriate to their needs.
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Advisory and extension services are always required to complement training. They 

are essentially external continuing education and development programmes, through 

counselling and consulting, to meet inherent lack of in-house managerial and technical 

expertise in small businesses. They serve as valuable sources of timely and relevant 

information and expert advice to small business owners to facilitate efficient and effective 

decision making in various aspects of business management: legal, accounting, taxation, 

finance, personnel, production and marketing matters.

Extension services, however, are distinguished from other advisory services in that 

they are on-site, counselling and follow-up activities. Thus the small-business owner will 

not have to leave his business premises before receiving counselling and consultation with 

specialist advisers. Thus travelling time and expenses and other related costs would be 

saved. Extension services also enable advisers or consultants to have first-hand information 

or assessment of actual practices and problems, to provide immediate remedies by training 

on-the-job in the actual business environment as well as to follow-up on implementation. 

However, extension services may be more expensive and time consuming in view of 

additional travelling time and costs expended by advisers.

Advisory and extension services are usually provided by government-supported 

centres or through government- funded personnel within other public departments or 

institutions. On the other hand, private consulting firms or expert practitioners in industrial 

associations and training institutions may be contracted by government agencies to provide 

these services as part of government- sponsored small business development programmes. 

However, the quality of services offered depends largely on the experience and 

quEilifications of the consultants and advisers available. To gain the confidence and co

operation of his client, the adviser must also be a good salesman, communicator and 

possess enviable experience or exposure in small business management. It has been also 

rightly observed that no country has a sufficient supply of practitioners with the right set of 

qualifications, and even if there were, it would be wrong to employ so many of them as 

small business advisers (Harper, 1984).

Apart from shortages of highly qualified and experienced personnel, advisory and 

extension services are both time consuming and expensive, in view of the fact that 

counselling and consultation are on a one-to-one basis. This factor also makes these
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services inequitable as a limited number of people can benefit at a time from the resources 

available as well as being cost-ineffective. Furthermore, utility of advice or information 

provided is not normally obligatory, final decision rests with the small business owner- 

manager. Hence to ensure effectiveness, it has been recommended that advisory services, 

including extension services, should be charged for on a full-cost basis so that the 

providing agencies have ready evidence, from the market, of their utility (Marsden, 1987, 

p. 45). But, unfortunately, many small businesses would be deprived of the benefits of 

these services, since they would not be able to afford them unless subsidised by 

government.

Development Institution

Government policy on the development of the small business sector has often 

included establishment of a specialised development institution to co-ordinate and/or 

channel support to the sector. This is usually regarded necessary either because of a general 

lack of an appropriate institutional framework to deliver assistance packages directly and 

efficiently to small businesses, or as a result of the existing institutions' deficiencies in 

meeting their peculiar needs. Development institutions may provide specialised functions 

for example, financial or training assistance, or may provide a range of activities embracing 

all types of assistance. However, it is clearly evident that the needs of small firms are 

diverse and cannot be met by a particular source of specialism. Furthermore, "...needs for 

assistance are likely to vary not only from one economy to another, but within each 

economy between regions and even between localities as well as being a function of the 

different age and state of development of the small business population" (Haskins and 

Gibb, 1987, p. 50). The heterogeneity of small-scale enterprises has therefore made it 

impossible to encompass the range of expertise needed in a single institution (Marsden, 

1987 p. 43). Development institutions promoting small firms are therefore being 

strengthened by greater sub-sectoral specialisation.

However, it has been observed that the 'typical' small businessman is hostile to 

bureaucracy and government (Haskins and Gibb, 1987). Thus though public support are 

more highly visible than private provisions, prejudice about 'official' assistance may result
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in lack of confidence in government- sponsored development institutions in preference of 

non-government support systems. Underfunding and fluctuations in government funding 

of public institutions frequently result in a lack of highly qualified and experienced 

personnel and create other constraints that may adversely affect the effectiveness of 

government-sponsored development institutions. Thus the increasing attraction of non

government development institutions as well as support systems provided by large private 

firms.

CO N CLU SIO N S

The 1970s witnessed a world-wide resurgence of emphasis on the small business 

sector. Various factors have been attributed to the growth in relative importance of this 

sector. But it is indisputable that the sector has the capacity to make a considerable 

contribution to the social and economic development process; especially in respect of job 

creation, income distribution, economic efficiency in utilisation of resources, dispersing 

regional development and promoting entrepreneurship. Of primary concern to government 

everywhere in the wake of world-wide economic recession is the employment generation 

potential of the sector. Hence increased government concern to contain growing 

unemployment is probably the major factor stimulating concerted government support for 

the development of the sector in both developed and developing countries. But despite 

conflicting evidence about the job generating potential of small businesses, the sector has 

continued to enjoy significant attention in government policies to rejuvenate the economy. 

Various assistance packages have been sponsored by government to minimise the problems 

that make it increasingly difficult for small businesses to grow or survive in the business 

environment. Table 5.2 below summarises the major problems of small businesses, 

particularly in developing countries, and corresponding government programmes to assist 

them.

Managerial education and training for small business owner-managers receive 

desirable emphasis among other support systems available for the sector. This is because 

managerial incompetence has been identified to be a major factor contributing to small 

business failures and this can be remedied through appropriate education and training
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efforts. However, despite proliferation of training courses for the sector, it has been 

generally observed that the characteristic lack of enthusiasm and scepticism of small 

business owner-managers for formal education or training has not changed considerably. 

Notwithstanding, it has been noted that they do respond to programmes perceived to be 

relevant and of benefit to their needs if approached in a preferred manner (Kirby, 1990). 

Dickson (1983) and Keisner (1984) have also observed that small business owner- 

managers have preferences with respect to training source, contents, delivery methods and 

time. Thus the need to tailor training programmes to the specific needs and preferences of 

small business owners. The need for more extensive studies in this direction has been 

generally recognised. The next chapter will discuss in detail factors to be considered to 

make training more relevant, beneficial and appropriate to small businesses in order to 

increase patronage and effectiveness of training programmes.

Table 5.2
Major problems of Small Businesses and Types of Government Assistance

Tvoes of Problem Tvnes of Assistance

Lack of finance Specialised or sectoral development and financial 
institution to improve access to short- to long- term 
loans and at favourable terms.
Subsidised loans from above sources or at special 
'windows' at commercial banks.
Loan guarantee schemes.

Lade of demand Marketing information and advisory services. 
Preferential government purchasing schemes. 
Subcontracting policies on public jobs. 
Promoting co-operative marketing.

Lack of materials Special loans for materials and equipment purchase.
and equipment Allocation of foreign exchange or import licence quotas. 

Credit guarantee schemes for suppliers.
Equipment hire purchase, leasing and renting schemes.

Lack of tedinical and 
managerial expertise

Training, advisory and extension services.

Restrictive government Modification and/or aboUtion of inappropriate standards.
regulations Positive discrimination policies.
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CHAPTER 6

MANAGEMENT TRAINING AND DEVELOPMENT 
OF SMALL BUSINESS OWNER-MANAGERS AND 

IMPLICATIONS FOR CONTRACTOR DEVELOPMENT

INTRODUCTION

Literature is replete with the fact that managerial incompetence is a major cause of 

ineffective and inefficient performance among small businesses. This factor is also 

frequently attributed as the primary cause of their inability to survive or grow and often lead 

to their failures. The fact that the owner-manager constitutes in most cases the only 

managerial resource in a small business is also well documented. Therefore, enhancing 

managerial capacity and effectiveness in small businesses involve, in essence, improving or 

developing the managerial competence of owner-managers. Thus in other words, "in the 

small firm management development is almost synonymous with organisation 

development" ( Gibb, 1983, p. 1).

An owner manager according to McGuire (1976) could increase his/her managerial 

expertise through (a) formal and informal educational processes, (b) use of external 

advisers or consultants, and (c) the employment of internal experts. In addition, a 

combination of the above three approaches can be employed in the process of developing 

owner-managers' managerial competence. But it is well documented that a typical owner 

manager has a dominant personal influence on his firm and does not easily relinquish 

managerial control or autonomy in decision making. These factors will therefore limit the 

use of external advisers/consultants or the employment of internal experts as means of 

enhancing managerial expertise of small businesses. The unwillingness of owner-managers 

to relinquish an element of personal independence by delegating full authority and 

responsibility to internal experts was observed to be a major factor limiting the effective use 

of such experts in small businesses (Stanworth and Curran, 1989). This is in addition to 

the fact that many small businesses cannot afford to employ such managerial and 

professional staff. Furthermore, McGuire (1976) noted that since most small business
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owner-managers cannot evaluate the advice given by an external adviser or consultant with 

certainty, the consequences of the advice given fall most heavily upon the owner-manager's 

shoulders. Thus the use of external experts is risky in addition to the fact that their services 

are expensive and can only be used occasionally.

Lack of confidence in the expediency, practicability and adequacy of consultants 

recommendations, as well as the expensiveness, confusing nature and complexity of their 

recommendations have been identified as major reasons why small business owners do not 

implement consultants' recommendations (Nahavandi and Chesteen, 1988). Small business 

owners also often feel that consultants are too academic, lack adequate expertise and 

experience in running a business as well as a good understanding of the nature of their 

specific businesses. Because the eventual uptake of either internal or external experts advice 

is the owner-manager's decision, the effectiveness of these approaches in the final analysis 

is influenced by the owner-manager's managerial style and competence.

For these reasons, enhancing managerial effectiveness of small business owner- 

managers depends most heavily on the use of formal and informal educational processes. 

As a result, training and education for small business owner managers have being receiving 

considerable attention world-wide. They are given priority attention in many support 

programmes for small businesses sponsored by both public and private sectors. 

Consequently, there has been a rapid expansion in the provision of management training 

and education for existing and intending small business owners as well as entrepreneurial 

education in general. But despite considerable efforts in this respect, the attitude of small 

business owners to formal education for management development has generally been 

observed to be characterised by lack of enthusiasm. The supply orientation of much of the 

educational assistance directed to the small business sector has been generally recognised as 

a major factor responsible for this lack of commitment (Gibb, 1983; Birley & Gibb, 1984; 

Tait, 1987). Furthermore, many training programmes fail to meet the needs of small 

businesses because the body of knowledge offered was initially put together to meet large 

company needs and only a small part of this body of knowledge is usefully transferable to 

the small business situation (Gorb, 1978). That is, many courses do not reflect the real 

problems and priorities of small businesses, which are not merely those of big businesses 

in miniature (Prescott, 1989). In addition, small business owner managers are also easily
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disappointed with a course which they regard as too generalised for the needs of their 

particular business (Curran & Stanworth, 1989). Many training programmes for the small 

business therefore fail to achieve their objectives (if articulated in the first instance) to 

provide deficient skills and knowledge necessary to improve available managerial 

resources. Consequently, training often fail to stimulate efficiency and growth in small 

businesses.

However, small business education is still in its infancy (Curran & Stanworth,

1989). Realisation of the ineffectiveness of existing programmes and approaches has 

provoked various studies and efforts to identify and analyse the variables critical to the 

development of effective and successful small business management development 

programmes. Notwithstanding, research on the content and effectiveness of small 

enterprise education is so far very limited (Curran, 1988). Further efforts required include 

detailed needs analysis in order to avoid the concept that assumes that the small business is 

merely a scaled down-version of the large and can therefore be presented with existing 

material suitably modified (Birley & Gibb, 1984a). Furthermore, it will be necessary to 

identify appropriate training methods to suit preferred learning styles of owner-mangers. 

Finally, to facilitate eventual uptake of management development programmes by small 

business owner-managers requires a knowledge and understanding of the factors and 

processes which determine and shape their perception of the importance and need for 

management education (Tait, 1987). In addition, it will be necessary to identify and select 

the most appropriate channels possible for effective marketing of programmes (Gibb,

1983). A review of literature to identify various variables influencing development and 

successful promotion of appropriate and effective management training for the small 

business sector is reported in this chapter. These variables can be grouped under personal 

characteristics of the owner-manager, organisational characteristics and training 

characteristics.

PERSONAL CHARACTERISTICS

The personal characteristics of entrepreneurs and small business owner-managers 

have been subjects of extensive research in the past two decades. But the confusion about
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the conceptual distinction between entrepreneurs and owner-managers has resulted in more 

studies being focused on identifying the unique qualities that distinguish the entrepreneur as 

a hero relative to other owner-managers. Consequently, "...in terms of published output, 

the bulk of work in this field (entrepreneurship and small business) has concerned the grail- 

like search to discover precisely those universal attributes that can identify the 

entrepreneurial personality " (Goss, 1991, p.48). Restricted usage of the term entrepreneur 

has often been advocated (for example, Gibb, 1984; Garland, Hoy, Boulton, & Garland,

1984). This implies in essence that not all small business owners qualify to be described as 

entrepreneurs. However, Brockhaus (1982) and Brockhaus & Horwitz (1986) noted that 

most of the attempts to distinguish between entrepreneurs and small business owners or 

managers have discovered no significant differentiating features. It is logical therefore to 

use the terms small business owner and entrepreneur very loosely and as synonyms. This 

has been observed by Gurran (1988) to be frequently the case in discussion of the small 

enterprise among politicians, academics and others. In fact, Goss (1991, p.48) highlighted 

that "...the understanding which associates the entrepreneur with the owner-manager of 

any new and/or small business has become so established in both popular and academic 

discourse that to challenge this meaning would be likely simply to add to the confusion that 

already exists". Thus any distinction between them would be unnecessary and purely 

academic. Hence it will be held that small business owner managers equally possess the 

personal attributes generally attributed to entrepreneurs. It is appropriate therefore to equate 

these entrepreneurial characteristics to small business owner-managers. Gibb (1987, 1990) 

has even reasoned that entrepreneurial qualities and competencies are possessed by 

everyone to some degree.

Some factors that make it difficult to compare and make generalisation on research 

findings on entrepreneurial personality have been identified. Brockaus (1982) and 

Brockhaus and Horwitz (1986) noted that a well defined entrepreneurial population does 

not exist. Similarly, Gasse (1982) noted that most studies involve specific groups of 

people, particular methodologies, and specific objectives and orientations. Disagreement 

between research findings over the salience of particular personality characteristics was also 

noted by Goss (1991). However, despite these shortcomings, entrepreneurs have been
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generally reported to possess some common attributes in respect of psychological 

characteristics, motivation for business and demographic characteristics.

Psychological Characteristics

A very comprehensive list of various psychological characteristics that have been 

identified in literature with respect to entrepreneurs was presented by Garland, Hoy, 

Boulton & Garland (1984) and had also been cited by d'Amboise & Muldowney (1988). 

The list includes most of the entrepreneurial characteristics identified by various authors on 

the subject between 1848 and 1982 and is reproduced in Table 6 1 below.

Table 6.1
Psychological characteristics of entrepreneurs

Date Authors Characteristic(s) Normative Empir
1848 Mill Risk bearing X
1917 Wdxr Source of formal authority X
1934 Schumpeter Iimovation, initiative X
1954 Sutton Desire for responsibility X
1959 Hartman Source of formal authority X
1961 McQdland Risk taking, need for achievement X
1963 Davids Ambition; desire for independence; 

responsibility; sdf-confidence X
1964 Pickle Drive/mental; human relations; communication 

ability; technical knowledge
X

1971 Palmer Risk measurement X
1971 Homaday & Need for achievement; autonomy; aggression;

Aboud power; recognition; iimovative/independent X
1973 Winter Need for power X
1974 Borland Internal locus of control X
1974 Liles Need for achievement X
1977 Gasse Personal value orientation X
1978 Timmons Drive/self-confidence; goal oriented moderated

risk-taker; internal locus of control; X X
creativity/innovation

1980 Sexton Energetic/ambitious; positive reaction to 
setbacks

X

1981 Welsh & White Need for control; responsibility seeker; self- 
confidmce/drive; di^enge taker; moderate risk 
taker

X

1982 Dunkelberg & 
Cooper

Growth oriented; independence oriented; 
(raftsman oriented

X

Source: Garland, Hoy, Boulton & Garland ( 1984, p.356)

Others have also made efforts to list entrepreneurial characteristics [for example. 

Nelson and Neck, 1981; Barrow, 1986 (cited by Bums, 1989); Hisrich, 1986; and Gibb, 

1987; to mention just a few]. But they include all the items already listed in Table 6.1 and 

any new attempt would probably be mere replication of items already listed. Some of the
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characteristics that have been reported in a relatively consistent manner in literature have 

been discussed by Brockhaus (1982) and Brockhaus and Horwitz (1986). They include 

need for achievement, internal locus of control, moderate risk taking propensity, problem

solving style and innovativeness and value orientation.

One major concern on entrepreneurial characteristics is whether they are innate or 

can be nurtured through training. Various attempts have been made to describe how 

entrepreneurial attitudes and behaviours develop. The different propositions that have been 

put forward at different times can be reduced to three conceptual models (Chell, 1985): the 

psychodynamic model of Kets de Vries (1977); the social development model of Gibb and 

Ritchie (1982); and, the trait model closely associated with McClelland (1961). The 

psychodynamic model suggests that considerable early life experiences of family problems, 

hardships and other deprivations shape the adult's psychological attitudes and behaviours 

and lead to the creation of an enterprise as means of coping with the psychological tensions 

created by early life experiences. Thus some entrepreneurial characteristics, especially, 

need to assert control and independence, are a consequence of early life experiences.

The trait model exemplified by research by McClelland suggests that entrepreneurs 

possess some 'inborn' character traits that distinguish them from other individuals. 

Entrepreneurial characteristics such as need for achievement and to take personal 

responsibility, autonomy, risk taking, problem solving, innovation and creativity are said 

to be created at the early age and influenced especially by child-rearing practices and parents 

personality types.

The social development model opposes the above traditional models which attribute

formation of entrepreneurial personality to solely in-bom character traits and inner driving

force created by early life experiences, ignoring environmental influences in adult life. On

the contrary, the social development model posits that individuals change throughout the

course of life as a result of transactions with other individuals and groups in their on-going

social life. Entrepreneurship can therefore be better understood in terms of the types of

situation encountered and the social groups to which individuals encountered. That is,

"...entrepreneurship is seen as a social process... cl early open to influence 
at a number of levels: through parental and family aspiration and support; 
through primary and further education; through vocational training; through 
job and career development in and between companies; and generally
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through presentation of opportunities in adult life." (Gibb and Ritchie,
1982, p. 41).

Furthermore, in the traditional models, the possibility for policy intervention is 

limited as the process of entrepreneurship is seen as so individualistic as to be largely 

outside the scope of external (governmental and industrial) intervention. But the social 

development model suggests the possibilities of influencing the creation of entrepreneurs 

by application of appropriate instruments at various social levels to stimulate an ’enterprise 

culture'.

Chell (1985) has carried further the situationist perspective of the Gibb and 

Ritchie's social development model by incorporating more recent development in 

psychological theories which stress the use of 'appropriate person variables' rather than 

traits to explain behavioural patterns. Appropriate person variables are described as a set of 

'cognitive social learning variables' which are the products of the individual's life history 

and which regulate the impact of new experiences on the individual. It follows therefore 

that because 'appropriate person variables' differ between persons and situations, there will 

be differences between entrepreneurs, influenced by differences between business 

environment and circumstances. Furthermore, each individual is on a constant learning 

curve in relation to their economic involvements. Hence people do not have fixed 

entrepreneurial personalities but rather define and act in relation to succeeding experiences 

(Curran, 1988, p.20).

The models proposed by Chell (1985) and Gibb and Ritchie (1982) underline the 

potentials of external interventions to activate and develop entrepreneurial qualities at 

various stages of life. In addition, they underscore the relevance of continuing management 

training and education to facilitate development of appropriate entrepreneurial competencies 

necessary to adequately cope with the situations that will emerge as the business evolves. 

Gill (1985) confirmed that business owners who participated in start-up courses felt ill- 

prepared for the harsh realities of running a real business and many desired a continuing 

educational support. Thus according to Gibb (1987; 1990), though everyone possesses 

some degree of entrepreneurial attributes, more entrepreneurial behaviour can be developed 

by learning on- or off- the-job. This is necessary in order to meet the needs determined by 

the emerging nature and scale of business, the circumstances and environment within
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which the business operates. Ibrahim and Goodwin (1986) have also concluded from their 

studies that learning, particularly through experiential exercises, may be the key to 

developing entrepreneurial behaviour.

Bums (1989) also noted that the entrepreneurial characteristics required to launch a 

business successfully are not often those required for growth and even more frequently not 

those required to manage it once it grows to any size. He similarly recognised the view 

earlier espoused by Chell ( 1985) that the role of the entrepreneur needs to change with the 

business, as the business develops and grows. However, he further noted that all too 

often, the entrepreneur is not able to make the transition. Consequently, because of the 

interaction of the personal characteristics of the entrepreneur with the managerial situation 

he faces, the business fails. Those personal characteristics that contribute to business 

failures have been earlier discussed in the previous chapter.

But of significance is the fact that personal problems such as unwillingness to 

delegate responsibility, excessive optimism, reluctance to seek help, inflexibility to change 

and exaggerated opinion of business competence based on knowledge of some skills have 

been identified (Larson & Clute, 1979) These weaknesses are mostly derived from the 

generally accepted primary entrepreneurial characteristics, that is, desire for independence, 

autonomy and self-confidence, need for achievement, power, control and personal 

responsibility. These personality characteristics will definitely inhibit external intervention. 

Churchill (1983) made a similar observation about how characteristics such as self- 

confidence, a sense of urgency, superior conceptual ability, a low need for status, and an 

objective approach to interpersonal relations could be detrimental as the business grows and 

succeeds. It is believed also that these factors might make it difficult for the entrepreneur to 

delegate responsibility and to engage in internal bargaining that becomes necessary when 

more individuals join the organisation and consensus is necessary. Tait (1987) has, in 

addition, confirmed that perceptions of and attitudes to educational assistance may be 

negatively influenced by the desire for independence on the part of the owner-manager. 

Thus personal characteristics of small business owner-managers would influence their 

responses to training and might also explain their general antipathetic responses in this 

respect.
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Age

The age distribution of small business owners has been found to be mostly between 

the age interval of 25 and 54. This is confirmed by the age distribution of samples in the 

various studies compared by Cromie (1987) and the General Household Survey (OHS) 

cited by Goss (1991). However, the years between 25 and 40 have been frequently found 

to be the age when the entrepreneurial decision is most likely to be made (Brockaus, 1982). 

Liles (1974), described this age interval to be the 'free choice period' when an individual 

has obtained sufficient experience, competence, and self-confidence but has not yet 

incurred financial and family obligations or a position of prestige and responsibility in a 

large company. Though Goss recognised the existence of an 'age launch window', this 

seemed to him to be occurring between the early thirties and mid-forties. He argued that at 

this age period, life-cycle factors such as occupational experience, access to capital and 

stable domestic responsibilities appear to be in favour of the development of a small 

business career.

There is no conclusive evidence on the relationship between age of the small 

business owner and the firm's success or failure potentials. For instance, the findings of 

Plaschka (1990) contradicted that of Brockhaus (1980). However, it is indisputable that 

age is a critical factor in the process of learning and training. Ament (1990) has noted that it 

is well documented that by the time we reach adulthood, we have developed our own 

unique and well-established learning style. This definitely explains the well established 

dynamic field of adult education that is concerned with understanding the adult learning 

process. The age distribution of small business owner-managers indicates that they are 

generally above the average age of college/university students. Therefore, the traditional 

methods for teaching college-age students will not apply to the small business owner- 

managers if effective and meaningful learning is to take place. Unfortunately, there is the 

paucity of research in the area of adult education and its impact on educating the 

entrepreneur (Weinrauch, 1984). But it is well recognised that providing effective 

education for the adult entrepreneur will have profound implications on training content and 

delivery systems. Training characteristics and adult learning principles will be discussed in 

greater detail later.
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Though experience is frequently regarded as a substitute to formal education, it has 

been noted that reliance on learning by experience can be slow, costly, even fatal to a small 

business (Tait, 1987). Deeks (1976) has also observed that managers do not learn by 

experience unless the experience is subjected to some form of scrutiny or analysis. In 

addition, he noted that the motivation to learn tends to decline with increasing age. This has 

been confirmed in the study by Keisner (1984) which showed that the older the owner- 

managers are, the less they seem to make use of training. Similarly, Bowser (1981) 

observed that it was the slightly younger ones among the minority entrepreneurs of United 

States that sought and received management assistance. It follows therefore that age will 

influence perception of the importance of management training as well as its uptake.

Level of formal education

It is generally held that small business owner-managers have little formal education. 

There is a common belief that they are less educated than the general population 

(Brockhaus, 1982). Some studies have shown, on the contrary, that their educational 

attainment is no less than that of the population (Tait, 1987); it may also exceed that of the 

average person (Brockhaus & Horwitz, 1986); and it may be increasing (Douglas, 1976; 

Ritchie, Eversley & Gibb, 1982; Storey, 1982; and Cromie, 1987). Studies have also 

shown that the extent of formal education of small business owner-managers varies 

between countries. For example, Watkins (1982) noticed that the German owner-managers 

ceased full-time education significantly later than their British or French counterparts. In 

addition, a comparison of the samples of owner managers used in various entrepreneurial 

studies in Britain and United States of America indicated that a higher proportion of owner 

managers in the United States have higher academic qualifications, up to a university 

degree, while their British counterparts do not usually have more than university admission 

qualifications.

Though it is possible for totally unqualified and inexperienced people to start up in 

business, it has been generally noted that the more complex and technological oriented the 

enterprise, the more important high academic qualifications become. Storey (1982) 

observed in his study of some founders that those with a degree or a professional
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qualification among them were concentrated in professional services. The largest 

concentration of unqualified firm founders were found in the 'other' sector where transport 

undertakings and hairdressers predominate. However, this study showed lack of 

association between educational qualifications and business success. This was in line with 

earlier findings by Douglas (1976) which have been confirmed more recently by Plaschka 

(1990). But on the contrary, Gudgin and Fothergill (1979) concluded that there is some 

evidence to suggest that possession of a degree (or equivalent) may lead to better business 

performance. Some studies of African entrepreneurs cited by Neck (1977) showed similar 

inconclusive evidence on the impact of educational qualifications on business performance 

despite the fact that many business owners were virtually illiterates. Akeredolu-Ale (1975) 

found that Nigerian entrepreneurs with higher education were not more successful than 

those with lower education. But he concluded, however, that a minimum level of formal 

education is required for effective participation in modem business. Similarly, Blake et al

(1985) pointed out that high academic qualifications are necessary in some industries but 

never a sufficient condition for entrepreneurial success. Thus the impact of educational 

qualifications on business success is not conclusive.

Notwithstanding, Brockhaus (1982) has argued that education may have an 

influence on other crucial variables like open-mindedness, business ideology, information 

processing and general performance. Tait (1987) showed also that there is a significant 

relationship between the length of exposure to formal education and perception of the 

importance of formal management education. She found that those who stayed longer in the 

educational system were more receptive to improving their management skills through 

formal education provision. This confirmed similar findings by Bowser (1981); Kiesner 

(1984); and Reid (1987) that those with more years of formal education are more willing to 

participate in management training.

It is obvious that academic background will influence management development 

needs. Reid (1987) showed that a higher number of respondents with engineering and 

technical backgrounds are interested in participating in management training. Deeks (1976) 

reaffirmed the common belief that the level of education of owner/managers will determine 

their management training needs by emphasising that management training be geared to the 

educational levels and abilities of the owner-managers. Ironically, Nelson (1983) did not
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find any significant difference in training courses requested by owner/managers despite 

differences in their educational level. This, however, may be as a result of weaknesses in 

owner/managers’ analytical ability (Gibb, 1983), hence their inability to perceive accurately 

their training needs. Though Reid (1987) recognised that owner-managers have 

idiosyncratic preferences for programme attributes such as training agent, programme 

schedule, programme fee and the method of communication; he failed to show how their 

preferences would be influenced by their level of educational qualifications.

Previous occupational/employment experience

The impact of previous occupational/employment experiences on a small business

owner-manager has been given considerable attention in literature. It is held that these

experiences influence their decision to start a business and also frequently affect their

personality more deeply, extending into their everyday conduct of the business itself

(Goss, 1991). These experiences have been grouped by Goss into two broad patterns of

influence: formative and reactive.

"Formative influence refers to those situations where the work experience of 
an individual provides that person, as a matter of course, with the skills and 
abilities necessary to make starting a business appear a viable and attainable 
possibility. These skills and abilities may be of many kinds, either practical, 
managerial, financial, attitudinal or a combination of all.... If formative 
influence is exerted in a positive direction - by opening a 'window of 
opportunity' or by building business competence - reactive influence arises 
from negative experiences. It represents a rejection of, or escape from, a 
situation regarded as intolerable and/or unfulfilling. Small business 
ownership, in this case, represents a means of escape from unsatisfactory 
work experiences" (Goss, 1990, p. 55).

The impact of formative influence on small business creation and performances is 

however inconclusive. It is commonly held that the majority of owner-managers had 

occupational experiences in the small business sector prior to founding their own 

businesses in the same sector of the economy as their previous employment. However, 

while many studies (for example, Johnson and Cathcart 1979; Gudgin, Brunskill and 

Fothergill, 1979; Cooper, 1973; Cross, 1981; Storey, 1982) have confirmed these 

common assumptions, few (for example, Gibb & Ritchie, 1982; Cromie, 1987) did not 

support the common assumption that would-be entrepreneurs must come from a small 

business background. Furthermore, while many studies (for example, Johnson and
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Cathcart, 1979; Cross, 1981; and Storey, 1982; to name a few) have shown that majority 

of entrepreneurs, especially in technically-based businesses, have prior experience in a 

business related to the type founded, Watkins (1982) and Cromie (1987) observed in their 

studies that the work experience of their samples did not prepare them adequately for 

founding and running their own businesses. Notwithstanding, evidence seem more in 

support of the notion of small businesses as better incubators of new small business 

founders rather than the larger business sector.

Studies have shown that businesses founded by those with managerial experience 

are more likely to show higher growth rates (Cross, 1981, Stuart & Abetti, 1990). But the 

extent of managerial skills and competencies acquired by owner-managers through their 

previous employment in small businesses is much in doubt. Deeks (1976) noted that 

managers do not learn by experience unless the experience is subjected to some form of 

scrutiny or analysis. It is also held that " a benefit of small-firm employment is that 

employees are unlikely to be over-specialised and should be able to understand all or a 

major part of the management process" Cromie (1987, p. 34). But many of the managerial 

functions may be unavailable to employees, being the sole prerogative of the owner (Goss, 

1991). In addition. Storey (1982) observed that experience of all aspects of running the 

business are likely to be available to an employee provided he does not appear to threaten 

the power position of the owner-manager. This was confirmed in studies by Watkins 

(1982) and Gill (1985) which showed that owner-managers are reluctant to develop the 

technical and managerial competence of their staffs as a result of genuine fear that they 

might leave shortly to start a business in competition with their previous employers. But 

entrepreneurs who had prior managerial experience in larger firms would have had greater 

opportunities for management training and development since such fear would not exist. 

Tait (1987) had shown that larger firms are more likely to provide management training to 

their employees who usually constitute the next generation of potential small business 

owner-managers. Thus, though owner-managers with previous occupational experiences in 

small businesses might have developed adequate technical skills required for their nature of 

business, many of them would not have developed the managerial expertise necessary to 

run their own businesses effectively. That lack of management experience and 

competencies subsequently result in their business failures is well-documented.
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It had been observed that lack of exposure to management training and development 

in previous employments will subsequently affect owner-managers' perception of the 

relative importance of formal training to their management development and their uptake of 

training (Deeks, 1976). Bowser (1981) has shown that minority entrepreneurs in the 

United States who have had more management experience are more interested in receiving 

management assistance. Thus previous work experience would affect interest in training 

and training needs.

Sex

Hisrich (1986) has observed that most of what is known about the characteristics of 

entrepreneurs, their motivations, backgrounds, families, educational and occupational 

experiences, and problems is based on studies of male entrepreneurs. This is not surprising 

since men constitute the majority of business owners. But Welsch and Young (1984) and 

other studies have shown that there are no major differences between male and female 

entrepreneurs in psychological attributes thought to characterise successful entrepreneurs. 

However, a growing body of information has indicated that women entrepreneurs generally 

concentrate on different types of business and possess very different motivations, business 

skill levels, and occupational backgrounds than their male counterparts (Hisrich, 1986; 

Birley, Moss and Saunders, 1987; Cromie, 1987; Kallberg and Leicht, 1991). 

Notwithstanding, Welsch and Young (1984) found that there were no differences between 

male and female entrepreneurs in their perceptions of problems of operating an established 

business. In addition, women's businesses were no more likely to fail - and were as 

successful - as the men's (Kallberg and Leicht, 1991).

However, women generally have less business experience than men (Kallberg and 

Leicht, 1991) and are less prepared for managing an enterprise (Cromie, 1987). It has been 

recommended that the disadvantages experienced by women in educational experience or 

business skills could be compensated by hiring experts or by taking advantage of seminars 

and mini-courses that are application oriented and taught by someone who has owned a 

business (Hisrich, 1986). Studies have found that women were significantly more 

interested in attending seminars (and other training programmes) than men (Welsch and
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Young, 1984); and there were significant differences in the rating of management education 

needs by sex of owner-managers (Nelson, 1983). But while Nelson suggested that the 

need for running training courses for women-managers based on their educational 

priorities, Birley, Moss and Saunders (1987) argued against female specific-programmes. 

Welsch and Young also stated that there would be no need for consultants to develop 

specialised approaches for women entrepreneurs since there were virtually no differences in 

the problem sets of general management, operations, finance, and marketing. Tait (1987) 

also noted that some women were against identifying owner-managers by sex on the 

grounds that when it comes to running a business, one's sex is an irrelevant factor. Keisner 

(1984) also found the impact of sex as a factor upon the use and perceived value of 

education provided mixed results. Thus it could be concluded that the influence of sex on 

the perception of management training and needs is inconclusive and requires further 

investigation.

Marital Status

Many studies on entrepreneurship show that the majority of owner-managers are 

married. It is well documented that family members, especially spouses, often play 

significant roles in small business operations. Gill (1985) conceptualised the organisational 

forms of spouse's commitment to be a continuum between low and high indicating no 

involvement to full involvement of a spouse respectively. Plaschka (1990) found that 

family status can distinguish between successful and unsuccessful entrepreneurs. He found 

that being married with children older than six years was statistically significant to an 

entrepreneur's success. However, it seems family status has no significant impact on 

educational need or perception of the relative importance of training. No study has looked 

into this issue. Though family status would probably be irrelevant to educational needs, it 

might affect some training features, in particular, scheduling preferences. Thus it would be 

investigated in this study.
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Motivation for business

The conventional belief is that entrepreneurship is solely motivated by profit 

maximisation. However, various studies have shown that those who enter into business do 

not do so for purely financial motives. Scase and Goffee (1980) Ritchie, Eversley and 

Gibb (1982), Cromie (1987) and Plaschka (1990) in their respective studies observed that 

while profitability is a goal for many businessmen, their other motives for business tend to 

make profits less important. These include: desire for independence, autonomy, career and 

work satisfaction as well as need for achievement. Studies of the entrepreneur have also 

shown that many are forced into entrepreneurship by frustrations or despair caused by a 

lack of alternative employment opportunities (Storey, 1982). Other factors identified that 

could influence start of entrepreneurship include chance, accident, and luck (Scase and 

Goffee, 1980; Storey, 1982) and existence of successful role models (Brockaus and 

Horwitz, 1986)

The aspirations and motivations of owner-managers in business have generally 

been observed to influence their willingness to develop their businesses. For example, 

Scase and Goffee (1980) and Gill (1985) observed that commitment to clients' satisfaction 

and the quality of services or products may inhibit desire for expansion among many small 

business owners. Thus aspirations and motivations of owner-managers in business will 

similarly influence their willingness to expand their managerial skills and capabilities to 

match their business capacity or opportunities. Tait (1987) observed that aspirations of 

owner-managers and firm status are important determinants of educational need. She found 

that attendance on business courses at educational institutions was much smaller in the case 

of owner-managers of independent concerns than for subsidiaries, franchises or for branch 

operations. Many who were not dynamic and thrusting had a company policy to stay small 

and perceived no need for formal management education. Thus business aspirations and 

motivations of owner-managers will influence their perception of the relevance of 

management training and education and eventual uptake of provisions. These factors 

therefore are to be considered in designing appropriate management education and training 

and efficient delivery approaches for them.
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ORGANISATIONAL CHARACTERISTICS

No organisation exists in isolation. Dynamic external environmental forces impinge 

on the structure and operations of an organisation. The interactions between the 

organisation and the dynamic environmental factors result in changes which significantly 

influence the organisation's performance. Ability of the organisation to cope with imposed 

changes depends to a large extent on the managerial resources available. The primary 

objective of management training and development is to enhance the abilities or 

competencies of individual managers in order to improve the performance of the 

organisation, particularly, in response to environmental changes. A consequence of this in 

the small firm is that the management development process is linked inexorably both with 

the development and motivation of the individual owner manager and with the development 

of the business in response to external factors (Decks, 1976). This therefore implies that 

demand for training and training needs will be influenced by those internal and external 

factors that affect organisational performance. It is, however, difficult to identify all the 

factors that impinge on organisational performance and their impact on training. 

Notwithstanding, major internal and external factors include the following:

Internal factors External factors

Size of business Market environment

Nature of business Technological changes

Ownership status, management style and structure Political and economic changes 

Stage of growth of business Statutory requirements

Size of business

The size of a business is usually measured in terms of number of employees, sales 

volume and total value of assets. Gibb (1983) has highlighted the major implications of 

smallness on management, training and development in small firms. The truism that 

management training and development of owner-managers of small firms cannot be 

pursued in the same way as that of professional managers in the larger firms is well 

documented. Size will limit financial capacity and influence availability of managerial
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resources, in particular specialist management. Even within the small business sector, size 

is still a major factor affecting demand for training as well as training needs. Kiesner 

(1984) showed that the nature and size of business influence the use of training. He found 

that owners of large firms (employing over 25 employees) tend to be heavier users of 

training than those employing less than 25 people. Similarly, those in financial and 

professional fields tend to be heavier users of training than those in the service sector. Reid 

(1987) also found that participants in training "come from firms that show greater sales 

volume, functional specialisation, sales growth, and expansion and use of employee 

incentives; and are found in sectors which have a lower incidence of wholesale and retail 

activity. Thus the larger the size of the firm the greater the use of training and the more 

specialised the educational needs. The fact that the smaller the firm, the less likely the 

owner-manager would find the time to seek educational assistance or someone in the firm 

will be able to attend a management course was confirmed by Tait (1987). In addition, it 

could be added that the smaller the firm, the less likely it would be able to afford the cost of 

training. Kirby (1990) found that lack of time and the cost of training were highly ranked 

among the common reasons small business owners gave for not attending training 

programmes.

Nature of business

The nature of activities of a firm will determine the level of technical and managerial 

skills required. While possession of some specialised skills and qualifications are essential 

for entry into some types of business activities, in some sectors such barriers do not exist. 

That is, it is possible for totally unqualified and inexperienced people to start and run 

profitably some types of business. But various studies have confirmed that the greater the 

technical complexities of a business, the more important is related educational qualifications 

and work experience. For example, although Storey (1982) found that the personal 

characteristics of the entrepreneur seem to exert only mildest influence upon the subsequent 

performance of his firm, but there was general support for the hypothesis that successful 

new manufacturing firms were founded by educated individuals with previous business 

experience.
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Studies have also shown that the industrial nature of business influences 

participation in training. Tait (1987) found that the majority of participants came from the 

manufacturing sector where it can be argued that the minimal requirements for entry are 

more stringent and the breadth of problems wider than in substantial parts of other sectors. 

Other studies have shown that owners in financial and professional fields (Keisner, 1984) 

and in sectors with a lower incidence of wholesale and retail activity (Reid, 1987) tend to 

be greater users of training. Other studies (Stanworth and Gay, 1992; Marrow, 1992) have 

also confirmed that differences in industrial sector affect perception of the importance of 

training. However, training needs will be further determined by the specific situations of 

work difficulties and work problems faced by particular managers within their companies at 

particular point in time (Decks, 1976) and Overtone (1980) have in addition shown that a 

clear pattern may not emerge for a particular industrial sector.

Ownership Status. Management Style and Structure

The fact that the owner-manager has a domineering influence on the management of 

his business is well documented. Gibb (1983) looked extensively at the key influences of 

ownership and size on small firm organisation. He subsequently identified some factors 

that constitute major distinguishing characteristics between small firms and large 

organisations. He made some propositions in respect of small firm management and 

differences between small and large firms and their major implications for small firm 

management training. Gibb, however, recognised that the larger the size of the firm, the 

further the firm moves away from the personalised influence of the owner-manager 

towards more professional management. Such move will influence demand for training. 

Reid ( 1987) indicated that participation in management training increases with the degree of 

functional specialisation. In addition. Tait (1987) has also shown that the size of 

management team, and status of the firm in terms of the degree of ownership or autonomy 

by the owner-manager, influences significantly participation in training. Owner managers 

or key staff from subsidiaries, franchises or branch operations were found to have attended 

business courses more substantially than those from independent concerns or those who 

single-handedly try to build their own businesses.
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Decks (1976) had in addition noted that the training and development requirements 

of owner-operators (who work together with the operatives) differ from those of owner- 

managers (who undertake only managerial functions). Also he considered separately the 

requirements of those managers who are shareholders in the business from the non

shareholding managers, and the hereditary owner-managers separately from those who 

have founded their own businesses. That is, the ownership/management status will 

influence training needs. Goss (1991) noted in addition that management education and 

development of owner-managers will be more effectively met if the differences in their 

managerial styles are considered in determining their educational needs and choice of 

appropriate delivery approach. Tait (1990) further argued that perception of educational 

need by owner-managers is influenced by their decision-making processes. Goss and 

Jones (1992) have further expressed that some relations exist between organisation 

structure and training patterns of small businesses. Thus it can be concluded from the 

foregoing that the ownership status, management style, structure and processes of a small 

firm will influence perception and uptake of educational assistance as well as the content, 

location and timing of training.

Stage of growth

The fact that organisations pass through different stages in the process of growth is 

well documented. Models that try to explain the growth of a business in terms of business 

life cycle stages have been speculatively theoretical or normative (Gibb and Davies, 1990). 

Though the stage model of growth is the dominant framework to explain small business 

growth, the number of stages postulated varies from three to five or as many as ten 

(O'Farrell and Hitchens, 1988). Among the most frequently cited models are Steinmetz 

(1969) who suggested three stages of growth; while Greiner (1972), Kroeger (1974), 

Churchill and Lewis (1983) and Scott and Bruce (1987) proposed five stages of growth. 

Notwithstanding, there is a consensus that each of the various stages of development 

presents unique managerial problems. This consequently demands that the owner-mangers 

exercise different levels of managerial skills and competencies. They also have to adopt 

appropriate managerial roles to suit the growth pattern and management demand of the
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business at each stage of growth. Inability to develop required managerial skills and 

competencies and/or take up the managerial roles appropriate for each level of development 

will aggravate problems and precipitate crises that will culminate in business failure. Thus 

as Gibb (1983) has argued organisation development is synonymous to management 

development.

Vozikis and Glueck (1980) confirmed that differences exist in the overall small 

business problems between stages of development. Similarly, Keisner (1984) indicated that 

the use of training increases with the age of the firm until after over 25 years in business 

when usage drops off. Furthermore, Tait (1987) noted that management education needs 

vary by size and by stage of development. Kroeger (1974) had earlier argued that the 

owner-manager require unique managerial roles for each stage of growth. He in addition 

recommended the managerial skills required for each of the managerial roles. This implies 

that management development needs would vary with each of the five stages of 

development in order to develop required managerial roles corresponding to each stage of 

growth. Hence training content and materials must be geared to meet the identified 

management development needs at a specific stage of business growth. Solomon ( 1986) 

presented a small business management development model that tried to relate training 

needs of owner managers at various stages of small business growth with prescribed 

training sources and methods.

But many studies have observed that many small businesses do not conform to the 

classical view that a business must grow in order to survive. There is evidence to suggest 

that the vast majority of small business owner-managers do not have personal objectives to 

grow their business (Gibb and Davies, 1990). Many do not want to expand because they 

lack the managerial capabilities to cope with the challenges of growth while personal 

objectives and family influence also make many turn down opportunities to grow (Scase 

and Goffee, 1980; Gill, 1985). They do not want to grow in order to avoid bringing in 

others, especially senior managerial personnel. They are afraid that this may reduce their 

personal control over the activities of their enterprise, infringe on their independence and 

autonomy dilute or threaten family ownership and control (Stanworth and Curran, 1976; 

Scase and Goffee, 1980). Scase and Goffee (1980) and Gill (1985) further noted that many 

small business owners' commitment to clients' satisfaction and the quality of services or
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products may also inhibit their desire for expansion. Thus "...it can be concluded that the 

personal objectives of the owner-manager (as conditioned and influenced by the family) can 

have a major influence on the propensity of growth (Gibb and Davies, 1990, p. 22). Tait 

(1987) had confirmed that aspirations for growth are an important determinant of 

educational need. In her study, she noted that those respondents who perceived no need for 

formal education also have no commitment to grow further in their business. They have a 

company policy to stay small.

Market environment

It has been argued that different traits, skills and competencies will be needed by the 

entrepreneur depending upon the levels of uncertainty and complexity in the market. Reid 

(1987) has also observed that the extent of interest in training is significantly related to the 

extent to which competitive pressures exist. Similarly, Adams and Walbank (1983) argued 

that those not introducing new products are generally less likely to participate in external 

courses or seminars. Many studies have shown that small business owner-mangers regard 

ability to manage effectively the market environment as critical to their organisation 

performance. This is indicated by the relatively high importance attached to marketing 

problems among other problems confronting them or the high degree of perceived need for 

management assistance or training in the marketing function (see for example, Deeks, 

1976; Watkins, 1982; Khan and Rocha, 1982; Adams and Walbank, 1983; Peterson, 1984; 

Reid, 1987; and Hess, 1987). Thus the market environment is critical to demand of training 

and will influence training preferences.

Technological Changes

Technology has considerable effects on product/market competitiveness. Inability to 

keep up to date with technological change or technical information may threaten the survival 

of any business. However, it has been observed that many technical innovations are highly 

selective in their impact and there are still a large number of both small and large firms in 

the industrial countries whose production methods have scarcely reached the level of
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modem technologies (Deeks, 1976). Notwithstanding, the importance of new technology 

to organisation performance in a particular industrial sector will dictate the need for 

individual firms to adopt new technology. Griffith and Dorsman (1987) noted that 

important factors considered as reasons for introducing new technology are 

competitiveness, cost effectiveness and company image.

The implications of technological change may be at organisation, function, section, 

or individual level (Ferdinand, 1988). Training will usually be necessary to acquire the new 

skills required to cope with the new technology. The nature and impact of technological 

change will influence the organisation's demand for training. The perceived effect of 

changes on organisation performance and market competitiveness or threat to survival will 

ultimately influence possession of new technology or uptake of training to update skills. 

Small firms have been shown to have different responses from medium firms concerning 

technological change (Griffith and Dorsman, 1987). They also have different training 

needs. They are slower than medium firms in possessing new technology and as a matter 

of a rule also prefer purely on-the-job training to other modes of training. Technological 

change will therefore influence training requirements and delivery methods.

Political and Economic Changes

Political and economic climate have diverse consequences on the performance and 

development of an organisation. Government economic policies are dynamic and they have 

varying impact on the structure and operations of a business depending on the industrial 

sector as well as size of business. Specialist skills are often required to effectively 

understand the implications of various government policies or to analyse the effects of 

subsequent changes on organisation operations and performance. Because small businesses 

usually lack specialist personnel, the managerial skills and competencies of owner- 

managers have to be at a level at which they can adequately cope with fundamental issues 

in political and economic policies. Factors such as inflation and taxes and other factors 

relating to government policies have often been ranked relatively high as major business 

problems by small business owner-managers (Edmund, 1979; Franklin and Goodwin, 

1983). This indicates their significant need of up to date information and knowledge of
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political and economic factors and their impact on business performance. Beesley and 

Birley (1976) and Haskins and Gibb (1987) have also observed that they could sometimes 

be very ignorant of even those government policies and support programmes which are 

specially meant for their benefit. Thus they require further information on government 

policies as well as training to understand or cope with the effects of political and economic 

policies on their business operations and performance. The severity of political and 

economic changes will largely influence training needs to cope sufficiently with them or 

effectively manage their consequences on immediate and future business operations.

Laws and Regulations

Related to the above is the impact of laws and regulations on small business 

performance. Statutory requirements on labour employment, safety, health and 

environmental control impinge on the performance of small businesses in many ways. 

Understanding such legislation and regulations was ranked second highest among 

problems of importance to small business managers for which management assistance will 

be needed (Dandridge and Sewall, 1978; Peterson, 1984). Other studies have similarly 

identified government regulations and the excessive burden related paperwork place upon 

small businesses (Edmunds, 1979; Franklin and Goodwin, 1983). It follows therefore that 

training will be required to improve their understanding of various legislation as well as to 

facilitate their ability to comply. Training requirements in this respect will be determined by 

the degree of complexity of laws and regulations relating to small business management 

and operations. The type of other support available will also influence the level of training 

required.

TRAINING CHARACTERISTICS

Management training and development are defined as "a set of activities whereby 

practitioners - managers or would-be-managers are assisted in improving their individual 

competence and performance as well as the organisational environment with the ultimate
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goal of raising the standards of organisational performance" (Kubr and Prokopenko 1991, 

p. 9). That is, training is intended to improve the ability of an organisation to attain a 

particular performance level by filling certain gaps in performance resulting from 

deficiencies in the competencies of individuals in the organisation. But it has been argued 

that "... an individual's competencies are necessary but not sufficient for effective 

performance in a job" (Boyatzis, 1982, p. 20). This is because not all problems that 

impinge on organisation performance can be remedied through training. While some gaps 

in performance result from deficiencies in managers' competencies which could be 

remedied through training, training will not be appropriate in every instance. In other 

words, training intervention is not a panacea to all organisational problems.

Notwithstanding, training is generally recognised as an effective means of resolving 

most problems arising from shortages or deficiencies in managerial competencies described 

commonly in terms of skills, knowledge and attitudes. However, personal and 

organisational characteristics that have been discussed in the foregoing would to a large 

extent influence training and development requirements and approaches. Training and 

development characteristics such as contents, methods, trainer, time, location and duration 

influence appropriateness and effectiveness of training delivery. These training 

characteristics are determined by a complex combination of a large number of factors 

derived from the personal characteristics of trainees and trainers as well as organisational 

and environmental factors. They all have varying influences on training characteristics, 

especially, training curriculum and delivery methods. A careful consideration of each of the 

major elements that determine training characteristics will be necessary to further show how 

they influence nature and effectiveness of training.

Training needs - analysis techniques

For any training to be purposeful and effective, its contents must reflect the actual 

needs of the participants. But it has been frequently observed that many small business 

training and education provisions do not reflect the real needs of small businesses (Gibb 

and Scott, 1986; Tait, 1987; Prescott, 1989; Kirby, 1990). They tend to be prescriptive and 

supply-oriented and do not sufficiently address the specific needs of small businesses.

190



Many of the courses offered were in fact initially designed for the management 

development needs of the larger firms (Gorb, 1978). As a result, many owner-managers 

see little relevance in them. Furthermore, owner-managers will unlikely be interested in 

education and training for its own sake (Gibb, 1983). They prefer courses that will help 

them resolve specific organisational problems and also offer immediate tangible benefits to 

their organisation (Kirby, 1990). In addition, attending training will require "... the small 

businessman to sacrifice money and time. In return he may expect an improvement in his 

management ability, gained from increased knowledge and reflected in the financial 

performance of his company, and the acknowledgement and approval of both his peers 

and, possibly, advisers" (Beesley and Birley, 1976, p. 191). It follows therefore that for 

training to be effective as well as attractive to owner managers, its content and materials 

must be perceived by them to be beneficial and relevant. They should be oriented to help 

them meet specific personal training needs whereby they will be capable to resolve or to 

cope adequately with particular immediate organisational problems.

"Broadly speaking, training needs arise from poor performance, and/or a concern to 

control and optimise currently appropriate performance, and/or a concern to ensure that 

future performance is appropriate to future circumstances" (Ferdinand, 1988, p. 30). That 

is, training needs can be a reactive and/or proactive response to organisation performance. 

The contents of a training programme reflect training needs which are determined from 

careful and thorough analysis of current organisation problems and future needs. 

Furthermore, as had been observed by Deeks (1976) and has been generally confirmed in 

literature, training needs have to be highly specific to the industry, firm and the job of the 

individual manager. Thus to avoid a futile training exercise, the contents of the training 

programme must be relevant, industry and organisation specific, and intended to meet 

personal training needs of individual owner-manager so as to improve their competencies in 

enhancing their organisations' performance.

It has been reasonably argued that because a small firm is not a little large firm, 

management development and training programmes and approaches generally intended to 

meet large firms' needs will not usually be applicable to small firms (Gorb, 1978; Gibb, 

1983; Prescott, 1989). This is not only in respect of training needs but also in terms of 

techniques used for assessing training needs. A large number of techniques that exist for
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diagnosing training needs in a large firm setting have been extensively discussed by, for 

example, Kubr and Prokopenko (1991); McKillip (1987); Streadham (1980); Newstrom 

and Lilyquist (1979) and Stewart and Stewart (1978). But many of these techniques would 

be inappropriate to the situation of small firms. This is in view of the fact that most small 

firms have small management team and may not have the specialist personnel staff who are 

to implement such elaborate techniques. However, Kubr and Prokopenko ( 1991) have also 

provided some guidelines on how some techniques can be adapted to the small business 

sector. Furthermore, studies have shown that the owner-manager of a small business is the 

one who normally makes decision on training and development of his staff (Watkins, 

1982; Banks, Bures and Champion, 1987). But while Watkins found that a majority of 

small firms in his sample had no formal mechanism whereby management development and 

training needs were assessed. Banks, Bures and Champion found similarities in the way 

samples of small and large businesses determine training and development needs. 

However, some differences exist in the order of importance of preferred methods.

It is generally held that training needs can be assessed at three levels: the 

organisational, job and individual employee levels. Kubr and Prokopenko (1991) have 

further noted the significance of the other levels of generalisation of training needs: 

sectoral, national, regional and global. Ferdinand (1988) classified most common 

techniques for assessing management training needs into three: self-assessment, 

assessment by others and assessment by instruments. Kubr and Prokopenko (1991) have 

similarly argued that training needs of owners and managers in existing small businesses 

can be identified through self-diagnosis by owners and managers, assessment by others 

(trainers, counsellors, extension officers or other 'helpers') and by sector surveys. 

However, it is well documented that a majority of firms in the small business sector is not 

committed to management development as such. As a result, they do not usually undertake 

regular individual organisational training needs assessment. In addition, Watkins (1982) 

and Gibb (1983) have noted that majority of small business owner-managers lack the 

analytical capability to identify their training needs. Sectoral problems surveys and training 

needs analysis therefore constitute a significant means of identifying the training needs of 

small businesses. Such are normally undertaken in the process of preparing training 

programmes as part of public and/or private funded small business support schemes.
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Newstrom and Lilyquist (1979) concluded that the strongest methods, based on 

selection criteria such as incumbent involvement, management involvement, time 

requirement, cost and amount of relevant quantifiable data, are the survey questionnaires 

and performance appraisals. These two methods happen also to be the most commonly 

used techniques for self-assessment and assessment by others respectively. But it has also 

been noted that owner-managers' perceptions of educational needs have always been 

neglected in identification of needs (Tait, 1990). Methods that allow the individual 

manager's participation in the identification of training needs are likely to enhance 

ownership of training needs identified and also increase commitment toward subsequent 

training to remedy identified needs (Newstrom and Lilyquist, 1979; Oppenheimer, 1982; 

McEnery and McEnery, 1987). This is also in line with adult learning principles which 

emphasise the active involvement of the adult learner in the planning and operating of 

learning experience (Knowles, 1990). Hence methods of assessment of training needs that 

would be adopted should be those that would be able to identify specific problems and 

other issues of most direct relevance to the particular target group. The techniques used 

should also be capable of isolating specific training needs of individual organisations. 

Furthermore, they should also actively involve the participation of individual owner 

managers in order to increase acceptance or ownership of training needs. Techniques that 

would be most suitable to the situation of the small business sector have been considered 

by Kubr and Prokopenko (1991). Their main advantages and disadvantages of the primary 

ones are summarised in Table 6.2 below. Most of the techniques are also applicable for 

assessing needs at higher levels of generalisation: national and regional. However, the fact 

remains that training needs are more highly specific to the person, job, organisation and 

industry. These are reflected in the design of materials and contents of training which 

describe the things to be learnt by individuals in order to increase their competence and 

performance to a certain expected level.
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Techniques

Table 6.2
Training needs analysis techniques

Advantages Disadvantages

Environmental Analysis 
Analysis of future needs in the 
light of trends and opportunities at 
the level of the organisation, the 
sector, the whole national 
economy, the global markets, the 
new tedmologies and other 
environmental factors in order to 
determine the implications for 
resources and management training 
and development.

Inter-firm Comparisons 
Individual firm performance figures 
compared with that of other 
similar firms using examples, 
standards and models of good 
practices established at sectoral, 
national or international levels and 
differences analysed to identify 
training needs

Interviewing
Informal conversations, structured 
(scheduled or non sdieduled) and 
unstructured interviews by face-to- 
face or telephone contacts with 
owner managers as well as experts 
involved in small business 
activities to gather information on 
problems, how things are being 
done, and what changes, including 
training, are needed in the sector.

- Makes management training and 
development future oriented.
- Prepares human resources well 
in advance to meet future goals of 
the oiterprise.
- Essential for building
up adequate training resources and 
facilities in the long term.
- Makes management alert to the 
fact that "the future is no longer 
what it used to be".

- Gives most useful information 
on relative managerial 
organisational performance.
- Enables a firm to œmpare its 
general performance and potential 
with other companies and find out 
its weaknesses for self- 
development.
- Useful source of information 
and ideas on where to lcx)k for 
improvements.
- Emulates performance.

- Information can be immediately 
clarified and completed.
- Opportunity to draw out 
information and take advantage of 
small clues.
- A good return of data in relation 
to the time spent.
- An opportunity to explore 
previously unexpressed ideas.
- Flexibility in the line of 
questioning to prcxiuoe recjuired 
data

- Fairly expensive to organise.
- Vast amounts of information 
have to be œllected and 
interpreted.
- With a longer time-span the 
degree of accuracy is low.
- Suggested action can be quite 
expensive if several alternative 
(raids are regarded as possible and 
the organisation wants to act on 
all of them.

- Supply of œnfidential 
information for requires gcxxl co
operation and trust between 
managers and different companies.
- What others actually do and how 
their actions relate to performance 
must be well analysed; 
superficial, impressionistic and 
journalistic information can be 
misleading.
- Requires additional research to 
hnk identified performance 
problems to specific damages, 
skills, styles and other factors.

- Costly and need considerable 
time for preparation, execution 
and evaluation.
- Information subject both to 
choice of respondents and to 
understanding and interpretation 
by interviewers.
- Data strongly influenced by the 
competence, background, views 
and experience of the interviewer.
- With some interviewees there is 
time lag before useful 
information starts to emerge.
- Danger of distortion by 
interviewee unconsciously or 
dehberately.
- Data obtained often œntain 
much irrelevant and useless 
information which must be 
carefully eliminated.
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Techniques

Table 6.2 Continued
Training needs analysis techniques

Advantages Disadvantages
Questionnaires 
A set of questions in open and/or 
closed mded formats to obtain 
written information on a variety 
of issues including personal 
history and badcground of owner 
managers, their business 
characteristics and problems. May 
be self administered (by mail) - 
respondents complete by 
themselves and return; or group 
administered - given and explained 
to respondents assembled together.

- Provide insights into the 
perceptions of real people rather

than ideal types.
- A suitable method for collecting 
data about known issues or 
problems.
- Anonymous and may produce 
information otherwise concealed.
- Can elicit information from a 
wide number of respondents in
a relatively short period of time.
- If structured, it facilitates the 
processing of results.
- Results are quantifiable.

Observing
Simple to complex technical 
methods (work study) to watdi 
within work settings individuals or 
groups while performing spedfic 
regular activities in order 
to identify behavioural problems, 
knowledge and skills gaps.

Records and Reports 
Proper documentation of the 
activities and performance of 
personnel as well as that of the 
entire organisation may provide 
essential information on training 
needs.

- Useful for getting an overall 
picture.
- May highlight information that 
would not be revealed by 
interviews or questionnaires.

- Focuses on information already 
available.
- A time-saving device that can 
make preliminary searches and 
analyses redundant.
- Can enhance objectivity of 
needs assessment.

- Excellent questionnaires are 
difficult to design.
- To ensure validity, a reasonable 
proportion of the sample surveyed 
must respond.
- Influenced by the level of 
ambiguity in both questions and 
answers.
- Have low flexibility - cannot be 
adjusted to suit individual 
reactions, interests and 
knowledge.
- Difficult to use correctly with a 
large and heterogeneous groups.
- Results are frequently 
disappointing because either 
respondents fail to return the 
questionnaire or answers are 
banal, incomplete, indefinite or 
very difficult to interpret or use.
- Tabulation and tedinical 
interpretation of responses are 
difficult (particularly with open 
forms).
- Considerable subjectivity in 
interpreting the results, 
inefficient and subjective as the 
only means of collecting data.
- Answers affected by the literacy 
level and language proficiency of 
the target group surveyed.

- Only shows what is observable 
on the surface.
- Further investigation is needed 
to explore events in depth and to 
discover undo-lying issues, causes 
and motivations.
- Proper and systematic 
observation is time consuming.
- Requires quahfied and specially 
trained observo.

- Old data subject to diffoent 
interpretations by diffoent people 
at different times.
- Confidentiality of records and 
reports may make access to 
significant written information 
sometimes difficult.
- Not everything that happens in 
an organisation is recorded on 
paper: small businesses notorious 
about poor or no records of 
activities.
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Techniques

Table 6.2 Continued
Training needs analysis techniques

Advantages
Psychological Tests 
Standardised tests to measure a 
number of attitudes, traits and 
aptitudes may be used for selection 
for training, identifying training 
needs and/or training.

Counselling/Consulting/ 
Business Clinic 
Information provided during 
counselling, consulting or 
business clinic dialogues between 
small business advisers, 
consultants, extension officers or 
counsellors and small business 
owner-managers indicate essential 
training needs to improve business 
performance.

- Tend to be valid if properly 
designed and administered by 
professional psychologists.
- Useful for easy identification of 
shortcomings and needs.
- Results easily quantifiable.
- Can be used to compare ability 
of 2 or more persons.

Action Learning 
Integrated with the collective 
processes of problem 
identification, analysis and 
resolution is a simultaneous 
process of identification of training 
and learning needs.

- Focus on needs requiring 
immediate action and application 
of results.
- Quick feedbadc on relevance of 
training provided.
- Strong motivation for meeting 
priority needs that will be rapidly 
translated into results.

Disadvantages

- Provides untainted view of the 
performance and prospects of 
business.
- Practical problems and the most 
common gaps in knowledge and 
skills frequently encountered by 
majority of small businesses can 

easily be identified.
- Training usually a component 

counselling, consulting or 
business clinic sessions.

- Possible to deal with both 
training and non-training issues.

- Fairly complex requiring 
qualified psychologists to conduct 
them.
- Reliability of tests doubtful if 
the sample used to standardised 
tests is not comparable with the 
population on which the tests are 
administered.
- Use of paper and pencil tests 
limited by the level of literacy of 
the test population.
- Susceptible to cheating, 
personal prejudices and abuses; 
answers may not be realistic
- For long-term development 
planning rather than short-term 
diagnosis of immediate training 
needs.

- Definition of needs confined to 
areas under given action-learning 
project.
- Useful for wider needs 
assessment only if a sufficient 
number of meaningful action-
1 earning projects is taking place 
in the organisation.
- limited time-horizon, focuses 
on immediate, short-term needs.

- Information available depends 
on the openness of clients.
- Expert skills and experience 
needed.
- May be time-consuming and 
costly.
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Training Contents

The things to be leamt are most commonly classified in literature into knowledge, 

skills and attitudes. Knowledge is described as retained information concerning facts, 

concepts and relationships relating to the following elements (Kubr and Prokopenko, 

1991): - economic, business and management environment;

- sector, product and technology;

- particular organisation;

- management concepts, systems, principles and methods;

- social, psychological, cultural and political factors and issues.

Knowledge can be transmitted from one man's mind to another's, using the

medium of words and pictures imparted through various relatively simple training 

techniques (Stewart and Stewart, 1978). Specialised knowledge is further defined as the 

facts and concepts relevant to the particular job being examined (Boyatzis, 1982, p. 27). 

But he noted that it is only one of the elements required to enable someone to be a 

competent manager.

Skills are the abilities to do things, to effectively apply knowledge and personal 

aptitudes and attitudes in work situations (Kubr and Prokopenko, 1991, p. 23). "Skills 

must be acquired through practice with feedback, the trainee actually performing the task to 

be learned rather than passively watching or absorbing information" (Stewart and Stewart, 

1978, p. 24). Kubr and Prokopenko (1991) further classified the types of skills involved in 

managerial jobs into:

- technical subject; - general managerial and organisational;

- analytical and conceptual; - social and cultural; - political.

- management of people, communication and leadership;

According to Boyatzis (1982) "attitudes consist of feelings or statements for or 

against certain issues", they are based on values on which the issues are judged (p.34). 

"Values are concerned with matters of human preference and result from choices between 

competing interests. Often they are irrational and emotionally rooted" (Kubr and 

Prokopenko, 1991, p. 23). In addition, values and the resulting attitudes, are moulded by
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the person's total life experience and socialisation in a particular family, school, social, 

ethnic, cultural and work environment, they are reflected in the person's behaviour.

The extent to which some deeply held attitudes can be influenced through training is 

always controversial. However, " experience shows that attitudes do not change easily but 

may change under certain circumstances on the basis of one's own experience and feedback 

from other people, if the individual concerned has enough will, talent and interest to 

understand and modify behaviour" (Kubr and Prokopenko, 1991, p. 23). Boyatzis (1982) 

has further argued that it is more sensible to work with values directly than with the 

attitudes that result from them. There is a consensus, however, that attitudes are the most 

difficult to influence by training among the three categories of learning. This therefore 

explains why the curriculum of most training and development programmes provide 

learning oriented mainly to improve skills and knowledge.

A plethora of management training and development courses exist for the small 

business sector. Considerable efforts have been made over the years to minimise the 

'shotgun approach' to small business training. Efforts have also been made to avoid 

offering to them, with or without modifications, courses initially designed for large firms. 

While many courses still focus on provision of basic managerial skills and knowledge 

generally applicable to all industries, some courses are industry specific. Courses are 

available in a large variety of topics within primary management functions: marketing, 

production, finance and accounting, personnel and general management. Each topic may be 

further divided into manageable subtopics to meet diverse needs as well as to ensure that 

individuals learn at the level commensurate to their level of understanding and at their own 

pace. Studies have shown that the most frequently occurring courses are in the subject 

areas of finance and general management (Bennett, 1980). Similarly, textbooks were found 

to have devoted the greatest topical coverage to finance/accounting and general management 

(Hess, 1987). However, Hess further noted that the degree of coverage given to subject 

areas in textbooks were in contrast to the ranking of these functional activities by small 

business managers in terms of the amount of time spent on them and their relative 

importance to business success. This has further underlined the importance of a thorough 

training needs analysis in order to develop effective and desirable training programmes.
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Apart form those skills and knowledge that are industry specific, topics of courses 

commonly offered in small business training programmes are listed in Table 6.3.

Table 6.3
Topics Commonly Offered in Small Business Training Programmes

Accounting and Hnance 
Accounting procedures and bookkeeping 
Credit control 
Cash flow management 
Taxation
Analysing and interpreting flnandal data 
Cost estimating and control 
Stock control
Financial planning and budgeting 
Banking and flnandal relationship 
Raising funds

Marketing
Advertising, promotions and public relations 
Market analysis & planning 
Marketing research and information 
Marketing strategies and techniques 
Pridng

Production
Production sdieduling and control 
Production methods and layout 
Quality control 
Purchasing
Inventory control and management

Personnel
Recruiting and selecting employees 
Legislation concerning employees 
Evaluations and promotions 
Motivating and compensating employees 
Training
Industrial relations 
Employee welfare

General Management 
Leading people 
Supervising and directing 
Delegation and authority 
Dedsion making 
Problem solving 
Communication
Organisation Development (Succession) 
Policy formulation and strategic planning 
Long-term business planning 
Information management and tedmology 
Business law
Time and personal management 
Management techniques 
Insurance and risks management 
Economic forecasting

Other factors that should be considered in designing materials and contents for 

small business training have been summarised by Gibb (1983, p. 11). They include 

ensuring that they are:

- As specific as possible to the needs of the company in terms of its 
industry and development needs;
Digestible and avoid the introduction of techniques that are not relevant;

- Able to maximise the possibility of the owner/manager being able to take
away and implement part of the programme in his own company;
Pitched in the right language to communicate, avoiding excessive 
jargon;
In small doses (a critical incident approach as opposed to a complex 
case);

- Attempting to start at where the owner/manager already is (a direct
approach is always to start the programme with an articulation of the
problems of those attending it);

- Free of threat or assumed value systems
Providing a basis for people to articulate their own needs;
As result-oriented as possible;

- Providing an integrated approach rather than tied strictly to a subject 
base.
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Training Methods

Keerigan and Luke (1987, p.22) defined training methods as "the fundamental 

catalysts and stimulators for learning". They noted that in developing countries, training 

methods have been variously called training techniques, training or educational 

methodologies. In their comparative review of the most often utilised training methods they 

observed that there is no global consensus on preferred methods, nor on definitions of 

training methods. They also observed that there is no generally acceptable classification 

system for training methods. For example, Laird (1985) used duo-dimensional matrix to 

classify training methods - the degree of learner control of the situation (content) and 

amount of participation (activity level). Similarly, Robinson (1981) classified training 

methods according to the technique of instruction: didactic or participative. But Reilly's 

(1979) classification is according to the group size: methods suited to large groups, small 

groups or methods suitable for the individual or small groups of two or three. However, 

Keerigan and Luke (1987) noted that the well known classification systems focus 

exclusively on methods within the formal training approach. They grouped training 

methods according to the training approach in which they are predominantly used: formal, 

on-the-job, action and non-formal training approaches.

Notwithstanding, Keerigan and Luke (1987) realised that a mutually exclusive 

classification scheme could not be established as some of the training methods can be used 

in more than one approach. It can be further argued that since in most cases every training 

programme usually involve the use of many different methods, a classification system may 

be a futile exercise. Probably for this reason, Huczynski (1983) in his comprehensive 

compilation of teaching and learning methods for management development avoided the use 

of classification. Table 6.4 describes briefly the most common training methods, their 

advantages and disadvantages. But there is no method that can be identified as the best 

method. In fact, "...it is not a question of 'either/or' but of which method is appropriate for 

a particular purpose, at a specific time, and in certain circumstances" (Reilly, 1979, p. 66).
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Method
Lecture
The classical teaching method. An 
organised oral presentation of 
subject matter on a definite topic 
prepared for a spedilc purpose by 
the instructor. Rarely used in its 
pure form without provision for 
additional methods, for example, 
discussion, question and answer, 
visual aids.

Table 6.4
Training Methods

Advantages

- Efficient, simple, 
comprehensive, relatively 
inexpensive method for 
transmitting knowledge, a body 
of information, concepts and facts 
to a specific subject.
- Coverage and preparation of the 
lecture can be predetermined by 
the instructor.
- Suitable for large audiences.

Case Study
A popular approach for teaching 
management processes. Involves 
a discussion by a group of a case 
report which poses a number of 
questions on issues of current 
interest to the trainees. The report 
- a written or filmed desaiption of 
an actual or an imaginary problem 
situation is presented in sufficient 
detail to enable rigorous analysis 
of problems and recommendation 
of appropriate action by the group. 
Participants may be asked to write 
their own cases from real life 
problems to enhance relevance and 
effectiveness. The class may be 
divided into small teams to 
increase total participation and 
personal involvement of trainees.

- Can be used to present 
information, apply theory and to 
understand new perspectives on 
issues, concepts and common 
principles.
- Emphasises particularly, the 
importance of logical thinking, 
fact finding, analysis, synthesis, 
evaluation and interpretation of 
information to develop the skills 
or improving understanding of 
participants in problem solving 
and decision making.
- Encourages multi-disciplinary 
approach to learning and ability 
to consider the views of others or 
to gain others' support for own 
views.
- Group discussion can promote 
attimdinal diange, enhance 
interpersonal and communications 
skills

Disadvantages

- Effectiveness depends on many 
variables induding the lecturer, 
learner, physical environment, 
subject materials, duration and 
immediacy of need of 
information.
- Inappropriate for developing 
skills, attitudes or behavioural 
change.
- Lacks active participation by the 
trainees.
- Paformance of lecturer and 
trainees decline with time - 
Lecture becomes dull and boring 
if uninterrupted for usually over 
one hour.
- Subject material must be 
relevant to Ustener's experience 
and need to motivate learning and 
retention of information.
- Information retention reduces 
with time. Recall higher than 
40 per cent and drops to 20 per 
cent within 7 days.
- Test or any other feedbadc 
required to judge whether subject 
material has been understood or 
accepted.

- Has analytical bias and tends to 
neglect conceptualisation.
- Teaches managers to approach 
real organisational problems in a 
cool, dispassionate and detached 
manner.
- Encourages participants to react 
in a normative way. They may 
fail to realise that decisions taken 
in training situation are different 
from those which have to be 
made on the spot in a real life 
situation.
- Tendency for participants to rely 
on trainer for the right answer, 
there is no predetamined correct 
answer except trainer's proposed 
possible solution or consensus 
solution.
- Effectiveness depends on the 
rdevance to individual trainee's 
experience.
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Method
Field Visit
Brief educational visit lasting a 
day or at most two to provide 
first-hand information of objects 
and people bang studied which 
could never occur in dassrooms 
or conference rooms, to 
summarise and consolidate 
material initially presorted by 
some traditional methods as well 
as to provide new information 
experiences.

In-basket exercise 
A simulation exercise whereby 
learners get at the realities of a 
job situation by working through 
the possible p^rerwork to be 
found on the job on a typical day. 
They are required to study all 
documents, dedde priorities, 
allocate time and carry out, or if 
this is impracticable simply 
indicate, whateva action is 
deemed necessary. They are not 
allowed to delegate any item 
unless essentially necessary.
Other features of normal working, 
such as interruptions from 
telephone calls or from 
unexpected visitors, are oftoi 
built in to add to the realism of 
the exercise. Time and other 
constraints also added to inaease 
stress.

Panel discussion 
Four to six persons sit around a 
Table 6 in the presence of an 
audience to discuss a topic of 
which the panel members have 
special knowledge. Each panel 
discussant œncentrates on a 
single subtopic, espouses a 
unique paspective and relates this 
to the unifying objective.

Table 6.4 Continued
Training methods

Advantages

- Observing the object or action 
in its natural setting is 
particularly helpful in rdating 
theory to practice.
- Permits leamas to experience in 
reahty the charactaistics of the 
environment in which the newly 
acxjuired knowledge or behaviour 
must pasevere thereby 
facilitating transfa of learning.
- Allows learners to compare their 
own methods and approaches with 
those obsaved.
- Opportunity might be provided 
for learning by doing.
- Stimulates students interest and 
keeimess of observation.
- Useful in realising some 
knowledge, but especially 
changes in attitudes.

- Useful tcx)l for management 
trailing in decision making, 
stress management as well as 
technical, administrative, 
financial and interpasonal skills 
depending on how the items are 
written.
- Participants may be involved in 
writing items to increase 
relevance and reahty.
- Exercise designed to reflect the 
situation of a particular position, 
group or organisation as well as 
the skills to be exercised.
- Useful for assessing candidates' 
potential and training needs.

Disadvantages

- Usually expensive to make, 
both in terms of time and the 
amount money involved.
- Requires careful planning, 
preparation and follow-up to 
ensure learning actually happens.
- Size of visiting group will 
affecÆ effective transfer of 
information.
- Disrupts normal work or class.

- Has to be custom-tailored to the 
situation of inchvidual 
organisation if they would be 
effechve.
- Time consuming inchvidual 
feedbach for trainees would be 
required since a group feedback 
may not be very effective.
- Contents of the in-tray have to 
be realistic in order to be 
effechve.

- The number of panel members 
allows a topic to be discussed 
more thoroughly.
- It is possible to assemble a 
group of experts for a single 
meeting.
- Useful approach to clarify 
problems and issues or to present 
different viewpoints on an issue.

- Learner participation is usually 
very low.
- Success depends on panel 
members' œmpetence and 
chscussion skills.
- A vcx^ panel member may 
dominate chscussion especially if 
the mcxlerator is inefficient.
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Methods
Role-play
Trainees act out situations which 
they face on the job or would 
likely face in the future, and/or 
rehearse cognitive skills which 
have been acquired through other 
training methods. Partidpants 
made to take on some of the 
feeUngs and attitudes assodated 
with a spedfled role in order to 
analyse behaviour, bring into 
focus ^propriate attitudes and 
feehngs and dfect necessary 
changes. Role-plays can be 
spontaneous or highly structured.

Sensitivity (T-groups) training 
An unstructured group process 
that explores personal behaviour 
by encouraging individual's to be 
open and frank in discussing 
normally private thoughts, inner 
feelings, backgrounds and other 
facts about themselves without 
inhibition. Events and issues for 
discussion arise spontaneously 
from the interactions between 
group members, probably 
influenced by individual needs, 
responses and behaviour.

Table 6.4 Continued
Training methods

Advantages
- Focus is on real life, continuing 
problems that involve 
partidpants themselves.
- Inaeases partidpants 
involvement in the learning 
process espedally if required to 
write or perform own role-plays.
- Emphasises comprehension and 
application of knowledge, 
fedings and po'ceptions.
- Involves practical demonstration 
that could make learning more 
profitable and pleasurable.

ConfCToice
A meeting of people in large or 
small groups to discuss openly a 
spedfic problem or topic of 
common interest with the 
eventual acceptance of the 
conclusions made by group 
members. The term often used for 
gatherings of people from a given 
profession or assodation. 
Recognised authorities in areas 
covered are invited to address 
conference or present tedinical 
papers and to provide answers to 
questions concerning the topic(s) 
covered.

- Encourages self-disdosure and 
openness.
- Useful for changing or learning 
to change behaviour and attitudes.
- Useful for developing 
interpersonal relations and 
communication skills.
- Helps partidpants become more 
aware of their individual 
behaviour, how it is recdved and 
that of others in a group 
situation.
- Provides more insights into 
how people behave in a group 
than would be possible through 
lectures, reading or any other 
training method.
- The trainer acts primarily as a 
process observer and interpreter.

- A highly structured device for 
conveying a message on a large 
scale.
- Emphasises exchange of 
knowledge and experience on the 
topic by peers rather than be 
instmcted by an expert.
- A prderred learning approach for 
top executives who would 
normally resist any other form of 
training.
- Useful for developing problem 
solving, dedsion making and 
communication skills.
- Effective means to get 
partidpants to discuss industry 
specific and/or local problems, 
analyse practices, procedures and 
programmes.

Disadvantages
- Seemingly childish learning 
method that would be resisted 
espedally if self-esteem is under 
threat.
- Must be relevant to partidpants' 
experience and real life job 
situation in order to stimulate 
interest and learning.
- Emphasis on theatrical 
performance may minimise 
effectiveness in learning.
- Considerable skill and 
experience on the part of the 
trainer may be needed to keep the 
situation under control.

- Dangerous training programme 
that may have considerable 
negative impact on partidpants if 
managed or handled improperly.
- Could only be run by 
professionals.
- Time consuming.
- Partidpation is usually 
voluntary or restricted to certain 
categories of people.
- Effectiveness depends on the 
degree of openness between 
partidpants.
- Partidpants may be inhibited by 
fear that personal confidential 
information may be used against 
them later.

- Learning limited primarily to 
the scope of knowledge and 
practical experience of members.
- Vocal member(s) may dominate 
discussion and reduce opportunity 
for all partidpants to contribute 
equally if discussions are not 
effidently moderated by the 
chairman.
- Often seen as more of an 
opportunity for meeting 
important personalities and 
business networks rather than for 
learning much about the subjects 
discussed.
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Methods 
Oucstion-and-answer session 
Questions may be directed toward 
and answers received from the 
traino*, invited experts, other 
students or a panel of students or 
experts on a specified topic 
following a reading assignment, 
lectures or panel discussions. 
Questions may be spontaneous but 
more often they are prq>ared in 
advance.

Table 6.4 Continued
Training methods

Advantages

- Provides opportunity to clarify 
doubts and questions that might 
be inhibited by other methods.
- Bicourages more active trainee 
involvement in learning.

Disadvantages

- Learning depends on the kind of 
questions asked and the quality of 
answers given.
- Often inadequate on its own to 
transmit detailed information on a 
topic.

Symposium/ Colloquy 
Two or more experts make formal 
presentations on chosen aspects of 
a topic to an audience from a 
platform. In a colloquy, three or 
more members of audience join 
experts on platform to question 
them on their talk.

Seminar/Svndicate 
Small groups of about 5 - 1 0  
members examine in depth a 
specific theme or problem. Each 
group presents their findings or 
recommendations in a report to the 
plenary session of all groups or to 
the teacher for a joint report for the 
appraisal of the whole class. 
Seminar has a more academic 
connotation.

- Provides more information to 
the audiœce to broadoi or clarify 
points of view on a particular 
topic.
- Stimulates group thinking.
- Reduces boredom associated 
with a single speaker and forces 
speakers to stay within their 
topic.
- Suitable for large groups- up to 
500 may attend.

- Emphasises pooling together of 
ideas, knowledge and experience 
by team members in learning and 
to solve assigned problem.
- Encourages trainees' 
contribution and commitment to 
learning and active group 
partidpation.
- Useful for meeting cognitive 
and intopersonal learning 
objectives as well as reinforcing 
values.

- Lades audience participation 
unless accompanied by a 
question-and-answer session.
- Difficult to determine the level 
of audience learning that takes 
place.
- Can become boring if the 
speakers are uninteresting or 
incompetent.

- Effectiveness of discussion 
depends largely on trainees' 
preparation, expertise and 
experience on the subject matter 
as well as size of the group.
- Highly vocal contributors would 
likely overshadow low 
contributors if they are put 
together in the same group 
thereby redudng effective 
contribution by all members.

Brainstorming
Based on the fact that a group can 
generate more and betto* ideas 
collectively than the sum of ideas 
whidi would be produced 
individually. A small group of 5 - 
6 participants attempts to find 
solution to a specific problem by 
generating ideas among 
themselves. All ideas contributed 
spontaneously by members are 
considered. New ideas created by 
amending previous ideas, avoiding 
negative comments on even those 
that are impractical. A combined 
list of generated ideas are analysed, 
synthesised and evaluated to 
produce a unique and practical 
solution which may or may not be 
related to original ones.

- Stimulates active group 
partidpation and effective 
teamwork.
- Encourages changes in 
emotions, attitudes and 
interpersonal relations.
- Promotes disdpline and 
creativity in problem solving and 
dedsion making processes.
- Useful for generating ideas and 
Œoss-fertilisation of ideas.

- Time consuming and strenuous 
depending on the degree of 
difficulty of the problem handled.
- The quality of suggestions 
depends largely on the students' 
prior knowledge and experience.
- Effectiveness depends essentially 
on disdpline, especially ability of 
members not to pass judgement 
upon the ideas of others so as not 
to inhibit effective contributions 
to discussions by all.
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Methods 
Games and Simulations 
Attempt to recreate the actual job 
environment in a controlled 
fashion for participants to rehearse 
and ^ply learned skills and 
behaviours on specific business 
problem. Participants working 
togethCT in teams receive direct 
feedbadc for their decisions and 
actions. Each response can be 
furtho* controlled to reinfwce 
correct ones and extinguish the 
incorrect ones. Whereas 
simulations are based on real life 
time frames, the time it would 
take to carry out the same process 
in a real job situation is 
compressed in games to few 
hours. Games also emphasise 
competition between teams.

Programmed Instruction 
Self-teaching of facts, techniques, 
principles and ideas using a small- 
step learning approadi. The learner 
controls his own learning to a 
certain degree being able to choose 
programme corresponding to his 
needs and interests, the time, pace 
and duration of his studies. 
Learners presented with bits of 
information (frames) at a time 
using print, audio-visual or 
computer media. Questions are 
then asked and learners have 
immediate access to preferred 
answers with which to compare 
their response to the questions 
thereby reinfordng learning. 
Learners proceed either to the 
next frame irrespective of their 
answer - linear programme, or are 
routed to different frames 
depending on their choices at any 
given frame - branching.

Table 6.4 Continued
Training methods

Advantages

- Experieotially based learning.
- Training can be standardised and 
easily replicated.
- Ability to replicate working 
environment minimises 
difficulties in transfer of learning 
typical of other methods.
- Trainees actively involved in 
learning and receive direct 
feedbadc on performance.
- Hfective in developing specific 
skills especially collaborative and 
team-building skills.
- Easier to control and design for 
specific training purposes than 
real work situation.

Disadvantages

- Impossible to build in enough 
variables to perfectly stimulate a 
real life environment.
- Performance in real life may 
differ from that induced by an 
artificial environment or 
instrument.
- May be time consuming and 
very expensive.
- May be very demanding on 
trainer to provide individual 
feedback.

- Allows considerable flexibility 
in learning. Learner controls 
learning.
- Immediate feedback provided on 
learning.
- Multi-media presentation of 
subject material possible.
- As effective as human teachers 
despite less training and learning 
time.
- Relatively inexpensive to 
administer.
- Use of standardised procedures 
makes individualised training of 
small or large number of trainees 
possible at different time periods 
or locations.
- Useful for teadiing intricate 
and/or standardised procedures 
which are not easily 
communicated in classroom using 
visual aids or group-instructional 
modes.
- Beneficial and convenient to 
provide a wide range of training 
to serve a small population at a 
time in any given classification 
or companies who lack resources 
to provide adequately for training.
- Trainers' time not taken up.
- Trainee can sequence training to 
suit personal situation - can stop 
and start programme at any time 
without loss of continuity.

- Programme designers control 
learning. Programme may be 
written in a way that does not 
allow for the exploration of a 
number of options.
- Could be boring and uninspiring 
if the chunks of information are 
too small and tested too 
frequently.
- All trainees receive the same 
method of instruction irrespective 
of prefared learning styles.
- The total technology involved is 
complex - experts required to 
prepare effective programmes.
- Uneconomical for small 
audience and for frequently 
changing subject materials.
- It is an impersonal system - 
separation of trainer and trainee 
makes it more difficult to clarify 
points not properly understood.
- It requires self-discipline and 
motivation to work at a 
reasonable tempo.
- It assumes that the trainee has 
acceptable reading and 
comprehension skills.
- Suited largely for imparting 
factual information on subjects 
with well defined procedures.
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Methods 
Films. Tapes and Videos 
Information provided on films, 
t^)es and videos used as a 
supplement to other training 
methods or as the main vehicle of 
learning. While audio tapes use 
only narrations, films and videos 
furthCT allow weaving in of real 
life demonstrations or action 
shots and graphics to visually 
illustrate the skills, concepts and 
facts being presented.

Coaching/Counselling and 
Consultancy
Experts transmit their personal 
knowledge, tediniques, skills and 
practices to leamas, influencing 
also the learners' attitudes, when 
they work together on-the-job on 
a one-to-one basis to resolve a 
problem or complete a variety of 
assignments and tasks in the job 
setting.

Workshops
Expmenced persons and experts 
in a particular area coming 
together to work on a specific 
problem and hopefully resulting 
in some sort of product. 
Participants leam from one 
another through free discussions, 
exdiange of ideas and 
demonstrations. The organiser 
doubles as a teach^ and learner.

Table 6.4 Continued
Training methods

Advantages

- Suitable for individual study 
and/or for groups of partidpants 
that are geogr^hically dispersed.
- Motivate trainees and oicourage 
further reading.
- Useful for clarifying concepts, 
processes and procedures while 
films and videos can also be used 
to produce desirable change of 
attitudes and behaviours.
- Reinforce other methods of 
learning.
- Facilitate better and more group 
discussions.
- Aid the poor and slow readers.
- Valuable for introdudng new 
materials and increasing the 
amount of material learned within 
a specified time.
- Audio and video t^ies are 
cheaper - can be o-ased and reused.
- Videos can be used to record 
role-playing performance for 
feedback purpose.

- Training is result oriented and at 
the place of work.
- Learning is by doing the job, 
direct observation and face-to-face 
dialogue.
- Impart knowledge, skills and 
attitudes directly relevant to job 
setting.
- Transfer of learning 
substantially increased through 
on-the-job training ^proach.

- Members are well informed and 
experioiced in their field.
- Self- directed learning.
- Mutual learning prcxess, 
exchange primarily between
peCTS.
- Easier to acquire knowledge and 
develop or practice skills when 
working together with colleagues.
- Learning content very specific 
and oriented toward solving real 
life problem.

Disadvantages

- Face-to face human facilitator 
absent.
- Require a collaborative team 
which includes many expats and 
specialists in addition to the 
instructor.
- Prcxluction of gcxxl audio
visuals is time consuming and 
costly; films in particular are 
more expensive, demanding and 
require greater skill.
- Seldom available in precisely 
the subject required for a 
particular course.

- Less effective than formal 
training in imparting knowledge.
- Difficult to maintain some 
degree of uniformity in the 
substance learned. - Time 
consuming and œuld be very 
expensive.
- Susceptible to potentially costly 
errors of on-the job trial and error.
- Demand complex inteipersonal 
skills to sustain effective one-to- 
one learning interactions.

- Success depends heavily on 
participants' mutual commitment 
to exchange information, 
expo'tise and ideas.
- Learning may not be easily 
transferable to organisational 
setting.
- Participation usually limited to 
a small number of people for 
effectiveness.
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Methods 
Action Learning 
A method of managerial self
development, learning and action 
planning by individual 
participants in a group constituted 
by 5 to 12 managers from 
different organisations facing 
broadly similar problems. They 
form a temporary, problem 
centred inter-organisational set 
that meets periodically to 
exchange information, ideas and 
experiences. Each participant 
idmtifles a spedflc organisational 
problem (project) which is the 
focus of group discussion and 
analysis. The set seeks to help 
individual managers work on their 
projects and encourage with the 
taking of positive actions to 
resolve the problems identified. 
Each set has a 'set advisor', a 
trainer, or a consultant who acts 
as a facilitator or as a resource 
person, allowing the managers to 
resolve their problems by 
learning with and from eadi otho* 
rather than from an expert. 
Objective is to enhance 
organisation devdopment and 
managerial self-development 
through a continuous process of 
learning and devdopment that 
will improve skills and abilities 
to deal with future problems.

Proiect-based programme 
Incorporates formal and on-the- 
job training. Like action learning, 
learning is focused on a clearly 
identified and specific problem 
common to a carefully selected 
number of organisations. A short 
seminar to provide formal tuition 
on specific topics and instructions 
on key issues is followed by a 
visit to organisations of 
participating managers by the 
trainer to set up a project related 
to the subject matter. On-the-job 
coadiing and counselling provided 
to help each trainee on the 
project. Another seminar is held 
for feedback, review and/or to 
assist in further development. 
Further counselling may be 
necessary before a final review 
season.

Table 6.4 Continued
Training methods

Advantages

- Trainee is actively participating 
in learning - trainer is a facilitator 
and co-leamer.
- Real-life organisational 
problems faced by individual 
managers are the subject matters 
of training.
- Training is result oriented - it is 
tailored to meet specific needs to 
improve organisation 
performance.
- Tedmical and managerial 
concepts, skills and techniques 
directly related and immediately 
appUcable to the real needs or 
problems are leamt.
- Utilises the direct experiences of 
managers themselves.
- Transfer of training is 
substantial as learning is by 
doing some definite actions 
towards solving a specific, 
tangible problem.
- Training continues beyond the 
completion of a seminar or 
workshop in a long term effort of 
organisation development.
- Training is flexible in design - 
adjustable to cover numerous 
topics to meet emerging needs.
- Mutual support and incentives 
provided towards taking of 
positive actions.

- Training is result-oriented - 
develops skills and knowledge 
required to tadde spedfic 
problems.
- Emphasises integration of 
theory and practice.
- On-the-job training 
substantially minimises problems 
of transfer of learning.
- Subject matter carefully 
determined and based on 
immediate needs to solve real 
problems.
- Provides feedback on knowledge 
and a range of personal quahties 
of trainees.

Disadvantages

- Team members have to come 
from organisations not competing 
immediately with one another.
- Only a small number of people 
can participate at a time.
- Considerable mutual trust and 
understanding must exist in the 
team if members are to be open 
and willing to discuss their 
individual problems.
- In depth analysis of 
organisational performance may 
result in criticisms being taken 
personally.
- Requires maximum co-operation 
and commitment from team 
members to be successful.
- Considerable effort involved in 
selecting appropriate team 
members to ensure mutual 
balance of each others level of 
knowledge and experience for all 
to benefit.
- Complex and demanding 
interpersonal skills required in 
developing an effective team.
- Difficult to assess the extent of 
learning that has taken place as it 
is directly related to organisation 
development.
- A time consuming learning 
process.

- Demands a very considerable 
investment of time and effort by 
both learners and trainers.
- Considerable pre-programme 
activities in the selection of 
participants, organisations and 
subject matter.
- Only a small number of 
participants can benefit at a time.
- Expensive to run effectively.
- Success dq>ends on careful 
selection and commitment of 
participating organisations and 
managers.
- Trainees and their organisations 
could be hypersensitive to 
criticisms of work.
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Methods 
Industrial/Professional/Business 
Associations
Offer a variety of continuing 
education and training 
programmes. Learning occurs 
through series of organised 
activities whidi include lectures on 
matters of mutual interests or to 
explain issues of much interest to 
members; visits to members' 
organisations to see exemplary 
types of work; demonstrations to 
show how to perform an act, skill, 
or procedure; and most popularly, 
conferences for educational 
purposes and to discuss common 
problems.

Table 6.4 Continued
Training methods

Advantages

- Absence of traditional trainer- 
trainee authority relationship.
- Learning results from mutual 
exchange of information, ideas, 
experience and expertise among 
peers.
- Vital source of up-to-date 
information of importance to 
individual organisations' 
performance and dfectivoiess.
- Provide mutual support and 
encouragement
- Participation is voluntary.
- Self-directed learning and 
^plication of acquired 
information.
- Learning is functionally specific 
and problon-oriented.
- Useful for developing informal 
learning networks.

Disadvantages

- Only knowledge and 
information are acquired. No 
skill building and knowledge 
application.
- Contents of learning depends 
largely on participants 
themselves and highly susceptible 
to faulty perception or assessment 
of needs.
- Exchange of information and 
knowledge between members 
depœds on co-operation, mutual 
respect and trust.
- Learning could be haphazard and 
difficult to assess.
- Involve complex and demanding 
interpersonal interactions.

Prescribed Reading and Private 
Studv
Private study of relevant materials 
to correct essentially ddidendes 
in knowledge and/or organisation 
problems usually self-diagnosed 
using ^proved performance 
checklists or by comparing 
performance with established 
industry standards at local, 
regional, national or global level. 
Self-development using either self- 
selected or prescribed reading list.

- Sdf-directed learning - learning 
initiated and controlled by the 
learner.
- Learning undertaken at place, 
pace and time most convenient to 
the learner.
- Suitable for those unwilling to 
partidpate in any training in fear 
that their personal detidendes 
will likely be exposed to others.
- Useful for transmitting 
knowledge and information.

- Extreme care required in 
selecting suitable and relevant 
reading list.
- Self-directed reading requires a 
certain amount of self-disdpline.
- Degree of learning that has 
taken place may be difficult to 
assess - usually little or no 
performance feedback.
- Effectiveness depends on 
learner's level of comprehension 
and ability to recognise 
appropriate information.
- Imparts very little or no skills 
and attitudinal change.
- Feasible only if learners possess 
a certain minimum level of 
reading skills.

Sources: Huczynski (1983); Kerrigan and Luke (1987). Reilly (1979); Kenney and Reid (1986);

Robinson (1981), Kubr (1982); Gibb (1983); Laird (1985) and Goslin (1979).
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The importance of designing and utilising appropriate methods in the training and 

development of small firm owner managers and managers cannot be overemphasised. This 

is because the methods adopted will determine the level and rate of transfer of knowledge 

and skills. The methods used will also influence the attitudes of participants to the learning 

process, their ability to adapt what they learn to new situations, and will affect their 

willingness to co-operate with others in training and development programmes (Deeks, 

1976, p. 276). Furthermore, and more importantly, the appropriateness of any training 

method is its effectiveness in imparting the requisite training content. Major factors that are 

generally considered in selection of appropriate training methods for a formal training 

programme have been identified by Keerigan and Luke (1987). These factors will also 

apply in other training approaches and include the:

- learning objectives

underlying assumptions regarding the learning process (learning theories)

- content or subject matter

- character of the audience (size, motivation and learning styles)

- training resources available (equipment, trainers, and costs) 

national and local conditions of the country.

Some of the factors will be briefly discussed while others will be considered under 

appropriate subheadings.

Learning objectives

Setting objectives means deciding what is to be achieved through training and this 

provides guiding considerations on training methods. A learning objective may be regarded 

as an intent, describing a proposed behaviour change in the learner (Keeney and Reid, 

1986). However, Knowles (1990) and Keerigan and Luke (1987) have noted that raging 

controversies have existed on this issue since the earliest philosophers on educational 

objectives. There have also been debates to distinguish between educational and training 

objectives. While the stating of the objectives of learning is universally considered a good 

thing, Huczynski (1983) highlighted that there has been less agreement on the classification 

system to be used or on the degree of specificity which is relevant and appropriate.
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However, he noted that the taxonomy developed by Bloom and others (1965) is perhaps 

the best known.

Bloom's taxonomy identified three areas or domains of learning: the cognitive 

(concerned with knowledge, facts and their manipulation), affective (dealing with feelings, 

emotions and values) and the psychomotor (concerned with movement). Keerigan and 

Luke (1987) have in addition noted that literature on management education were built on 

these three domains with Pedler (1978) adding two more as relevant domains. The five 

domains proposed by Pedler are:

1. Cognitive: knowledge;

2. Affective: attitudes and feelings;

3. Psychomotor, mainly manual skills;

4. Interpersonal skills: person-to-person skills, blending specific; 

cognitive, affective and psychomotor skills in face-to-face interactions;

5. Self-knowledge: personal growth and an expanded awareness of 

one's strengths and weaknesses.

Huczynski (1983) and Keerigan and Luke (1987) acknowledged the usefulness of 

this framework for understanding management education objectives despite some overlap 

observed in the domains. The former author went further to propose the use of Pedler's 

classification as a basis for thinking about objectives in management development. But the 

latter authors recommended the framework developed initially by Dooley and Skinner 

(1977) as the basic foundation for establishing management training objectives particularly 

relevant to developing countries. However, Keerigan and Luke (1987) further added three 

others to the eight managerial training objectives proposed by Dooley and Skinner (1977) 

so that they may be uniquely relevant to the context of developing countries. The entire 

eleven objectives are.

1. Acquire Knowledge

2. Develop concepts

3. Understand techniques

4. Acquire skill in use of techniques

5. Acquire skill in analysis of organisational problems

6. Acquire skills in the development and application of action plans
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7. Develop useful attitudes

8. Develop mature judgement/wisdom

9. Increase effective transfer of learning

10. Increase capacity building

11. Inspire continued learning

The first eight ( 1-8)  were initially developed by Dooley and Skinner (1977) and 

the last three (9 - 11) were added by Keerigan and Luke (1987).

Efforts have been made (for example, Keerigan and Luke, 1987) to identify the 

relative strengths and weaknesses of various training methods with respect to each training 

objective. But it has been observed that research into the advantages and disadvantages of 

various methods are not always clear cut (Open University, 1985). They would at best 

provide useful rough guidelines for assessing suitability of training methods to meet 

specified training objectives but would not be sufficient to ensure the selection of the 

appropriate training method. In addition, objectives are often one of the several dimensions 

that have to be considered in selecting between different methods (Huczynski, 1983). Other 

factors, in particular, the preferred training style and learning style of the instructor and 

trainee respectively, also influence the effectiveness and suitability of training methods.

Furthermore, there is no single best method for achieving a particular training 

objective. That is, because lecture (for instance) is suggested as good for imparting 

knowledge does not mean that it cannot change attitudes, or that a role play, usually 

recommended for changing attitudes, cannot impart knowledge (Open University, 1985). 

In addition, the use of one method may be more appropriate in a given situation than 

another. In many cases, a combination of methods may be required, particularly, in view of 

the fact that objectives may overlap domains. For example, though Keerigan and Luke 

(1987) did not classify capacity building, transfer of learning and continued learning into 

any specific domain, these would probably fall under self-knowledge domain using 

Pedler's classification. They thereby overlap the other domains. Hence it could be 

concluded in line with Huczynski (1983) that specifying the learning objectives alone 

would not be sufficient, nor would they somehow lead magically to the selection of the 

appropriate method.
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Learning theories

An outline of the historical development of learning theories by Knowles (1990) 

showed that learning theory emerged as early as 1885. But there has been a greater 

proliferation of propounders and interpreters of learning theories since 1931 after Skinner. 

Learning theory is a field of study in its own right and it is beyond the scope of this work 

to undertake a comprehensive review. The extensiveness of the field could be observed in 

the lack of consensus among authors on the classification of existing theories as evidenced 

in the review by Knowles (1990). However, Keerigan and Luke (1987) have argued that 

most learning theories applicable to adults can be grouped around three broad types with 

each group offering a unique and relevant insights into management training:

- Learning through external conditioning

- Learning through cognitive problem solving

- Learning by experiences.

Though various forms of external conditioning theories exist, they are all derived

from the basic principle of provision of rewards to reinforce behaviours. It is argued that

people learn to respond to particular stimuli and that new behaviours and skills, can be

effected by providing appropriate rewards (positive or negative) of intrinsic values to

reinforce the undertaking of desired goals or behaviours. Thus this group of theories

emphasises that the reinforcement of stimuli is an efficient and effective means of learning

to effect internalising of new behaviours and skills.

The cognitive theories on the other hand draw attention to aspects of behaviour

which we might ordinarily describe as 'insight' in direct contrast to reinforcement theories

(Kenney and Reid, 1986).

"They reflect the way in which we learn to recognise and define problems, 
experiment to find solutions, whether by trial and error, by deductive 
reasoning, by seeking information or help, or by a combination of all three.
The real learning comes when we conceptualise or 'internalise' the solution 
and methodology, so that we are able to extend their use and adapt them to 
future situations." (p. 124).

In essence, this group of theories emphasises that adult learning occurs through 

problem solving. Other insights from this group have been succinctly presented by 

Keerigan and Luke (1987):
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1. Adults learn by solving realistic problems; therefore, training needs to be 

problem-centred not subject-centred.

2. Knowledge and skills perceived by the learner as relevant to his/her goals 

and/or identified problems are experienced as more useful and thus retained 

longer than training in areas not immediately applicable to real life 

situations.

3. Training that allows for collaborative, problem-focused learning will 

stimulate an individual's motivation to learn.

4. Goals for achievement need to be set, most likely collaboratively.

5. Adults learn only when there is a felt need (goal or problem) to learn. 

Experiential learning theory, proposed initially by Kolb and others in 1971,

conceives learning as a four-stage cycle involving concrete experiences, observation and 

reflections, abstract generalisation and active experimentation. Learning according to this 

approach, is by doing, occurs anywhere, relies more on the learner's capacity to reflect and 

learn from experiences and less on external reinforcement or problem-centred specifics. 

Other implications of this approach highlighted by Keerigan and Luke (1987, p. 137) are 

that: - time must be provided to reflect on experience

learners must be actively involved and 'experiencing' 

experience affects adult learning in that people relate new learning to what 

they already know.

Keerigan and Luke (1987) further made some cogent propositions emerging from 

learning theories as well as behavioural change theories on selection of training approaches. 

However, Mackie (1981, p.2) presented a precise list of principles:

1. The learner must be motivated to learn.
2. The learning situation should take account of individual differences in 

capacities and learning style.
3. New learning should take into account the learner's present

knowledge and attitudes.
4. What is to be learned should be reinforced.
5. The learning situation should give opportunities for practice.
6. The learner should be an active participant trying out new responses 

rather than just listening.
7. The material to be learned should be divided into leamable units and 

given an appropriately paced sequence.
8. Coaching or guidance should be given in the development of new 

responses.
9. What is learned should be capable of being successfully generalised

from the learning situation.
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10. The material to be learned should be presented in a way that will 
emphasise the characteristics to be learned and do so in a way which 
is as meaningful as possible to the learner.

Most of the above propositions have been considered by Knowles' (1990) and 

Brookfield's (1986). They stressed that adults like their learning to be problem-centred, to 

be meaningful and to have immediate application to their situation. Furthermore, adults 

want to be self-directed in their learning and have a self-concept of being responsible for 

their own decisions. Knowles further emphasised that adults have a need to know why 

they should learn something. That is they are motivated to learn when convinced there is a 

potential tangible benefit for doing so. He therefore recommended that less use is made of 

transmittal techniques while more use is made of experiential techniques. Thus it can be 

concluded from learning theories that appropriate training methods for owner-managers 

should emphasise self-directed or mutually planned, experiential, participative and 

collaborative learning. Their learning should also be problem-centred, goal-oriented and 

involve them in the use of their previous experience.

Content or subject matter

The content or subject matter of a training programme describes what would be 

emphasised in the learning activity. Various subject areas have their own specific features 

(Kubr, 1982). Therefore, the training method selected should be compatible with the nature 

of the content and materials to be transmitted in order to facilitate learning. But it could be 

reasonably argued that if the learning objectives are adequately defined, they would 

explicitly describe the focus of training, in particular, the content and subject matter. Thus 

most of the above discussion on learning objectives will also apply to content and subject 

matter with respect to selection of appropriate training methods.

There is no single best method to deal with a particular subject matter. In many 

cases, especially when dealing with a multi-disciplinary subject matter, a combination of 

methods may be necessary. Furthermore, some principal methods are versatile enough to 

be used in teaching a number of different subjects - lectures, discussion and case studies 

can be used together or individually in virtually all subject areas (Kubr, 1982). It is often 

possible to choose from several methods to deal with a particular subject matter. The 

trainer's preference for a particular method and expertise will equally influence decision. So

214



also factors such as the facilities or resources required, including the time and costs 

involved in preparing a particular subject matter for different training methods vary and will 

also influence considerably the choice of training methods in each circumstance. The use of 

a particular method for a subject matter may be more appropriate in a given situation than 

another in view of many other considerations. That is, the training method chosen is 

contingent on prevailing circumstances.

Character of the audience

Some factors that have been mentioned in literature in respect of the character of the 

audience are the size, motivation, degree of autonomy and learning style of trainees. 

Huczynski (1983) has rated the size of group as second and equally important as learning 

objectives. This is because the number of trainees to be catered for can impose severe 

limitations on the methods which can be used, or indeed on the objectives that can be 

realistically achieved. Ideal setting for management training is generally agreed in literature 

to be a small group, usually not exceeding twenty five people. Lectures and similar didactic 

methods tend to be the training methods that are feasible for larger audiences greater than 

this number. Some typical methods recommended by Huczynski (1983) for different sizes 

of groups are:

Individual (1-2 persons) : Development assignment, programmed instruction;

Small group (3-16): Discussion method, role playing, some experiential methods;

Large group ( 17-24): Case study, syndicate method;

Aggregate (25 plus): Lecture, talk, buzz group.

Learning Stvie

"Unquestionably, all of us by the time we reach adulthood, have developed our 

own unique learning patterns, mental processes which follow an individualised path 

leading to mastery of material" (Ament, 1990, p. 13). That is, each adult learner has a 

unique and well-established learning style. However, Mackie (1981) noted that the range of 

differences in learning capacities and learning style among adult learners will be more 

influenced by differences in experiences, in particular, the amount and recentness of 

educational experiences, rather than age. An important step therefore, in developing and
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maintaining an effective training method is to identify particular learning style of trainees 

and then adapt the training methods that are most likely to suit trainees' learning styles 

(Sims, 1990). This concept has been generally accepted in the field of management 

education, and the model initially developed by Kolb and others has been widely received 

by management educators. The instrument - Learning Style Inventory (LSI) which they 

developed for assessing preferred learning style can be self-administered and self-scored. op

Using the LSI they further identified four dominant learning styles and also 

established norms for different types of professions such as marketing, personnel 

management and finance (Kenney and Reid, 1986, p. 127).

- The converger who combines abstract conceptualisation and active 
experimentation. He favours practical application of ideas. Kolb et al 
suggest that he responds best to situations where there is a single correct 
answer, that he prefers to deal with things rather than with people and 
that many engineers have this style.

- The diverger combines concrete experience and reflective observation, 
and can consider situations from many perspectives. He is 
imaginative, good at generating ideas and is interested in people. Kolb et 
al found that personnel managers tend to display this style.

- The assimilator combines abstract conceptualisation and reflective 
observation and his strength is inductive reasoning and creating 
theoretical models. He is less concerned about practical use of the 
theory than the logicality of its basis. This style tends to characterise 
those working in research and planning departments.

- The accommodator combines concrete experience and experimentation, 
and is a risk taker who excels in carrying out plans and experiments. At 
ease with people, he is often found in organisation roles connected with 
marketing or sales.

But in spite of the various criticisms against the LSI, there is no doubt that it is still one of 

the most popular and widely used instruments for identifying preferred learning styles.

Other attempts have been made to develop appropriate diagnostic instruments to 

identify learning styles of individuals. Mumford and Honey developed a refined 

experiential learning model and a Learning Style Questionnaire (LSQ). The later is 

supposedly less complex in its wording and it is also expected to be easier to apply than the 

LSI (Honey, 1986). They proposed another four learning styles preferences based on their 

refined model:
The activ ists  - learn best from activities where: there are new 
experiences/problems/ opportunities from which to learn; they can be 
engrossed in short 'here and now' activities such as business games, 
competitive tasks, role playing exercises, they have a lot of the 
limelight/high visibility and they are thrown in at the deep end with a 
task they think is difficult.
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- The reflectors - learn best from activities where: they are encouraged to 
watch/think/chew over activities; they are allowed to think before 
acting, to assimilate before commenting; they have opportunity to 
review what has happened, what they have learned; they can reach a
decision in their own time without pressure and tight deadlines.

- The theorists - learn best from activities where: they have time to
explore methodically the associations and inter-relationships between 
ideas, events and situations; they are in structured situations with clear 
purposes; they have the chance to question and probe the basic 
methodology, assumptions or logic behind something; they are 
intellectually stretched.

- The pragmatists - learn best from activities where: there is an obvious
link between the subject matter and a problem or opportunity on the job; 
they are shown techniques for doing things with obvious practical 
advantages currently applicable to their own job; they have the chance to 
try out and practise techniques with coaching/feedback from a credible 
expert; they can concentrate on practical issues.

Notwithstanding some inadequacies in the various instruments used to assess 

learning styles, the concept of learning styles in itself has been generally acknowledged as 

an important development (Kenney and Reid, 1976). This is because it helps to throw more 

light on how people learn. The knowledge of an individual's learning style will in particular 

facilitate more effective design of appropriate training methods. Review of American 

literature on the subject by Keerigan and Luke (1987) further showed that everyone learns 

in different ways and that effective training requires using a variety of visual, auditory and 

kinesthetic training methods. In addition, they noted that empirical evidence indicate that 

learning styles are culturally specific and culturally biased. Studies by Talbot (1985) have 

similarly indicated that there are situational influences on preferred learning styles. That is, 

the learning style of an individual may change depending on the circumstances of the 

learning environment.

However, it is still possible to have a reasonable idea of the preferred learning 

styles of adult learners without going into the problematic complexities usually associated 

with the use of learning style inventory instruments. This is simply by involving the adult 

learners themselves in the planning of the learning process. This has been generally 

recommended in adult learning literature. Knowles (1990) in particular emphasised that 

when learners accept a share of the responsibility for planning and operating a learning 

experience, they have a feeling of commitment toward it. Hence he recommended that the 

teacher (trainer) should involve the trainees in deciding jointly among the various options 

available in the designing of learning experiences and the selection of materials and
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methods. The importance of this approach has also been widely acknowledged in small 

business education literature.

Motivation to learn

Adults are motivated to learn by both extrinsic and intrinsic motivators (Knowles,

1987).
"Adult learners respond to extrinsic motivators - wage raises, promotion, 
better working conditions and the like - up to the point that they are 
reasonably well satisfied. But the more potent and persistent motivators are 
such intrinsic motivators as the need for self esteem, broadened 
responsibilities, power, achievement, and the like" ( Wlodkowski, 1985, 
cited by Knowles, 1987, p. 173).

However, it is without any doubt that the motivation to learn of a small business owner-

manager is not for career advancement nor do they seek knowledge merely for the sake of

learning, the primary motivation to learn is to improve business performance. The

previous discussions on adult learning theories have made it clear that adults are motivated

to learn when doing so will help to meet their needs, interests or problems. In other words,

adults become ready to learn when they experience those things they need to know and be

able to do in order to cope more effectively with their real life situations (Knowles, 1990).

In addition,

"adults are motivated to devote energy to learn something to the extent that 
they perceive that it will help them perform tasks or solve problems that they 
confront in their real life situations .... They learn new knowledge, 
understandings, skills, values, and attitudes most effectively when they are 
presented in the context of application to real life" (p. 61).

However, adults have a "need to know" why they should learn something. That is, they

would expend considerable time and energy exploring what the benefits would be of their

learning something and what the costs would be of their not learning it before they would

be willing to invest time and energy in learning it (Tough, 1979, cited by Knowles, 1987,

p. 171).

Knowles ( 1990) consequently argued that readiness to learn will be induced by the 

use of those training methods that provide exposure to models of superior performance, 

counselling, simulation exercises, and other techniques. Furthermore, Kubr (1982) 

observed that the motivation to learn is enhanced if the presentation of the material is 

interesting, emphasises applicability and shows benefits to be drawn from application. In 

addition, he noted that many participative methods are directly concerned with applying
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theoretical knowledge to real life situations, although, a highly participative method does 

not assure that each participant will be fully involved. But he concluded that as a rule, the 

deeper the involvement, the higher the motivation, the more the participants retain and the 

better they are equipped to apply. Thus motivation to learn will be enhanced by exposing 

adult learners to models of superior performance and the use of methods that emphasise 

active participation of the learner in the learning process.

From the foregoing discourse on training methods, appropriate training methods for 

owner-managers should emphasise self-directed, experiential, participative and 

collaborative learning. The learning process should also be mutually planned with the 

trainers, need-activated, problem-centred, goal-oriented, and involve the small business 

owner-managers in the use of their experience. In addition, Deeks (1976) had emphasised 

that training methods must minimise demands made on the working time of owner- 

managers. Studies have also confirmed the importance of identifying the learning styles of 

trainees in the design and/or selection of appropriate training methods in order to facilitate 

learning. Small owner managers have on many occasions indicated that they have 

preferences in respect of training approaches. Kiesner (1984) noted that they prefer small 

group discussions and seminars and will not allow being lectured at. They also wish to 

leam in a homogeneous group constituted by their peers preferably from the same 

industrial sector (Reid, 1987). Elenburg (1986) in her study concluded that they prefer 

private consulting as means of training. Dickson (1983) also showed that owner managers 

prefer workshops and seminars or any other methods that involve them as active 

participants to lectures and problem-solving clinics. These studies tend to show that the 

training methods preferred by small owner-managers agree with those recommended for 

adult learners.

National and local conditions

Existing national and local conditions will influence the choice of a particular 

training method. A study of training methodologies practised in Commonwealth countries 

reveal that some methods are not frequently used in developing countries (Goslin, 1979). 

An earlier study by Inyatullah (1976) (cited by Keerigan and Luke, 1987) of various 

methods used by twenty major training institutions in Asia had similar findings. Those
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methods commonly used in developing countries are lecture, discussions, case studies, 

movies/films, field visits, seminar/ syndicate, management games and role playing The 

least commonly practised include T -groups (sensitivity training), programmed instruction, 

and correspondence study. Diverse reasons were given for non-use or infrequent use of 

these and other methods, but the most commonly cited ones are listed below (Goslin, 

1979, p. 50):

1. Too much time needed during programme;
2. Expertise not available to handle the method or develop materials 

required.
3. Method not appropriate for public administration or management 

programmes as provided.
4. Size of programme intake limits or prevents its size.
5. Little evidence of method effectiveness.
6. Method conflicts with educational backgrounds or cultural attitudes.
7. Objectives achieved by other methods.

The fact that national differences exist in the preferences of various methods have 

also been established (Keerigan and Luke, 1987). They cited various studies which show 

inter-country variations in the relative importance or preferences of various methods for 

training top-level managers in some developing countries and Great Britain. These are 

listed in Table 6.5 and are compared with those observed for Nigeria (Onah, 1981). The 

differences could partially be explained by the reasons cited by Goslin listed above and 

clearly demonstrate influences of national and local conditions on choice of training 

methods.

Table 6.5
Relative Importance of Different Training Methods in Certain Countries

Pakistan^ Philinnines^ Sri Lanka^ Great Britain'̂ Nigeria^

1. Movies Case studies Case studies Lectures Discussion
2. SUdes Workshops Seminars Games and Lecture

Simulations
3. Field visits Group Lectures Projects Film/Film

discussions strips
4. Case Studies Lectures Workshops Case studies Case method
5. Workshops Management Group Experiential Case

games discussions exercises study/lecture
6. Lectures Seminars Management Guided reading Brain

games storming
Sources:  ̂Khan (1980);  ̂Salazar (1980);  ̂Wiransinha (1980);

^Burgoyne and Stuart (1978);  ̂Onah (1981).
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Trainers* Characteristics

It is generally held that the typical methods used for teaching children will be very

unsuitable for adults. "Teaching is an activity inevitably associated by many with the world

of elementary and secondary schooling; it conjures an image of an individual standing at the

head of a row of desks and talking at a captive audience" (Brookfield, 1986, p. 123). The

term teacher or teaching as a function therefore calls to mind authoritarian classrooms,

heavily didactic procedures, and overly directive instructors, and is unfashionable and

distasteful to some educators of adults. This is partly why the term facilitator or resource

person is now more favoured in describing an adult educator.

Facilitators of learning do not direct learning but they assist learners to attain a state

of self-actualisation or to become fully functioning persons. Similarly, a resource person is

often seen as someone who assists adults to complete learning efforts that they, as learners,

have defined (Brookfield, 1986). However, Brookfield argued that

"...to act as a resource person to adults who are unaware of belief systems, 
bodies of knowledge, or behavioural possibilities other than those that they 
have uncritically assimilated since childhood is to condemn such adults to 
remaining within existing paradigms of thought and action. It is misconceived 
to talk of the self-directness of learners who are unaware of alternative ways 
of thinking, perceiving or behaving" (Brookfield, 1986. p. 124).

He therefore concluded that teaching adults involves presenting alternatives,

questioning givens, and scrutinising the self. Hence the task of a teacher of adults is to help

them analyse their own behaviours and to consider alternative ideas and values in an

apparently creative, unthreatening, and satisfying manner that will minimise the pain and

insecurity induced by a challenging of beliefs and behaviours. Thus "the most effective

facilitator is one who can encourage adults to consider rationally and carefully perspectives

and interpretations of the world that diverge from those they already hold, without making

these adults feel they are being cajoled or threatened" (Brookfield, 1986, p. 286).

The importance of trainers of adults adapting teaching styles most compatible with

the trainees' learning styles have also been stressed in literature. It is argued that the more

compatible the style of learning is with the style of training, the more likely it is that there

will be a positive learning/training experience (Ament, 1990). Mackie (1981) similarly

noted that learning styles would be more established in adults and therefore should also be
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allowed for by a variety of teaching techniques. Thus rather than using only the training 

style(s) with which they are most comfortable, trainers must leam to use new techniques 

and behaviours to suit different trainees' learning styles (Sims, 1990).

Brookfield noted that various researchers have observed that more studies are 

required on the issue of appropriate teaching behaviours in groups containing adults with a 

widely varying styles of learning. He therefore concluded that universal prescriptions 

concerning the method that is applicable to all situations are not helpful because they ignore 

the existence of multiability, multiethnic groups of learners who exhibit a broad diversity of 

learning styles. Notwithstanding, it is generally held that in order to be effective, trainers 

must be flexible in their use of teaching techniques and be able to structure training styles to 

suit learners' characteristics, especially, preferred learning styles, the training environment 

and other aspects of training.

Brookfield (1986) and Knowles (1990) have reviewed various studies and authors 

that have looked at the characteristics of effective adult teachers. Both authors cited Tough 

(1979) who identified four characteristics of 'ideal helpers':

- They are warm, loving, caring, and accepting of learners.

- They have a high regard for learners' self-planning competencies and do not 

wish to trespass on these.

- They view themselves as participating in a dialogue between equals with 

learners.

- They are open to change and new experiences and seek to learn from their 

helping activities.

Gage (1972), also proposed four variables that are consistently desirable about

teachers: warmth, indirectness in teaching, cognitive organisation (or intellectual grasp of

what he is trying to teach) and enthusiasm. However, Brookfield concluded that such

advice as has been offered is silent on the question of curriculum. He added that

"...good adult teaching is generally seen as the ability to set a certain 
emotional climate, to use learners' experiences as educational resources, to 
provide plenty of evaluative information to students, and to encourage 
collaboration and participation.... Thus, process skills are strongly 
emphasised over command of any particular content area. The criteria for 
success regarding good teacher performances relate to techniques of 
effective group management rather than to the prompting of critical 
awareness on the part of learners" (Brookfield, 1986, p. 135).
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Efforts have also been made to identify learners' perception of the qualities of 

effective or successful teachers. Zerges (1984) reported that students rated the following 

instructor behaviour as the most valued: competent knowledge of up-to-date materials, clear 

statement of expectations and objectives, sequential organisation, and prompt and fair 

evaluation. The study, however, found that the favoured interpersonal qualities of 

instructors: responsiveness, animation, humour and friendliness, were regarded as less 

valuable than the behaviours already mentioned. But profiles of effectiveness constructed 

from an earlier study by Solomon, Bezdek and Rosenberg (1963), suggested that precision 

and clarity in presenting information, along with high teacher animation (generation of 

excitement, use of humour), were the qualities that contributed most to increases in factual 

knowledge, to growth in comprehensive understanding, and to high learner evaluations. A 

more recent study by Harbour (1988) showed that trainees ranked the ability to create a 

learning environment as the most important characteristic of an instructor, with competency 

in the subject matter coming in a close second. Reputation and publication record had little 

importance. However, Bednar and Brandeburg (1984) indicated that the precise and 

attentive communicator styles were perceived as more strongly related to teaching 

effectiveness than dramatic and animated styles. A precise teacher is in control of the 

subject matter and functions to reduce ambiguity while attentive teacher likes to listen 

carefully to students and understand them.

But all these studies fail to give adequate information or details about the training 

situations evaluated. For instance, the subject matter would determine the training styles 

adopted by the instructor as well as influencing classroom dynamics. However, it could be 

concluded that the effectiveness of instructors in classrooms depend equally on their 

competence in the subject matter and possession of appropriate interpersonal qualities.

Various categories of people have the potential to serve as trainers of small owner- 

managers. Professional consultants, educators and business persons could offer 

satisfactory training. But most experts in adult education agree that it is preferable for one 

engaged in adult learning to be experienced in doing what is taught (Weinrauch, 1984). 

Various studies have confirmed that small business owner-managers have their preferences 

in respect of trainers. Reid (1987) found that business persons are their most preferred 

agents for conducting training programmes, followed by consultants and university and
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college teachers who have business expertise. Similarly, Franklin and Goodwin (1983), 

Peterson (1984), Keisner (1984) and Kirby (1990) have shown that business colleagues, 

relatives, professional practitioners and consultants are preferred to faculty of educational 

institutions as sources of management or training assistance. Owners generally express a 

feeling that teachers of colleges and universities could not provide useful training assistance 

because they lack practical experience in running a small business. Thus apart from expert 

theoretical knowledge, a teacher's credibility before an audience of small business owners 

is enhanced by ability to demonstrate some relevant previous experience in the type of 

business being discussed (Gibb, 1983).

It is therefore essential for teachers of entrepreneurial courses to have a proper 

balance of small business experience, formal education and training skills. A well 

diversified business experience and knowledge will also be preferred to specialist 

knowledge in view of the multi-disciplinary nature of the expertise typically required in 

running a small business. But it is difficult to find teachers who have suitable educational 

backgrounds, know how to teach adults, and have previous experience as entrepreneurs 

(Weinrauch, 1984). That is, "there is a shortage of quality teachers who combine 

experience of the sector and the learning requirements of the small business person with the 

skills in delivering training through the process of learning by doing" (Kirby, 1990, p. 85). 

Furthermore, "no country in the world has a sufficient supply of people with this rare set of 

qualifications, and if there were large numbers of them, it is arguable that it would be 

wrong to employ so many as small business advisers (or trainers)" (Harper, 1984, p. 97). 

The situation is even more acute in developing countries. At best many trainers are learning 

their craft on-the-job in the sector itself, while, at worst some seem to be involved solely 

for the money (Kirby, 1990). Thus in many cases, a formal process is needed to upgrade 

the skills and experience of trainers (Gibb, 1987).

224



Training Institutions/Sponsors

Many establishments exist primarily to provide or arrange provision of educational 

assistance for management development of small businesses. These suppliers could be 

classified into academia, government agencies, professional/trade/business associations and 

the private sector.

- Academia: educational institutions including universities, polytechnics, 

colleges of technology and other tertiary or continuing education centres. 

Government agencies: government departments and quasi government 

organisations such as specialist management development and training 

centres and specialist sectoral development institutions. 

Professional/trade/business associations: including such organisations as 

trade, industrial or sectoral associations, professional institutes and 

chambers of commerce.

Private sector: business and training consultants' firms offering 

management training courses directed to the general market or are tailor- 

made for specific individual organisation or industrial sector. Also included 

in this group are lawyers, accountants, bankers and others such as 

equipment manufacturers and suppliers, that provide professional 

counselling or training as routine or special clientele services.

The types of provision available from various sources for the small business sector

have been categorised into three by Bennett (1980, p. 117):

Specific provision: where a named organisational unit/centre exists 
for making provision for small businesses;

- Integrated provision: where no named unit exists but where small 
business provision is made along with other provision;

- General provision: where no small business provision is made but 
where general courses are claimed to be sometimes relevant to small 
businesses and used by small business managers/owners.

He also noted that training provisions could take one or more of the following 

formats: short courses, workshops, seminars and conferences, counselling and 

consultancy. The format and content of training available from each supplier depend on 

many factors, especially, the kind of facilities and resources available to the supplier and 

the needs of the market. Each supplier has its own weaknesses and strength in respect of
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meeting small business market needs so that there is no single ideal supplier. However, the

salient characteristics of the small business management training market are such that they

point substantially to the need for a very flexible supplier (Gibb, 1983). Gibb reckoned that

this supplier should be capable of catering for: widely varied demands; 
small market segments of specialist needs; the occasional standard product; 
should be able to concentrate locally; should be prepared for a high in
company service content in courses; should have a capability personal 
interface with the customer with high personal credibility; should have a low 
price; should have a comprehensive and integrated product and service; and 
should be flexible in approaches preferably alongside or through a variety of 
channels (p. 35).

Many factors influence the ability of each supplier to attract patronage of small 

businesses and to deliver its provisions effectively. Haskins and Gibb (1987) have 

enumerated some criteria which might be applied when selecting and building institutional 

capability to support small businesses which would also apply specifically to training 

suppliers. They are described in Table 6.6 below.
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Table 6.6
Criteria for Selecting and Building Institutional Capability 

to Support Small Businesses

Accessibility: in particular that assistance is available locally and easy to find out about. The 
individual small business has very limited resource for environmental search.

Visibility: in particular that the assistance is well promoted. This is important again because of 
the limited search behaviour of most small businesses.

Personalisation: research demonstrates that most information is taken on board by the small 
business owner-manager pCTSonally rather than through secondary or written resources.

Problem/Opportunitv Orientation: the degree to which the service is flexible enough to provide 
assistance for solution of unique and particular problems. The owner-manager will usually only 
seek out the service in respect of a particular problem or opportunity which he may not have well- 
driined.

Flexibility and Breadth: the scope of the service to be flexible in terms of meeting the varied needs 
which may arise unexpectedly if the problem of the firm has not been well-defined in the first 
instance.

Simplicity: the degree to which advisory materials and personal advice itself are put in simple 
language that can be assimilated quickly and easily. The 'word-count' of many small business 
persons is not high. They do not absorb vast amounts of paperwork easily.

Relevance: particularly to the needs of the potential/starting entrepreneur. Every would-be 
entrepreneur wants the answer to his own unique question.

Price: the degree to which the assistance is cheap or at the least cheap enough to be accessible and 
attractive to the potential starting entrepreneur given his limited resources.

Informality of image: whether the image of the service is non-bureaucratic, non governmental and 
attractive to the would be small business person. The 'typical' small businessman is hostile to 
bureaucracy and government.

Ownership: the degree to which the service is accepted and owned by the business community. 
Evidence suggests that the owner will pay more attention to sources of advice that are provided or 
undertaken by his peers than those laid down by third parties.

Proactivitv: the evidence suggests that the small business persons will not be highly proactive 
themselves in seeking out official sources of help.

Credibility: the degree to which the service is delivered by officers who are personally credible to 
the owner-manager.

Integration: the extent to which one form of local assistance service is well integrated with others, 
this begs the question of whether there is an effective network of communication with other 
agencies, the evidence suggests that the emergent small business may well have a number of 
enquiries to raise not all which may be easily answered by one particular source of specialism.

Confidentiality: the degree to which the small business can trust the agency with the most 
confidential of personal experience.

Source: Haskins and Gibb (1987, p. 66)

Academic institutions usually have good physical facilities and provide an attractive 

environment for learning. The second possible advantage of training within an academic
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institution according to Reilly (1979) is derived from their prestige. However, while the 

academic status and learning environment may be attractive to some, this may be both 

intimidating and seen as irrelevant by some others. Another advantage is that the research 

activities of an academic institutions may give them an edge over other suppliers. This will, 

in addition, make them an environment where learners will tend to be more open and 

receptive to unconventional and disparate approaches to new ideas.

However, the disadvantages of academia as suppliers of small business training 

include the fact that their teaching tends to be organised through subject channels and staff 

in these establishments develop a high level of expertise in a relatively narrow area (Gibb, 

1983). They tend to lack the multi-disciplinary skills required to undertake problem-centred 

learning approaches with small businesses. In addition, small business training requires 

substantial administrative back-up and places great demands on teaching staff outside of the 

straight teaching context. Most academic institutions cannot afford the substantial and 

flexible resources required in this respect and are not administratively geared towards 

running small business training. Gibb further noted that education and training institutions 

traditionally offer a wide range of courses based on standard materials which are designed 

to be used repeatedly. Such a "programmed", supply-oriented approach do not fit into the 

situation of small businesses and ought to be replaced with a proactive marketing approach. 

This is because small business owner-managers will only be attracted to training if it will 

immediately help them to meet specific needs and problems or will facilitate business 

growth.

Roitman, Emshoff and Robinson (1984) have identified some other problems that 

might inhibit collaboration between small businesses and college-based programmes. They 

found that small business executives frequently described academics as having a 

theoretical, as opposed to a practical, problem-specific focus, "superiority attitudes" and a 

"lack of time or profit orientations". Executives were also concerned that faculty members 

would not be familiar with the specific character of a given business to consult effectively. 

In addition, small business persons' concern for confidentiality, self-perceived inadequacy 

in educational attainment or sophistication, unreasonable demands for immediate results 

could pose further significant barriers to effective academic-small business collaboration.
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Government agencies including those that are semi-autonomous, have been 

established in many countries to co-ordinate and channel government support and 

assistance for small enterprise development. These and other government sponsored 

specialist sectoral institutions and management development centres often undertake 

management training for small businesses. Training organised by these government 

agencies tend to be cheaper because they are usually subsidised. Because provision of other 

essential government assistance packages, especially in developing countries, are integrated 

with training, government agencies usually have an edge over other suppliers, in particular 

private agencies, in attracting patronage and in supplying other vital information about 

government assistance. Furthermore, they are often promoted as offering more accessible 

services and are made to be more readily visible than other suppliers for political reasons.

However, the disadvantages of government agencies are quite obvious. These 

agencies are highly susceptible to political and administrative interferences. Red tape and 

bureaucracy typical of government agencies tend to generally discourage small business 

owner managers' involvement with government agencies. In addition, nepotism, 

corruption and other abuses are not far-fetched in government assistance programmes, 

particularly in developing countries. Furthermore, the rapport between staff and client may 

be weak, stemming from the civil servant's traditional distrust of the "free-wheeling" 

entrepreneur and the businessman's fear of a government official prying too closely into his 

affairs (Marsden, 1987). Reilly (1979) and Harper (1984) have also noted that government 

agencies have a high turnover of competent staff as they are often disadvantaged in 

attracting and retaining professionally qualified personnel.

Trade associations and professional institutes also sponsor or arrange management 

training for their members. One major advantage of training organised by these 

organisations is that they are in better position to determine the training needs of their 

members. Thus training programmes sponsored by them would possibly be more attractive 

to their members. They would probably be more effective and relevant as they would be 

more based on specific needs and common problems identified by members. 'Membership' 

organisations would also have minimal problem with credibility, being well associated with 

the trainees and more familiar with their problems. Greater mutual trust would likely exist 

between trainers and trainees so that owner managers' participation and commitment to
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training would likely be enhanced. They are also in better position to determine more 

appropriate training characteristics such as price, time and location that will suit their 

members' circumstances thereby facilitating their access to training. Their wide network of 

local offices would also be an advantage to reach a greater number of members with 

training or training information. In addition, 'membership' organisations are also able to 

offer and integrate other assistance packages with training.

However, members may also exercise the fear that confidential information about 

themselves and their business may become known to their competitors in the process of 

training together under the auspices of the association. The depth and effectiveness of 

trade/professional associations' organised training are limited to the materials and resources 

available to them. Expertise would be limited to what is available among members and/or 

what the 'membership' organisations could afford to get. Prejudices and/or fear of 

exposing their weaknesses to outsiders may probably also inhibit them from soliciting the 

expertise of non-members.

Private professional consultants and firms also provide training and consultancy 

services on commercial basis. As a result, they are oriented more towards meeting the 

needs of the larger businesses who could easily afford their services. However, the quality 

of their services have to justify the prices they charge in order to remain in the market. 

However, many small business owner-managers prefer especially private consultants 

because they want to avoid the bureaucracy associated with governmental support 

programmes, or they naturally assume that they would probably get better quality services 

or whenever it is more convenient for them to engage private consultants. Private 

consultants are more flexible and informal. But training provisions offered by the private 

training consultants and organisations tend to be general and supply-oriented. They would 

normally be very expensive and even more expensive if they would focus on specific needs 

of individual small business firms. The costs involved tend to be higher than an average 

small business owner manager could easily afford. Furthermore, their services are 

normally on a one-off basis and are not usually integrated with other assistance 

programmes. Extreme caution is, however, required in using private consultants/trainers. 

Whilst there are many who provide a first-rate professional service there is a minority
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whose expertise may be questioned (Robinson, 1981). In addition, some seem to be 

involved solely for the money (Kirby, 1990).

There is abundant evidence to show that small business owner-managers are quite 

selective about where they would accept training (Franklin and Goodwin, 1983; Peterson, 

1984; Keisner, 1984; Reid, 1987; Kirby, 1990). Private consultants, industrial training 

boards, trade associations. Chambers of Commerce, colleges and universities are the most 

preferred sponsors or agents, while government agencies are the least preferred (Franklin 

and Goodwin, 1983; Reid, 1987). That is non-governmental and educational institutions 

are perceived to be more reliable training agents than government-sponsored agencies. This 

is partially as a result of typical disdain of small business owner-managers for bureaucracy. 

Unfortunately, despite the obvious academic advantages of educational institutions, they 

are often less favoured by the owner-managers. Keisner (1984) noted that owners 

expressed generalised feelings that colleges and universities (and their faculty) could not 

provide useful training because they just do not have the practical experience or knowledge. 

But more comprehensive services tend to be available from governmental agencies. Thus 

despite their disadvantages, government agencies still dominate provision of training for the 

small business sector, especially in developing countries. Various approaches have been 

developed in many countries to further strengthen their efficiency, effectiveness and 

minimise red tape and bureaucracy in their services.

Training Schedule

The fact that an adult learner carefully considers the opportunity cost of time and 

energy to be expended on learning prior to involvement is well established in adult learning 

theory. Even when a small business owner-manager is interested in training, one major 

reason usually given by owner managers for non-attendance of management courses is 

their lack of time to do so. But it is not known whether this is merely an excuse covering 

fears of being shown to be dispensable in one's absence, or deficient as a manager 

(Beesley and Birley, 1976). However, the typical situation in most small business is that 

the owner-manager constitutes the primary and often the only managerial resource. Lack of 

delegation implies that the running of the business depends essentially on his physical
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presence so that he could not afford to spend a long time away from his business. Owner- 

mangers might be interested in training programmes on offer if they are arranged for the 

time when they would most likely be able to find the time to attend.

Attempts have been made to prescribe training arrangements that would be most 

convenient for small business managers in view of the limited time available to them for 

training. Beesley and Birley (1976) recommended that an effective training strategy could 

be 'a little and often', implying, a series of weekend seminars, a week's course two or 

three times a year, day or evening seminars on a weekly or monthly basis. They believed 

that such a strategy bears greatly upon the need for the teacher to develop a supportive role 

in the classroom. Gibb (1983) similarly subscribed to the 'a little and often' strategy by 

recommending that programmes should run in very short inputs or be organised so that 

they continue over a number of weekends or evenings. But he noted the danger in 

demanding a regular evening or part-time commitment over a long period. This is because 

the owner-manager may find it difficult to meet every one of the agreed sessions and, once 

having missed one, may well lose both continuity and motivation.

Various empirical studies have also looked at the preferred timing of courses for 

owner-managers. Nelson's (1983, p. 112, 113) findings on scheduling preferences of 

small business owner-managers in St Paul, Minnesota, United States were summarised as:

1. Winter months or spring months are the most acceptable.
2. Tuesday, Wednesday or Thursday are the preferred days.
3. Early evening, from 6:30 p.m. to 9:00 p.m. is the first choice for time 

of day. Late afternoon from 4:00 p.m. to 6:30 p.m. or mid-day, from 
11:30 a.m. to 1:30 p.m. could be considered if necessary.

4. Once a week over several weeks was the preferred length of time for 
instruction. One full day was acceptable and a possible option was a 
half-day, one time only.

Dickson (1983) similarly observed from his Delphi technique questionnaire survey of a

sample comprising of small business owner-managers (business panel) and the Small

Business administration personnel (professional panel) that the two panels agree that the

best time to hold training is in the evening, Monday through Thursday, at 7:00 p.m. In

addition, the business panel preferred the duration of the courses to be flexible to allow for

the depth the class preferred. Keisner (1984, p.212) also made the following

recommendations from his findings:

courses should be offered during non-business hours, such as in the 
evenings and on Saturdays;
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- if programmes are scheduled during working hours, they should be 
held early in the morning (starting as early as 6: 00 a.m.) or run into 
the evening hours. Morning hours are preferable to afternoon 
programmes;

- Tuesday, Saturday, and Wednesday are the best days for scheduling 
programmes. Avoid Sundays and Fridays.

But Reid (1987) found that owner-managers that are willing to participate in 

training prefer programmes conducted earlier in the day, week and year. Notwithstanding, 

there is more conclusive evidence (though mainly from the United States) that owner- 

managers prefer evening programmes held between Monday to Thursday. Thus they prefer 

non-business hours so that their presence in their normal business activities would not be 

affected. It generally follows that the timing of training for small-business owner managers 

cannot follow the traditional schedules for colleges and universities. Furthermore, it could 

be concluded with Tait (1987) that since a significant proportion of owner-mangers indicate 

that the main problem for their non-attendance is lack of time, "then greater flexibility as to 

when and where courses are put on and their length could help minimise the amount of time 

owner-managers have to be absent from their businesses yet maximise whatever 

discretionary time they may have available within or outside 'normal' business hours to 

spend on courses" (Tait, 1987, p. 18). But regional and sectoral differences should also be 

put into consideration. Hence it is essential to find out from owner-managers the most 

acceptable or convenient time for them to participate in training programmes before flexible 

scheduling arrangements are made to suit the majority.

Cost of training

The cost of training is one of the major factors to be considered in training. As had 

been previously stated, an adult learning principle implies that owner-managers would 

consider the opportunity-cost of training. They expect some immediate tangible benefits in 

return for the time and money sacrificed for training. Studies have shown that cost is one of 

the major factors that would inhibit owner-managers from attending training programmes 

(Banks, Bures and Champion, 1987; Kirby, 1990). In addition, Kirby (1990) observed 

that they have to be convinced of the quality of the training experience and the benefits 

training would have for their company, assuming the business possesses the financial

233



resources to invest in training. Blackburn and Hankinson (1989) have also concluded from 

their study that small firms are sceptical about the efficacy of formal training and they tend 

to see training as an expense rather than an investment.

If commercial cost are charged for courses, it would be difficult to get many small 

business owner-managers to attend. If Beesley and Birley (1976) noted that it would be 

difficult in 1975 to convince any small business proprietor to spend, say £1000 on a 

course, whatever the venue and whoever the speaker, then it would even be more difficult 

today to convince any to pay the on-going economic rate for such a course now. Reid 

(1987) observed the relatively low prices that respondents in his study were willing to pay 

for training programmes. 73 percent of the 251 respondents prefer a price of $20-40 for a 

half-day training programme, while, 88 percent prefer a $60-80 for a one-day programme. 

It is obvious that if other criteria for effective training are put into consideration, it would be 

impossible to charge commercial rates for small business training if many of them are 

expected to be involved. It follows therefore that training has to be heavily subsidised in 

order to make it affordable for a large number of owner managers to participate effectively 

and thereby benefit from them. Government agencies as well as some non-governmental 

organisations, including trade, business, professional and industrial associations, have 

being playing such a vital role world-wide to increase provision and access to small 

business training. Thus small business training costs have to be subsidised in most cases to 

attract reasonable participation and increase the benefit of training to many.

Marketing of Training

It is generally known that small business owner-mangers do not actively or 

deliberately seek for training. So like most other products and services, appropriate 

strategies have to be developed in order to market training programmes attractive for their 

effective patronage. It is important therefore to carefully identify the particular target group 

of small business owner managers that is to be reached with training. In addition, the target 

group would have to be presented with adequately convincing information about the short 

and long term benefits of training, communicated through effective and appropriate medium 

in simple, easy to understand language, in order to induce their participation in training.
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Thus a proactive marketing approach is generally recognised as necessary to get the small 

business sector to participate effectively in training (Gibb, 1983; Kirby, 1990). Two major 

issues are involved in marketing of training to the sector, effective market segmentation and 

selection of appropriate marketing channel.

The issue of market segmentation for small business training had been well 

elaborated by Gibb (1983, 1990). He noted that training programmes are often targeted 

loosely on the small firms' population as a whole, whereas in reality they appeal to only 

small parts of it. In addition, he emphasised that there should be some degree of 

compatibility in groups of small firm owner-managers brought together for training and 

development. That is, market segmentation is essential to the success of training as the 

process will facilitate identification of common sets of training needs, programme 

constraints as well as the marketing channels. The need for market segmentation has been 

confirmed in studies by Deeks (1976) and Reid (1987). Various ways in which the market 

can be segmented include (Gibb, 1990, p. 23):

- by activity sector (retail, service, manufacturing, craft);
- by size of company;
- by locality;

by the nature of the problem to be discussed; 
by the educational level of the entrepreneur;

- by age of company;
- by etiinic group;
- by minority group;
- by sophistication of the company; 

by production process or technology;
- by customer type or market type.

A marketing effort implies considering various possible channels to the 

customer. Beesley and Birley (1976) identified two alternative mediums for 

transmitting information about training to likely small business consumers:

- direct mail to a large number of prospective customers;

- indirect methods through those already in contact with the prospective 

customers - (the training boards, trade associations, local chambers of 

commerce, banks, solicitors, accountants, and the various government 

departments and other public-funded organisations providing small business 

support).

The most appropriate marketing channel will probably be that which will involve 

minimal advertising and promotional costs and also enhance the credibility of the
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programmes. Though direct mailing have some limitations in these respects, studies by 

Dickson (1983) and Reid (1987) have shown that small business owner-managers favour 

mail directed to their offices as a better vehicle for communicating information about 

training programmes than other alternative communication modes: telephone, mail to home, 

handbills and/or newspaper and radio advertisements. Gibb (1990) emphasised that 

promotional brochures would be effective in making training programmes attractive if they 

are
"...geared to the needs of the customer and set out clearly the benefits (of 
training) starting with the problems to be tackled or solved, keeping the 
language simple and short, using the recommendations of previous 
participants, emphasising the amount of time to be given to the discussion 
of issues and introducing the comments of "real world" people wherever 
possible" (p. 25).

But the recommendation of a colleague or a respected adviser will add more 

credence to the quality of a training programme on offer more than a good quality 

promotional brochure. Indirect methods especially through small business support 

organisations tend to be more cost-effective and add credibility to training programmes. 

Apart from the promotional activity of small business support organisations, they may also 

help to subsidise training costs to the small firms and provide direct and indirect assistance 

for research, development, implementation and evaluation of programmes (Gibb, 1983). 

However, promotional brochures would still be required even if indirect methods are used. 

Thus both direct and indirect methods could be used to communicate training programmes 

effectively to attract patronage.

SUMMARY OF PERSONAL. ORGANISATIONAL 
AND TRAINING CHARACTERISTICS

From the foregoing, the factors that affect provision of effective training for the 

small business sector are many. The major ones have been grouped under personal, 

organisational and training characteristics. Each element is further influenced by other 

factors, while intricate interrelations exist between the various elements. Thus the design of 

an effective training programme is a very difficult process and involves adequate 

understanding and balancing of the impact of the various variables on training 

effectiveness. Figure 1 is a heuristic model intended to summarise and simplify the
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interrelations of the key elements that need to be considered in the development of an 

effective, result-oriented management training programme for the small business sector.

In view of the importance of management training to small business development, 

some but limited empirical investigations have been undertaken to examine major factors in 

respect of owner-managers' training needs and preferred delivery methods. Major studies 

that have focused specifically on these issues have been mentioned in the foregoing review 

of personal, orgemisational and training characteristics.

However, most have looked at a cross-section of small businesses including 

various industrial activities. Moreover, it has been noted that retail stores and manufacturers 

are the most commonly used industries in small business studies (Wortman, 1986). Most 

studies on small business training have also realised that the nature of business has 

significant influence on perception of training as well as training needs and delivery 

methods. Thus it is often recommended that these aspects should be investigated for 

respective industrial sectors of the economy as well as their sub-sectors. The subsequent 

section will look at the construction industry in respect of the various groups of elements in 

the Model for Small Business Training presented in Figure 1 below, and more specifically, 

in the context of a developing country. However, very limited literature, especially those 

based on empirical studies, are available in this respect.
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Figure 6.1
Heuristic model for effective small business training
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IMPLICATIONS FOR CONTRACTOR TRAINING

Personal Characteristics

As has been stated, there is a dearth of empirical studies on the personal

characteristics of small building contractors in both developed and developing countries

though enormous volume of literature exist on their business activities. Similarly, a large

number of biographies have been written on successful 'self-made' men in the industry

(Scase and Goffee, 1980). The problem is even more acute in developing countries where

research on the construction industry is in its infancy. Most of the information available on

small building contractors in these countries are norms. Notwithstanding, much of the

information available on the subject from even the limited studies in industrialised countries

are generally applicable to the situation of developing countries. Studies in Britain on the

subject are those by Scase and Goffee (1980, 1982), Norris (1984) and most recently

Mahmood (1992). Jesson (1988) also looked at ethnic minority builders but in respect of

equal opportunities policies in the building industry.

Scase and Goffee used the building industry as the basis of their study of small

business owners because the industry, put in their own words, "...possesses p ar

excellence (italics theirs) those features which are most conducive to the formation, growth

and persistence of small, independently-owned private businesses" Scase and Goffee

(1982, p. 54). Furthermore,

"...it is probably the easiest branch of the economy in which technically less 
qualified can start a business. Indeed the industry is characterised by a 
strong tradition of 'self-made' men, of people who start with virtually no 
assets but die as multi-millionaires and leave large, well established 
companies". (Scase and Goffee, 1980, p. 24)

Scase and Goffee have therefore concluded that situations in the industry are

favourable for the continued reproduction of the entrepreneurial middle class. In essence,

the industry provides adequate opportunities for those who possess entrepreneurial

attributes or skills to succeed. This has been put in other words by Bonny (1973)

"Successful contractors are a breed apart and their histories make colourful 
monuments to their ingenuity. Many, starting from scratch without money 
or training, climbed to the top by sheer courage and hard work, learning as 
they went along. Some were shovel runners, cat skinners, carpenters, steel 
tiers (fixers), plumbers, or concrete workers. Some were civil o r
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mechanical engineers, attracted from a safe profession to its more dangerous 
and exciting cousin. Even a few lawyers, timekeepers, and accountants took 
to the construction field and became outstanding contractors. They all, 
however, shared the same characteristics: optimism, courage, basic good 
judgement, and willingness to work."

Unfortunately, the profile of a typical small West African contractor shows

considerable lack of basic entrepreneurial attributes.

"The typical small West African contracting firm contracting firm is a sole 
ownership or family business in which the proprietor controls most of the 
activities and is unwilling to delegate authority to employees. He is rarely 
prepared or able to employ qualified personnel. This is serious because job
hopping is frequent and unpredictable. Moreover, few contractors have real 
dedication to building, and are inclined to pay more attention to setting up 
other businesses and acquiring status. They therefore assign too little 
importance to quality work, reinvesting profits, expanding their firms and 
innovating. ... Few small contractors seem willing to take risks, and this 
may be due to their lack of general education or of managerial and technical 
expertise. Risk-taking is one of the attributes of entrepreneurship and the 
contractor, being an entrepreneur, should be prepared to take risks....Too 
many contractors rely on political or social connections to obtain jobs 
without competitive tendering. ...The erroneous image of contracting as 
afield in which quick profits can be made, has spawned the multitude of 
small contractors who are not committed to the development of the 
construction industry." (Ofori, 1979).

This view of small contractors in West Africa was not based on any empirical 

study. In fact, it was not even generally upheld by all the participants at the workshop 

where it was initially made. But this perspective has been over generalised. It has been 

cited by the ILO (1983) as a typical profile of small contractors in developing countries. 

Empirical studies by Scase and Goffee have further confirmed that most of these features 

are not peculiar to small contractors in developing countries.

Nevertheless, it could be said without any contradiction that the entrepreneurial 

skills of many small contractors in developing countries are underdeveloped. This implies 

that their training needs will include development of appropriate entrepreneurial qualities. 

On the other hand, underdevelopment of entrepreneurial characteristics may also be an 

advantage. It was concluded in an earlier discussion on the issue that some entrepreneurial 

characteristics, especially those that emphasise the 'self-made' syndrome of a successful 

business owner, tend to make small business owner-managers resistant to external 

assistance including training. In view of their circumstances, small contractors in 

developing countries would probably perceive training as being beneficial and relatively 

very important among other development assistance.
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Age
Glover (1977) interviewed 1275 minority contractors in Atlanta, Houston, 

Chicago, and San Francisco and concluded that it is difficult to describe a typical minority 

contractor in view of the diversity of their background, attitudes, capability, and 

experience. Similar patterns of diversity have generally characterised the educational 

background, origins and motivation for business of small contractors world-wide. 

However, there is no contention about age distribution. The average age of the sample of 

contractors in Glover's (1977) study was 45 years. Though using a much smaller sample 

size (90), the average age recorded by Scase and Goffee (1982) for the different categories 

of proprietors interviewed ranged from 41 to 52. The age distribution of contractors 

sampled by Mahmood (1992) clustered around 30 to 49 and the mean age of the 

respondents was 48. Thus it could be held that majority of small contractors would be in 

their middle forties, at the peak of their the mid-life stage, when self-employment and 

business ownership would be the most attractive option to continuing in a salaried 

employment career.

Previous employment

Norris (1984) classified the background of owner-mangers in his study into craft

and managerial after the classical entrepreneurial types of craftsmen and opportunist.

"Those having a craft background would have served a recognised building 
craft apprenticeship and worked as a craftsman prior to forming the 
company and not undertaken any formal management training or had 
management experience. Principals defined as having a 'managerial' 
background will have been formally trained in or had experience of general 
building management prior to forming the company or worked previously 
as a recognised building professional" (p. 3).

The ILO (1987) has also classified the origins of small contractors into those from 

within the industry and those who could be described as commercial entrepreneurs. Those 

from within the industry include those that have passed through the "trade route", similar to 

those described by Norris as having craftsmen background. The ILO, however, noted that 

there is a variant of the trade route represented by contractors who begin as labour 

recruitment agents for large expatriate firms. They subsequently progress from being 

labour-only contractors to full sub-contractors while some inevitably become general 

contractors. In addition, there are those that have passed through the "management route",
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similar also to those referred to as having managerial background by Norris. On the other 

hand those contractors described as commercial entrepreneurs are successful businessmen 

who have already established themselves in a wide range of industrial or commercial 

endeavours but are attracted to construction primarily because it offers them opportunities 

for further profit without investment. They enter without any long-term commitment and 

stay on as long they make a profit. They quickly withdraw from the market if 

circumstances are unfavourable. A variant of the "commercial route" are those already 

having business interest in the construction industry as building materials merchants and 

small-scale building materials manufacturers. They venture further into the industry by 

taking contracts and are more likely to remain in the market longer than the other group of 

commercial entrepreneurs.

Various studies have come to the same conclusion that the largest proportion of 

small business contractors had 'craft' background and served a recognised apprenticeship 

prior to starting their own businesses. A quite lesser proportion have 'managerial' 

background or emerge from the commercial route. In view of the fact that owner-managers 

with 'craft' background predominate, the majority may not have had relevant supervisory 

or managerial experience before establishing their own business in line with earlier 

observations made in respect of small business owner-managers in general. Norris (1984) 

confirmed this by the fact that only 46% of owner managers in his study have had 

supervisory, managerial or professional experience in the building industry prior. Glover's 

(1977) study of ethnic minority contractors in the United States also showed that the 

majority of small contractors come to contracting from a trade in which they are good 

craftsmen. Only 20% of his sample of 1275 had any previous formal business training, and 

only 31% had previous business experience of any kind.

Educational attainment

It has been said that the building industry is probably the easiest branch of the 

economy in which it is possible for someone lacking in formal 'meritocratic' qualifications 

and with a minimum of capital, to create and expand a business (Scase and Goffee, 1980). 

In a sample of 112 owner-managers, Norris (1984) also found that over half (56%) of 

them had some form of formal qualification. Mahmood (1992), however, observed that
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62% of his sample had formal qualifications, including 20% with degree qualifications. He 

noted that growth in the proportion of contractors with formal education which is probably 

due to growth in higher and further education

Though a high number of people with no formal qualifications is typical of the 

industry world-wide, the patterns vary by national and regional geographic area and by the 

nature of construction activity. For example, Jesson (1988) noted that ethnic minority 

contractors in the United States of America tend to have higher formal qualifications than 

similar groups in Britain. There is also a greater consciousness among the former of the 

relative advantage of higher academic qualifications in facilitating better business 

opportunities as well as in helping to cope more efficiently with the increasing demands of 

business activities in their environment.

The relatively limited educational background of small contractors in developing 

countries is well documented. Given the general level of literacy in most of these countries, 

it would not therefore be much of a surprise if majority of those without formal 

qualifications would also have very little or even no education at all. For example, it was 

reported that out of 84 contractors that attended a convention in Kaduna in 1970 organised 

by the Building for Development, 35 (42%) had no education at all, 32 (38%) did not 

attend more than primary school while only 17 (20%) had more than primary school 

education (Intermediate Technology, 1970). But among the last group were 3 university 

graduates. Though this was a regional event, the situation in other parts of the country at 

that time would not be much different. However, the level of literacy in Nigeria as well as 

in other developing countries has generally improved since the 1970s so that educational 

attainment of small contractors in these countries would be expected to have also improved 

accordingly. Olateju (1991) and Ofori (1991) have also observed this. Notwithstanding, 

the viability of training programmes depends largely on the general level of education of 

small contractors. Only those that are literate and numerate will benefit from training.

Scase and Goffee (1980) concluded from their study that many small businessmen 

need training in a range of managerial skills if they are to run their enterprises efficiently. 

The ILO (1983) has also noted that many contractors appreciate their deficiencies in 

managerial areas and would welcome the opportunity of training. But it had been earlier 

established that the level of educational attainment and managerial experience do generally
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influence small business owner-managers' perception of management training, their 

training needs and preferred training methods. Norris (1984) found from his study that 

respondents with a craft background indicated greater willingness to participate in 

management training. But Mahmood (1992) found that owner-managers with higher levels 

of educational attainment were more interested in training.

Notwithstanding, it is acknowledged that differences will exist in training needs of 

small owner-managers as well as their preferred training delivery approaches in developing 

countries (Hernes, 1988). But not enough information is available on how educational 

qualifications and previous experience influence these factors. Such information is pertinent 

to effective training programme. It would be impracticable to offer the same programme or 

use the same approach for all irrespective of their background and experience. Thus how 

differences in educational qualifications and previous experience will influence training 

needs and preferred delivery systems of small contractors will be investigated in this study.

Sex and marital status

Gender and family status have not been given much attention in most studies 

relating to small contractors. Construction is traditionally a man's profession and the level 

of involvement by women in it is generally considerably lower than in most other 

traditional professions. 97% of respondents in Mahmood's (1992) study were male. It is 

assumed that this is also generally the case in most developing countries. But the number of 

women involved in small construction enterprises is probably increasing like in other 

business endeavours and many would be classified as the "commercial route" contractors. 

However, gender might not be a critical variable in respect of training needs as had been 

earlier discussed. Similarly, most small contractors would be married but marital status 

might not be significant in respect of training characteristics. Notwithstanding, this study 

will to look at the possible influences these factors might have on training.

Motivation for business

The discourse on personal and organisational characteristics of small business 

owner-managers highlighted the relative importance of small business owner-managers' 

motivation for business on their business performance and growth. This factor has also
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been mentioned to have considerable impact on their perception of and commitment to

training. Scase and Goffee (1980, p. 161) in their conclusions stated as follows

"...we discovered little evidence for an entrepreneurial type solely motivated 
by profit maximisation. Although most businessmen regard profitability as a 
primary goal, this is often conditioned by a number of non-economic 
factors. Among many small employers, for example, a personal obligation 
to customers and a desire to provide a good service not only determine price 
levels but also attitudes towards expansion. Similarly, profits are less 
important for those who start enterprises out of a wish for personal 
independence or autonomy. Further, the role of ’chance', 'accident' and 
'luck' make it difficult to generalise about the motives for starting and 
expanding (or not) business enterprises."

Norris (1984) had also confirmed these findings. In his study he found that desire 

to achieve independence was seen by most of the respondents as more important than 

possibility of higher financial rewards, desire for higher status, dissatisfaction with 

previous job, and lastly, threat of or actual loss of employment. However, he noted that a 

larger proportion of those with a 'craft' background than those with a 'managerial' 

background regarded desire to achieve independence as being of very great importance. But 

the position was reversed with regard to the threat or actual loss of employment and 

dissatisfaction with previous occupation.

Unfortunately, no study to the author's knowledge has looked into the motivation 

for business of small contractors in a developing country setting. It is often assumed that 

the capitalist ethos predominates among small business contractors in these countries. 

However, it has been recommended that motivation for business should be one of the main 

criteria for selecting contractor for development assistance and training (Intermediate 

Technology, 1970). It was argued that enthusiasm about building activity will influence 

ambition to be technically and commercially competent, hence willingness to sacrifice time 

to acquire new management skills. Thus it will be necessary to further investigate how 

motivation for business influences perception of training and willingness to participate in 

training.
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Organisational characteristics

Size of firm

Construction enterprises could be classified in terms of the value of projects they 

can undertake, total value of their assets, total annual turnover and the number of 

employees. Though the classification used may vary from country to country, those that 

would be defined as small contractors predominate considerably in every country 

irrespective of the classification used. They usually constitute over 80 per cent of the total 

number of enterprises in the industry. The fact that the organisational characteristics of 

small contractors inhibit their performance and growth in the industry have also been well 

documented. The environment in which they operate further impose other constraints.

The dearth of reliable statistics on small contractors in developing countries has 

been expressed. Data available on the sector in developed countries show, for example, that 

in Europe between 75 and 95% of construction enterprises are small and they employ less 

than 50 persons; in 1982 some 67% of construction firms in United States had no 

employees, in 1984, 95% of firms in Japan employed less than 30 persons; over 90% had 

20 employees or fewer in 1986 in Canada; and, out of 172,000 building contractors in 

Great Britain in 1986, 145,000 (84%) employed less than 5 persons or less (Ofori, 1990, 

p. 76, 77). Thus the general situation of small contractors is that they have a very limited 

number of employees, if any at all. In such circumstances, it is inevitable that it would be 

less likely the owner-manager would find the time to attend management training. 

However, the study by Norris (1984), showed that firms with a fewer number of 

employees tend to be those owned by owner-manager having 'craft' background. But they 

tend to show more willingness to attend management training courses. Their higher 

enthusiasm about training may however be because of the perceived managerial deficiency 

in their background as well as the fact that they indicated having more managerial problems 

than their colleagues with 'managerial' background. There is currently no information on 

developing countries on how the size of the construction enterprise will influence the 

owner-manager's perception of training or training needs.
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Nature of business activity

Building construction activities are primarily based on traditional crafts. As a result, 

a majority of small contractors were trained as craftsmen while very few had formal 

training in tertiary institutions in construction related disciplines. Thus a good majority of 

owners is sufficiently equipped with the technical skills required for the nature of work 

they do. However, many lack the managerial skills required to cope beyond the barest level 

of business activity - basically routine repairs and small new works undertaken by self 

employed craftsmen. But any expansion in the scope of their business activity or size of 

firm usually exposes their managerial deficiencies. Thus managerial training needs increase 

with the technical complexity and size of construction work undertaken. This has been 

confirmed in the survey of training needs in the United Kingdom (CITB, 1988). But no 

information is available on how managerial training needs will vary among different 

categories of small contractors.

Ownership structure

That a large number of small contractors are sole proprietorship and family owned 

enterprises is well documented and naturally follows from the nature of their origins. 

However, few partnerships exist among them. Even those that are limited liability 

companies are in essence family-owned and firmly controlled by family members. All these 

are basic characteristics of small businesses in general. Though in the sample surveyed by 

Norris (1984) there was 41% limited companies, 38% proprietorships, 20% partnerships 

and 2% unlimited companies, a preponderance of companies (76%) were founded by the 

respondent, a further 11% inherited the business from their father and 5% from their grand 

father. Mahmood (1992), however, observed that 59% of respondents in his sample 

founded the firms which they manage.

Hillebrandt (1985) has further indicated that in a high proportion of firms in the 

construction industry (including large firms), the owner or part-owner of the firm is in an 

executive position. Moreover, the number of chief executives who were founders or 

members of the founders family was higher in firms in the construction industry than most 

firms in the manufacturing industry though lower for much non-manufacturing industry. 

Mahmood (1992) found that 88% of respondents are owners of the businesses they
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manage. It follows then that in the construction industry the all-pervasive influence of 

owner-mangers may not diminish even with the size of the firm. They are reluctant to 

delegate thus reducing their personal control over the activities of their enterprises.

Scase and Goffee (1980, 1982) had classified construction enterprises into four 

distinct types to the work role of the owner

- Self employed who work for themselves and formally employ no 
labour. However, they are often dependent upon the unpaid services of 
family members, particularly their wives.

Small employers who work alongside their workers but, in addition, 
undertake the administrative and managerial tasks of running their own 
businesses.

Owner-controllers who do not work alongside their employees but, 
instead, are solely and singularly responsible for the administration and 
management of their businesses.

Owner-directors who control enterprises with developed managerial 
hierarchies so that administrative tasks are subdivided and delegated to 
executive directors and other senior personnel.

It seems very obvious that the management training needs for the various categories 

of owner-managers will differ relative to their managerial tasks and roles. It implies in 

essence that ownership/management style would influence training requirements, and, 

probably also perception of training. Norris (1984) indicated that differences between 

owner-managers with craft background and managerial background in their managerial 

priorities and operating practices. Mahmood ( 1992) found that ownership status influence 

interest in training; founders were more interested in training than non-founders. But little 

information is generally available on how ownership status and management style will 

influence training of contractors in a developing country.

Stage of growth

Norris (1984) concluded that findings from his study place serious doubts on the 

applicability of the traditional growth models to small contractors. Growing into a large 

firm was ranked as least important among other business objectives including financial 

support for family, employment for self and family, providing an inheritance for children 

and earning as much money as possible. Mahmood (1992) examined the same objectives 

and obtained similar results. These studies further confirmed earlier observations by Scase 

and Goffee (1980) that many small proprietors in the building industry were unwilling to
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expand their enterprises. They also found that proprietors were reluctant to expand because 

they desire to provide a good service and maintain the personal services orientation of their 

firms. In addition, many were not willing to employ more labour because they wanted to 

avoid the constraints of employment legislation while many were in doubt of their own 

managerial competence. They were reluctant to delegate and thus reduce their personal 

control over the activities of their enterprises.

The fact that many small contractors are not committed to growth in the industry is 

very evident. Scase and Goffee (1980) also found that it was quite common for many 

building firms to diversify not only into those areas closely associated with the industry but 

also into a wide variety of other unrelated economic activities as part and parcel of business 

expansion. This is also a common situation among small contractors in developing 

countries. Thus it is generally held that those that show genuine commitment to developing 

viable construction enterprises should benefit from training and other assistance packages. 

However, Norris (1984) found that more owners with a 'managerial' background assigned 

more significance to company growth than owners with a 'craft' background. A higher 

proportion from the former group have also attended management courses or made use of 

advice from external organisations. Mahmood ( 1992) also found that owner-managers who 

perceive their business as being successful are more interested in training. Thus 

commitment to growth would likely influence perception of the relative importance of 

training as well as participation in training. But these factors in respect of a developing 

country will be investigated in this study.

Market environment

The complexity of, and the level of uncertainty in the market environment of the 

construction industry impose tremendous constraints on performance of contractors 

generally. The impact is usually more severe on small firms and will greatly threaten their 

survival. Like any other products, market demand for construction products fluctuates as 

result of many factors. Government is the largest client of the industry and public sector 

demand for construction products is largely influenced by government political and 

economic policies. The fact that construction is an expensive capital good means that 

demand is largely dictated by favourable economic conditions. The effects of availability
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and costs of inputs on construction demand cannot be overemphasised. Thus fluctuations 

in demand constitute a major problem of the industry and considerably restrain commitment 

and development of resources towards growth. In other words, the level of certainty of 

obtaining regular work to continue in business would greatly influence contractors 

willingness to participate in training. The fact that small contractors are highly susceptible 

to adverse changes in construction demand implies that their perception of the level of 

uncertainty in the market environment would significantly influence their willingness to 

invest in development, hence their perception of the relative importance of training.

Technological changes

The construction industry general lags behind the manufacturing industry and other 

sectors in respect of rate of technological changes. Much of the work undertaken by small 

building contractors demands traditional craft skills. The sector would therefore experience 

minimal impact as a result of technological changes. Notwithstanding, every company 

desires to improve their techniques of operations in order to maintain a competitive edge in 

the market. Small contractors also need to keep up to date with technological improvements 

in materials and methods of construction. Their training requirements will therefore be 

influenced by the level of technological development in their locality and rate of 

introduction of new materials, techniques or systems. It has also been argued that they can 

be taught to envisage the possibility of improvement in technology, by exposing them to 

illustration of other levels and expressions of building technology than the very consistent 

and rather undemanding methods to which they are used (Building for Development, 

1970). Thus construction technology development and innovations would influence 

contractor training requirements. But the extent to which this occurs in respect of the 

developing countries is yet to be determined.

Political and economic changes

The impact of political and economic climate on construction demand had earlier 

been mentioned. Government as the major client of the industry greatly influences activities 

of the industry. Thus contractors need to be aware of government political and economic 

policies and their consequences on the industry's environment in order to plan their work
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more effectively. They should also be in position to perceive the trend in the political and 

economic climate and not be caught ill-prepared. Furthermore, contractors need to also 

understand procedures in the public sector. In essence, the degree of complexity in the 

political and economic climate will also influence training requirements to some extent.

Legislation

A large body of legislation, regulations, and codes of practice relate to the 

construction process and operations in the industry. They stipulate health and safety 

standards, employment conditions, land and property ownership practices, business 

formation, contractual relationships, and so on. Ignorance is no excuse for violation of 

statutory obligations. Thus while contractors are not expected to be legal experts, they are 

expected to have adequate basic understanding of the requirements of all laws and statutes 

pertinent to their operations. The amount and degree of complexity of legal requirements 

vary from nation to nation as well as regionally within every nation. Training requirements 

in respect of understanding statutory obligations will be influenced by the level of operation 

of the firm as well as the perceived level of enforcement.

Training Characteristics

Works undertaken by or under the auspices of the ILO provide much of the 

information available on small contractors' training in developing countries. The 

Construction Management Programmes unit of the organisation has carried out various 

studies on training contractors in many developing countries in Africa and Asia. Hemes 

(1988) has produced a very useful guide based mainly on his research and experience as a 

training consultant to the ILO on planning and implementing a result-oriented training of 

small contractors. Many of the conclusions that could be drawn from the earlier review of 

literature on designing appropriate training characteristics for small business owner- 

managers are also adequately reflected in the guide. Thus much of the information 

presented in this section will draw extensively from the recommendations made by the 

guide and other relevant literature.
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Training needs analysis

Hernes agreed that successful training depends on an accurate training needs 

analysis. To be useful, this analysis should provide detailed information about the present 

skill level of or what is already known by, the target group as well as what needs to be 

known or the desired skill level. The content of training should be designed to be exactly 

what contractors need to learn to achieve the desired performance level. He recommended 

therefore that a qualitative survey of a sample of the target group identified to have the 

greatest potential to benefit from training should be undertaken in order to have a good 

picture of not only their present performance level but also of the relative importance they 

give to the various parts of the skill intended to be developed. He highlighted the use of 

interviews, site visits and questionnaires to obtain desired information, although the last is 

seen as less reliable than the others. However, he emphasised that information on how 

efficiently contractors practise particular certain skills should also be sought from others, 

especially independent consultants or engineers who work in the industry, as well as the 

clients' supervisory staff. He opined that these people are in better position to provide more 

objective judgement of the present performance level of contractors.

The various recommendations presented by Hemes in respect of training needs 

analysis agree with all the previous observations in this respect. He emphasised the use of 

both self-assessment and assessment by others approaches. The tools he recommended for 

gathering required information: interview, observation, case study and questionnaire 

survey have also been previously prescribed. Hemes also reiterated some of the principles 

espoused in management development and adult teaming theory in respect of training needs 

analysis.

Training contents

Hemes noted that there is a wide range of topics which are relevant for contractor 

training. He classified most common topic areas into three broad divisions: technical, 

managerial and financial. The topic areas he included in each division are listed below:
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Technical: Managerial: Financial:
Estimating Company organisation Bookkeeping
Materials Management Long-term planning Budgeting
Planning and programming Personnel management Cash flow analysis
Plant Management Cost control
Site organisation Purchasing
Tendering 
Using computers

However, Hemes emphasised that the content of the training should be such that it 

would benefit the largest number of participants so as to raise the performance level of the 

target group as a whole. He further noted that specific skills are learnt when they are 

needed and could be applied to improve performance. This is in line with adult learning 

principles. Thus there is a danger in exposing contractors to a wide range of topics some of 

which are not immediately relevant or do not reflect their exact situation.

But it has been emphasised that the main training need of owner-managers of small 

construction businesses is managerial rather than technical (Building for Development, 

1970; ILO, 1983). A survey of supervisory and management training needs in the UK 

construction industry had also confirmed that small firms have a much narrower perceived 

training needs than the larger firms (Construction Industry Training Board, 1988). Young 

and Duff (1990) identified 56 skills and knowledge dimensions required at the three levels 

of construction management. Though small, medium and large firms were included in this 

study, they failed to tell us the order of need of the different skills and knowledge 

dimensions listed relative to company sizes. Apart from topics in the basic management 

functional areas. Building for Development (1970) recommended training for Nigerian 

small contractors in 'contextual' and 'motivational' studies. Contextual studies focus on 

making contractors understand their part in the process of development and construction 

while motivational studies are intended to stir a sense of purpose in them to create an 

efficient contracting organisation. In addition, the ILO (1983) recommended courses that 

will inculcate entrepreneurial attitude to risk assessment and commercial decision making.

Table 6.7 below lists major topics identified in literature as important training needs 

of small contractors in developing countries. Mahmood (1992) found that the small 

contractors sampled were more interested in topics related to production management, 

followed by management, finance and marketing.
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Table 6.7
Major Management Training Needs of Small Contractors In Developing Countries

Contextual Studies
Building and the development plan
The building contractor in the community
The contractor as a member of a building team
Building seen as a process
Government and contractor in partnership

Motivational Studies 
Aims and objectives in business 
Learning to look ahead (strategic planning) 
Appropriate entrepreneurial attitude 
Analysing economic risks

Financial Management 
Raising finance 
Accoimting and bookkeeping 
Cash flow 
Budgeting
Interpreting accounts and balance sheet

Estimating and Tendering
Taking off quantities
Reading drawings and specifications
Pricing the bill
Calculating profit
Submitting tender

Materials and Equipment Management 
Purchasing materials and negotiating with suppliers 
Stock control
Buying or hiring equipment
Use and maintenance of equipment and tools

General Management 
Company organisation 
Office management 
Supervising and motivating others 
Leadership
Communication (internal and extanal)
Public and customer relations
Company law
Contractual relationships
Sales and marketing (getting new jobs)

Building Tedmology 
Setting out and levelling 
Concrete technology 
Structures and soil properties 
The problems of roofs 
Technical innovations

Production N̂ Ianagement 
Planning techniques 
Foreseeing resources required 
Feedbadc and updating of plans 
Quality control 
Site layout and organisation

Personnel Management 
Recruiting and terminating employees 
Payment systems 
Employees' safety and welfare 
Training and promotions 
Employment legislation

Sources: Building for Development (1970); ILO (1977,1983);
Construction Industry Training Board (1988); Young and Huff (1990). Hemes (1988).

Training methods

Hemes noted that as a particular way of learning - method, may not be sufficient; a 

combination of different methods - a methodology, will normally be required for a chosen 

topic. He did not prescribe a particular methodology, the choice is left to the judgement of 

individual trainers. But he emphasised that methodology is influenced by the characteristics 

of the trainer, the characteristics of the participants and the nature of the topic. The 

methodology chosen must be that which would encourage a rapid comprehensive transfer 

of knowledge and skills. He noted, however, that the optimal methodology emerges 

gradually through trial and error. Post-training evaluation will reveal how participants feel
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about the methodology used and what would be the most satisfactory approach in the 

future.

Various methods prescribed for the training of small contractors in developing 

countries include lectures, participative methods (such as discussion by participants with or 

without specialist/trainer or participants study and discuss learning text together in groups), 

workshops, action training, video and advisory services (counselling and consultancy) 

(Hemes, 1988). The use of radio and television, role-plays, textbooks and manuals and 

conferences have also been recommended (Building for Development, 1970). Of these, 

more emphasis is placed on participative methods for two reasons (Hemes, 1988, p. 72):

1. "Training in the construction industry is frequently rooted in a formal 
and technical tradition
in which the role of "teacher" or "lecturer" is jealously guarded. Thus 
modem developments with action learning and other specialised 
approaches to participation are rarely implemented or even tested."

2. "ILO experience suggests that participative methods are highly effective 
with contractors, who are usually individualistic by nature and who 
have much to offer each other in the way of hard-won experience, 
provided that the trainer is a sufficiently skilful facilitator to set the 
scene and encourage productive interaction."

Moreover, Hemes noted that in the training of contractors, and of entrepreneurs 

generally, the conventional theory of a topic alone may not cover what they need to know. 

There is often a gap between the basic principles and the way in which they can be applied 

to the particular situation of the contractor. In addition, building or leaming a skill involves 

not only the right technique but also leaming to apply the technique to solve specific 

problems by using it. Thus Hernes emphasised that training materials must contain 

supplementary ingredients to support the leaming texts. Supplementary ingredients have 

been specifically highlighted in the ILO Interactive Contractor Training (ICT). The ICT 

employs a participative methodology which encourages course participants to leam together 

in groups and from one another. No new paragraph or part of the learning text is 

commenced unless every member in the group has understood the previous one.

The training methods that have been recommended for contractors are in line with 

the adult leaming approaches earlier discussed. Participative and practice-oriented methods 

that will readily facilitate intemalising and transfer or application of skills to specific 

problems are emphasised. But Norris (1984) had also indicated that the majority of small 

contractors would use assistance/advice specifically designed for small building
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contractors. Consultation on individual basis was most preferred. But Mahmood (1992) 

found that lectures by experts and discussion led by other contractors were preferred by his 

sample of small contractors to consultation with consultants. Discussion led by university 

faculty, specific problem clinic/workshop, lecture by university faculty and self study are 

least preferred. Thus contractors have their preferences in respect of training methods and 

more information would be required in this regard on contractors in developing countries.

Trainers

Further in line with adult leaming principles, the contractors' trainer is expected to 

play essentially the role of a facilitator in the transfer of knowledge and skills in the 

participative method (Hernes, 1988). The sources of knowledge are intended to be 

primarily the leaming text and fellow participants. Other functions Hemes proposed to be 

performed by the trainer are similar to those recommended by Gibb (1990). They both 

agree that a trainer does not necessarily have to be a highly qualified specialist, for example 

in construction management. But must demonstrate sufficient technical knowledge and 

experience to attain credibility and respect from the participants. However, while Gibb 

(1983) espoused that generalists will be the ideal teachers for small business courses. 

Hemes is of the opinion that certain topics are best taught by specialists in those topic 

areas. But Hernes further noted that a more preferred alternative to asking a specialist to 

give a lecture is to ask the specialist to assist the participants to solve exercises and 

simulations or to support the trainer by explaining complicated parts of the leaming text and 

leading discussions. Thus in essence the specialist is preferably seen as a resource person 

rather than a superior talking down to the participants. However, no empirical study has 

been undertaken on the kind of trainers preferred by contractors. Thus this will be 

investigated in this study.

Suppliers/Sponsors

The institutions that could provide the base required to deliver construction 

management training include: universities, ministries of public works (or equivalent, 

autonomous or semi-autonomous government agencies and construction sector employers' 

associations (ILO, 1983). It has been indicated that each of these institutions has provided
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training for small contractors (ILO, 1987). But the nature of contractors' work and the 

training required make it difficult to determine the most suitable source for their training. 

Their works are geographically scattered and often far away from urban centres. 

Information and skills imparted in training courses should be reinforced through project- 

type assignments and on-site advice (ILO, 1983). Furthermore, because there have been 

very few training programmes specifically for small contractors, it is unlikely that any 

single existing institution will prove ideal (ILO, 1987). Norris (1984) has confirmed a 

dearth of such programmes in Britain. However, some characteristics that will make an 

institution suitable for delivery of training and advisory services have been proposed and 

these are (ILO, 1987):

1. Experience of adult training and education;

2. A background of engineering, building, architectural expertise;

3. An open-minded approach to innovative training methods;

4. Competent and experienced staff ;

5. Adequate physical facilities;

6. An element of prestige.

Furthermore, the question of how to obtain and/or retain high-calibre personnel in 

training capacity has been raised, given the discrepancies between public and private sector 

salaries in many developing countries, and the scarcity in these countries of personnel with 

the combination of technical qualifications and experience needed to perfoirm well. It is 

apparent that none of the possible institutions perfectly fits into all the characteristics 

described. Thus what must be sought is an institution (or institutions) which provides the 

most favourable conditions for programme development and delivery.

Mahmood (1992), noticed that though the specialised board for construction 

industry training, the Construction Industry Training Board (CITB) was highest rated, the 

other possible providers: universities, professional/trade associations, further education 

colleges and private consultants were also closely rated.

Training schedule

The normal time constraints of typical small business owner-managers will apply 

also to contractors. Contractors are busy on site, beset by problems of procuring materials
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and finance, maintaining labour productivity, and so on, they may have little time available 

to attend conventional training courses (ILO, 1987). In addition, like other entrepreneurs, 

they would consider the opportunity cost of time spent attending training. Thus they are 

seldom willing to leave their businesses for a long periods. They may be able to spare one 

or two days per month or perhaps one or two weekends (ILO, 1987). A succession of one- 

to three-day courses has generally proved more popular than a comprehensive programme 

lasting weeks or months (ILO, 1983). Contractors in Northern Nigeria indicated 

willingness to attend courses of two weeks in length, at least once a year (Building for 

Development, 1970). But contractors in Britain were not willing to attend courses of more 

than two days duration or those organised for the morning hours or weekends (CITB, 

1988). Mahmood (1992) also found that one day training was most preferred; one full- 

week training was very unacceptable. He also found that the sample prefer training to be 

held in winter months. But it had been found possible to run courses for nine days 

continuously, in Malaysia three-day modules have been preferred, although request has 

been made for three successive modules totalling nine days in some country areas (ILO, 

1987).

In essence, local conditions would determine most acceptable timing and preferred 

lengths of courses. Variations should also be expected to be influenced by regional and 

organisational factors among others. Thus it is essential to know the most convenient time 

of the year, month, week and day for contractors in each locality to attend training courses. 

This will enable training to be scheduled in such a way that even the busy contractor will 

still find the time to attend.

Training cost

Since building contractors, like other entrepreneurs, depend on making the right 

investments in order to stay in business, training becomes an investment decision (ILO, 

1987). Thus like any other business activity, training should show maximum results for 

minimum cost (Hemes, 1988). The fact that building contractors are antipathetic to training 

like other small owner-managers is well documented (Edmonds and Miles, 1984). Thus 

much efforts are usually required to make training attractive to them or to convince them 

that it would offer them some tangible benefits. Furthermore, only few can afford money to
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attend training courses in fixed locations (ILO, 1987). In view of their general 

circumstances as well as attitude to training, the cost of training has to be reasonably low 

and easily affordable to induce effective participation. But they have to pay something 

reasonable in order to stir their commitment to the training process. Mahmood found that 

the majority of his sample were not willing to pay more than £100 for training.

Marketing

Hemes has similarly emphasised the significance of effective marketing to induce 

participation in available courses. He noted that especially in the early stage, suppliers 

should aim at building a reputation for competence and good results. He recommended 

selecting promising contractors as participants in the first course. They will be strongly 

motivated to benefit from the course, and if they do, they will speak favourably of the 

experience. In view of their reputation, their testimony, will generate a feeling among the 

other contractors that the course will be a good investment. They will therefore desire to 

emulate their colleagues' success hence seek training to improve performance. Thus the 

stress in essence is on a quality product which will by and large sell itself. Notwithstanding 

the strength of social networks to help transmit the credibility of the course, Hemes 

recommended also mailing invitation and making personal visits to communicate courses to 

prospective customers in the target group. Meetings of contractors' associations (regular or 

specially organised for this purpose) is also said to be a good forum for selling training 

programmes. Onah (1981) found that the most common modes for communicating 

management training courses in Nigeria were through direct mail, newspaper 

advertisements, friends (word of mouth) and radio. However, no information is available 

on the modes preferred by contractors in developing countries generally.

SUMMARY AND CONCLUSIONS

This chapter has looked at the existing theories applicable to training of small 

business owner-managers and their implications for the design of appropriate and effective 

training programmes for the small building contractors in developing countries. Adult 

learning theories have been observed to be most germane to the study. A model has been
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presented which identified the major variables and relations between groups of variables. 

Elements in the model have been classified under personal characteristics, organisational 

characteristics and training characteristics. The model is purely heuristic. A discourse of the 

elements in the model reveal that little is known about how they affect small contractors’ 

training in a developing country context. In fact, previous limited studies on training and 

educational requirements of small business owner-managers have focused on the 

manufacturing and retail sectors of the economy. Most of these studies concluded that more 

work would still be required in order to have a better understanding of the preferences of 

owner-managers in respect of training characteristics. This is in line with adult learning 

principles which have emphasised that the adult learning situation should be oriented 

towards the individual needs and preferences of the participants.

Though training is a major ingredient of small contractor development programmes 

in most countries, the programmes offered are mostly prescriptive in many places. Few 

empirical studies have been undertaken to determine the contractors' perception of training 

or their preferences with regard to training characteristics. It is imperative that more studies 

are undertaken to develop training programmes that would be more appropriate and specific 

to their needs and situations. The studies should focus on some questions such as:

What is the perceived relative importance of training to small contractors with 

respect to other supports required to improve their organisations' performance 

and growth potentials in the industry?

What are the management training and development characteristics preferred by 

small construction enterprises in developing countries?

What significant differences exist in their perception of the relative importance of 

training and development and their preferred management training and 

development characteristics as a result of differences in their personal and 

organisational characteristics?

Using Nigeria as a typical example of developing countries, this study will answer the 

above questions. The next chapter will discuss the research instrument that will be used to 

undertake the study.

260



CHAPTER 7 

RESEARCH METHODOLOGY

INTRODUCTION

In the earlier chapters, it was observed that management deficiency is a major cause 

of small business failures and poor performance. Small business owner-managers rarely 

recognise their personal need for management training to improve their business 

performance. They often blame external factors for their poor business performance. 

Though management education and training programmes are often emphasised among 

various support programmes proposed to improve small business growth and performance, 

evidence generally available show that small business owner-managers have dismal interest 

in training. Reasons for their lack of enthusiasm for training include the fact that in some 

cases the courses offered do not reflect the real problems and priorities of small businesses. 

The contents of courses offered are either adapted from those initially designed to meet the 

needs of large businesses or they are too generalised to meet the particular needs of small 

businesses. In addition, many training programmes fail to achieve their objectives because 

the delivery methods used were not appropriate to the dispositions of small business 

owner-managers.

Studies have shown that small business owner-managers' perception of need and 

interest in training would be influenced by their personal and organisational characteristics. 

The foregoing chapter looked extensively on various personal and organisational 

characteristics that influence their interest in educational provision as well as their 

management training needs. It concluded that if a small business training programme would 

be effective, it has to adequately consider diversities in the personal and organisational 

characteristics of the owner-managers in the design of training characteristics. The intricate 

interrelations between the various variables that constitute personal, organisational and 

training characteristics have also been earlier mentioned. Thus there is a need for better 

understanding of how the various variables in personal and organisational characteristics 

affect perception and demand of training and preferred training delivery methods.
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Research in small business education is generally in its infancy. More detailed 

training needs analysis have to be undertaken for the small business sector in general as 

well as for the various industrial subgroups. Such is necessary in order to identify 

particular problems and needs of the various industrial subgroups. Hence develop 

appropriate training programmes. It will also be necessary to identify training delivery 

systems that will be most compatible with owner-managers' dispositions in the various 

industrial subgroups.

RESEARCH QUESTIONS

Though training is often a major ingredient of contractor development programmes, 

the training programmes offered in most developing countries are prescriptive. There is 

little consideration for the contractors' perception of the importance of training or their 

perceived training needs. The researcher is not aware of any empirical study that has been 

undertaken to determine how importantly contractors in developing countries perceive 

training among other support programmes prescribed for their development. The sparse 

literature available on contractors in developing countries also fail to offer adequate 

information on personal and organisational characteristics of indigenous contractors and 

how these characteristics influence their perception of the importance of training, their 

training needs and their preferred training delivery systems. It is imperative that more 

studies will have to be undertaken to understand the needs and preferences of contractors in 

developing countries in order to develop effective training programmes that would be most 

appropriate to their individual needs and organisational circumstances.

Some basic questions that would need to be answered in order to develop effective 

training programmes that would attract patronage by contractors would include the 

following:

1. What are the problems faced by owner managers of small/medium construction 

firms in developing countries?

2. How importantly do they consider management training and development 

programmes vis-a-vis other support programmes proposed for improving their 

business performance and development in the industry?
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3. If management training is perceived by contractors to be significant to their 

business development, what are their training needs and their preferred delivery 

systems?

4. How much do their personal and organisational characteristics influence their 

perception of the importance of training in general, their training needs and 

preferred training delivery systems in particular?

RESEARCH INSTRUMENT

In order to answer these questions, it would be necessary to undertake a needs 

analysis that would identify the problems and development needs of small/medium 

indigenous contractors, particularly their training needs and preferred delivery systems. 

Thus the instrument for the study has to be compatible with established methods for 

diagnosing needs. The various instruments available for diagnosing needs were discussed 

in Chapter 6. The strongest and most popular instruments are the survey instruments, 

primarily, questionnaires and interviews.

It was noted in Chapter 6 that information on training needs of owners and mangers 

of small businesses should be obtained from two sources: self-diagnosis by the owner- 

managers and assessment by others who are close to their business such as counsellors, 

extension officers or other helpers. Watkins (1982) and Gibb (1983) have observed that 

many small business owner-managers lack analytical capability and could not adequately 

diagnose their problems and needs. Their perception of their problems and needs could 

therefore be faulty or deceptive. Others very close to or familiar with their business 

operations would be in position to appraise more objectively their performance, problems 

and needs in the industry. In the construction industry, major participants involved in the 

construction process with contractors are the clients' representatives and consultants such 

as architects, engineers, and quantity surveyors. Their opinion would therefore be critical 

in assessing the problems, management training needs of contractors and the delivery 

systems suitable to them.

As earlier mentioned, survey instruments in form of questionnaires and interviews 

are the most popular instruments for training needs analysis. However, questionnaire
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survey was found to be the most suitable and economical means for obtaining data from a 

dispersed population. The other advantages of this technique have been mentioned in 

Chapter 6. This technique is also the most popular data collection method in social research 

and it is elaborately discussed in most literature on research methods, for example. Babbie 

(1990); Bailey (1988); Black and Champion (1976); Fowler (1984); Nichols (1991); Peil 

(1983) and Singleton, Straits, Straits and McAllister (1988). Suffice it to say that the 

potentials of the questionnaire survey to provide the quality and quantity of information 

required within the time and cost constraints of the study further motivated its choice.

POPULATION

Given that management training and education are essential external assistance and 

support programmes required to meet managerial deficiency in small businesses, this study 

investigated the feasibility of training as an instrument for the development of indigenous 

construction enterprises in Nigeria and the training needs of the owner-managers. Because 

resources available for support programmes are usually limited, the most pragmatic 

approach to small business support have been to limit the number of beneficiaries in order 

to enhance the intensity and effectiveness of such programmes. The chances of success of 

any support programme would be substantially enhanced if the most promising target 

group was selected. Some objective criteria for the selection of the target group are always 

established. Many previous programmes undertaken for contractor development in Nigeria 

failed primarily because they were made open to all contractors. Little or no effort was 

made to screen beneficiaries and identify those who have serious commitment to the 

industry and also possess the necessary skills, experience and resources required to benefit 

fully from the programmes offered.

The target group for contractors' management training should be those who could 

benefit from the programme. They should be literate and numerate, actively involved in the 

construction business and possess the potentials to benefit from training programmes. The 

target population for the study was therefore owner-managers of small/medium sized 

construction companies who are known to possess these attributes. A small contractor was 

defined in this study as an owner-manager of a construction enterprise employing less than

264



twenty five employees. A medium sized contractor refers to an owner-manager of a 

construction enterprise employing between twenty five and a hundred employees while a 

large-sized contractor employs over a hundred regular staff. The study was not intended to 

cover the entire country for obvious time and cost constraints inherent in such a study as 

this. As a result the chosen survey population was small/medium sized contractors in three 

towns in Nigeria - Lagos, Abeokuta and Ibadan, which are the capitals of Lagos, Ogun and 

Oyo states respectively. State capitals were selected because as a result of their political 

status, they are usually the most developed and fastest growing towns in the country. This 

vantage position results in the highest number of construction contractors in each state 

being based in state capitals. Lagos was also the Federal capital of Nigeria until December, 

1991. Its dual role as both state and Federal capitals as well as other factors made Lagos the 

commercial nerve centre of the country. It is the most developed town in the country and 

has the highest concentration of contractors.

Other factors that led to the choice of the these towns were the researcher's 

familiarity with the area. He is from the area and has spent most of his adult life in the area. 

He is therefore very familiar with the situation of the construction industry in this part of 

the country. Secondly, the researcher's understanding of the language and culture of the 

people in the area would be a great advantage in the study.

The fact that the three states selected for the study out of the thirty states in Nigeria 

were not randomly selected has introduced some bias in to the study. The findings of the 

study are not to be generalised to other parts of the country. But the study being probably 

the first of its kind to be undertaken in the country will still give good insights to what 

should be expected in other parts of the country. Hence the findings can be cautiously 

extended to other parts of the country or even to other developing countries.

SAM PLING  

Sampling frame

It has been noted that the most formidable barrier to generating statistically 

representative samples of any size in research on small business owners and the self
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employed is the lack of suitable sampling frame (Curran, Burrows and Evandrou, 1987). 

They also observed that as a result most of the better known studies of the small business 

owner or the self-employed in the United Kingdom or the United States over the last couple 

of decades have either been based upon non-random samples (usually generated by some 

variant of a 'snowball' sampling strategy) or have been statistically representative of a small 

population of small business owners whose representability of small business owners in 

general has been questionable because they are based on approximations to sampling 

frames. Curran, Burrows and Evandrou further noted that in practice, small business 

researchers tend to adopt less satisfactory strategies in relation to constructing samples 

where the aim is an analysis which can claim to be generalizable to a wider population of 

small enterprise owners or the self employed. The crudest technique is to use a snowballing 

or purposive procedure to achieve a sample of desired size, a technique which is not 

acceptable for quantitative work with claims to wider generalizabilty. They also noted a 

further problem which has beset large scale quantitative research based on an 

approximation of an adequate sampling frame - that of low response rates.

Great difficulties that exist in developing countries in sampling according to 

standard principles for survey research in general have been well documented (Peil, 1982; 

Blumer, 1983, Zarkovich, 1983, Ward, 1983). "There are usually no sampling frames, no 

central registry of all citizens, no census tracts, no comprehensive directories, etc. and if 

any of these exist, they are likely to be unreliable" (Kearl, 1976, p.37). There are usually 

sparse resources and basic information for constructing reliable sampling frames. "Records 

even when apparently complete, may be unsatisfactory due to inertia or deliberate distortion 

on the part of those maintaining the records" (Blumer, 1983, p.93). Thus probability 

sampling is the exception rather than the rule in developing countries.

The construction industry in Nigeria attracts a large number of entrants as it is also 

the case in many other countries. But in Nigeria there is no means of obtaining a 

comprehensive list of contractors in any part of the country. (The problems of contractors' 

registration in Nigeria had been discussed in Chapter 3). The total population of contractors 

in Nigeria or of contractors existing in any part of the country at any time is dynamic and 

indeterminate. A comprehensive list of contractors does not exist in any part of the country 

and it cannot be economically prepared. There is presently no known official body
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responsible for maintaining a central register of contractors. Generally, each major client in 

the industry undertakes its own prequalification exercise to register contractors who will be 

eligible to tender on its own projects. The State and Federal governments registration 

boards, however, have the largest number of registered contractors, being the biggest 

clients of the industry. Registration in one organisation is usually not transferable to the 

other. Thus a contractor has to register with various organisations. Multiple registration by 

each contractor arises also because a contractor is able to register for different construction 

works using the same name or even different fictitious names. For example, a contractor 

registered for building works in a particular category could also register separately for civil 

engineering and/or other works. As a result, the list of registered contractors in each 

organisation would give an exaggerated number of existing contractors. Lists from various 

organisations could not be merged to obtain the total number of contractors actually existing 

in the industry. It will be very difficult to effectively screen them to eliminate multiple 

registration. Thus it is impossible to develop an accurate sampling frame.

Another major shortcoming of contractors' registration lists in Nigeria is that the 

registers are not updated periodically. Thus any available list will not usually provide 

information on the present state or level of activity of the registered contractors. Such 

information on contractors are not easily available from the register of contractors. Many of 

those registered may not have been actively involved in construction business. Some 

hurriedly registered in anticipation of a job through the goodwill of an influential 

government official who is a relative or friend; but they might not have been successful in 

obtaining any contract at all. Lack of regular review of the register means that the register 

will still include names of those contractors who might have ceased operation, have died or 

moved away from their last known address. A survey (Fed. Office of Statistics, 1982) 

undertaken using the list of registered contractors available from the Federal Works 

Registration Board revealed that it was futile to locate many of the contractors listed. Many 

existed in name only and their addresses could not be traced in the field. The most current 

among the lists of contractors consulted by the researcher was compiled in 1988 and had 

not been updated since then. Any list of contractors would not be comprehensive and 

therefore unreliable. No effort was made by the researcher to compile a comprehensive list
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of contractors as this was impracticable considering the time and costs involved which are 

beyond the limits the study.

The population of construction professionals in Nigeria is also indeterminate to 

some extent. This group consists of people who have undertaken reasonable level of 

training in architecture, building, engineering, quantity surveying and other allied 

disciplines. They work in both private and public sectors of the economy as direct 

employees of owners of construction projects or with private consultants such as architects, 

engineers, project managers and quantity surveyors who provide professional services to 

owners of construction projects. These professionals have varied academic qualifications, 

number of years of experience and job positions and responsibilities in the industry. One 

thing this group has in common is that they all act as clients' representatives in the 

construction process. And because they work closely with contractors in the construction 

process they would be in good position to assess contractors' problems and needs.

However, in view of the diversity of the group, it was difficult to compile a 

comprehensive list of all members of the group, hence a sampling frame cannot be 

constructed. For example, the number of construction professionals who are employees of 

owners of construction projects could not be determined. This will first involve having a 

comprehensive list of all owners of construction projects and such records do not exist in 

Nigeria. Though the total number of chartered professionals such as architects, engineers 

and quantity surveyors in practise could be determined, the target population of 

construction professionals to be sampled included many who are not registered 

professionals. There was no means of determining the total number of unregistered 

professionals and other participants in the construction process who constitute part of the 

target population. Thus it was unrealistic to attempt to construct a sampling frame for the 

population of construction professionals.

Sampling Techniques

Lack of reliable sampling frames was the primary factor that led to the adoption of 

non-probability sampling techniques used in selecting the sample for the study. However, 

another major problem of research in developing countries is obtaining the co-operation of
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the research subjects. Research in developing countries unlike the situation in industrialised 

countries, is generally in its infancy. As a result, people in these parts of the world are less 

acquainted with research studies and potential subjects are often reluctant to participate for 

various reasons. They may refuse to cooperate as a result of disregard for research, 

inadequate understanding of its importance, fear that their privacy or the confidentiality of 

the information provided may not be preserved or fear on how the data will be used. There 

is general suspicion of the ultimate intentions of research, particularly, the possibility that 

the data obtained could be used for example, for taxation. Unco-operative potential 

respondents may refuse to participate with a study or fail to answer particular questions to 

which they object or they may provide misleading information. There is need also to 

"watch for signs of hidden non-compliance: someone who seems to be cooperating but is 

in fact providing unreliable information" (Peil, 1982, p.20).

Though some participants may be willing to participate in the study they may be 

genuinely constrained to do so. They may sincerely be busy and therefore have difficulty in 

finding the time required to attend to a questionnaire or an interview. This is usually a 

typical problem encountered in small business research. It is generally known that small 

business owner-managers are often too preoccupied with the management of their business 

that they would hardly create the time to attend to a questionnaire or an interview. This has 

generally affected responses on survey research from this sector.

Lack of comprehensive lists of contractors and construction professionals from 

which accurate sampling frames for the study could be developed, and the likely difficulty 

in obtaining the co-operation of potential respondents, therefore necessitated the use of 

non-probability sampling techniques for the selection of the samples used in this study. 

Purposive, convenience and snowballing sampling techniques are the common non

probability sampling techniques. They were all used in the study.

Purposive sampling is also frequently called judgmental sampling because the 

researcher exercises his judgment to include elements that are presumed to be typical of the 

population being studied. Consequently, only those who best meet the purpose of the study 

will be selected. This will also result in savings in cost and time. Purposive sampling 

procedure was the primary sampling technique used in this study to select a sample of 

contractors that were known to be literate and genuinely involved in construction business.
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To this end, construction professionals were requested to identify some of the indigenous 

contractors that they have worked closely with in the past few years. Some contractors who 

possess the qualities desired were included in the sample.

In convenience or accidental sampling anyone who is available is used in the study. 

Unlike purposive sampling where only those who possess certain desirable characteristics 

are included in the sample, no effort is made to screen respondents derived by convenience 

or accidental sampling. The primary advantages of this technique are economy and 

convenience. It was applied in a more careful manner in this study to limit the bias and lack 

of generalizabilty inherent in a convenience sample. It was used to administer some 

questionnaires. Conspicuous indigenous contractor offices along major roads as well as 

some construction sites in Lagos, Abeokuta and Ibadan were visited. Any contractor that 

was available and was willing to participate in the study was included in the sample. Any 

contractor met by the researcher on any of his many visits to private or government 

consultants' offices was also requested to participate in the study. Some were willing to 

cooperate and they received questionnaires to complete and return later.

Snowbeill sampling relies on previously identified group members to identify other 

members of the target population for inclusion in the sample. The initial contact with a 

member of the target population is made through friends, colleagues or any other 

informants. The first contact person is then asked to identify other members of the target 

population. Those mentioned are contacted and are asked to further identify other members 

of the group. In this study, the researcher relied extensively on his friends and professional 

colleagues to make contact with other construction professionals. With over fifteen years 

experience in the construction industry he has developed a sizeable social network in the 

industry that was very useful in reaching a good cross section of construction 

professionals. The social networks of these construction professionals were invaluable in 

identifying the contractors' sample used for the study.

Sample Size and Selection

The researcher from experience was aware that the response rate to questionnaire 

survey in Nigeria is generally very poor. In his various discussions with some experienced
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Nigerian researchers, it was impressed on the researcher that the average response rate 

obtained from mail questionnaire survey research in Nigeria is often very low, less than 30 

per cent in many instances. It was decided that at least 60 responses from contractors and 

another 60 responses from professionals would be adequate for the study. It was 

determined that a survey sample size of 200 would be required for each category of 

subjects, assuming a response rate of 30 per cent. Thus a total of 400 questionnaires were 

prepared and distributed to obtain data for the study. The chosen sample of 200 for each 

category was thought to be both reasonable and convenient given that this was an 

exploratory study. In addition, some similar studies (for example, Mohamed, 1988; 

Nelson, 1983) that surveyed only small business owner managers used comparable sample 

size. So also Mahmood (1992) who surveyed training needs of small contractors in 

Scotland. The only study (Dickson, 1983) the researcher was aware of that identified the 

problems and training needs of small business owners by comparing the views of small 

business owners with that of the professionals who work closely with them, used a Delphi 

technique, an iterative questionnaire survey technique. The sample used in the Dickson's 

study consisted of a panel of 9 professionals and 26 small business owners. Thus the 

chosen sample size of 200 for each category would still yield an adequate and reasonable 

number of respondents, higher than a minimum of 30 respondents recommended in 

literature for the use of most statistical analytical techniques.

Professionals were selected from both the private and public sectors in order to 

obtain a sample that would resemble the population as much as possible and also reflect the 

structure of the industry. The sample was therefore drawn to include architects, civil and 

structural engineers, builders and quantity surveyors. As earlier mentioned, snowballing 

sampling was used to obtain the sample for this category. A total of 90 questionnaires were 

administered to professionals working in the public sector while a total of 110 

questionnaires were administered to professionals working in the private sector. The latter 

group included professionals in private consultant firms and some in large private 

companies who have regular construction works, for example, oil marketing companies.

The sample of small and medium sized indigenous Nigerian building and/or civil 

engineering contractors used for the study was selected using purposive, convenience and 

snowballing sampling procedures. Considerable efforts were made to ensure that the
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sample selected reflect as much as possible the constitution of the sector in the industry. 

Whenever it was possible, the researcher obtained basic information on the contractors to 

determine if they meet the characteristics of subjects desired for the study prior to being 

included in the sample. 100 questionnaires were earmarked for small-sized contractors and 

100 for medium-sized contractors. Because of the procedures used to administer the 

questionnaires, it was difficult to ascertain if this was followed strictly by those entrusted to 

administer the questionnaires on behalf of the researcher until when the responses received 

were analysed.

QUESTIONNAIRE DESIGN AND ADMINISTRATION 

Design

In view of the need to obtain data from two sources, two similar questionnaires 

were therefore developed as instruments required to obtain the primary data for the study. 

(See appendix for the instruments). The first questionnaire was designed to obtain 

information from Nigerian indigenous contractors. The second questionnaire was designed 

to obtain data from construction professionals - architects, builders, engineers and quantity 

surveyors in both the public and private sectors. Questionnaires used in similar earlier 

studies (Carlson, 1981; Nelson, 1983; Dickson, 1983; Kiesner, 1984 and Elenburg, 1986) 

were useful references in the development of the questionnaires for the study.

The questionnaires were self-administered and consisted of open-ended and close- 

ended questions. Most questions required respondents to rate some items on six-point 

numerical rating scales. The verbal ratings of the end-points of each scale were indicated. 

Respondents were also requested to rank some items. The researcher did not assume that 

he had provided an exhaustive list of all possible items in specific content areas in the 

instruments. Thus opportunities were given to respondents to add other relevant items to 

the list provided. Each of the questionnaires solicited facts and opinions on:

1. the problems faced by indigenous contractors in the industry;

2. the perceived importance of the various support programmes usually 

proposed to improve their business performance;
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3. the educational and training needs of indigenous contractors;

4. the preferred training delivery system;

5. personal information and business details.

The origin of items on problems encountered by contractors was primarily from a 

comprehensive list of difficulties and constraints of small-scale contractors in developing 

countries highlighted by ILO (1987). Other items drawn from the researcher's experience 

were added. The support programmes items were also derived from the same source, 

namely, ILO ( 1987). The list of educational topics in the questionnaires were derived from 

many sources but most especially. Building for Development (1970); ILO (1977, 1983); 

Construction Industry Training Board (1988); Hemes (1988) and Young and Huff (1990). 

Contractors were requested to indicate their interests in undertaking training in listed 

educational topics while the professionals were requested to assess the training needs of 

contractors in these topics.

Carlson (1981); Nelson (1983); Dickson (1983) and Kiesner (1984) provided the 

basic information required in developing the questions on delivery systems. Contractors 

were requested to indicate their preferred training delivery system while professionals were 

requested to recommend training delivery system suitable for contractors. However, some 

questions were not investigated, namely, the cost of training and marketing techniques to 

be used to reach owner-managers. The researcher concluded that these items would be both 

unnecessary and irrelevant in the context of the study. For example, the cost of training 

was not investigated because it was felt that given the hyper-inflationary trend in Nigeria 

any costs suggested might quickly become unrealistic even before the end of the study. It 

was noted, for example, that the Centre for Management Development (CMD) though 

established and sponsored by government to provide management development 

programmes for national economic development, increased the fees to be charged in 1992 

for all courses (including those for Small Enterprises) by an average of 100 per cent over 

the 1991 rates in line with prevailing national economic realities. In addition, if training 

programmes for small business owner-managers in developed countries are subsidised in 

order to make them accessible and affordable to the intended beneficiaries, it follows that 

similar training programmes in developing countries would have to be heavily subsidised 

or even provided free to the recipients in order to encourage their participation. This latter
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factor was confirmed by some Nigerian training experts in the CMD with whom the study 

was discussed. Secondly, it has been generally accepted that in order to make training 

effective and efficient small business support and development programmes, they have to 

be directed to meet the needs of an identified target group that have the potentials to benefit 

most from training. The study was designed to identify also the characteristics of 

contractors who would probably be the most promising group that should be targeted for 

contractor development programmes. Since such support programmes would have a target 

group that would usually be a purposively selected small sub-population, identifying 

marketing techniques to be used to reach such a target group might be a redundant exercise.

Personal information required from contractors included demographic details such 

as age, sex, educational qualification, number of previous management training attended 

and last employer prior to starting own business. Information on their business objectives 

and goals as well as factors that motivated their interest in construction business were also 

requested. The researcher was very cautious not to ask questions on sensitive business 

details. Questions on this area were limited to basic non-threatening information such as 

legal structure andnumber of years business has been in operation, nature of construction 

activities mostly engaged in, number of regular employees and other business activities 

engaged in if any. Personal information on professionals were limited to their professional 

background and qualifications and the length of their experience in the construction 

industry. They were also asked to indicate the number of indigenous contractors they have 

worked closely with in the past five years and to describe the organisation characteristics of 

the average contractor among them.

The draft questionnaires were given to the researcher's supervisor and other 

research students for comments and suggestions. The rating scale was adjusted from a five- 

point numerical scale to a six-point scale on the basis of the comments received from the 

researcher's supervisor. The draft questionnaires approved by the researcher's supervisor 

was also presented to colleagues of the researcher at the University of Lagos for comments. 

Some slight revisions were made on the sequence of items listed under the problems faced 

by contractors. An item in this section - corruption, was also deleted in view of its 

sensitivity. In addition, some support programme items were rephrased to improve clarity. 

Some additional questions on administration of contractors' support programmes were
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included to further investigate the importance of training vis-a-vis other support 

programmes.

The draft questionnaires were pre-tested on a group of 5 contractors and a group of 

5 professionals in Lagos. Some useful comments were passed on various aspects of the 

questionnaires. Though some respondents complained about the length of the 

questionnaires, they however reported that they completed their respective questionnaires in 

less than an hour. Considerable efforts were made to shorten the questionnaires without 

eliminating important items or reducing easy legibility. Some closely interrelated items were 

merged and care was also taken to avoid as much as possible double-barrelled questions.

The final version of the questionnaire for contractors was a 9-page typewritten 

instrument containing a total of 36 questions while that of the professionals on the other 

hand was a 7-page instrument containing 24 questions. Major differences were mainly in 

the extent of personal information and business details required from contractors, the 

primary subjects for the study. The contents of the cover letters used for the instruments 

were the same. To establish the significance of the study and induce interest of the subjects 

reference was made to the National Construction Policy that was launched about three 

months prior to the start of the survey. To give more credence to the local importance of the 

study the cover letters were typewritten on University of Lagos letterhead papers. 

Instructions on how to complete the questionnaires were also provided on the cover letters. 

200 clean photocopies of each questionnaire were produced for distribution to the samples.

Administration of the questionnaires

Mailed (postal) questionnaire administration is the most popular method for 

questionnaire administration in survey research in developed countries. The advantages of 

this method are well documented in research methods literature. But mailed questionnaire 

administration is only practicable where reliable and efficient postal services exist. This is 

not usually the case in most developing countries. Mail delivery in Nigeria is inefficient, 

unreliable and also expensive. In addition, as earlier mentioned in the discussion on 

sampling frames, no reliable directory of contractors exist and addresses of many 

contractors are out of date or could not be traced. It was therefore decided that face-to-face
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administration of questionnaire would be the most appropriate method. This approach 

would improve response rate and reduce instances of improperly completed or half

completed questionnaires. The is because respondents could be easily identified and 

contacted personally when necessary to facilitate response or correction of improperly 

completed questionnaires..

In view of time constraint, the researcher solicited the assistance of friends, 

relatives, professional colleagues and some students of the University of Lagos to 

administer questionnaires to the samples for the study. The samples were obtained through 

purposeful, convenience and snowballing sampling procedures. Questionnaires were 

distributed to the subjects through the above agents who were also responsible for making 

necessary follow-up contacts to ensure that the questionnaires were completed, collected 

and returned. The researcher kept a record of the number of questionnaires given to each 

agent, the names of those they intend to administer questionnaires to and the dates 

questionnaires were issued and returned. The record was very useful in guiding against 

double sampling of subjects. The researcher personally followed up the various agents by 

telephone and face-to-face contacts to remind them to collect and return the questionnaires. 

Some questionnaires that were poorly completed were returned to the respondents through 

the agents for necessary corrections.

R esponses

A total of 90 questionnaires were administered to professionals working in the 

public sector while a total of 110 questionnaires were administered to professionals 

working in the private sector. Some questionnaires were administered by the researcher to 

senior professionals in both public and private sectors who were also used to administer 

more questionnaires to other professionals. Many of the professionals who participated in 

the study were also very willing to help administer questionnaires to some of the 

contractors they have close working relations with. A total of 115 questionnaires were 

administered through this approach. The remaining 85 questionnaires were administered to 

contractors through other agents as well as by the researcher.
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A total of 70 responses were received from professionals and 69 were satisfactorily 

completed. That is, response rate of professionals was 35.0 per cent. Information available 

on the academic background of the 69 respondents indicated that those with training in 

architecture were 19 (27.54 per cent), in building were 18 (26.08 per cent), in engineering 

were 19 (27.54 per cent) and in quantity surveying were 13 (18.84 per cent). A total of 69 

responses were received from contractors and all were used, giving a response rate of 34.5 

per cent. 40 (57.97 per cent) of the respondents were small-sized contractors and 20 (28.99 

per cent) were medium-sized contractors and 9 (13.04 per cent) were large-sized 

contractors employing over 100 regular workers. The composition of the respondents 

could be said to be a fair representation of the structure of the construction industry.

LIMITATIONS OF THE RESEARCH METHODOLOGY

Some of the limitations of the data collected have been alluded to in the foregoing. 

The findings of the study can not be generalised to the entire population of indigenous 

contractors in Nigeria due to the bias in the choice of the target population. Secondly, 

because non-probability sampling procedures were used to select samples for the study, the 

samples selected can not be said to be representative of the population. However, it has 

also been argued that probability (random) sampling does not guarantee that a sample 

perfectly representative of the population would be selected (Singleton, Straits, Straits and 

McAllister, 1988). This is because the populations that are studied are not known in all 

respects and there is no way of knowing just how representative a given sample is. 

Thirdly, despite the face-to-face questionnaire administration adopted, the average response 

rate of about 35 per cent is lower that the 50 per cent response rate generally considered to 

be acceptable in a mail survey. This low response rate has further increased the likelihood 

of bias as well as the non-representativeness of the sample. However, one major factor that 

greatly affected the study and reduced the response rates should be emphasised.

The study was undertaken between October and December 1991. The country at 

that time was in the process of political transition from military government to 

democratically elected civilian government. Elections to state offices took place in 

December 1991. Coupled with the fact that December is also the end of the government
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financial year, most potential subjects for the study were virtually unavailable. They were 

understandably very occupied with their businesses. Most of them were busy pursuing 

completion of ongoing projects and/or ensure receipt of payments for completed works 

before the various outgoing state military government leave office. It was very difficult to 

obtain the attention of potential subjects on any other matter in view of their well founded 

fear that payments for completed works might be stalled by the incoming civilian 

government. In addition, many potential respondents were actively involved in the political 

process. Several futile calls and call-backs to subjects were made by the researcher as well 

as the various agents used to administer the questionnaires. For example, the researcher 

travelled a total of about 7500 kilometres in a period of 9 weeks within Lagos alone. It 

could be simply said that the study occurred at a very critical poltical transition period, and 

this adversely affected response rates.

ANALYSIS OF THE DATA COLLECTED

Analyses were conducted using Statview II, the most popular statistical software for Apple 

Macintosh computers systems. Because the data collected were mainly nominal and ordinal 

types of measurement, descriptive and non-parametric statistics were found to be the most 

applicable techniques for analyses. Frequency analysis of the contractors' and the 

professionals' responses were undertaken. The Spearman Rank Order Correlation (SROC) 

was used to assess the level of agreement between the rating and ranking formats. The 

SROC was also used to analyse the degree of agreement between the contractors' and the 

professionals' responses. The Chi Square test was used to determine if any statistical 

significant difference exist in the contractors' perception of the importance of training, 

training needs and their preferred training delivery system based on their personal and 

organisational characteristics.
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CHAPTER 8 

ANALYSIS OF FINDINGS

INTRODUCTION

This chapter reports the findings from the questionnaire survey. The chapter will be 

divided into two sections. The first section will report contractors' responses; while the 

second section reports consultants' responses. A frequency distribution of the responses 

and valid percentages based on actual responses, excluding no and missing responses, will 

be presented. The subsequent chapter will report statistical analyses of the data collected.

200 hundred questionnaires were distributed to contractors and professionals 

respectively. A total of 69 completed questionnaires were received from contractors while 

71 completed questionnaires were returned by professionals. Thus response rates were 

34.5% and 35.5% respectively. All the returned questionnaires were used in the analysis.

QUESTIONNAIRE SURVEY; CONTRACTORS 

Personal characteristics of respondents 

Age
Table 8.1 

Age distribution of contractors

Age grouD Frequoicv Valid %

Under 25 0 0.0
25-34 20 29.0
35 -44 23 33.3
45 -54 19 27.5
55-64 5 7.2
Over 65 2 2.9
TOTAL 69 100.0

Table 8.1 above shows the age (at last birthday) distribution of contractors 

sampled. The age distribution of the sample is mostly between 25 and 54; the mean age is 

41 and the modal age group is 35 - 44 years. This distribution compares well with the 

general age distribution of small business owner-managers, and particularly that of
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contractors in other studies (Glover, 1977; Scase and Coffee, 1982; Mahmood, 1992). 

Over 60% of the respondents are under 45 years, while about 90% are under 55 years. It is 

understandable that no respondent was under 25 years old. It would be difficult for persons 

of this age to have the capital, experience and confidence required to enter into construction 

business. However, a high percentage of respondents are under 35 years of age; and this 

could be as a result of unemployment.

Sex

As indicated in Table 8.2, only two respondents (3%) are female. This is not far 

from expectation; construction is a male dominated profession.

Table 8.2 
Sex of contractors

Sex

Male
Female
Total

Frequaicv

67
2
69

Valid %

97.1
2.9

100.0

Marital Status

Over 80% of the 65 persons who responded to this question are married as 

indicated in Table 8.3. This high proportion of married respondents is attributable to the 

ages of the respondents.

Table 8.3 
Marital Status of contractors

Marital Status

Single
Married
Divorced
Widow/er
No response
Total

Frequency

10
55
0
0
4
69

Valid %

15.4
84.6
0.0
0.0

100.0
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Educational Attainment

It is generally held that small business owner-managers have low level of formal 

education. It is very surprising therefore that more than 75% of the respondents had formal 

qualifications beyond secondary school level. Table 8.4 shows that a total of 30 

respondents (43%) had university education while another 27 respondents (39%) had 

polytechnic education (OND/HND qualifications). A total of 59 respondents (85%) have 

construction related qualifications. In addition. Table 8.5 indicates that 31 respondents 

(45%) have registered as members of relevant professional construction institutes. Thus the 

average educational attainment of this sample of contractors is higher than that indicated by 

contractors in similar, for example, Norris (1984) and Mahmood (1992). And it is also 

higher than that of small business owner-managers in general.

Table 8.4
Highest educational attainment of contractors

Educational level Frequency Valid %

Primary school 1 1.5
Secondary school 4 5.8
Trade sdiool (craft ceri.) 7 10.1
OND/HND (construction) 27 39.1
Degree (construction related) 14 20.3
Degree (non-construction) 5 7.3
Postgraduate (construction) 11 15.9
Total 69 100.0

Table 8.5
Contractors' membership status in construction professional institutes

Membershin status Freauencv Valid %

Member 31 44.9
Licentiate 4 5.8
Not applicable 9 13.0
Under ̂ plication 4 5.8
No response 21 30.4
Total 69 100.0

If these findings were compared with an earlier study on Nigerian contractors 

(Building for Development, 1970) it seems that there has been a tremendous growth in the 

educational attainment of Nigerians entering construction business. Olateju (1991) had also 

observed this in his study. This is probably a reflection of the improvement in the level of
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education of the general population. But the fact that the survey sample was purposely 

selected could also have influenced the quality of the sample selected.

Previous employment/experience

Table 8.6 shows business activities of last employers of respondents prior to 

starting their own construction companies. It is remarkable that 75% of the respondents 

have worked in the construction industry while 51% have worked specifically for 

contractors. These confirm studies (for example, Johnson and Cathcart, 1979; Cross, 

1981; and Storey, 1982) that have shown that the majority of small business owner- 

managers in especially technically-based businesses have prior experience in a business 

related to the type they founded.

Table 8.6
Business activity of last employer of contractors 

prior to starting their own construction firms

Business activity Frequency Valid %

Construction consultants 15 22.4
Contractors 34 50.7
Const, mat'ls producer 1 1.5
Educational institution 4 6.0
GovCTnment/ parastatal 6 9.0
Banking 1 1.5
Transportation 2 3.0
Energy 1 1.5
Manufacturing (non-construction) 3 4.5
No response 2 —

Total 69 100.0

Table 8.7
Number of employees at last place of employment of 

contractors prior to starting their own construction firms

Number of employees Frequency Valid %

Under 25 17 24.6
25-50 16 23.2
51 - 100 9 13.0
101 - 200 5 7.2
201 -500 6 8.7
501 - 1000 4 5.8
Oyer 1000 12 17.4
Total 69 100
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However, as shown in Table 8.7 above, only 25% of the respondents had worked 

in companies having less than 25 employees while almost half the respondents worked in 

firms employing under 50 persons. But more than 67% of the respondents worked in firms 

employing not more than 200 persons while less than 25% of respondents worked in firms 

employing over 500. These findings seem to be more in support of the view that the 

majority of small business owner-managers had occupational experiences in the small 

business sector prior to founding their own businesses as established in some previous 

studies (for example, Johnson and Cathcart, 1979; Gudgin, Brunskill and Fothergill, 1979; 

Cross, 1981; and Cross, 1982).

Another interesting observation is the level of managerial experience the 

respondents have had prior to owning their own construction firms. Table 8.8 indicates that 

over 80% of respondents have had supervisorial, managerial, and professional experience 

in the construction industry. This is probably as a result of their educational background; 

75% of respondents have tertiary level academic qualifications that will enable them to enter 

the construction industry at supervisory/managerial level. The proportion of the sample in 

this study with supervisorial, managerial, and professional experience in the construction 

industry prior to founding their own construction company is found to be relatively higher 

than the proportion (46 %) observed by Norris (1984).

Table 8.8
Last position held by respondents prior 

to starting their own companies

Position Freauencv Valid %

Director 3 4.8
Project engineer/manager 11 17.5
Site supt./engineer 20 31.7
Siq>ervisor/foreman 10 15.8
Consultant architect/engr/q.s. 11 17.5
LectUTCT/teadiCT 2 3.2
Estate manager 2 3.2
Office manago* 4 6.3
No response 6
Total 69 100.0

Motivation for business

The respondents were asked to rate on a six-point scale (ranging from 1 for not 

very important to 6 for very important), the importance of some factors in their decision to
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set up their own construction business. Table 8.9 below presents the responses obtained

and the ranking of the mean of responses for each of the factors.

Table 8.9 
Contractors' motivation for business

Very Frequency of response Not very 
important (Valid % ) important

Motivation for business 6 5 4 3 2 1 Mean Rank

Desire to provide quality services f 40 11 8 2 5 1 5.13 1
n = 67 % 59.7 16.4 11.9 3.0 7.5 1.5

Desire to achieve independoice f 41 11 7 1 2 5 5.09 2
n =67 % 61.2 16.4 10.4 1.5 3.0 7.5

Desire for higher status f 36 14 8 4 1 4 5.02 3
n = 67 % 53.7 20.9 11.9 6.0 1.5 6.0

Possible higher financial rewards f 31 15 11 5 2 3 4.89 4
n = 67 % 46.2 22.4 16.4 7.5 3.0 4.5

PCTceived market opportunities f 17 25 8 5 6 4 4.46 5
n = 65 % 26.2 38.5 12.3 7.7 9.2 6.1

Displeased with work/employer f 8 9 13 9 12 16 3.16 6
n = 67 % 12.0 13.4 19.4 13.4 17.9 23.9

Unemployment or threat of it f 5 5 11 5 8 32 2.46 7
n = 66 % 7.6 7.6 16.6 7.6 12.1 48.5

Suggestions of friends/relatives f 6 2 5 11 13 30 2.31 8
n = 67 % 9.0 3.0 7.4 16.4 19.4 44.8

Chance, luck or accident f 4 5 6 2 8 41 2.06 9
n = 66 % 6.1 7.6 9.1 3.0 12.1 62.1

Table 8.9 shows that desire to achieve independence, to provide quality services, 

and for higher status were rated as very important by over 50% of the respondents, 

specifically, 61%, 60% and 54% respectively. On the other hand, over 40% of the 

respondents said that chance, luck or accident, unemployment or threat of it and 

suggestions of friends or relatives were not very important influences in their decision to 

start construction business. Ranking of importance of these factors further reveals that 

desire to provide better services had the highest influence on the decision of the 

respondents to go into business followed by the desire to achieve independence and desire 

for better social status respectively. Chance, luck or accident had the least influence on their 

decision, preceded by suggestions of friends and relatives and unemployment respectively.

It is surprising that desire for more financial reward was not very important to over 

50% of respondent and was ranked fourth among other factors influencing their decision to 

start their own construction business. Studies (for example, Ritchie, Everseley and Gibb, 

1982; Cromie, 1987; and Plaschka, 1990) have shown that profitability tend to be less 

important than other motives for business among small business owner-managers in

2 8 4



industrialised countries in general . Scase and Goffee (1980) and Norris (1984) had also 

confirmed this in their studies of small contractors in UK. The responses of this sample of 

contractors in Nigeria seems therefore to contradict the widely held view that most 

indigenous contractors in Nigeria are motivated by a get rich quick syndrome.

Past training attended

The respondents were asked the number of training programmes they have attended 

since becoming contractors. Their responses are shown in Table 8.10.

Table 8.10
Number of training’s attended since becoming a contractor

Number of training Frequency Valid %

None 18 27.3
1 7 10.6
2 - 4  28 42.4
5 - 8  8 12.1
Over 8 5 7.6
No response 3
Total 69 100.0

These surprising responses give the impression that continuing education is popular 

among Nigerian contractors. Over 60% of the respondents had attended at least one training 

programme since becoming contractors. This might have been influenced by their 

educational background. The fact that 85% of the respondents have construction related 

qualifications and 50% are members of professional institutions would have influenced 

their interest in training courses, particularly those sponsored by their respective 

professional institutes.

Organisational Characteristics 

Number of employees

The number of employees is often a major determinant of the size of organisations. 

Respondents in this study were requested to indicate the total number of full time 

employees engaged apart from themselves. Their responses are shown in Table 8.11 

below. Only 3% of respondents have no full-time employees while 49% have between 5
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and 24 full-time employees and 29% employ between 25 and 100 workers. But 13% 

employ over a hundred workers. That almost 80% of the construction firms in many 

countries employ less than 50 employees is a well established.

Table 8.11
Number of employees in contractors' firms

Number of emulovees Frequency Valid %

None 2 2.9
1 -4 4 5.8
5 -  10 17 24.6
11-24 17 24.6
25-49 15 21.7
50-100 5 7.3
Over hundred 9 13A
Total 69 100.0

The breakdown of employees given in Table 8.12 below gives further information 

on the structure of organisations. At least 74% of respondents have between 1 and 4 

managerial staff in addition to the owner-manager. This is an indication that most of the 

firms might not have shortages of managerial manpower relative to their sizes and volume 

of work undertaken. However, these findings are surprising. A larger proportion than 

expected have at least one other management staff apart from the owner-manager. This may 

be because the slump in construction activities, a consequence of economic recession, has 

reduced employment opportunities and has forced many skilled construction 

supervisory/managerial manpower to consider offers from small firms at much lower 

remunerations in order to remain in employment. It is also very likely that the staff strength 

indicated by the respondents included some employees whose salaries are not paid directly 

by the respondents. Such will include building/engineering students of tertiary institutions 

on industrial attachment and graduates undertaking compulsory one year national service, 

as well as unpaid family members who are forced by economic circumstances to work for 

family members.
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Table 8.12
Number of employees in contractors' firms by categories

No. of Craftsmen Const Mers Admin Mers Other staff
emolovees No % No % No % No %

None 8 13.1 4 6.5 11 18.0 3 4.9
1 -2 8 13.1 6 9.7 37 60.7 37 60.7
3 - 5 9 14.7 11 17.7 8 13.1 14 23.0
6 -  10 12 19.7 26 41.9 5 8.2 3 4.9
11 - 15 2 3.3 10 16.1 0 0.0 2 3.3
16-20 3 4.9 2 3.2 0 0.0 0 0.0
2 1 -2 5 3 4.9 2 3.2 0 0.0 0 0.0
2 6 -3 0 4 6.6 1 1.6. 0 0.0 1 1.6
3 1 -5 0 6 9.8 0 0.0 0 0.0 1 1.6
51 -100 2 3.3 0 0.0 0 0.0 0 0.0

Over 100 4 6.6 0 0.0 0 0.0 0 0.0
No response 8 - 7 - 8 - 8 -

Total 69 100 69 100.0 69 100.0 69 100

Age of the firms

Table 8.13 shows the age distribution of the firms (number of years the firm has 

been in operation) of respondents sampled for this study. The age distribution of 

respondents' firms tend to cluster between 0 and 15 years.

Table 8.13 
Distribution of ages of contractors' firms

Aee of firm Freauencv Valid %

Under 5 years 22 32.3
5 to 9 years 20 29.4
10 to 14 years 14 20.6
15 to 19 years 8 11.8
20 to 25 years 1 1.5
Over 25 years 3 4.4
No response 1 —

Total 69 100.0

Over 67% of the respondents have been in busy for over five years while only 6% 

have been in business for more than 20 years. A greater proportion of young firms exists in 

this study than the sample surveyed by Mahmood (1992). But it is generally accepted that 

given a usually high turnover rate among small firms in general and small construction 

firms in particular, the age distribution obtained form this study is not unusual. This age 

distribution also tends to confirm that most of the respondents are owner-founders of their 

respective businesses.
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Ownership structure

The ownership structure of the firms was investigated. Table 8.14 shows that more 

than half (55%) of the firms are limited liability companies while almost equal proportion of 

the rest of the respondents are sole proprietorships (23%) and partnerships (22%). The 

average number of partners or shareholders in partnerships or limited liability companies 

was found to be 3. The findings of this study are not different from that of Norris (1984) 

whose sample included 41% limited liability companies, 38% sole proprietorships, 20% 

partnerships and 2% unlimited liability companies.

Table 8.14
Ownership structure of firms of respondents

Ownership category Frequency Valid %
Sole proprietorship 16 23.2
Partnership 15 21.7
Limited liability 38 55.1
Total 69 100.0

It seems that the majority of small companies tend to be limited liability companies. 

Apart from the obvious advantages of this form of ownership, one major contributory 

factor in the Nigerian situation is that contractors' registration requirements demand that 

contractors present at least the certificate of registration of their business name in order to 

be registered in even the least category. Since the central Federal Registrar of Companies 

office that undertakes this exercise is now located at the new Federal capital, Abuja, almost 

similar costs would be involved in obtaining a certificate of registration of business name or 

a certificate of registration as limited liability companies. It is therefore natural for most 

applicants to choose the latter in view of other potential advantages.

Nature and value of works undertaken

The respondents were asked to describe the nature of the construction works and 

the value of contracts they are registered to undertake. These are shown in Table 8.15 and 

8.16 below.
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Table 8.15
Types of construction works mostly undertaken by contractors

Type of work Frequency Valid %

Residential buildings 12 18.5
Non-residential buildings 5 7.7
Qyil engineering 1 1.5
Buildings/Ciyil engineering 47 72.3
No response 4 -
Total 69 100.0

Table 8.16 
Financial limits in Naira of categories 

contractors are registered to undertake

Value of work Frequency Valid %

Under N50,000 1 1.5
N50.000 - N250.000 26 37.7
N250.000 - N2 million 33 47.8
Over N2 million 9 13.0
Total 69 100.0

 ̂N1 was equivalent to $1 in 1981

It is not surprising that over 70% or respondents as shown in Table 8.15 indicated 

that they are involved in both building and civil engineering works. Thus lack of 

specialisation is obvious and it confirms the typical view held about Nigerian contractors. 

This might be as a result of lack of regular jobs in a particular construction category and 

this tends to make them diversify particularly into related construction activities. However, 

as shown in Table 8.16, 86% of respondents are registered to bid for small/medium sized 

contracts valued under N2 million. Modest technical skills are required for contracts within 

these categories. For example, civil engineering works within these categories would 

involve mainly resurfacing and drainage works of minor roads. In view of the fact that 

majority of the respondents (85%) earlier indicated that they possess construction related 

qualifications, it is therefore not unusual that the majority of them (70%) indicated that they 

undertake both building and civil engineering works.

Other business activities of respondents

It is quite common for many construction firms to diversify to related business 

activities or other unrelated economic activities in view of fluctuations in market demand for
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their services. This issue was investigated in this study and Table 8.17 below shows other 

concurrent business activities of the respondents.

While 43% of respondents do not have any other business, 33% of them are 

engaged in construction related businesses. These findings do not seem to confirm the 

generally held view that few Nigerian contractors are dedicated to the industry. It may be 

because a major proportion (85%) of Nigerian contractors sampled have construction 

related qualifications and they tend to be more committed to the industry as professionals.

Table 8.17 
Other business activities of contractors

Other business activities Freauencv Valid %
None 29 43.3
Consultancy 11 16.4
Construction materials supplies 9 13.4
Quarrying 1 1.5
Interior design/decoration 1 1.5
Chemical preservation 1 1.5
General retailing 10 14.9
Agriculture 2 3.0
Transportation 1 1.5
Finance brokerage 1 1.5
Computer processing 1 1.5
No response 2 -

Total 69 100.0

Perception of business performance

Respondents were asked to measure the performance of their firms in the past three 

years. Their responses are indicated in Table 8.18 below. It is remarkable that 87% of 

respondents indicated some growth in their businesses in the past three years despite 

economic recession. It is not impossible that they over-estimated their actual performance. 

But given that a majority of the firms (60%) are in business for under ten years, it could be 

assumed that they are still passing through the initial developmental stages of business 

where some growth will be experienced. Mahmood (1992) also found that over 90% of 

respondents in his study rated their firms as being successful, fairly successful or very 

successful and over 90% also indicated that they were satisfied, very satisfied or fairly 

satisfied with the performance of their businesses. Thus small contractors tend to be very 

optimistic about the performance of their firms.
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Table 8.18
Contractors' perception of firms' growth in the past three years.

Degree of growth Freauencv Valid %

Major growth 20 29.4
Slight growth 39 57.4
Stagnant 1 1.5
Shght decrease 6 8.8
Major deoease 2 2.9
No response 1 - -

Total 69 100.0

Business objectives

The sample was asked to indicate the importance of some classes of business 

objectives in their own businesses. These classes of objectives were earlier examined by 

Norris (1984) and some of them were also re-examined in a recent study by Mahmood 

(1992).
Table 8.19 

Objectives of business

Factor

Very
important 

6 5

Level of restx)nse 

4 3

Not very 
important 

2 1 Mean Rank

Provide efficient services f 59 9 0 0 0 0 5.87 1
n = 68 % 86.8 13.2 0.0 0.0 0.0 0.0

Grow into a larger firm f 48 13 2 2 2 2 5.41 2
n = 69 % 69.6 18.8 2.9 2.9 2.9 2.9

Earn as much money as possible f 32 13 10 6 3 5 4.73 3
n = 69 % 46.4 18.8 14.5 8.7 4.3 7.3

Employment for self/family f 17 25 15 10 2 0 4.65 4
n = 69 % 24.6 36.2 21.8 14.5 2.9 0.0

Financial support for self/family f 18 22 10 8 7 3 4.40 5
n = 68 % 26.5 32.3 14.7 11.8 10.3 4.4

Provide inheritance for children f 16 14 11 7 15 6 3.87 6
n = 69 % 23.2 20.3 16.0 10.1 21.7 8.7

Maintain the firm at present size f 20 6 7 8 4 23 3.43 7
n = 68 % 29.4 8.8 10.3 11.8 5.9 33.8

It is surprising to observe in Table 8.19 shown above that providing efficient 

services firm was considered as very important (5 and 6 on the rating scale) by all the 

respondents while the majority of them (88% and 65% respectively) said that growing into 

a larger firm and earning as much as possible are very important. On the other hand, 

maintaining the firm at its present size was regarded as very important by 38% of the 

respondents and not very important (1 and 2 on the rating scale) by 40% of them. But the 

findings of Norris (1984) and Mahmood (1992) showed that the least important objective
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to the majority of their samples was growing into a large firm while providing financial 

support for self/family was the most important objective. Norris and Mahmood concluded 

that their samples were more interested in personal gains than in the development of their 

firms.

The ranking of the mean of responses of these business objectives shown in Table 

8.19 further shows that Nigerian contractors seem to be more committed than their UK 

counterparts to the overall interest of their firms rather than in "personal gains". This may 

be because Nigerian indigenous contractors face greater challenges to increase their capacity 

in order to prove their capability or survive in the industry amidst stiffer competition from 

foreign contractors. It may also be because a greater proportion of Nigerian contractors 

sampled have construction related qualifications than their UK counterparts and they tend to 

be more committed to the industry.

Membership of Contractors* association.

The contractors sampled were asked if they belonged to any contractors' 

association. Their responses shown in Table 8.20 indicate that the majority of respondents 

(82%) do not belong to any contractors' association. The reason for this is obvious. No 

virile indigenous contractors' association is in existence, it has been dormant for a long 

time. The most visible association of contractors in Nigeria is the Federation of Building 

and Civil Engineering contractors, it was founded and dominated by foreign contractors. 

Though some large indigenous firms are members of the federation, the federation seems to 

be more concerned with the interests of its expatriate members; most indigenous contractors 

do not therefore think they will benefit from the federation or any association of 

contractors.

Table 8.20
Respondents' membership of contractors' association

Member of a contractor association Frequency Valid %

Yes 12 18.2
No 54 81.8
No response 3
Total 69 100.0
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Major problems encountered bv contractors

Respondents were asked to rate the impact of 26 items on their performance in the 

industry on a six-point scale (ranging from 1 for little or no problem to 6 for great 

problem). Their responses are presented in Table 8.21 below. However, six additional 

items were mentioned by respondents, namely, corruption by public officials (4 

respondents), prejudice against indigenous contractors (5), frequent changes in government 

(1), breach of contract by public clients (1), theft and fraud involving own employees (1) 

and taxation (2). Each of the additional items was rated between 4 to 6 on the scale by 6 the 

respondents, that is, they present great problems. But the first two additional items have 

some bearing with one or more of the 26 items presented on the questionnaire.

The mean response of each item was obtained by taking into account the frequency 

of each response level on the rating scale. The ranking of the means of responses of the 26 

items presented on the questionnaire are also presented in Table 8.21.
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Table 8.21
Contractors' perception of major problems experienced

Great Level of responses Little or no
problem (Valid %) problem

Factors 6 5 4 3 2 1 Mean Rank

Uncertainties in supplies & prices f 26 26 9 3 2 3 4.90 1
of materials n = 69 % 37.7 37.7 13.1 4.3 2.9 4.3
Obtaining interim payments f 20 19 9 14 5 1 4.47 2

n = 68 % 29.4 27.9 13.2 20.6 7.4 1.5
Obtaining work regularly f 22 13 18 5 4 5 4.43 3

n = 67 % 32.8 19.4 26.8 7.5 6.0 7.5
Access to capital f 26 9 11 14 7 2 4.39 4

n = 69 % 37.7 13.0 15.9 20.3 10.2 2.9
Negotiating variation payments f 20 10 18 5 10 6 4.10 5

n = 69 % 29.0 14.5 26.1 7.2 14.5 8.7
Access to plant & equipment f 16 16 10 13 6 8 3.99 6

n = 69 % 23.2 23.2 14.5 18.8 8.7 11.6
Inappropriate contract conditions f 13 12 13 16 7 8 3.77 7

n = 69 % 18.8 17.4 18.8 23.2 10.2 11.6
N̂ Iaintaining plant & equip. f 13 9 12 13 12 10 3.54 8

n = 69 % 18.8 13.1 17.4 18.8 17.4 14.5
Resolving contract disputes f 10 11 9 6 19 14 3.20 9

n = 69 % 14.5 16.0 13.0 8.7 27.5 20.3
Meeting contract deadline f 8 4 13 20 13 10 3.18 10

n = 68 % 11.8 5.9 19.1 29.4 19.1 14.7
Design changes f 7 4 16 15 15 11 3.12 11

n = 68 % 10.3 5.9 23.5 22.1 22.1 16.1
Incomplete contract documents f 5 8 11 16 15 14 2.99 12

n = 69 % 7.2 11.6 16.0 23.2 21.7 20.3
Transporting materials and plant f 4 7 13 15 15 15 2.91 13

n = 69 % 5.8 10.2 18.8 21.7 21.7 21.7
Managing materials on site f 1 9 12 22 10 15 2.90 14

n = 69 % 1.5 13.0 17.4 31.9 14.5 21.7
Preparing good tenders f 5 8 7 13 20 16 2.80 15

n = 69 % 7.3 11.6 10.1 18.8 29.0 23.2
Communicating with client/rep. f 4 7 6 16 21 15 2.73 16

n = 69 % 5.8 10.2 8.7 23.2 30.4 21.7
Obtaining skilled labour f 4 6 8 11 19 21 2.58 17

n = 69 % 5.8 8.7 11.6 16.0 27.5 30.4
Maintaining public image f 3 5 8 15 17 20 2.56 18

n = 68 % 4.4 7.3 11.8 22.1 25.0 29.4
Accounting and finan. mgt. f 3 3 6 20 16 21 2.46 19

n = 69 % 4.3 4.3 8.7 29.0 23.2 30.5
Supervision by client/rep. f 2 4 11 7 25 20 2.42 20

n = 69 % 2.9 5.8 15.9 10.2 36.2 29.0
Planning of work & site mgt f 1 3 9 11 23 22 2.29 21

n = 69 % 1.5 4.4 13.0 15.9 33.3 31.9
Technical understanding f 4 4 8 5 18 30 2.28 22

n = 69 % 5.8 5.8 11.6 7.2 26.1 43.5
Commitment to construction f 1 3 11 10 15 28 2.25 23

n = 68 % 1.5 4.4 16.2 14.7 22.0 41.2
Company organisation f 1 3 7 14 20 24 2.24 24

n = 69 % 1.5 4.3 10.1 20.3 29.0 34.8
Personnel supervision and mgt f 2 2 7 13 19 26 2.22 25

n = 69 % 2.9 2.9 10.2 18.8 27.5 37.7
Providing good quality work f 3 1 6 14 17 28 2.19 26

n = 69 % 4.3 1.5 8.7 20.3 24.6 40.6
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It is not surprising that the items beyond the managerial control of the respondents 

were rated as creating the greatest problems. These items are mainly difficulties emanating 

from or imposed by external factors such as the business environment and the client. 

Among the top ten items rated by most respondents as causing great problems (5 and 6 on 

the rating scale): uncertainties in supplies and prices of materials (75%), obtaining work 

regularly (52%), access to capital (51%), access to plant and equipment (46%) and 

maintenance of plant and equipment (32%). These are items related to the business 

environment. Other problems highly rated by the respondents are in respect to difficulties 

imposed by clients - obtaining payments for work done (57%), negotiating payments for 

variations (43%), inappropriate contract conditions (36%) and resolving contract disputes 

(30%). Difficulty in meeting contract deadline (19%) is probably a combination of 

problems in the business environment, difficulties emanating from the client as well as 

deficiencies in the contractor's capacity. But generally, the majority of respondents are 

optimistic that they have little or no problem (1 and 2 on the rating scale) in planning of 

work or site management (65%), technical understanding of work (70%), commitment to 

construction business (63%), company organisation (64%), personnel supervision and 

management (65%) and providing good quality work (65%).

These findings are consistent with those made by Dandridge and Sewall, (1978) 

and Franklin and Goodwin (1983) which looked at problems of small businesses in 

general. These studies reported that small business owner managers consider external 

uncontrollable variables as the major cause of business problems and they tend to ignore 

the significance of internal variables under their managerial control. Norris (1984) and 

Mahmood, (1992) also looked at the problems of small contractors in particular. Their 

respondents similarly ranked externally imposed factors as the major cause of business 

problems.

Respondents were requested to identify the three prominent problems they 

experience in the industry and rank them in order of importance into the most prominent 

problem, the second most prominent and the third most prominent problem. These 

responses were assigned the weight of 3, 2 and 1 respectively. The weighted score of each 

item for each response type was obtained by multiplying the total number of respondents 

suggesting the item for the response type by the weight assigned. The total weighted score
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of the item was obtained by adding the weighted score for all responses and this was used 

to determine the ranking for the item. The rank order of the problems is shown in Table 

8 .22 .

Table 8.22
Ranking of the most prominent problems experienced by respondents

Most Drominent problem Total weighted score Rank

Access to capital 87 1
Uncertainties in supplies and price of materials 84 2
Obtaining work regularly 63 3
Obtaining interim payments 60 4
Negotiating variation payments 23 5
Access to plant and equipment 20 6
Inappropriate contract conditions 9 7
Maintaining plant and equipment 9 7
Meeting contract deadline 8 9
Obtaining skilled labour 5 11
Incomplete contract documents 5 11
Resolving contract disputes 5 11
Tedmical undo t̂anding 4 14
Preparing good tenders 4 14
Managing materials on site 4 14
Design changes 4 14
Maintaining public image 3 18
Personnel management 2 19
Providing gcxxl quality work 1 20
Communicating with client/representatives 1 20
Transporting materials and plant 1 20
Planning of work and site mgt 1 20
Company organisation 0 24
Accounting and financial management 0 24
Commitment to construction 0 24

A slightly different ranking was obtained from respondents through this approach. 

Nine out of the ten highest rated problems were ranked among the ten most prominent 

problems. Uncertainties in supplies and prices of materials is now ranked as the most 

prominent problem while access to capital is now ranked number 4. However, there is 

considerable agreement in the ranking order obtained from the two approaches in respect of 

problems perceived by respondents. Externally imposed problems remained the most 

prominent problems perceived by the respondents while problems within their managerial 

control are greatly discounted.
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Types of support programmes preferred bv contractors

Respondents were requested to rate on a six-point scale (ranging from 1 for not 

very important to 6 for very important) the importance of twenty types of actions that could 

be initiated to support indigenous contractors' development. Their responses are indicated 

in Table 8.23.

Table 8.23
Type of assistance/support programmes preferred by contractors

Very Level of responses Not very
important (Valid %) important

Tvne of assistance/develonment 6 5 4 3 2 1 Mean Rank

More efficient payment procedures f 49 12 5 3 0 0 5.55 1
n = 69 % 71.0 17.4 7.2 4.4 0.0 0.0

Planned govt demand for construction f 44 11 8 3 1 2 5.28 2
n = 69 % 63.8 15.9 11.6 4.3 1.5 2.9

Provision of loans/loan guarantee f 39 16 9 4 0 1 5.26 3
schemes n = 69 % 56.5 23.2 13.0 5.8 0.0 1.5
Improved access to materials f 40 18 5 3 1 2 5.26 4

n = 69 % 58.0 26.1 7.2 4.3 1.5 2.9
Provision of plant hire f 33 22 9 4 1 0 5.19 5

n = 69 % 47.8 31.9 13.0 5.8 1.5 0.0
Provision of mobilisation allowances f 37 12 13 4 2 1 5.09 6

n = 69 % 53.6 17.4 18.8 5.8 2.9 1.5
Training and advisory services f 30 20 6 7 4 2 4.86 7

n = 69 % 43.5 29.0 8.7 10.1 5.8 2.9
More efficient contractor registration f 25 20 14 4 4 2 4.75 8
procedures n = 69 % 36.2 29.0 20.3 5.8 5.8 2.9
Improved tendering procedures f 26 18 14 6 3 2 4.75 8

n = 69 % 37.7 26.1 20.3 8.7 4.3 2.9
More equitable contract conditions f 26 13 16 10 4 0 4.68 10

n = 69 % 37.7 18.8 23.2 14.5 5.8 0.0
More subcontracting by larger firms f 27 15 9 6 4 6 4.55 11

n = 67 % 40.3 22.4 13.4 9.0 5.9 9.0
Standard contract documentation f 21 22 10 5 8 3 4.49 12

n = 69 % 30.4 31.9 14.5 7.2 11.6 4.4
Lower retention money f 25 13 8 12 7 4 4.36 13

n = 69 % 36.2 18.8 11.6 17.4 10.2 5.8
Incentives for small firms to team up f 22 20 8 4 5 9 4.34 14

n = 68 % 32.4 29.4 11.8 5.9 7.3 13.2
Tendering preferences f 16 18 12 11 7 3 4.24 15

n = 67 % 23.9 26.9 17.9 16.4 10.4 4.5
Standardisation of design f 20 12 13 10 10 4 4.15 16

n = 69 % 29.0 17.4 18.8 14.5 14.5 5.8
Contract splitting f 15 14 17 11 9 3 4.09 17

n = 69 % 21..7 20.3 24.6 15.9 13.0 4.5
Lesser use of direct labour f 17 15 9 8 9 10 3.89 18

n = 68 % 25.0 22.1 13.2 11.8 13.2 14.7
More virile contractors' association f 14 15 12 12 11 9 3.80 19

n = 69 % 20.3 21.8 14.5 15.9 15.9 11.6
Govt, sponsored contractor dev. agency f 10 14 12 12 11 9 3.60 20

n = 68 % 14.7 20.6 17.6 17.6 16.2 13.3
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The majority of respondents (over 50%) rated fifteen of the twenty proposed 

programmes as very important (5 and 6 on the rating scale). But if any programme with a 

mean of response of 4.0 is considered as important, seventeen programmes were rated as 

important by the respondents. More than 88'% of respondents rated more efficient payment 

procedures as the most important assistance required by small indigenous contractors. This 

is followed by improved access to materials (84%). Planned government construction 

works to ensure regular construction market, provision of loans and loan guarantee 

schemes and provision of plant and equipment hire were each rated by 80% of respondents 

as very important. It is not surprising that the five programmes receiving the highest rating 

as the most important programme by the majority of the respondents are also the most 

probable solutions to the six problems rated highest as the most prominent problems 

perceived by the respondents. It is however, surprising that training and advisory services 

was rated as very important by over 72% of the respondents. So also more efficient 

contractor pre-qualification and registration (63%). Other assistance programmes highly 

rated by the respondents as very important are also closely related to the problems highly 

rated by the respondents.

The respondents were also requested to identify from the list of 

development/support programmes provided, the three most important ones and rank them 

in order of importance: the most important support programme, the second most important 

and the third most important support programme. The rank order of the items based on the 

total weighted score for each item is shown in Table 8.24.

A different ranking order however, emerged. Though eight of the ten items that 

were rated most important by the respondents were again ranked among the ten most 

important items, the positions of the items however changed. Provision of mobilisation 

allowances and provision of loans and loan guarantee schemes are ranked first and second 

most important programmes respectively. Thus financial assistance seems to be the most 

important support required by the respondents. But more efficient interim payment 

procedures previously rated as the most important programme is now ranked fifth. Training 

and advisory services and more efficient pre-qualification and registration of procedures 

previously ranked seventh and eight respectively switched positions. Thus there is little 

change in the perceived importance of these support programmes. In addition, the
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perceived importance of a contractors' association or a government sponsored contractors' 

development agency seems unchanged. They retained the last two ranks respectively and 

remained the least desired support programmes.

Table 8.24
Rank order of the importance of types of assistance/support programmes to contractors

Tvne of assistance Total weighted score Rank
Provision of mobilisation allowances 73 1
Provision of loans and loan guarantee schemes 52 2
Improved access to materials 43 3
Planned and regular govt construction demand 39 4
More d'fîdient interim paymait procedures 38 5
Incentives for small firms to team up 32 6
More efficient contractor registration procedures 22 7
Training and advisory services 19 8
More subcontracting by larger firms 14 9
More equitable contract conditions 12 10
Provision of plant and equipment hire 12 10
BettCT tendering procedures 9 12
Contract splitting 8 13
Lesser use of direct labour 7 14
Standard contract documentation 7 14
Lower retention money 7 14
Tendering preferaices 6 17
Standard design 4 18
More virile contractors' association 3 19
Govt, sponsored contractor development agency 0 20

Need for a special body to promote contractors' development

When respondents were asked if a special body will be required to promote the 

interest of indigenous contractors, their responses are as indicated in Table 8.25 below.

Table 8.25
Need for a special contractor development body

Need for a contractor development body Frequency Valid %

Yes 65 95.6
No 3 4.4
No response 1 —
Total 69 100

These responses are quite surprising. Earlier responses received in respect of a 

contractors' association or a government sponsored contractor development agency as a 

support programme indicated that neither of these support programmes is regarded to be
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important by the respondents. This may however be because these programmes were 

initially thought as being less important than other support programmes presented.

When respondents were further asked who should establish and run the proposed 

contractor development agency (CDA), their responses are as in Table 8.26 below.

Table 8.26
Contractors' view on who should run the CDA

Who should run the CPA Freauencv Valid %
Government 2 3.1
Contractors 16 24.6
Both 47 72.3
No response 4 -
Total 69 100

These responses show that the CDA is most preferred if it is jointly sponsored by 

the contractors and the government. Thus it is recognised that contractors should also be 

actively involved in promoting their own interest and development in the industry. This is 

similar to what was recommended by Edmond and Miles (1984). They recommended that a 

CDA should have a strong link with government but must also enjoy sufficient autonomy 

so as to be in a position to gain the trust of all contractors and their clients thereby 

strengthening the link with the private sector.

Training activities of CDA

Respondents were further asked to recommend the extent to which training should 

be emphasised by CDA among its other activities. Table 8.27 below shows their 

responses.

Table 8.27
The recommended level of training activities of CDA

Training activities of CDA (%) Frequency Valid %

0 - 10 7 10.8
11-30 20 30.7
31-50 10 15.4
51-70 21 32.3
Over 70 7 10.8

No response 4 -

Total 69 100.0

Mean = 43. 72%; SD = 23. 35
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The majority of the respondents (78%) recommended that training should be 

between 11% to 70% of CDA activities. The mean obtained was 43.73%. This is relatively 

high for a single activity in an organisation expected to perform four other types of support 

including provision of work, finance and physical resources (for example, plant hire) and 

promotion of corporate relations with government and other relevant bodies.

To further inquire about the perceived relative importance of training among other 

support programmes to be offered by the CDA, respondents were asked if contractors 

should be required to participate in a specified training programme before benefiting from 

other assistance packages. Table 8.28 shows their responses to this question while Table 

8. 29 summarises the various reasons given by the respondents why contractors should 

undertake a training programme as a prerequisite for other assistance packages.

Table 8.28
Contractors' perception of participation in training as 
a requirement for consideration for other assistance

Training as a precondition Frequency Valid %

Yes 44 73.3
No 16 26.7

No response 9 —
Total 69 100.0

Table 8.29
Contractors' perception of why training should 
be a precondition for other assistance packages

Factor Frequency Valid %

To increase commitment 10 26.3
To enhance skills and expertise 16 42.1
To ensure effective utilisation of aids 6 15.8
To aihance standard 6 15.8
No response 6 —

Total 0^=44) 44 100.0

These responses further show that contractors perceive training as important. In 

Table 8.28,73% of respondents indicated that participation in specified training should be 

required of intended beneficiaries of CDA support programmes. In Table 8.29, 42% of 

respondents (n = 44) indicated that such training would enhance the skills and expertise of 

participants, 26% indicated that it would increase commitment of participants to 

construction business. 16% of respondents each perceived that such a training would
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enhance standard and effective utilisation of assistance packages. It seems therefore that 

training is seen by the majority of respondents as an important function of the CDA. They 

feel it is an essential support programme, hence it should be mandatory for those intending 

to benefit from other assistance programmes of the CDA.

Training needs of contractors 

Interest in training

The attitude of small business owner-managers to management training has 

generally been observed to be characterised by lack of enthusiasm. Apart from the above 

mentioned questions on perceived importance of training in contractor development 

programmes, respondents were also asked if they perceive the need for some training to 

improve their personal management skills, hence their business performance.

Table 8.30
Contractors' perception of need of training to improve business performance

Great Level of response Little or
Factor need Valid % no need Mean

6 5 4 3 2 1
Need for training 37.8 15.2 31.8 6.1 6.1 3.0 4.64

Table 8.30 gives their responses on the need for training to improve business 

performance. 53% of the respondents indicated that they have a great need (5 and 6 on the 

rating scale) for some training in order to improve their business performance. The table 

also shows that less than 10% of the respondents indicated little or no need for some 

training to improve their performance. It seems that this sample of Nigerian contractors is 

more interested in training than the UK sample of contractors surveyed by Mahmood 

(1992). 40% of the UK sample indicated that they are unlikely or most unlikely to be 

interested in training to improve their business performance; only 34% of the respondents 

indicated that they are likely or most likely interested in attending training courses. Thus it 

seems it will be less difficult to attract Nigerian contractors to contractor training 

programmes. Olugbekan (1991) also observed that Nigerian contractors are keen on 

receiving training.
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Preferred Training Topics

The list of possible topics for contractor training is inexhaustive. However, a total 

of 44 topics that would be of interest to indigenous contractors in Nigeria were identified. 

They were derived from topics suggested for contractor training in developing countries by 

Building for Development (1970); ILO (1977, 1983) and Hernes (1988); and for 

construction management training in UK by CITE (1988) and Young and Huff (1990). 

The items were classified into five categories as indicated in Table 8.31.

Though provision was made for respondents to add other topics of interest, no 

additional topic was mentioned by respondents. Respondents were asked to rate on a six- 

point rating scale (ranging from 6 for very relevant to 1 for not relevant) the perceived 

importance of the various training topics to improving their business performance if they 

were available on a training programme. Their responses are reported in Table 8.32.

It is most surprising that the highest ranking topic is business aims and objectives. 

This entrepreneurial studies (ES) topic was considered as very important (5 and 6 on the 

rating scale) by 75% of the respondents. But the second highest topic is raising finance and 

it is rated as very important (5 and 6 on the rating scale) by 90% of the respondents. 

However, accounting and financial management (AF) category topics dominate the ten 

highest ranked topics with four topics. The next category with three topics is project 

management (PM). It is followed by entrepreneurial studies (ES) with two topics and then 

general management (GM) with one topic. It seems that the least important topics are the 

contextual studies category. Four out of five topics listed in this category ranked in the least 

ten topics.
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Table 8.31
List of training topics

Entreproicurial studies (ESI
Building industry and national development
Building contractor in the community
Contractor in the building team
The building process
Govt, and contractor in partnership

Accounting/financial management (AF)
Raising finance 
Book-keeping and accounting 
Interpreting balance sheets 
Cash flow management 
Financial planning 
Cost control

Estimating and tendering (bT)
Reading construction documents
Cost estimating
Tendering

General management (GM)
Leading and managing people
Decision making
Communication
Legal aspects of business
Public relations
Contractual relationships
Market analysis and sales promotion
Risks and insurance
Economic fluctuations

Contextual studies (CŜ
Aims and objectives in business 
Learning to look ahead 
Entreproieurial attitudes 
Business ethics 
Analysing economic risks

Personnel Management (P) 
Recruiting employees 
Employees' salaries and benefits 
Supervision of employees 
Industrial relations 
Employees' training

Project management (PM)
Planning techniques 
Quality control 
Health and safety 
Materials management 
Plant management 
Site management

Construction technology (CD 
Setting-out and levelling 
Concreting 
Soils and foundations 
Roofing problems 
Technical innovations
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Table 8.32
Preferred training Topics

Training tonics

Very Level of response 
important (Valid % )
6 5 4 3

Not very 
important 
2 1 Mean Rank

Business aims and objectives (ES) f 35 16 10 4 3 0 5.81 1
n = 69 % 51.5 23.5 14.7 5.9 4.4 0.0

Raising finance (AF) f 55 7 5 1 1 0 5.65 2
n = 69 % 79.7 10.1 7.2 1.5 1.5 0.0

Planning techniques (PM) f 43 16 8 0 2 0 5.42 3
n = 69 % 62.3 23.2 11.6 0.0 2.9 0.0

Cost control (AF) f 36 25 8 0 0 0 5.41 4
n = 69 % 52.2 36.2 11.6 0.0 0.0 0.0

Cash flow management (AF) f 37 21 9 2 0 0 5.35 5
n = 69 % 53.6 30.5 13.0 2.9 0.0 0.0

Health and safety (PM) f 38 19 11 0 1 0 5.35 5
n = 69 % 55.1 27.5 15.9 0.0 1.5 0.0

Financial planning (AF) f 39 19 8 1 2 0 5.33 7
n = 69 % 56.5 27.5 11.6 1.5 2.9 0.0

Leading and managing people (GM) f 39 19 5 2 3 0 5.31 8
n = 69 % 57.4 27.9 7.4 2.9 4.4 0.0

Analysing economic risks (ES) f 39 16 10 2 2 0 5.28 9
n = 69 % 56.5 23.2 14.5 2.9 2.9 0.0

Quality control (PM) f 37 20 6 2 3 0 5.27 10
n = 69 % 54.4 29.4 8.8 3.0 4.4 0.0

Tendering (ET) f 40 17 5 4 3 0 5.26 11
n = 69 % 58.0 24.6 7.2 5.8 4.4 0.0

Learning to look ahead (ES) f 34 19 14 2 0 0 5.23 12
n = 69 % 49.3 27.5 20.3 2.9 0.0 0.0

Reading contract documents (ET) f 44 10 7 5 1 2 5.23 12
n = 69 % 63.8 14.5 10.1 7.2 1.5 2.9

Plant management (PM) f 36 17 9 4 1 1 5.18 14
n = 69 % 52.9 25.0 13.2 5.9 1.5 1.5

Contractual relationships (GM) f 36 13 14 6 0 0 5.15 15
n = 69 % 52.2 18.8 20.3 8.7 0.0 0.0

Cost estimating (ET) f 36 17 10 1 3 2 5.10 16
n = 69 % 52.2 24.6 14.5 1.5 4.3 2.9

Materials management (ET) f 33 14 18 4 0 0 5.10 16
n = 69 % 47.8 20.3 26.1 5.8 0.0 0.0

Site management (PM) f 24 31 11 2 1 0 5.09 18
n = 69 % 34.8 44.9 15.9 2.9 1.5 0.0

Reading balance sheets (AF) f 26 25 15 3 0 0 5.07 19
n = 69 % 37.7 36.2 21.7 4.4 0.0 0.0

Supervising employees (?) f 25 27 15 1 1 0 5.07 19
n = 69 % 36.2 39.1 21.7 1.5 1.5 0.0

Business ethics (ES) f 31 18 12 4 3 0 5.03 21
n = 69 % 45.6 26.5 17.6 5.9 4.4 0.0

Communication (GM) f 32 18 11 5 2 1 5.01 22
n = 69 % 46.4 26.1 15.9 7.2 2.9 1.5

Entrepreneurial attitudes (ES) f 32 15 15 6 0 1 5.01 22
n = 69 % 46.4 21.7 21.7 8.7 0.0 1.5

Legal aspects of business (GM) f 29 18 15 6 1 0 4.99 24
n = 69 % 42.0 26.1 21.7 8.7 1.5 0.0

Technical iimovations (CT) f 35 14 12 2 4 2 4.99 24
n = 69 % 50.7 20.3 17.4 2.9 5.8 2.9

Econ. fluctuations (GM) f 28 20 14 5 2 0 4.97 26
n = 69 % 40.6 29.0 20.3 7.2 2.9 0.0

Employees' training (P) f 32 17 10 7 2 1 4.97 26
n = 69 % 46.4 24.6 14.5 10.2 2.9 1.5
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Table 8.32 continued 
Preferred training topics 

Very Level of response 
important (Valid % )

Not very 
important

Training tonics 6 5 4 3 2 1 Mean Rani

Public relations (GM) f 27 18 18 5 1 0 4.94 28
n = 69 % 39.1 26.1 26.1 7.2 1.5 0.0

Bldg industry and national dev (CS) f 32 18 7 7 4 1 4.93 29
n = 69 % 46.4 26.1 10.1 10.1 5.8 1.5

Industrial relations (?) f 26 23 14 2 3 1 4.93 30
n = 69 % 37.7 33.3 20.3 2.9 4.3 1.5

Book-keeping and finance (AF) f 26 20 14 7 1 0 4.92 31
n = 69 % 38.2 29.4 20.6 10.3 1.5 0.0

Decision making (GM) f 27 24 7 8 1 2 4.90 32
n = 69 % 39.1 34.8 10.1 11.6 1.5 2.9

Soil properties & foundations (CT) f 29 19 11 4 2 4 4.83 33
n = 69 % 42.0 27.5 16.0 5.8 2.9 5.8

Setting-out and levelling (CT) f 429 19 9 3 4 4 4.79 34
n = 69 % 2.7 27.9 13.2 4.4 5.9 5.9

Concrete technology (CT) f 28 17 14 5 1 4 4.78 35
n = 69 % 40.6 24.6 20.3 7.2 1.5 5.8

Contractor in the bldg team (CS) f 23 20 15 6 1 3 4.72 36
n = 69 % 33.8 29.4 22.1 8.8 1.5 4.4

Staff salaries and incentives (?) f 22 20 16 6 3 1 4.72 36
n = 69 % 32.4 29.4 23.5 8.8 4.4 1.5

Risks and insurance (GM) f 18 28 11 9 3 0 4.71 38
n = 69 % 26.1 40.6 15.9 13.0 4.4 0.0

Recruiting employees (?) f 22 20 17 5 2 3 4.67 39
n = 69 % 31.9 29.0 24.6 7.2 2.9 4.4

Building elements (CT) f 25 18 13 7 2 4 4.65 40
n = 69 % 36.2 26.1 18.9 10.1 2.9 5.8

Bldg contractor in community (CS) f 19 20 15 10 3 2 4.52 41
n = 69 % 27.5 29.0 21.7 14.5 4.4 2.9

Sales and marketing (GM) f 16 22 13 11 6 1 4.41 42
n = 69 % 23.2 31.9 18.8 15.9 8.7 1.5

The building process (CS) f 15 18 14 11 3 6 4.19 43
n = 69 % 22.4 26.9 20.9 16.4 4.5 9.0

Govt. & contractor in partnership f 20 14 8 14 8 5 4.13 44
(CS) n = 69 % 29.0 20.3 11.6 20.3 11.6 7.2

NB The letter(s) in parentheses refer to the category of each topic.

If all topics with the mean of 5 and above (that is, rated as very important) are 

considered as priority topics to be included in training programmes for contractors, a total 

of 23 topics qualify to be described as priority topics. PM, estimating and tendering (ET) 

and ES are the most important categories. All PM, ET and ES topics have mean of 

responses of at least 5.0, and therefore, they are all listed among the first 23 highest ranked 

topics. 5 out of 6 AF topics are also ranked in the first 20 highest ranked topics while 3 

general management (GM) courses and 1 personnel management (P) topic are also ranked. 

No contextual studies (CS) and construction technology (CT) related topics has a mean of 

response equal to or above 5.0. However, one CT topic is highly rated: technical
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innovations (mean = 4.99). This gives the impression that topics in these two categories are 

not regarded by the respondents as important in improving their business performance.

The mean response for each topic as well as for all topics in each category are 

shown in Table 8. 33 below. This further shows the relative importance of the categories. 

The category mean is the mean of the mean of responses of all topics in the category. The 

highest ranked category is accounting and financial management closely followed by 

entrepreneurial studies. The third highest ranked category is production management and 

following in the fourth place is a closely related category, estimating and tendering.

It is again not very surprising that contextual studies (CS) and construction 

technology (CT) related topics are the least important topics to the respondents. This is 

probably as a result of the fact that the majority of the respondents have construction related 

qualifications, they would therefore be very familiar with the contents of topics in these 

categories. Nevertheless, respondents generally indicated that training in entrepreneurship 

and management skills, especially accounting and finance is very relevant to their business 

development Thus it could be said that they have a great need in these areas. This could be 

because their educational background and experience did not adequately prepare them for 

the demands of managing a business or business ownership. These findings confirm the 

generally held view that entrepreneurial and managerial training should be given more 

prominence in technical education.
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Table 8. 33
Category mean of responses on importance of training topics

Training topics Mean Rank

Contextual studies CS> (4.50) (8)
Building industry and national development 4.93 29
Building contractor in the community 4.52 41
Contractor in the building team 4.72 36
Building process 4.19 43
Government and contractor in partnership 4.13 44

ntreoreneurial studies (ES) (5.27) (2)
Business aims and objectives 5.81 1
Learning to look ahead 5.23 12
Entrepreneurial attitudes 5.01 22
Business ethics 5.03 21
Analysing economic risks 5.28 9

Accounting and financial mgt f AF) (5.29) (1)
Raising finance 5.65 2
Book-keeping and accounting 4.92 31
Interpreting balance sheets 5.07 19
Cash flow management 5.35 5
Financial analysis and budgeting 5.33 7
Cost control 5.41 4

Estimating and tendering fPSl (5.20) (4)
Reading contract documents 5.23 12
Cost estimating 5.10 16
Tendering 5.26 11

Personnel management tPSl (4.87) (6)
Recruiting employees 4.67 39
Employees' salaries and benefits 4.72 36
Supervising employees 5.07 19
Industrial rdations 4.93 30
Employees' training 4.97 26

Proiect management (PI (5.23) (3)
Planning techniques 5.42 3
Quality control 5.27 10
Health and safety issues on site 5.35 5
Materials management 5.10 16
Site management 5.09 18
Plant management 5.18 14

General management fGM) (4.93) (5)
Leading and managing people 5.31 8
Decision making 4.90 32
Communication 5.01 22
Public relations 4.94 28
Legal aspects of business 4.99 24
Contractual relationships 5.15 15
Sales promotion and market study 4.41 43
Risks and insurance 4.71 38
Adjusting to economic fluctuations 4.97 26

Construction technology fCT) (4.81) (7)
Setting-out and levelling 4.79 34
Concreting 4.78 35
Soil and foundations 4.83 33
Construction problems 4.65 40
Technical innovations 4.99 24

Category mean and rank are in parentheses
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Some similarities and differences exist between the findings of this study and that 

of Mahmood (1992). Mahmood identified 26 educational topics categorised into 4 major 

areas of management: production, marketing and sales, accounting and financial 

management and general management. Topics included under entrepreneurial and 

contextual studies and construction technology were not examined in his study while topics 

listed under production management are similar to those listed in this study under project 

management Nevertheless, the findings of this study agree with that of Mahmood in that 

respondents indicated higher interest in topics related to management of construction 

projects, that is project management or production management, than in other functional 

areas of management.

Preferred training delivery systems 

Training suppliers

It has been established that small business owner-managers are quite selective about 

where they would accept training and that the credibility of the training supplier will 

influence their decision. Respondents were requested to rate the perceived effectiveness of 

thirteen training suppliers in providing suitable training for indigenous contractors. The 

results are presented in Table 8.34 below.

It is very surprising that universities and polytechnics are rated as the most effective 

provider of training (5 and 6 on the rating scale) by 70% of by this sample of contractors 

contrary to the usual disdain of most small business owner-managers for educational 

institutions as providers of training. Professional associations are rated by 65% of 

respondents as very effective providers. Mahmood had also reported that universities are 

preferred to professional associations. Though another educational institution emerged with 

the third highest mean of responses, it was however, rated as very effective (5 and 6 on the 

rating scale) by 54% compared with private construction consultants (55%) and contractor 

development agency (CDA) (60%) ranked as fourth and fifth respectively. It is not 

surprising that the government's agency overseeing construction activities, the Ministry of 

Works, and the Chamber of Commerce are the least preferred by contractors as training 

suppliers. The former probably because of problems of bureaucracy and political
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interferences that characterise government institutions, and because the latter is known to 

cater more for the interest of the manufacturing sector. It should however, be noted that 

both the Contractor Development Agency (CDA) and the Small Business Development 

Board are not presently existing in Nigeria and respondents might not have been able to 

rightly assess their effectiveness as training suppliers. Thus this might have affected their 

perceived ability.

Table 8.34
Rating of preferred training suppliers by contractors

Very
effective

Level of response Not very 
effective

Training sunnlier 6 5 4 3 2 1 Mean Rank

Universities/Polytechnics f 32 17 12 6 1 1 5.01 1
n = 69 % 46.3 24.6 17.4 8.7 1.5 1.5

Professional associations f 28 17 15 6 1 2 4.86 2
n = 69 % 40.6 24.6 21.7 8.7 1.5 2.9

Technical colleges f 23 14 17 10 3 2 4.55 3
n = 69 % 33.3 20.3 24.6 14.5 4.4 2.9

Private construction consultants f 19 18 15 8 6 1 4.49 4
n = 67 % 28.3 26.9 22.4 11.9 9.0 1.5

Contractor development agency f 23 17 7 12 3 5 4.45 5
n = 67 % 34.3 25.4 10.4 17.9 4.5 7.5

Private management consultants f 19 14 24 2 7 3 4.39 6
n = 69 % 27.5 20.3 34.8 2.9 10.1 4.4

Mgt development centres f 22 13 12 10 3 8 4.25 7
n = 68 % 32.4 19.1 17.6 14.7 4.4 11.8

Indigenous contractors' assoc. f 18 12 13 16 7 1 4.22 8
n = 67 % 26.9 17.9 19.0 23.9 10.5 1.5

Small business dev. board f 13 14 17 10 3 2 3.88 9
n = 69 % 18.8 20.3 20.3 21.7 8.7 10.2

Large contractors (mgt contract) f 10 13 20 11 9 6 3.80 10
n = 69 % 14.5 18.8 29.0 15.9 13.0 8.7

Large contractors' association f 9 9 18 18 9 6 3.61 11
n = 69 % 13.0 13.0 26.1 26.1 13.0 8.7

Ministry of Works f 12 5 17 14 7 14 3.40 12
n = 69 % 17.4 7.3 24.6 20.3 10.1 20.3

Chamber of commerce f 7 3 18 14 10 17 3.01 13
n = 69 % 10.1 4.4 26.1 20.3 14.5 24.6

A similar rank order emerged when the respondents were asked to identify and rank 

the best three providers as shown in Table 8.35 below. Universities and polytechnics, 

professional associations and technical colleges retained their ranking as the first, second 

and third most preferred providers of training for contractors respectively. The Chamber of 

Commerce also retained its ranking as the least preferred training supplier followed by the 

large contractors' association and the Ministry of Works as the second and third least 

preferred suppliers. CDA and private construction consultants seem to be perceived as
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equally efficient in providing suitable training for contractors as they share the same but 

lower rank. The ranking of the small business development board remained the same.

Table 8.35
Ranking of preferred training suppliers by contractors 

Training supplier Total wdghted score Rank

University/Polytechnic 105 1
Professional associations 82 2
Technical colleges 50 3
Management dev. centres 36 4
Private mgt consultants 33 5
Indigenous contractors' assoc. 24 6
Private construction consultants 22 7
Contractor development agency 22 7
Small business deve. board 17 9
Large contractors' assoc. 14 10
Ministry of Works 9 11
Large contractors' assoc. 8 12
Chamber of commerce 1 13

Preferred training methods

It is very important that the most appropriate training methods be selected for 

effective delivery of training contents. The findings of this study in respect of preferred 

training methods by Nigerian indigenous contractors shown in Table 8.36 tend to support 

the view generally held that small business owner-managers prefer informal training 

approaches to formal training approaches. The majority of respondents tend to prefer 

informal means of transferring training contents such as field-trips (75%), discussions led 

by experts (73%), workshops (70%), seminars (58%) and videotapes (55%) to formal 

approaches such as lectures (49%). The highest four ranked methods - workshops, 

discussions led by lecturers, field-trips, demonstrations encourage participation, 

collaboration and experimentation by the trainees in learning rather than listening passively. 

This gives the impression that contractors want to be actively involved in their learning 

process and they do not want to be talked down to. This agrees with adult learning 

theories. But it is surprising that self-directed training (self-help manuals and programmed 

self study) seems to be unpoupular among the respondents. They seem to prefer learning in 

group rather than individually. But they do not seem to be interested in being guided by 

their counterparts. This contradicts the principle espoused in the Interactive Contractor 

Training (ICT) by the ILO.
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Table 8.36
Rating of training methods preferred by contractors

Most Frequency of response Least 
preferred (Valid % ) preferred

Training method 6 5 4 3 2 1 Mean Rank

Workshops f 33 15 15 4 1 1 5.04 1
n = 69 % 47.8 21.7 21.7 5.8 1.5 1.5

Discussions led by lecturers f 32 18 11 6 1 1 5.03 2
n = 69 % 46.4 26.1 15.9 8.7 1.5 1.5

Field-trips f 37 15 5 5 5 2 4.99 3
n = 69 % 53.6 21.7 7.3 7.3 7.3 2.9

Demonstrations f 30 15 9 3 8 4 4.64 4
n = 69 % 43.5 21.7 13.0 4.4 11.6 5.8

Seminars f 20 20 18 4 6 1 4.59 5
n = 69 % 29.0 29.0 26.1 5.8 8.7 1.5

Videotapes f 25 13 17 7 3 4 4.55 6
n = 69 % 36.2 18.8 24.6 10.2 4.4 5.8

Lectures by experts f 21 12 21 11 3 0 4.54 7
n = 69 % 30.9 17.6 30.9 16.2 4.4 0.0

Discussions led by other f 21 14 20 6 5 3 4.45 8
contractors n = 69 % 30.4 20.3 29.0 8.7 7.2 4.4
Individual consultation f 23 16 9 13 5 3 4.44 9
with experts n = 69 % 33.3 23.2 13.0 18.8 7.3 4.4
Case study f 19 18 19 5 3 5 4.44 9

n = 69 % 27.5 26.1 27.5 7.3 4.4 7.3
Conferences f 13 13 22 12 6 3 4.09 11

n = 69 % 18.8 18.8 31.9 17.4 8.7 4.4
Self-help manuals f 12 17 15 8 13 4 3.93 12

n = 69 % 17.4 24.6 21.7 11.6 18.8 5.8
Role-playing f 10 16 17 11 8 5 3.91 13

n = 67 % 14.9 23.9 25.4 16.4 11.9 7.5
Programmed self-study f 10 18 14 10 10 7 3.81 14

n = 69 % 14.5 26.1 20.3 14.5 14.5 10.2
Games f 8 12 17 12 10 9 3.54 15

n = 68 % 11.8 17.6 25.0 17.6 14.7 13.2

To further investigate the training methods preferred by respondents, they were 

asked to identify the three methods that they prefer most and to rank them in order of 

preference. The total weighted score for each training method was calculated as previously 

discussed. Table 8.37 below shows the total weighted score for each item and the ranking. 

Though a different rank order was obtained, the findings are generally consistent with that 

previously obtained. Discussions led by experts is now ranked as the most preferred 

training method followed by field trips, demonstrations and lectures by experts. Generally, 

informal training approaches that emphasise active involvement of trainees, experimentation 

in the learning process and group learning environment seem to be perceived as the most 

appropriate approaches. These findings are also consistent with adult learning theories.
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Table 8.37
Ranking of preferred training methods by contractors

Training method Total wdghted score Rank

Discussions led by lecturers 74 1
Field-trips 61 2
Demonstrations 43 3
Lectures by experts 42 4
Workshops 40 5
Seminars 38 6
Discussions led by other contractors 33 7
Individual consultation with experts 26 8
Case study 17 9
Video 13 10
Conference 10 11
Self-help manuals 5 12
Games 4 13
Role-play 4 13
Self-study progranuned learning 4 13

Preferred trainers

Various studies have established that small business owner-managers have their 

preferences in respect of trainers. Respondents in this study were asked to rate the 

perceived effectiveness of eight categories of instructors as trainers of small contractors. 

Their responses are shown in Table 8.38 below. The three most preferred trainers (5 and 6 

on the rating scale) highest ranked by the majority of the respondents are private 

construction consultants (81%), university and polytechnic lecturers (67%), experts in 

specific topics (64%). It is surprising that experienced indigenous contractors was ranked 

fourth and rated as most preferred by 52%. This sample of contractors seem to have little 

confidence in the ability of their own peers to offer useful training assistance contrary to the 

findings of Mahmood (1992). This again negates the principles of ICT. It is not surprising 

that government officials are least desired as trainers by the respondents. However, these 

findings agree with many studies that have generally shown that small business owner 

managers prefer experienced professional practitioners to faculty members of educational 

institutions.
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Table 8.38
Rating of preferred trainers by contractors

Type of trainer

Most Frequency of response Least 
preferred (Valid % ) preferred 

6 5 4 3 2 1 Mean Rank

Private construction f 36 13 11 6 1 1 5.09 1
consultants n = 68 % 52.9 19.1 16.2 8.8 1.5 1.5
University/polytechnic f 34 12 9 8 5 1 4.86 2
lecturers n = 69 % 49.3 17.4 13.0 11.6 7.2 1.5
Experts in specific topics f 23 21 8 6 4 7 4.46 3

n = 69 % 33.3 30.4 11.6 8.7 5.8 10.2
Experienced indigenous f 18 18 15 9 7 2 4.36 4
contractors n = 69 % 26.1 26.1 21.7 13.0 10.1 2.9
Foreign const, firms' f 13 17 15 14 8 2 4.10 5
executives n =69 % 18.8 24.6 21.7 20.3 11.6 2.9
Private mgt consultants f 11 20 12 14 4 8 4.00 6

n = 69 % 15.9 29.0 17.4 20.3 11.6 5.8
Versatile non-specialists f 4 13 11 15 16 10 3.18 7

n = 69 % 5.8 18.8 15.9 21.7 23.2 14.5
Min of Works officials f 5 6 12 20 14 12 3.01 8

n = 69 % 7.2 8.7 17.3 29.0 20.3 17.4

Table 8.39 shows the ranking obtained when respondents were asked to choose 

and rank three trainers perceived to be the most effective. Private construction consultants 

and university/polytechnic lecturers are ranked first and second but a marginal difference 

exist in their total weighted score compared with the difference in score between the second 

and the third ranked trainers. Though experienced indigenous contractors are now ranked 

third and higher than the experts in specific topics, the difference between their total 

weighted scores is also marginal. Government officials still retained their position as the 

least desired trainers.

Table 8. 39 
Ranking of preferred trainers by contractors

Tvne of trainer Total weighted score Rank

Private construction consultants 110 1
University/polytedmic lecturers 104 2
Experienced indigenous contractors 59 3
Experts in specific topics 53 4
Foreign Constar. firms' executives 41 5
Management consultants 30 6
Versatile non-specialists 10 7
Ministry of Works officials 7 8
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Preferred training schedule

Training duration

Respondents were requested to indicate their preferences in respect of duration and 

timing of training. This was an open ended question and various responses were received. 

Table 8.40 summarises the responses in respect of preferred duration of training.

Table 8.40 
Training duration preferred by contractors

Duration Frequency Valid %

Half-day 3 4.6
One day 5 7.7
Two days 5 7.7
Three days 8 12.3
Four days 1 1.5
Five days (one week) 4 6.2
Once per week for a period 22 33.9
Once per month for a period 14 21.5
Twice monthly for a period 2 3.1
Once quarterly 1 1.5
No response 4 -

Total 65 100

Table 8.40 shows that more than a third of respondents (34%) indicated interest in 

having a once a week training programme for a period of time. The second highest 

preferred duration for training is once a month for a period of time (22%) while the third 

preferred duration is three days. These findings agree with various studies on small 

business owner-managers that show that they do not want to be away from their business 

for a long time. Mahmood (1992) also reported similar findings. The findings of this study 

also confirm that the best training strategy for contractors would be "a little and often" 

proposed by Beesley and Birley (1976) for the training of small business owner-managers 

in general.

Month of the vear

When asked to indicate the most suitable time of the year for attending training, 

only about a third of the sample (24) responded to this question. Their responses are 

shown in Table 8.41 below.
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Table 8.41
Month of the year preferred by the contractors

Month Freauencv Valid %
January - March 11 45.9
April - June 9 37.5
July - September 4 16.6
October - December 0 0.0
No response 45 -

Total 69 100.0

The respondents that did not answer this question are probably those that also 

indicated preference for continuous weekly, monthly, bimonthly or quarterly training for a 

period of time. They constitute 56% of the sample and their preferred training schedule 

would probaly extend over many months. No respondent indicated interest in attending 

training in August and between October to December. 46% of respondents indicated 

interest in training between January and March while 54% indicated interest in attending 

training between April and September.

It seems the climate is the major influence on the preferred time of the year for 

training. The climate of the south western part of Nigeria is made up of two seasons: the 

dry and the rainy seasons. The dry season is mainly from October to March when the dry, 

humid weather is suitable for construction and many contractors expect to undertake their 

highest volume of work. The rainy season is from April to September, though August 

usually is relatively drier than other months of the rainy season and it is described as the 

little dry season. Another factor that could be responsible for a high interest in training in 

the first quarter of the year is because January is the beginning of the government financial 

year when the details of budget allocation are undertaken. Government capital expenditures 

usually pick up after the first quarter. It seems the preferred time for training is when 

construction is in the least demand or most difficulty to undertake.

Dav of the week

Respondents were asked to indicate the day(s) of the week that are most suitable to 

them to attend training. Their responses are shown in Table 8.42 below.
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Table 8.42
Most suitable time for training as perceived by contractors

vtsl of the week Freauencv Valid %

Monday 11 13.1
Tuesday 19 22.6

Wednesday 21 25.0
Thursday 12 14.3

Friday 10 11.9
Saturday 10 11.9
Sunday 1 1.2

No response 19 —

Total 84 100.0

Total responses greater than n (69) because some respondents indicated more than one day.

It seems the largest proportion of respondents (87%) prefer training to be held on 

any other days beside Monday, the beginning of the week. Wednesday (25%) is the most 

preferred day of the week, followed by Tuesday (23%) and Thursday (14%). Weekends 

(Friday to Sunday) are not very popular. It is understandable that Monday being the first 

day of the week, many will like to use this day to attend to their business. In addition, it is 

generally held in Nigerian business environment that transactions with government offices 

are best held early in the week. Friday is usually a bad time for any important business 

activity in view of the weekend syndrome; and coupled with the fact that Muslims usually 

take time off work on Friday afternoons to fulfil their religious obligations. Muslims 

constitute about 50% of Nigerian population. Thus the best time for training programme for 

Nigerian contractors seems to be between Tuesday and Thursday. These findings agree 

with that of other studies (for example, Carlson, 1981; Dickson, 1983) that have also 

reported that the best time for small business owner-managers' training is between Tuesday 

and Thursday.

Time of the dav

It is also important to identify the best time of the day to arrange training for 

contractors. Respondents were asked to indicate the most convenient time of the day they 

could be available for any training programme. Their responses are indicated in Table 8.43 

below:
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Table 8.43
Time of the day for training preferred by contractors

Time of the dav Freauencv Valid %
Morning only 16 28.1
Afternoon only 8 14.0
Morning - afternoon 32 56.1
Evening 1 1.8
No response 12 -

Total 69 100

The majority of respondents (56%) prefer training extending for the entire day. This 

is not very surprising given that the same proportion of respondents (56%) also indicated 

that they prefer training to be continuous - once a week, once a month or once a quarter, 

for a period of time. Thus the majority of respondents are willing to sacrifice a day 

periodically to attend training for the improvement of their businesses.

ANALYSIS OF PROFESSIONALS' RESPONSES

This section reports the findings from the questionnaire survey of construction 

professionals on the problems and training needs of indigenous Nigerian contractors. The 

professionals were asked questions in respect of problems experienced by Nigerian 

contractors, the types of development assistance or support programmes they require to 

improve their performance in the industry, the relevance of training in some topics to 

improve the performance of contractors, and to recommend appropriate training suppliers, 

methods, trainers and time schedule for contractor training.

Characteristics of respondents 

Professionai background

Table 8.44 shows the professional background of the professionals w ho 

participated in the study.
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Table 8.44
Background of professionals

Background Frequency Valid %
Building 18 25.7
Ardiitecture 20 28.6
Engineering 19 27.1
Quantity Surveying 13 18.6
No response 1 -
Total 71 100

All professionals in the building industry are well represented in the sample. Their 

responses will therefore be a fair cross-sectional view of professionals perception of 

indigenous contractors.

Academic attainment of professionals

Table 8.45 shows the educational attainment of the respondents. All the 

respondents have tertiary education with over 95% of them having at least a HND 

qualification. There is therefore clear evidence that they are all competent to assess the 

contractors.

Table 8.45 
Academic attainment of professionals

Educational attainment Freauencv Valid %

OND 1 1.5
HND 20 29.0
BSc 15 21.7
MA/MSc 33 47.8
No response 2 —

Total 71 100.0

Professional status

Table 8.46 shows the professional status of respondents. 80% of respondents are 

registered members of their respective professions. Thus they would be able to provide 

reliable information for the study.

3 1 9



Table 8.46
Professional status of professionals

Professional status Frequency Valid %
Student 1 1.5
Assodate 12 18.5
Manber 47 72.3
Fellow 5 7.7
No response 6 -
Total 71 100.0

Years of experience

The level of years of experience of responding professionals was examined. Table 

8.47 shows the total number of years of experience of the respondents. Almost 90% of 

respondents have at least seven years professional experience in the industry. This further 

reaffirms the competence of the respondents to assess contractors.

Table 8.47 
Years of experience of professionals

Years of experience Frequency Valid %

Under 3 years 4 5.7
3 - 6 years 5 7.1
7 -1 0  years 19 27.2
11-15 years 24 34.3
16 - 25 years 11 15.7
OvCT 25 years 7 10.0
No response 1 —
Total 71 100.0

Sector of employment of professionals

The sector of the industry where each of the respondents is employed was also 

investigated. There is equal representation of both the private and the public sector as 

shown in Table 8.48 below. Thus a balanced cross-sectional view will be obtained.

Table 8.48 
Sector of employment of respondents

Sector Frequency Valid %
Private 32 50.0
Govanment 32 50.0
No response 7 -
Total 71 100.0
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Number of indigenous contractors professionals have worked with

In order to further confirm the competence of the respondents' to appraise 

contractors, they were asked to indicate the number of contractors they have worked 

closely with in the past five years. Their responses are presented in Table 8.49 below.

Table 8.49
Number of indigenous contractors the professionals 

have worked closely with in the past five years

No of contractors known Frequency Valid %
1 -4  26 38.2
5 -1 0  8 11.8
Over 10 34 50.0
No response 3 -
Total 71 100.0

50% of the respondents have worked with over ten indigenous contractors in the 

past five years, while 62% have worked with five or more contractors at that same period. 

It seems this sample of professionals have a good knowledge of indigenous contractors and 

they will be in a position to assess their performance.

Problems encountered bv contractors as perceived bv the professionals

The respondents were asked to rate on a six-point rating scale (ranging from 1 for 

little or no problem to 6 for great problem) the degree of difficulty they perceive indigenous 

contractors experience in respect of some problems. Their responses are shown in Table 

8.50. Other problems identified by the profesionals include corruption (4), prejudice 

against contractors (2); political instability (3); economic fluctuaction (1) and breach of 

contract by clients (2).

The four items ranked as posing the greatest problem to contractors by the 

professionals: access to capital, uncertainties in supplies and prices of materials, obtaining 

regular work and obtaining interim payments, are also the four highest ranked items 

identified by the contractors as causing the greatest problems to their performance. The first 

three problems are difficulties caused by the business environment while the fourth is a 

problem emanating from the client. Communication with the client and client
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representatives was rated by the majority of the professionals as causing the least problem 

to the contractors.

It is not surprising that three out of the four problem rated as causing the least 

problem to the indigenous contractors are those emanating from the professionals: 

communication with client and client representative, supervision by client and client 

representatives and design changes. It will be unnatural for the professionals to blame 

themselves for the problems of contractors. Rather many items emanating from the 

contractors' managerial deficiencies: meeting contract deadline, company organisation, 

accounting and financial management and planning of work and site management were 

highly rated as cause of problems to the contractors by the professionals and are among the 

ten highest ranked problems.
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Table 8.50
Rating of the problems of contractors by professionals

Great Level of responses Little or no
problem (Valid %) problem

Factors 6 5 4 3 2 1 Mean Rank

Access to capital f 25 23 18 4 1 0 4.94 1
n = 71 % 35.2 32.4 25.4 5.6 1.4 0.0

Uncertainties in supplies and prices f 18 21 14 11 6 0 4.49 2
of materials n = 70 % 25.7 30.0 20.0 15.7 8.6 0.0
Obtaining work regularly f 15 20 19 12 4 1 4.38 3

n = 71 % 21.1 28.2 26.8 16.9 5.6 1.4
Obtaining interim payments f 18 19 13 12 7 1 4.37 4

n = 70 % 25.7 27.2 18.6 17.1 10.0 1.4
Meeting contract deadline f 19 17 10 13 4 5 4.28 5

n = 68 % 27.9 25.0 14.7 19.1 5.9 7.4
Access to plant and equipment f 13 18 22 10 7 1 4.24 6

n = 71 % 18.3 25.3 31.0 14.1 9.9 1.4
Company organisation f 7 18 25 12 5 3 4.01 7

n = 70 % 10.0 25.7 35.7 17.1 7.1 4.3
Accounting and flnan. mgt. f 14 11 11 14 12 3 3.88 8

n = 65 % 21.5 16.9 16.9 21.5 18.5 4.6
Maintaining plant and equip. f 5 21 19 14 7 4 3.87 9

n = 70 % 7.1 30.0 27.2 20.0 10.0 5.7
Planning of work and site mgt f 9 15 16 19 12 0 3.86 10

n = 71 % 12.7 21.1 22.5 26.8 16.9 0.0
Personnel supervision and mgt f 5 15 23 16 8 3 3.78 11

n = 70 % 7.1 21.4 32.9 22.9 11.4 4.3
Technical understanding f 8 14 21 11 13 3 3.77 12

n = 70 % 11.4 20.0 30.0 15.7 18.6 4.3
Commitment to construction f 9 14 17 17 7 6 3.76 13

n =70 % 12.8 20.0 24.3 24.3 10.0 8.6
Negotiating variation payments f 8 17 16 14 7 9 3.69 14

n = 71 % 11.3 23.9 22.5 19.7 9.9 12.7
Inappropriate contract conditions f 6 18 18 11 10 7 3.69 15

n = 70 % 8.6 25.7 25.7 15.7 14.3 10.0
Providing good quality work f 6 13 22 16 9 5 3.66 16

n = 71 % 8.5 18.3 31.0 22.5 12.7 7.0
Managing materials on site f 6 18 10 21 10 5 3.63 17

n = 70 % 8.6 25.7 14.3 30.0 14.3 7.1
Maintaining public image f 9 12 13 20 9 7 3.59 18

n = 70 % 12.9 17.1 18.6 28.6 12.9 10.0
Preparing good tenders f 4 13 19 11 13 9 3.38 19

n = 69 % 5.8 18.8 27.5 16.0 18.8 13.1
Obtaining skilled labour f 0 15 13 25 10 5 3.33 20

n = 68 % 0.0 22.1 19.1 36.8 14.7 7.3
Incomplete contract documents f 5 8 22 13 12 10 3.30 21

n = 70 % 7.1 11.4 31.4 18.6 17.2 14.3
Resolving contract disputes f 1 14 10 17 22 7 3.07 22

n = 71 % 1.4 19.7 14.1 23.9 31.0 9.9
Design changes f 2 9 12 19 17 10 2.99 23

n = 69 % 2.9 13.1 17.4 27.5 24.6 14.5
Transporting materials and plant f 0 8 20 17 15 11 2.99 24

n = 71 % 0.0 11.3 28.2 23.9 21.1 15.5
Supervision by client/rep. f 2 5 11 21 20 12 2.76 25

n = 71 % 2.8 7.0 15.5 29.6 28.2 16.9
Communicating with client/rep. f 2 5 13 17 18 16 2.70 26

n = 71 % 2.8 7.0 18.3 23.9 25.4 22.6
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When asked to identify and rank the three most prominent problems faced by the 

contractors, the rank order of the total weighted score of problems is shown in Table 8.51.

Table 8.51
Ranking of the most prominent problems by professionals 

Problem Total weighted score Rank

Access to capital 97 1
Obtaining interim payments 59 2
Obtaining regular work 52 3
Uncertainties in supplies & prices of materials 43 4
Commitment to construction 20 5
Tedmical understanding 16 6
Planning of work and site 16 7
Accounting and financial management 16 8
Access to plant and equipmmt 15 9
Meeting contract deadline 13 10
Company organisation 13 11
Incomplete contract documents 12 12
Obtaining skilled labour 8 13
Inappropriate contract conditions 6 14
Providing good quality work 5 15
Personnel management 4 16
Design dianges 3 17
Maintaining plant and equipment 3 18
Materials management on site 3 19
Maintaining public image 3 20
Supervision by dient/representatives 2 21
Negotiating variation payments 2 22
Communicating with client/representative 1 23
Preparing reliable tenders 1 24
Resolving contract disputes 0 25
Transporting materials and equipment 0 26

The four greatest problems: access to capital, uncertainties in supplies and prices of 

materials, obtaining regular work and obtaining interim payments, were again ranked as the 

four most prominent problems, only access to capital and obtaining work regularly retained 

their positions as the first and third most prominent problems. Though most of the items 

obtained ranks different from rankings previously obtained by rating of problems, there are 

some similarities in the rankings. Most of the problems with lowest rankings are those 

difficulties imposed by the professionals while many of the problems relating to managerial 

control of the contractors were ranked high by the professionals.
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Types of assistance professionals perceive contractors require

The professionals were asked to rate on a six-point scale the perceived importance 

of 20 support items for the development of Nigerian indigenous contractors and to alleviate 

their problems. Their responses are shown in Table 8.52 below.

Table 8. 52
Rating of types of support required by contractors by professionals

Very Level of responses Not very 
important (Valid %) important

Tvne of assistance/develonment 6 5 4 3 2 1 Mean Rank

More efficient payment procedures f 42 24 5 0 0 0 5.52 1
n = 71 % 59.2 33.8 7.0 0.0 0.0 0.0

Improved access to materials f 31 27 5 2 2 3 5.05 2
n = 70 % 44.3 38.6 7.1 2.9 2.9 4.3

Planned govt demand for construction f 30 20 13 4 3 0 5.0 3
n = 70 % 42.9 28.6 18.6 5.7 4.3 0.0

Provision of plant hire f 31 22 8 5 1 3 4.97 4
n = 70 % 44.3 31.4 11.4 7.1 1.4 4.3

Training and advisory services f 19 28 13 7 2 0 4.80 5
n = 69 % 27.5 40.6 18.8 10.1 2.9 0.0

Loan and loan guarantee scheme f 25 27 7 6 3 3 4.79 6
n = 71 % 35.2 38.0 9.9 8.5 4.2 4.2

More subcontracting by larger firms f 22 23 10 8 6 2 4.58 7
n = 71 % 31.0 32.4 14.1 11.3 8.4 2.8

Incentives for small firms to team up f 21 23 10 8 4 5 4.48 8
n = 71 % 29.6 32.4 14.1 11.3 5.6 7.0

Lesser use of direct labour 13 12 11 13 10 11 4.42 9
n = 71 % 18.3 16.9 15.5 18.3 14.1 15.5

Provision of mobilisation allowances f 19 22 11 11 5 3 4.42 10
n = 71 % 26.8 31.0 15.5 15.5 7.0 4.2

Efficient contractor registration f 22 18 8 10 9 2 4.41 11
n = 69 % 31.9 26.1 11.6 14.5 13.0 2.9

More equitable contract conditions f 16 20 17 9 7 2 4.32 12
n = 71 % 22.5 28.2 23.9 12.7 9.9 2.8

Improved tendering procedures f 16 18 20 7 6 3 4.31 13
n = 70 % 22.9 25.7 28.6 10.0 8.6 4.3

Standardisation of contract documents f 15 15 12 13 12 4 3.94 14
n = 71 % 21.1 21.1 16.9 18.3 16.9 5.6

Tendering preferences f 7 17 21 7 8 5 3.89 15
n = 65 % 10.8 26.2 32.3 10.8 12.3 7.7

Contract splitting f 11 16 18 8 12 5 3.87 16
n = 70 % 15.7 22.9 25.7 11.4 17.1 7.1

Standardisation of design f 15 9 14 12 13 8 3.68 17
n = 71 % 21.1 12.7 19.7 16.9 18.3 11.3

Effective contractors' association f 7 15 13 20 8 8 3.56 18
n = 71 % 9.9 21.1 18.3 28.2 11.3 11.3

Govt initiated contractor dev agency f 8 13 11 15 13 11 3.37 19
n = 71 % 11.3 18.3 15.5 21.1 18.3 15.5

Lower retention money f 5 7 11 9 19 20 2.73 20
n = 71 % 7.0 9.9 15.5 12.7 26.7 28.2
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It is interesting to note that the highest ranked development programmes are the 

possible solutions to the highest ranked problems. More efficient payment procedures, 

improved access to materials, planned government demand for construction and provision 

of plant hire, loans and loan guarantee schemes will alleviate the six highest ranked 

problems. It is however surprising that training is rated as very important by 68% of the 

respondents and is ranked fifth. Lower retention money is rated as least important support 

programme followed by contractor development agency and contractors' association. It 

should be noted that most of the proposed development programmes related to the 

functions of the professionals ranked in the last ten least important support programmes.

The respondents were again asked to select the three most important support 

programmes required by the Nigerian contractors and rank them: the first, second and third 

most important programmes. These are weighted 3, 2 and 1 respectively. The ranking of 

the total weighted scores for each item is presented in Table 8.53.

Table 8.53
Ranking of the most important support programmes

Suooort DToeramme Total weighted score Rank

More efildent payment procedures 58 1
Planned govt demand for construction 56 2
Improved access to materials 42 3
Provision of loans and loan guarantee schemes 41 4
Provision of mobilisation allowances 36 5
Efficient contractor registration 35 6
Incentives for small firms to team up 27 7
Training and advisory services 24 8
Provision of plant hire 22 9
Contract splitting 13 10
More subcontracting by the larger firms 13 11
Tmder prefermces 11 12
Improved tendering procedures 11 13
Standardisation of design 9 14
More equitable contract conditions 7 15
Standar^sation of contract documents 6 16
Lesser direct labour 4 17
Effective contractors' association 4 18
Lower retention money 2 19
Govt initiated contractor development agency 2 20

While some consistence existed in the ranking of the support items, some 

differences in the ranking was also observed. The three highest ranked development 

programmes: more efficient procedures, planned government demand for construction and 

improved access to materials and the three lowest ranked programmes: effective
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contractors' association, lower retention money and government initiated CDA, reoccurred 

as ranked but not exactly in their previous positions. Some disparity occurred in the 

ranking of some items, for example, training and advisory is now ranked as less important 

to efficient contractor registration and provision of incentives for firms to team up. 

Notwithstanding, nine out of the ten support programmes that were ranked highest as very 

important were again ranked among the ten most important support programmes.

Need for a special body to promote contractors' development

The professionals were asked if it is necessary to establish a special body to 

promote the development of indigenous contractors. Their responses are shown in Table 

8.54 below.

Table 8.54
Professionals' perception of the need for a special contractor development body

Need for a contractor develooment body Freauencv Valid %
Yes 60 85.7
No 10 14.3
No response 1 —

Total 71 100.0

Most respondents are of the opinion that Nigerian indigenous contractors require more 

attention than they are presently receiving; thus a special body is required to promote the 

development of the contractors. There is evidently the need for such a body to be 

established in view of the fact that there is no organisation that actually promotes the 

interest of indigenous contractors in the country and a virile indigenous contractors' 

association does not exist. When asked further about who should organise and run this 

body, their responses are shown in Table 8.55 below.

Table 8.55
Professionals' view on who should organise CDA

Organiser of CDA Frequency Valid %

Government 7 12.1
Contractors 13 22.4
Govt, and contractors 38 65.5
No response 13 —
Total 71 100.0
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It seems the professionals are convinced that the agency will be more effective if co

organised and co-managed by the contractors and government. A government controlled 

agency may be perceived as bureaucratic, while a body wholly managed by the contractors 

may not gain much support. Such a body may be stigmatised as a trade union.

The respondents were asked if participation in specified training should be required 

of all contractors intending to benefit from CDA assistance programmes. Their responses 

are shown in Table 8.56 below.

Table 8.56
Participation in training as a prerequisite for other CDA assistance

Training as a precondition Freauencv Valid %
Yes 58 93.5
No 4 6.5
No response 12 —
Total 71 100.0

The various reasons given by those who recommended that training should be a 

prerequisite for contractors seeking other assistance from the CDA by are presented in 

Table 8.57 below. These responses show that professionals believe that training is strongly 

required to improve the efficiency and capacity of Nigerian indigenous contractors.

Table 8.57 
Why training should be a prerequisite for 

receiving other CDA assistance programmes

Why training is required Freauencv Valid %
To increase commitment 8 14.5
To enhance skills and expertise 19 34.6
To ensure effective utilisation of other aids 20 36.4
To enhance standard 8 14.5
No response 3 --
Total 58 100.0

Table 8.58
Recommended level of training involvement of CDA by professionals

Recommended level % Freauencv Valid %
0 - 10 0 0.0
11-30 3 5.2
31-50 12 20.7
51-70 21 36.2
Over 70 22 37.9

No response 13 100.0

Mean = 65.3; SD = 19.1
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The respondents were further asked to what extent training should be emphasised in 

the activities of the CDA. Their responses are presented in Table 8.58 above. Over 70% of 

the respondents feel that over 50% of CDA activities should focus on training. These 

responses further confirm how strongly the professionals feel about the need for some 

training to improve Nigerian indigenous contractors' competence.

Training needs of contractors as perceived bv professionals

The professionals were requested to rate on the six-point rating scale (ranging from 

1 for not very relevant to 6 for very relevant) the perceived relevance of 46 training topics 

to the training need of the Nigerian contractor they are familiar with. They are the same 

topics presented to the contractors to rate their interest in undertaking. The professionals' 

responses are presented in Table 8.59. The professionals feel that the greatest training need 

of the indigenous contractors is tendering. 94% of respondents indicated that this training 

topic is very important (5 and 6 on the rating scale) to improving their business 

performance. This topic is closely followed by a related topic: reading contract documents. 

90% of respondents indicated that reading contract documents is a very important topic. 

The third highest ranked topic is planning techniques, rated as very important by 94% of 

respondents. Three topics however, share the fourth highest mean: raising finance, cost 

control and quality control.

The ten highest ranked training topics perceived by the professionals to be very 

important to the contractors are in four categories: accounting and financial (4 topics), 

estimating and tendering (3 topics), construction management (2 topics) and construction 

technology (1 topic). Though all the categories except estimating and tendering are 

represented in the ten least ranked topics, the most dominant group is the general 

management with four topics followed by contextual studies with two topics. Other 

categories have a topic each.
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Table 8.59
Training needs of contractors perceived by professionals

Very
important

Level of response 
(Valid % )

Not very 
important

Training topics 6 5 4 3 2 1 Mean Rank

Tendering (KT) f 47 19 4 0 0 0 5.61 1
n = 70 % 67.1 27.1 5.7 0.0 0.0 0.0

Reading contract documents (ET) f 53 10 5 1 0 1 5.60 2
n = 70 % 75.7 14.3 7.1 1.4 0.0 1.4

Planning techniques (CM) f 44 22 2 1 0 1 5.51 3
n = 70 % 62.9 31.4 2.9 1.4 0.0 1.4

Raising finance (AF) f 44 18 5 2 1 0 5.46 4
n = 70 % 62.9 25.7 7.1 2.9 1.4 0.0

Cost control (AF) f 42 18 10 0 0 0 5.46 5
n = 70 % 60.0 25.7 14.3 0.0 0.0 0.0

Quality control (CM) f 41 21 7 1 0 0 5.46 6
n = 70 % 58.6 30.0 10.0 1.4 0.0 0.0

Setting-out and levelling (CT) f 47 11 9 1 0 2 5.40 7
n = 70 % 67.1 15.7 12.9 1.4 0.0 2.9

Cash flow management (AF) f 43 17 5 4 1 0 5.39 8
n = 70 % 61.4 24.3 7.1 5.7 1.4 0.0

Financial analysis and planning (AF) f 41 19 7 2 1 0 5.39 9
n = 70 % 58.6 27.1 10.0 2.9 1.4 0.0

Cost estimating (ET) f 45 12 11 0 0 2 5.37 10
n = 70 % 64.3 17.1 15.7 0.0 0.0 2.9

Site management (CM) f 31 33 5 1 0 0 5.34 11
n = 70 % 44.3 47.1 7.1 1.4 0.0 0.0

Decision making (GM) f 33 24 9 3 1 0 5.32 12
n = 70 % 47.1 34.3 12.9 4.3 1.4 0.0

Concreting (CT) f 41 17 8 2 0 2 5.30 13
n = 70 % 58.6 24.3 11.4 2.9 0.0 2.9

Communication (GM) f 34 26 7 1 2 0 5.27 14
n = 70 % 48.6 37.1 10.0 1.4 2.9 0.0

Materials management (CM) f 34 24 8 3 1 0 5.24 15
n = 70 % 48.6 34.3 11.4 4.3 1.4 0.0

Leading and managing people (GM) f 36 24 7 0 1 1 5.21 16
n = 70 % 52.2 34.8 10.2 0.0 1.4 1.4

Supervising employees (P) f 23 36 10 1 0 0 5.16 17
n = 70 % 32.9 51.4 14.3 1.4 0.0 0.0

Industrial relations (P) f 27 30 10 2 1 0 5.14 18
n = 70 % 38.6 42.9 14.3 2.9 1.4 0.0

Health and safety (PM) f 25 35 7 2 0 1 5.14 19
n = 70 % 35.7 50.0 10.0 2.9 0.0 1.4

Business ethics (ES) f 31 19 18 2 0 0 5.12 20
n = 70 % 44.3 27.1 25.7 2.9 0.0 0.0

Entrepreneurial attitudes (ES) f 29 22 18 0 1 0 5.11 21
n = 70 % 41.4 31.4 25.7 0.0 1.4 0.0

Learning to lcx)k ahead (ES) f 28 26 12 3 1 0 5.10 22
n = 70 % 40.0 37.1 17.1 4.3 1.4 0.0

Building problems (CT) f 33 21 10 4 0 2 5.10 23
n = 70 % 47.1 30.0 14.3 5.7 0.0 2.9

Technical innovations (CT) f 38 16 8 3 3 2 5.10 24
n = 70 % 54.3 22.9 11.4 4.3 4.3 2.9

Business aims and objectives (ES) f 29 24 12 4 1 0 5.09 25
n = 70 % 41.4 34.3 17.1 5.7 1.4 0.0

Analysing economic risks (ES) f 35 16 13 3 2 1 5.09 26
n = 70 % 50.0 22.9 18.6 4.3 2.9 1.4

Building ind. & national dev. (CS) f 31 20 12 4 2 0 5.07 27
n = 70 % 44.9 29.0 17.4 5.8 2.9 0.0

B(X)k-keeping and accounting (AF) f 31 22 10 4 3 0 5.06 28
n = 70 % 44.3 31.4 14.3 5.7 4.3 0.0

Employees' training (PM) f 30 24 9 3 3 1 5.03 29
n = 70 % 42.9 34.3 12.9 4.3 4.3 1.4
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Table 8. 59 continued
Training needs of contractors perceived by professionals

Very
important

Level of response 
(Valid % )

Not very 
important

Training tonics 6 5 4 3 2 1 Mean Rank

Public relations (GM) f 26 28 9 5 2 0 5.01 30
n = 70 % 37.1 40.0 12.9 7.1 2.9 0.0

Contractual relationships (GM) f 26 25 13 6 0 0 5.01 31
n = 70 % 37.1 35.7 18.6 8.6 0.0 0.0

Employees' salaries & benefits (PM) f 24 30 11 3 1 1 5.00 32
n = 70 % 34.3 42.9 15.7 4.3 1.4 1.4

Plant management (CM) f 29 25 7 4 5 0 4.99 33
n = 70 % 41.4 35.7 10.0 5.7 7.1 0.0

Recruiting employees (PM) f 28 19 17 4 2 0 4.96 34
n = 70 % 40.0 27.1 24.3 5.7 2.9 0.0

Adjusting to econ. fluctuations (GM) f 24 24 16 4 1 0 4.96 35
n = 70 % 34.8 34.8 23.2 5.8 1.4 0.0

Soil properties (CT) f 33 15 10 7 3 2 4.89 36
n = 70 % 47.1 21.4 14.3 10.0 4.3 2.9

Legal aspects of business (GM) f 24 23 12 8 3 0 4.81 37
n = 70 % 34.3 32.9 17.1 11.4 4.3 0.0

Risks and insurance (GM) f 24 16 18 8 2 1 4.71 38
n = 70 % 34.8 23.2 26.1 11.6 2.9 1.4

Contractor in the building team (CS) f 19 28 11 6 4 2 4.66 39
n = 70 % 27.1 40.0 15.7 8.6 5.7 2.9

Interpreting balance sheets (AF) f 12 21 30 4 3 0 4.50 40
n = 70 % 17.1 30.0 42.9 5.7 4.3 0.0

Bldg contractor in the comm. (CS) f 13 24 20 4 6 2 4.41 41
n = 70 % 18.8 34.8 29.0 5.8 8.7 2.9

Building process (ES) f 18 18 18 6 7 3 4.34 42
n = 70 % 25.7 25.7 25.7 8.6 10.0 4.3

Government and contractor (ES) f 15 19 17 6 6 7 4.14 43
n = 70 % 21.4 27.1 24.3 8.6 8.6 10.0

Sales and marketing (GM) f 11 19 20 9 7 4 4.09 44
n = 70 % 15.7 27.1 28.9 12.9 10.0 5.7

Table 8.60 below shows the mean of each topic and the mean for each category. 

The average for all topics in the category are in parentheses. It is interesting to note that 32 

topics have a mean of 5.0 and above. That is, they are rated as very important and should 

be emphasised in training programmes for contractors. All estimating and tendering and 

entrepreneurial studies topics have a mean above 5.0. The highest ranked category is 

estimating and tendering followed by construction management and accounting and 

financial management respectively. These categories are critical to business success and it is 

not surprising that topics in these categories should be emphasised in training programmes. 

The least important categories are contextual studies and general management while 

construction technology and entrepreneurial studies ranked in the middle.
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Table 8.60
Category mean of responses on importance of training topics

The category mean and rank are in parentheses

Training tonics Mean Rank

Contextual studies CS) (4.52) (8)
Building industry and national development 5.07 27
Building contractor in the community 4.41 41
Contractor in the building team 4.66 39
Building process 4.34 42
Government and contractor 4.14 43

Entreoreneurial studies (ES) (5.10) (5)
Business aims and objectives 5.09 25
Learning to look ahead 5.10 22
Entrepreneurial studies 5.11 21
Business ethics 5.12 20
Analysing economic risks 5.09 26
Accounting and financial mgt (AF) (5.21) (3)
Raising finance 5.46 4
Book-keeping and accounting 5.06 28
Interpreting balance sheets 4.50 40
Cash flow management 5.39 8
Financial analysis and budgeting 5.39 9
Cost control 5.46 5
Estimating and tendering (PS) (5.53) (1)
Reading contract documents 5.60 2
Cost estimating 5.37 10
Tendoing 5.61 1

Personnel management (PM) (5.06) (6)
Recruiting employees 4.96 34
Employees’ salaries and benefits 5.00 32
Supervising employees 5.16 17
Industrial relations 5.14 18
Employees' training 5.03 29

Construction management (CM) (5.28) (2)
Planning techniques 5.51 3
(Quality control 5.46 6
Health and safety issues on site 5.14 19
Materials management 5.24 15
Site management 5.34 11
Plant management 4.99 33

General management (GM) (4.93) (7)
Leading and managing people 5.21 16
Decision making 5.32 12
Communication 5.27 14
Public relations 5.01 30
Legal aspects of business 4.81 37
Contractual relationships 5.01 31
Sales promotion and marketing 4.09 44
Risks and insurance 4.71 38
Adjusting to economic fluctuations 4.96 35

Construction technology (CD (5.16) (4)
Setting-out and levelling 5.40 7
Concreting 5.30 13
Soil and foundations 4.89 36
Construction problems 5.10 23
Technical innovations 5.10 24
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Training delivery systems recommended for 
contractor training bv professionals

Training suppliers

The professionals were also asked to rate training suppliers with respect to their 

ability to provide effective training for indigenous contractors. Table 8.61 shows their 

responses.
Table 8.61

Training suppliers recommended by professionals

Training sunnlier

Very Level of response 
effective
6 5 4 3

Not very 
effective 

2 1 Mean Rank

Professional institutes f 30 20 8 10 1 2 4.88 1
n = 71 % 42.3 28.2 11.3 14.1 1.4 2.8

Universities/Polytechnics f 30 16 15 6 2 2 4.85 2
n = 71 % 42.3 22.5 21.1 8.5 2.8 2.8

Private construction consultants f 22 24 12 8 3 2 4.68 3
n = 71 % 31.0 33.8 16.9 11.3 4.2 2.8

Technical colleges f 23 15 13 12 7 1 4.45 4
n = 71 % 32.4 21.1 18.3 16.9 9.9 1.4

Contractor development agency f 21 17 14 12 5 2 4.44 5
n = 71 % 29.6 23.9 19.7 16.9 7.0 2.8

Management consultant f 19 18 16 10 4 4 4.37 6
n = 71 % 26.8 25.4 22.5 14.1 5.6 5.6

Private large contractor f 12 14 24 13 4 3 4.11 7
n = 71 % 17.1 20.0 34.3 18.6 5.7 4.3

Management, dev. centres f 8 21 20 11 8 2 4.06 8
n = 71 % 11.4 30.0 28.6 15.7 11.4 2.9

Small business dev. board f 14 11 14 21 7 4 3.89 9
n = 71 % 19.7 15.5 19.7 29.6 9.9 5.6

Ministry of Works f 11 19 15 8 10 8 3.85 10
n = 71 % 15.5 26.8 21.1 11.3 14.1 11.3

Indigenous contractors' assoc. f 12 12 15 18 9 5 3.79 11
n = 71 % 16.9 16.9 21.1 25.4 12.7 7.0

Large contractors' assoc. f 12 10 13 20 10 6 3.67 12
n = 71 % 16.9 14.1 18.3 28.2 14.1 8.5

Chamber of Commerce f 3 7 20 18 14 9 3.16 13
n = 71 % 4.2 9.9 28.2 25.4 19.7 12.7

It is not surprising that the majority of professionals (71%) feel that professional 

bodies will be the most effective suppliers of training to contractors. Universities and 

polytechnics and private construction consultants are ranked second and third most 

effective suppliers of training though 65% of respondents equally indicated that they are 

both very effective suppliers of training. Technical colleges and CDA are ranked fourth and 

fifth respectively. It is interesting that educational institutions are highly rated by the 

professionals while contractors' associations are not. It seems the professionals have no
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confidence in contractors to effective help themselves; under 35% each rated both 

contractors' association as very effective suppliers of training for their members. It is 

understandable that the Chamber of Commerce is ranked as the least effective supplier of 

training for contractors.

When asked to choose and rank three suppliers perceived as most effective, a 

different ranking order emerged from the total weighted score of each supplier. This is 

presented in Table 8.62 below.

Table 8.62
Ranking of the most effective supplier by the professionals

Training sunnlier Total weighted score Rank

University/Polytechnic 90 1
Professional institutes 89 2
Technical colleges 46 3
Management consultants 41 4
Private construction consultants 39 5
Contractor development agency 31 6
Private large contractor 27 7
Ministry of Works 19 8
Large contractors' association 15 9
Indigenous contractors' association 11 10
Small business development board 8 11
Managemoit development centres 8 12
Chamber of Commerce 2 13

Universities and Polytechnics are ranked as the most effective suppliers of training 

to contractors but closely followed by professional bodies. Technical colleges are third 

followed by management consultants now rated above private construction consultants and 

CDA. The Chamber of Commerce is still perceived as the least efficient provider of 

training for contractors; neither are contractors' associations perceived as efficient.

Despite some disparity in the rank order of potential suppliers between the two 

measurements methods, it seems that educational institutions, professional institutes and 

private construction consultants are perceived as the most efficient suppliers of training, 

while contractors' associations are not rated as competent training suppliers.

Training methods

The professionals were asked to rate the suitability of various training methods with 

respect to training delivery for contractors. Their responses are presented in Table 8.63.
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Table 8.63
Training methods perceived appropriate for

contractor training by professionals

Most Frequency of response Least 
preferred (Valid % ) preferred

Training method 6 5 4 3 2 1 Mean Rani

Field-trips f 32 19 11 7 0 2 4.99 1
(n = 71) % 45.1 26.8 15.5 9.9 0.0 2.8

Workshops f 25 26 13 3 3 0 4.96 2
(n = 71) % 35.7 37.1 18.6 4.3 4.3 0.0

Demonstrations f 25 18 16 7 5 0 4.72 3
(n = 71) % 35.2 25.4 22.5 9.9 7.0 0.0

Discussions led by lecturers f 19 27 10 9 6 0 4.62 4
(n = 71) % 26.8 38.0 14.1 12.7 8.5 0.0

Seminars f 21 21 15 9 5 0 4.62 5
(n = 71) % 29.6 29.6 21.1 12.7 7.0 0.0

Case study f 24 18 11 11 4 3 4.54 6
(n = 71) % 33.8 25.4 15.5 15.5 5.6 4.2

Discussions led by other contractors f 20 22 11 11 7 0 4.52 7
(n = 71) % 28.2 31.0 15.5 15.5 9.9 0.0

Conferences f 17 14 19 14 5 2 4.25 8
(n = 71) % 23.9 19.7 26.8 19.7 7.0 2.8

Videotapes f 19 13 15 12 6 5 4.17 9
(n = 71) % 27.1 18.6 21.4 17.1 8.6 7.1

Individual consultation with experts f 13 15 19 16 7 1 4.11 10
(n = 71) % 18.3 21.1 26.8 22.5 9.9 1.4

Lectures f 14 14 19 17 3 4 4.10 11
(n = 71) % 19.7 19.7 26.8 23.9 4.2 5.6

Role-playing f 9 17 12 14 14 5 3.69 12
(n = 71) % 12.7 23.9 16.9 19.7 19.7 7.0

Self-help manuals f 6 16 20 13 9 7 3.66 13
(n = 71) % 8.5 22.5 28.2 18.3 12.7 9.9

Self-study programmed learning f 9 12 17 16 9 8 3.61 14
(n = 71) % 12.7 16.9 23.9 22.5 12.7 11.3

Games f 6 13 13 14 15 10 3.31 15
(n = 71) % 8.5 18.3 18.3 19.7 21.1 14.1

Field-trip is ranked as the most effective method with the highest mean and rated as 

very effective by 72% of the respondents. It is closely followed by workshops rated as 

very effective by 73% of respondents and demonstration (61%). It is ironical that though 

educational institutions are perceived as the most effective training suppliers for 

contractors, the three highest training methods perceived to be most appropriate for 

delivering training content to contractors are not the most popular methods used by 

educational institutions. However, it seems the professionals adequately appreciate that 

contractors as adult learners will prefer learning methods that actively involve them in the 

learning process.
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The professionals were asked to choose the three best training methods and rank 

them in order of importance: most effective, second most effective and third most effective 

training methods. These are weighted 3, 2, and 1 respectively. The training methods are 

subsequently ranked according to the total weighted score obtained and this is shown in 

Table 8. 64.

Table 8.64
Most effective training methods for contractors as ranked by the professionals 

Training methods Total weighted score Rank
Workshops 62 1
Seminars 50 2
Field=trips 48 3
Discussions led by lecturers 42 4
Demonstrations 42 5
Discussions led by contractors 37 6
Case study 33 7
Individual consultation with experts 23 8
Conferœces 22 9
Lectures 21 10
Videot^)es 19 11
Role-playing 11 12
Self-study programmed learning 7 13
Sell-help manuals 7 14
Games 2 15

Though a different rank order from that earlier obtained by rating of these training 

methods emerged, there are little changes in the relative positions of the five highest ranked 

training methods. Workshops, seminars, field-trips, discussions led by lecturers and 

demonstrations are ranked respectively as the five most effective training methods. 

Professionals tend to be consistent in their opinion that the most appropriate training 

methods for contractors are those that will actively involve them in the learning process, 

learning in groups and by experience.

Most effective trainers

The professionals were asked to rate the effectiveness of various trainers for 

contractors. Their responses are shown in Table 8.65 below.
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Table 8.65
Trainers for contractors as rated by professionals

Most
preferred

Frequency of response Least
(Valid % ) preferred

Tvdc of trainer 6 5 4 3 2 1 Mean Rank

Private construction consultants f 34 23 8 2 1 3 5.10 1
47.9 32.4 11.3 2.8 1.4 4.2

Successful indigenous contractors f 22 18 21 6 3 1 4.66 2
31.0 25.4 29.6 8.5 4.2 1.4

Executives of foreign const, firms f 20 25 12 6 7 1 4.59 3
28.2 35.2 16.9 8.5 9.9 1.4

Experts in specific topics f 26 18 10 9 5 3 4.59 4
36.6 25.4 14.1 12.7 7.0 4.2

University/Polytechnic lecturers f 20 20 16 8 6 1 4.52 5
28.2 28.2 22.5 11.3 8.5 1.4

Management dev. consultants f 19 16 23 8 3 2 4.48 6
26.8 22.5 32.4 11.3 4.2 2.8

Versatile non-specialists f 3 12 23 13 11 9 3.38 7
4.2 16.9 32.4 18.3 15.5 12.7

Ministry of Works officials f 4 6 26 12 12 11 3.22 8
5.6 8.5 36.6 16.9 16.9 15.5

It is not surprising that the professionals ranked themselves as the most effective 

trainers for contractors. The trainers rated second and third most effective are those who 

have experience in the contracting industry: successful indigenous contractors and 

executives of foreign construction firms. It is however, interesting that the university 

lecturers are rated fifth despite the fact that educational institutions were rated as the most 

effective training suppliers. It seems that the professionals have the notion that those in 

academia do not have expertise in running businesses hence they are not perceived as 

appropriate trainers for contractors. Ministry of Works are perceived as the least effective 

trainers probably because they are also inexperienced in running construction business.

But when the professionals were asked to select the three most effective trainers and 

rank them in order of perceived importance, a different ranking order emerged. Table 8.66 

shows the ranking order based on the total weighted score obtained by the respective item.

Table 8.66 
Ranking of trainers by the professionals

Trainer Total weighed score Rank
Private construction consultants 124 1
University/Polytechnic lecturers 71 2
Executives of foreign const, firms 66 3
Successful indigenous contractors 64 4
Experts in specific topics 58 5
Management dev. consultants 34 6
Versatile non-specialists 6 7
Ministry of Works officials 3 8
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While the professionals are still the highest ranked trainers, it is surprising that 

university and polytechnic lecturers are now ranked as the second most effective trainers. 

The academic professionals are closely followed by executives of foreign construction 

firms and successful indigenous firms. The ranking of management development 

consultants, versatile non-specialists and Ministry of Works remained the same as the last 

three least effective trainers. But generally, the professionals seem to feel that those with 

credible experience in construction management would be the best trainers.

Training schedule

It is assumed that the professionals are familiar with the work pattern in the industry 

and they will be in position to recommend a convenient time schedule for contractors. They 

were therefore asked to prescribe the length of course, the most convenient period of the 

year and time of the day that they feel contractors will be most willing to attend training 

programmes.

Duration of course

The duration recommended for contractor training programmes by the professionals 

are presented in Table 8.67.

Table 8.67
Training duration recommended by the professionals

Duration of course Freauencv Valid %
Half-day 2 3.2
One day 3 4.8
Two days 3 4.8
Three days 2 3.2
Four days 3 4.8
Five days (one week) 8 12.9
Once pCT week for a period 24 38.7
Twice per week for a period 0 0.0
Once per month for a period 14 22.6
Twice monthly for a period 2 3.2
Once per quarter for a period 1 1.6
No response 9 —
Total 71 100.0

The majority of professionals (66%) are of the opinion that training for contractors 

should be regular and continuous for a period of time. However, the largest proportion of 

respondents (39%) feel such continuous training programme should not be more than once
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per week. Thus the majority of professionals are also of the opinion that training for 

contractors should be "a little and often".

Month of the year

When asked to recommend the best time in the year for contractor training, only 18 

(25%) of the sample of professionals responded, and their responses are presented in Table 

8.68. This is understandable, given the fact that 41 (58%) respondents earlier 

recommended that training should be continuous.

Table 8.68
Month of the year recommendedfor contractor training by professionals

Month Frequency Valid %
January - March 4 22.2
April - June 8 44.4
July - September 3 16.7
Oct - Dec. 3 16.7
No response 53 -
Total 71 100.0

Most of the respondents (44%) recommended April to June as the most suitable 

time of the year for contractor training. This is the wettest period of the year and very little 

construction activities take place. Many contractors might be willing to attend training 

programmes that they perceive will be beneficial to their business performance at this 

period of the year in view of the adverse weather.

Dav(sl of the week

The days of the week recommended as most appropriate for contractor training are 

presented in Table 8.69 below. Most respondents (52%) prescribe a mid-week 

(Wednesday or Thursday) training programme. Thus they concede that most contractors 

will like to spend the beginning of the week to concentrate on their businesses while the 

weekend syndrome will make weekend training programmes unattractive to many.
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Table 8.69
Day of the week recommended for contractor training by professionals

Day of the week Freauencv Valid %

Monday 1 3.1
Tuesday 4 12.1
Wedne^y 12 36.4
Thursday 5 15.1
Friday 5 15.1
Saturday 6 18.2
Sunday 0 0.0
No response 38 100.0
Total 71 100.0

Time of the dav

When asked to indicate the best time of the day for training, the majority of 

respondents (60%) recommended a full-day training as shown in Table 8.70. But this 

seems to follow from the fact that the majority of respondents recommended continuous 

training at regular intervals. Thus they perceive more will be achieved if the contractors 

could give undivided attention for the entire day.

Table 8.70
Time of the day recommended for contractor training by professionals

Time of the day Frequency Valid %
Morning only 14 23.3
Morning - afternoon 36 60.0
Afternoon only 4 6.7
Evening only 6 10.0
No response 11 —
Total 71 100.0

SUMMARY OF FINDINGS

Contractors

200 questionnaires were distributed to the contractors but only 69 were returned 

completed, a response rate of 34.5.

1. The respondents included only two females. The majority of the respondents were 

married, under 45 years of age, and have had tertiary education in construction 

related disciplines.
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2. Most of them worked in the construction industry prior to starting their own 

companies, while over 50% worked specifically for small/medium sized 

construction firms at supervisory/managerial positions.

3. The majority of the respondents have been in construction business for less than ten 

years, employ less than 25 persons in their firms including at least one managerial 

staff, and registered to undertake both building and civil engineering works valued 

under N2 million (about $2 million).

4. The majority of the respondents reported that they experienced some growth in their 

contracting business in the past three years. Most of them (60%) are involved in 

other business activities including a third who are involved in construction-related 

businesses. But the majority do not belong to any contractors' association.

5. Most respondents indicated that the major problems encountered are in respect of 

uncertainties in supplies and prices of materials, obtaining interim payments and 

regular jobs, access to finance, plant and equipment and negotiating variations.

6. The most desired support programmes are: more efficient payment procedures,

planned government demand for construction services, provision of loans and loan 

guarantee schemes, improved access to materials, plant and equipment and 

provision of mobilisation payments. Almost all the respondents agreed that a CDA, 

jointly run by the contractors and the government, should be established to promote 

the development of indigenous contractors. The majority of them believed that 

provision of training should be a major activity of the CDA and mandatory 

attendance in specified training programmes should be required of contractors 

interested in benefiting in other assistance packages of the CDA.

7. The respondents generally indicated a great need for training to improve their

business performance. They are mostly interested in accounting and financial 

management, entrepreneurship and construction project management topics.

8. Educational institutions and professional bodies are the most preferred training 

suppliers, while the most preferred training methods are workshops, discussions, 

field-trips and demonstrations.

9. The most preferred trainers are private construction consultants, academics and

experienced indigenous contractors.
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10. The contractors indicated their greatest preference for a series of weekly one-day

training sessions, on a mid-week day between Tuesday and Thursday and in the 

rainy season between April and September.

Professionals

71 out of the 200 questionnaires sent to the professionals were returned, a response

rate of 35%.

1. All categories of construction professionals in both private and public sectors were 

well represented in the sample. All respondents have tertiary education and the 

majority are chartered professionals with seven or more years of experience. Most 

of them have worked with at least four indigenous contractors in the past three 

years.

2. The professionals agreed with the contractors that the major problems faced by

indigenous contractors are: access to capital, uncertainties in supplies and prices of 

materials, obtaining work regularly and interim payments promptly. Their own 

activities were generally ranked by the professionals as causing the least problem to 

the contractors.

3. The professionals also agreed with the contractors that the most important support 

programmes required by indigenous contractors are more efficient payment 

procedures to ensure prompt interim payments, regular works through planned 

government demand for construction works, improved access to materials, plant 

and equipment hire and capital. They also agreed with the contractors in respect of 

the CDA and its activities, particularly, making training attendance a precondition 

for contractors intending to obtain CDA assistance.

4. The professionals, however, ranked estimating and tendering, construction project 

management and accounting and finance topics as the most important training needs 

of contractors.

5. They agree with the contractors that the best training suppliers are professional 

bodies and educational institutions. They also agree that the most appropriate 

training methods are workshops, seminars, field-trips, discussions and 

demonstrations while the best trainers are private construction consultants.
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academics and executives of foreign construction firms and successful indigenous 

contractors. They did not differ from the contractors in their perception of the best 

training schedule: a series of weekly or monthly training, held for a whole day on a 

mid-week day between Tuesday and Thursday most preferably between April and 

June.

The contractors and the professionals agree on most factors constituting major 

problems to the contractors, the support programmes required for their development, their 

training needs and the most suitable training delivery systems. The next chapter will 

undertake appropriate statistical techniques to analyse the level of agreement between the 

contractors and the professionals on these factors. Their responses will be further evaluated 

and synthesised quantitatively to identify the major problems faced by Nigerian indigenous 

contractors, their training needs and the most preferred training delivery systems.
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CHAPTER 9 
STATISTICAL ANALYSES OF DATA

INTRODUCTION

This chapter will report the statistical analyses undertaken on the data received with the 

intention of answering the following research questions:

1. What are the major problems experienced by Nigerian owner-managers of 

small-medium construction firms in Nigeria?

2. To what extent do they consider management training and development 

programmes as important vis-a-vis other support programmes available or 

proposed for alleviating the difficulties they experience in the industry, enhance 

their business performance and promote their development?

3. If management training and development is perceived by Nigerian indigenous 

contractors as important to their development, what are their management 

training needs and their preferred training delivery system?

4. How much do their personal and organisational characteristics influence their 

perception of the importance of training, their training needs and their preferred 

training delivery system?

Because the data collected were mainly nominal and ordinal types of measurement, 

descriptive and non-parametric statistics were found to be the most applicable techniques 

for analyses. This is in addition to the fact that non-random sampling techniques were used 

to select the samples used in the study thereby constraining generalisation of the findings to 

the entire population of Nigerian indigenous or other similar population. Thus inferential 

statistics would be inappropriate. Analyses were conducted using Statview II, the most 

popular statistical software for the Apple Macintosh computers systems.

The Spearman Rank Order Correlation (SROC) was used to assess the level of 

agreement between the two response formats in order to determine the more reliable 

response format to be used in analyses. Reasons for collecting data from both the 

contractors and the professionals were discussed in Chapters 6 and 7. In essence, the
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professionals' responses were used to validate that of the contractors. The SROC was also 

used to analyse the degree of agreement between responses of the contractors and the 

professionals. The Chi Square test was used to determine if any statistical significant 

differences exist in the contractors' perception of the importance of training, their training 

needs and preferred training delivery systems as a result of their personal and 

organisational characteristics.

CONTRACTORS' AND PROFESSIONALS' RESPONSES COMPARED 

Problems encountered bv contractors

The same 26 items representing problems encountered by contractors in the 

construction industry were presented to both contractors and professionals. Respondents 

also identified and ranked the three most prominent problems. The rank orders of the rating 

and ranking the severity of problems by contractors and professionals are indicated in Table 

9.1 below.

The SROC was used to compare the rating of the problems with the ranking of the 

problems by each group. SROC Coefficient of 0.85 was obtained between the rating and 

the ranking of the problems by the contractors and a Coefficient of 0.82 was obtained in 

respect of the professionals. This means that there is a high consistency in the rank order 

obtained by each problem either by rating or ranking of the problems by the contractors and 

the professionals. This implies that the ranking or the rating of the problems would have 

given similar rank order and either would adequately represent the perception of the 

severity of the problems. Respondents usually find it easier to rate rather than rank. Thus 

the rating responses would be used in further analyses.

The contractors' rating of the problems was compared with that of the 

professionals. A SROC Coefficient of 0.36 was obtained. This shows that there is a low 

agreement between the two groups on the severity of the problems.
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Table 9.1
Rating and ranking of the problems encountered by contractors in the industry

Problems Contractors Professionals
Rating Ranking Rating Ranking

Mean Rank Weighted Rank Mean Rank Weighted Rank
order score order order score order

Obtaining work regularly 4.43 3 63 3 4.38 3 52 3
Access to capital 4.39 4 87 1 4.94 1 97 1
Shortages of skilled labour 2.58 17 5 12 3.34 20 8 13
Uncertainties in matl's supplies 4.90 1 84 2 4.49 2 43 4
Access to plant & equipment 3.99 6 20 6 4.24 6 15 9
Obtaining interim payment 4.47 2 60 4 4.37 4 59 2
Meeting contract deadline 3.18 10 8 9 4.28 5 13 10.5
Inappropriate contract conditions 3.77 7 9 7.5 3.69 15 6 14
Incomplete contract documents 2.99 12 5 12 3.3 21 10 12
Inadequate supervision by client 2.42 20 5 12 2.76 25 2 21.5
Providing good quality work 2.19 26 1 21.5 3.66 16 5 15
Tedmical und^standing 2.28 22 5 12 3.77 11.5 16 7
Design changes 3.12 11 4 16 2.99 23.5 3 18.5
Negotiating variation payment 4.10 5 23 5 3.69 14 2 21.5
Communication with client 2.73 16 1 21.5 2.70 26 1 23.5
Resolving contract disputes 3.20 9 5 12 3.07 22 0 25.5
Providing reliable tenders 2.80 15 4 16 3.38 19 1 23.5
Planning of work and site 2.29 21 1 21.5 3.86 10 16 7
Transporting materials & equip. 2.91 13 1 21.5 2.99 23.5 0 25.5
Maintenance of plant & equip. 3.54 8 9 7.5 3.87 9 3 18.5
Materials control on site 2.87 14 4 16 3.63 17 3 18.5
Company organisation 2.25 24 0 25 4.01 7 13 10.5
Personnel management 2.22 25 2 19 3.77 11.5 4 16
Accounting and financial mgt. 2.46 19 0 25 3.88 8 16 7
Maintaining public image 2.56 18 3 18 3.59 18 3 18.5
Commitment to construction 2.25 23 0 25 3.76 13 20 5

The problems were classified into three: difficulties emanating from the business 

environment, difficulties emanating from clients and/or their representatives and difficulties 

due to contractors incompetence, for further analyses. The mean rating obtained by each 

problem from both contractors and professionals are shown in Table 9.2 below.

The mean responses in respective categories were compared and the SROC 

Coefficients obtained were: 0.79, 0.90 and -0.45 for difficulties emanating from the 

business environment, difficulties emanating from clients and/or clients' representatives 

and difficulties emanating from contractors' deficiencies respectively. This implies that 

there was a substantial agreement between contractors and professionals in ranking the 

severity of the problems emanating from the business environment and a very high 

agreement in ranking problems emanating from clients and clients representatives. But they 

moderately disagreed in ranking the severity of problems resulting from personal 

deficiencies of the contractors. This is not surprising as it is has been well documented that
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small business owner-managers are usually very optimistic of their competence and rarely 

blame themselves for their business problems. On the other hand, the professionals might 

have been over-critical of the contractors' competence as a result of prevalent prejudice 

against indigenous contractors.

Table 9.2
Categories of problems encountered in the industry

Contractors Professionals
Problems

Mean Rank Mean Rank
Response Order Response Order

Difficulties emanating from the 
business environment 
Procuring work 4.43 3 4.38 3
Access to capital 4.39 4 4.94 1
Shortages of skilled labour 2.58 17 3.34 20
Uncertainties in matl's supplies 4.90 1 4.49 2
Access to plant & equipment 3.99 6 4.24 6
Meeting contract deadline 3.18 10 4.28 5
Negotiating variation payment 4.10 5 3.69 14
Communication with client 2.73 16 2.70 26
Resolving contract disputes 3.20 9 3.07 22
Transporting materials & equipment 2.91 13 2.99 23.5
Maintenance of plant & equipment 3.54 8 3.87 9

Difficulties emanating from client or
representatives
Obtaining interim payment 4.47 2 4.37 4
Inappropriate contract conditions 3.77 7 3.69 15
Incomplete contract documents 2.99 12 3.3 21
Inadequate supervision by client 2.42 20 2.76 25
Design changes 3.12 11 2.99 23.5

Difficulties resulting from contractors' 
deficiencies
Providing quality workmanship 2.19 26 3.66 16
Technical Imow-how 2.28 22 3.77 11.5
Providing reliable tmders 2.80 15 3.38 19
Planning of work and site 2.29 21 3.86 10
Materials control on site 2.87 14 3.63 17
Company organisation 2.25 24 4.01 7
Personnel management 2.22 25 3.77 11.5
Accounting and financial mgt 2.46 19 3.88 8
Public image 2.56 18 3.59 18
Commitment to construction 2.25 23 3.76 13

Support programmes for development of indigenous contractors

Table 9.3 below compares the responses on the rating and ranking of support 

programmes by contractors and professionals.
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Table 9.3
Rating and Ranking of support programmes by contractors and professionals

Contractors Professionals
Rating Ranking Rating Ranking

Support programmes Mean Rank Wdghted Rank Mean Rank Wdghted Rank
order score order order score order

Planned govt demand for constr. 5.28 2 39 4 5.00 3 56 2
Price preferaice/tendering bias 4.24 15 6 17 3.89 15 11 12.5
Contract splitting 4.09 17 8 13 3.87 16 13 10.5
More subcontracting by big firms 4.55 11 14 9 4.58 7 13 10.5
Lesser use of direct labour 3.90 18 7 15 4.42 9.5 4 17.5
More efhdent pre-qualification 4.75 8.5 22 7 4.41 11 35 6
Incentives for firms to merge 4.34 14 32 6 4.48 8 27 7
Pay mobilisation allowances 5.09 6 73 1 4.42 9.5 36 5
Loans and loan guarantee schemes 5.26 3.5 52 2 4.79 6 41 4
Improved access to materials 5.26 3.5 43 3 5.06 2 42 3
Provision of plant hire 5.19 5 12 10.5 4.97 4 22 9
Standardisation of design 4.15 16 4 18 3 .68 17 9 14
Standard contract documents 4.49 12 7 15 3.94 14 6 16
Improved tendering procedures 4.75 8.5 9 12 4.31 13 11 12.5
More equitable contracts 4.68 10 12 10.5 4.32 12 7 15
Training and advisory services 4.86 7 19 8 4.80 5 24 8
More efficient payment 5.55 1 38 5 5.52 1 58 1
Lower retention money 4.36 13 7 15 2.73 20 2 19.5
More virile contractors' assoc. 3.80 19 3 19 3.56 18 4 17.5
Govt, sponsored CDA 3.60 20 0 20 3.37 19 2 19.5

The SROC Coefficient between the rank order of rating and ranking of the items is 

0.84 for the contractors and 0.83 for that of the professionals. Thus there is a high 

consistency in the measurement of the importance of the support programmes. When the 

contractors' rank order of the rated items was compared with that of the professionals, 

SROC Coefficient obtained was 0.82. This confirms that the contractors and the 

professionals highly agree in their perception of the relative importance of the support 

programmes.

Training needs

Table 9.4 shows the responses to various training topics. The SROC of 0.66 was 

obtained between the rank order of contractors' rating of the courses and that of the 

professionals. There is a substantial agreement between the two groups on the relative 

importance of the courses.
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Table 9.4
Rating of training topics by contractors and professionals

Contractors' rating Professionals' rating
Training tonics Mean Rank Mean Rank

Contextual Studies
Building industry and national development 4.93 29 5.07 27
Building contractor in community 4.52 41 4.41 41
Contractor in the building team 4.72 36 4.66 39
The building process 4.19 43 4.34 42
Government and contractor in partnership 4.13 44 4.14 43

Entreoreneurial Studies
Business aims and objectives 5.81 1 5.09 25
Learning to look ahead 5.23 12 5.10 22
Entreproieurial attitudes 5.01 22 5.11 21
Business ethics 5.03 21 5.12 20
Analysing economic risks 5.28 9 5.09 26

Accounting and financial management
Raising finance 5.65 2 5.46 4
Book-keeping and accounting 4.92 31 5.06 28
Interpreting balance sheets 5.07 19 4.50 40
Cash flow management 5.35 5 5.39 8
Financial analysis and budgeting 5.33 7 5.39 9
Cost control 5.41 4 5.46 5

Estimating and tendering
Reading contract documents 5.23 12 5.60 2
Cost estimating 5.10 16 5.37 10
Tendering 5.26 11 5.61 1

Personnel management
Recruiting employees 4.67 39 4.96 34
Employees' salaries and benefits 4.72 36 5.00 32
Supervising employees 5.07 19 5.16 17
Industrial relations 4.93 30 5.14 18
Employees' training 4.97 26 5.03 29

Construction nroiect management
Planning techniques 5.42 3 5.51 3
Quality control 5.27 10 5.46 6
Health and safety issues on site 5.35 5 5.14 19
Materials management 5.10 16 5.24 15
Site management 5.09 18 5.34 11
Plant management 5.18 14 4.99 33

General management
Leading and managing people 5.31 8 5.21 16
Decision making 4.90 32 5.32 12
Communication 5.01 22 5.27 14
Public relations 4.94 28 5.01 30
Legal aspects of business 4.99 24 4.81 37
Contractual relationships 5.15 15 5.01 31
Sales promotion and marketing 4.41 42 4.09 44
Risks and insurance 4.71 38 4.71 38
Adjusting to economic fluctuations 4.97 26 4.96 35

Construction technologv
Setting-out and levelling 4.79 34 5.40 7
Concreting 4.78 35 5.30 13
Soil and foundations 4.83 33 4.89 37
Construction problems 4.65 40 5.10 23
Technical innovations 4.99 24 5.10 24
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Training Suppliers

Table 9.5 shows the responses of both contractors and professionals in respect of 

training suppliers. A very high consistency was maintained by both contractors and 

professionals in rating and ranking the effectiveness of the various suppliers. The SROC 

Coefficient between the rating and the ranking of the suppliers' efficiency by the 

contractors was 0.89; while that between the rating and the ranking of the suppliers' 

efficiency by the professionals was 0.88. A SROC Coefficient of 0.92 existed between 

the rating of the suppliers by the contractors and rating of the suppliers by the 

professionals. This also indicates a very high agreement between contractors and 

professionals in the perceived relative efficiency of the training suppliers.

Table 9.5
Rating and ranking of training suppliers by contractors and professionals

Contractors Professionals
Training sunnliers Mean Rank

«dCT
Total

wdghted
score

Rank
order

Mean Rank
order

Total
wdghted

score

Rank
ordo"

Universities/Polytechnics 5.01 1 105 1 4.85 2 90 1
Professional bodies 4.86 2 82 2 4.88 1 89 2
Technical colleges 4.55 3 50 3 4.45 4 46 3
Private constr. consultants 4.49 4 22 7.5 4.68 3 39 5
CDA 4.45 5 22 7.5 4.44 5 31 6
Mgt consultancy firms 4.39 6 33 5 4.37 6 41 4
Mgt. institute/Dev. centre 4.25 7 36 4 4.06 8 8 11
Indigenous contractors' assoc. 4.22 8 24 6 3.79 11 11 10
Small Business Dev. Board 3.88 9 17 9 3.89 9 8 11
Large construction firms 3.80 10 8 12 4.11 7 27 7
Large contractors' assoc. 3.61 11 14 10 3.67 12 15 9
Ministry of Works 3.40 12 9 11 3.85 10 19 8
Chambers of Commerce 3.01 13 1 13 3.16 13 2 13

Training methods

Table 9.6 shows how contractors and professionals perceive the efficiency of 

various training methods in delivering training contents in contractor training. A SROC 

Coefficient of 0.91 exists between contractors' rating of the training methods and their 

ranking of the training methods; while a SROC Coefficient of 0.95 exists between the 

rating and ranking of the methods by the professionals. A SROC Coefficient of 0.89 also
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exists between rank order of contractors' rating and rank order of professionals rating of 

the training methods. All these confirm a very high consistency in the perception of the 

relative efficiency of the training methods with respect to contractor training by both 

contractors and professionals.

Table 9.6
Rating and ranking of training methods by contractors and professionals

Contractors Professionals
Rating Ranking Rating Ranking

Training methods Mean Rank Weighted Rank Mean Rank Weighted Rank
order score order order score order

Workshops 5.04 1 40 5 4.96 2 62 1
Discussions led by experts 5.03 2 74 1 4.62 4 42 4
Field-trips 4.99 3 61 2 4.99 1 48 3
Demonstrations 4.64 4 43 3 4.72 3 42 4
Seminars 4.59 5 38 6 4.62 4 50 2
Videot^)es 4.55 6 13 10 4.17 9 19 11
Lectures by experts 4.54 7 42 4 4.10 11 21 10
Discussions led by contractors 4.45 8 33 7 4.52 7 37 6
Individual consultation 4.44 9 26 8 4.11 10 23 8
Case study 4.44 9 17 9 4.54 6 33 7
Conferoices 4.09 11 10 11 4.25 8 22 9
Self-help manuals 3.93 12 5 12 3.66 13 7 13
Role-playing 3.91 13 4 13 3.69 12 11 12
Programmed self-study 3.81 14 4 13 3.61 14 7 13
Games 3.54 15 4 13 3.31 15 2 15

Trainers

Table 9.7 shows the rating and ranking of potential trainers in contractor training 

programmes by contractors and professionals. When the rank order of rating of trainers 

was compared with the rank order of the ranking of the perceived effectiveness of the 

trainers, a SROC Coefficient of 0.98 and 0.88 were obtained in respect of contractors and 

professionals respectively. This indicates an almost perfect agreement between rating and 

ranking of trainers by contractors and a very high agreement between the rating and the 

ranking of trainers by professionals. Similarly, a very high agreement (SROC Coefficient 

of 0.82) exists between contractors and professionals in their rank order of rating of 

trainers.
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Table 9.7
Rating and ranking of trainers for

contractor training by contractors and professionals

Contractors Professionals
Rating Ranking Rating Ranking

Training methods Mean Rank Wdghted Rank Mean Rank Wdghted Rank
order score order order score order

Private constr. consultants 5.09 1 110 1 5.10 1 124 1
University/Polytechnic lecturers 4.86 2 104 2 4.52 5 71 2
Experts in specific topics 4.46 3 53 4 4.59 3 58 5
Successful indigenous contractors 4.36 4 59 3 4.66 2 64 4
Foreign constr. firms' executives 4.10 5 41 5 4.59 3 66 3
Management consultants 4.00 6 30 6 4.48 6 34 6
Versatile non-specialists 3.18 7 10 7 3.38 7 6 7
Ministry of Works officials 3.01 8 7 8 3.22 8 3 8

Training schedule 

Duration of course

Table 9.8 below compares the responses of contractors and professionals on the 

suitable length of contractor training programmes. Most respondents in both groups 

indicated that the best arrangements are continuous training programmes holding once a 

week or once a month over a period of time. The SROC Coefficient (0.66) indicates a 

substantial agreement between the two groups on the best duration for contractor training 

programmes.

Table 9.8
Recommended duration of training programmes by contractors and professionals

Contractors Professionals

Length of course
Frequaicy Rank

(xder
Frequency Rank

order
Once per week for a period 22 1 24 1
Once per month for a period 14 2 14 2
Three days 8 3 2 7
One day 5 4 3 4
Two days 5 4 3 4
Five days (one week) 4 6 8 3
Half-day 3 7 2 7
Twice per month for a period 2 8 2 7
Once quarterly for a paiod 1 9 1 10
Four days 1 9 3 4
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Time of the vear

More than half of the respondents in both samples of contractors and professionals 

did not answer the question in respect of the time of the year most suitable for contractor 

training. As could be seen from Table 9.8, a large proportion of respondents indicated that 

continuous training extending over a period of time is most appropriate. The months of the 

year were categorised into four quarters as shown in Table 9.9 below.

Table 9.9
Months of the year recommended for training by contractors and professionals

Contractors Professionals
Quarters Frequency Rank order Frequency Rank order

Jan. - March 11 1 4 2
April - June 9 2 8 1
July - Sept. 4 3 3 3.5
Oct. - Dec. 0 4 3 3.5

Over 50 per cent of the respondents in both groups indicated that training should be 

between the months of April and September, the wettest months of the year. A SROC 

Coefficient of 0.75 was found to exist between the contractors' and the professionals' 

ranking of the months.

Dav/(s) of the week

The days of the week preferred for training by contractors and the days 

recommended for training by professionals are compared in Table 9.10 below. There is a 

moderate agreement - SROC Coefficient of 0.46, between the contractors and the 

professionals on the perceived relative suitability of the various days of the week for 

contractor training. However, most respondents seem to favour mid-week training.

Table 9.10
Days of the week recommended for training by contractors and professionals

Contractors ̂  Professionals

Davs of the week for training
Frequency Rank

Older
Frequency Rank

order
Monday 11 4 1 6
Tuesday 19 2 4 5
Wednesday 21 1 12 1
Thursday 12 3 5 3
Friday 10 5 5 3
Saturday 10 5 6 2
Sunday 1 7 0 7

1 - Many respondents indicated more than one day.
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Time of the dav

The periods of the day most convenient for contractor are presented in Table 9.11 

for contractors and professionals. Most respondents in each group favoured a whole day 

session. A SROC Coefficient of 0.8 was obtained between the contractors' and the 

professionals' ranking of the various sessions. This also indicates a very strong agreement 

between the two groups on the relative suitability of the periods.

Table 9.11
Time of the day recommended for contractor training by contractors and professionals

Contractors Professionals
Rank Rank

Time of the dav Frequency order Frequency order
Whole day session 32 1 36 1
Morning hours only 16 2 14 2
Afternoon hours only 8 3 4 4
Evening hours only 1 4 6 3

Summary of the comparison between the 
responses of contractors and professionals

The primary purpose of using the professionals in this study is to obtain an 

objective assessment of contractors' problems and training needs in case there is some bias 

in the responses given by the contractors. Table 9.12 summarises the SROC analyses to 

test the degree of agreement between the contractors and the professionals on the various 

variables. These findings generally show that the responses of contractors and 

professionals were very similar on most variables. They strongly agree in respect of their 

perception of items constituting five variables: support programmes, training suppliers, 

training methods, trmners and the time of the day for training. They also moderately agree 

in respect of items in three variables: training needs, training duration and days for training.
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Table 9.12 
Summary of SROC analyses between 

contractors and professionals on various variables

Variable SROC Coefficient
Problems encountered (N = 26) 0.356
Support programmes (N = 20) 0.820
Training needs (N = 44) 0.661
Training suppliers (N = 13) 0.923
Training metiiods (N = 15) 0.889
Trainers (N = 8) 0.814
Training duration (N = 10) 0.650
Days for training (N = 7) 0.464
Time of day for training (N = 4) 0.800

Though there is little agreement in respect of all the items constituting problems 

encountered by contractors, further analyses of the categories of items in this variable 

reveal strong agreement in respect of difficulties emanating from the business environment 

and difficulties emanating from clients and/or clients' representatives. The contractors and 

the professionals disagree mainly in respect of their perception of the severity of managerial 

deficiencies of contractors. Most items in this category were rated by professionals as 

causing great problems in the performance of indigenous contractors, who, not 

surprisingly, feel otherwise. This has further reaffirmed the findings of various studies that 

small business owners are very reluctant to admit their managerial deficiencies.

Apart from disagreement in respect of managerial deficiencies of contractors, 

contractors and professionals generally agree on most other issues. Thus contractors seem 

to be substantially unbiased in their responses. These responses could therefore be accepted 

as valid indication of their perception of their problems and needs and would therefore be 

highly regarded in further analyses to answer earlier stated research questions.

MA.ÏOR PROBLEMS ENCOUNTERED BY CONTRACTORS

The first research question is to identify the major problems faced by Nigerian 

indigenous construction firms. In order to determine the problems most critical to the 

indigenous contractors' performance, the means of the items' rating by contractors and 

professionals are ranked as shown in Table 9.13. Where a tie occurs, the average of the
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ranks which should have been allocated to these items is allocated to the tied items. The last 

column shows the absolute difference between the contractors' and the professionals' rank 

order of rating of the items ignoring the positive or negative signs. The higher the rank 

difference the greater the disagreement between the contractors and the professionals in the 

severity of the problem.

Table 9.13
Rating of problems by contractors and professionals

Contractors Professionals
Problem Mean Rank Mean Rank Rank

response order response csder difference
Uncertainties in matl's supplies 4.90 1 4.49 2 1
Obtaining interim payment 4.47 2 4.37 4 2
Obtaining work regularly 4.43 3 4.38 3 0
Access to capital 4.39 4 4.94 1 3
Negotiating variation payment 4.10 5 3.69 14 9
Access to plant & equipment 3.99 6 4.24 6 0
Inappropriate contract conditions 3.77 7 3.69 15 8
Maintaining plant & equip. 3.54 8 3.87 9 1
Resolving contract disputes 3.20 9 3.07 22 13
Meeting contract deadline 3.18 10 4.28 5 5
Design dianges 3.12 11 2.99 23.5 11.5
Incomplete contract documents 2.99 12 3.30 21 9
Transporting materials & equip. 2.91 13 2.99 23.5 10.5
Materials control on site 2.87 14 3.63 17 3
Providing reliable taiders 2.80 15 3.38 19 4
Communication with client 2.73 16 2.70 26 10
Shortages of skilled labour 2.58 17 3.34 20 3
Maintaining public image 2.56 18 3.59 18 0
Accounting and financial mgt 2.46 19 3.88 8 11
Inadequate supervision by chent 2.42 20 2.76 25 5
Planning of work and site 2.29 21 3.86 10 11
Technical know-how 2.28 22 3.77 11.5 10.5
Commitment to construction 2.25 23.5 3.76 13 10.5
Company organisation 2.25 23.5 4.01 7 16.5
Personnel management 2.22 25 3.77 11.5 13.5
Providing quality workmanship 2.19 26 3.66 16 10

It is surprising that not a single item has a mean up to 5.0. All the items have means 

ranging between over 2.0 and under 5.0. While most items were rated by the contractors 

with means ranging between 2.0 and 3.0 and only 8 items with means above 3.5, the 

professionals rated 18 items with means over 3.5. All the items with means of 3.50 and 

over in either group are shown in Table 9.14.
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Table 9.14
The highest rated problems by the contractors and the professionals

Contractors Professionals
Rank Rank Rank

Problem Mean order Mean OTdo* dififeraice
Uncertainties in matl's supplies 4.90 1 4.49 2 1
Obtaining interim payment 4.47 2 4.37 4 2
Procuring work regularly 4.43 3 4.38 3 0
Access to capital 4.39 4 4.94 1 3
Negotiating variation payment 4.10 5 3.69 14 9
Access to plant & equipment 3.99 6 4.24 6 0
Inappropriate contract conditions 3.77 7 3.69 15 8
Maintaining plant & equip. 3.54 8 3.87 9 1
Resolving contract disputes 3.20 9 3.07 22 13
Meeting contract deadline 3.18 10 4.28 5 5
Company organisation 2.25 23.5 4.01 7 16.5
Accounting and financial management 2.46 19 3.88 8 11
Planning of work and site management 2.29 21 3.86 10 11
Technical know-how 2.28 22 3.77 11.5 10.5
Personnel managemoit 2.22 25 3.77 11.5 13.5
Commitment to construction 2.25 23.5 3.76 13 10.5
Providing good quality work 2.19 26 3.66 16 10
Materials control on site 2.87 14 3.63 17 3
Maintaining public image 2.56 18 3.59 18 0

Eight problems out of the ten highest rated problems by the contractors have means 

over 3.50 rating and were also rated above 3.50 by the professionals. They will be 

regarded as the most severe problems faced by the contractors. They are; uncertainties in 

supplies and prices of materials, obtaining interim payments, procuring work regularly, 

access to capital, negotiating payments for contract variations claims, access to plant and 

equipment, unfair contract conditions, and maintenance of plant and equipment. Other 

problems rated by contractors above 3.0 could be considered as important problems that do 

not probably have severe effect on the performance of the contractors. They include: 

resolving contract disputes, meeting contract deadline and design changes. Thus eleven 

highest rated problems by contractors are considered to be important and the most critical 

problems are the eight highest ranked ones.

Other problems highly rated by the professionals with means over 3.50 could be 

considered as important areas where contractors might require some help. They are mainly 

shortcomings in managerial capacity of the contractors and include difficulties in: company 

organisation (4.01), accounting and financial management (3.88), planning of work and 

site management (3.86), technical know-how (3.77), personnel management (3.77), 

commitment to construction enterprise (3.76), providing good quality work (3.66),
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materials management (3.63) and public image (3.59). The higher the mean rating of the 

problem by the professionals the more significant the problem. But if the rank order 

difference exceeds the median rank (13), such problem more caution will be required in 

determining the severity of the problem.

Both the contractors and the professionals agree that difficulties emanating from the 

business environment constitute the principal problems faced by Nigerian indigenous 

contractors followed by difficulties emanating from clients and clients representatives. Both 

groups, however, do not agree on the relative importance of problems resulting from 

managerial deficiencies of contractors which the contractors fail to acknowledge as 

significant.

Multiattribute utility analysis (MAUA) described by McKillip (1984) provides an 

objective quantitative model to evaluate and synthesise results of needs assessment from 

multiple sources or methods. The components of MAUA are:

Options - the choices confronting the decision maker;

Attributes - the sources of information used for need identification;

Utility function - a rule for translating raw measurements of attribute scores into 
utility values;

Utility values (utilities) - attribute scores rescaled to range from 0.0 to 1.0 to reflect 
and indicate extent of need. The lowest attribute score is assigned a utility of 0.0 
and the highest is assigned 1.0. Utility values of intermediate scores is equal to: 

nij = (X - L) / (H - L), 
where nÿ is the utility value of option i on attribute y, X is the intermediate 
attribute score, L is the score of attribute j  assigned the utility of 0.0, and H is 
the score of attribute j  assigned 1.0.

Weights, wj - assigned to attributes to reflect the relevance of the source of 
information for the decision. The most important attribute is assigned a weight 
of 100 and the weights assigned to other attributes reflect their relative 
importance. The larger the weight, the more relevant the attribute. Weights are 
standardised by adding all weights and dividing each weight by this sum:

Wj = Raw weight for attribute -r Sum of all importance weights

Need index. Ni - ranges from 0.0, indicating no evidence of need, to 1.0 indicating 
the maximum plausible evidence of need. The Need index Nî  for each option i, 
is equal to the sum over all attributes of the product of the weight of the 
attribute, wj and the utility of the attribute score for the option, ny.

Ni = 2  (wj * nij)

Table 9.15 below presents the utility values, weights and need index for contractors 

and professionals on the problems faced by Nigerian indigenous contractors. The attribute 

scores for contractors and professionals are shown in Column 2 and Column 5 respectively
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while the attribute scores transformed to utility values are shown Column 3 and 6. The 

contractors' attribute was assigned the weight 100 (standardised weight = 0.667) being 

regarded as more important than that of the professionals assigned 50 (standardised weight 

= 0.333). Columns 4 and 7 show the product of the attribute weight and the utility for each 

option for contractors and professionals. Column 8 shows the Need Index which is the 

sum of Columns 4 and 7. The rank order of the Need index is shown in Column 9. It 

reflects differences in magnitude as well as the rank order of the problems.

Table 9.15
The MAUA of the problems encountered by Nigerian indigenous contractors

Contractors Professionals
Col 1 Col 2 Col 3 Col 4 

Utility
Col 5 Col 6 Col 7 

Utility
Col 8 Col 9

Problems encountCTed Attribute Utility t Attribute Utility * Need Rank
(Options) score values weight

(0.667)
score values weight

(0.333)
index

Uncertainties in materials 4.90 1.00 .667 4.49 .796 .265 .932 1
Access to capital 4.39 .813 .542 4.94 1.00 .333 .875 2
Obtaining interim payments 4.47 .842 .562 4.37 .744 .248 .810 3
Procuring work re^arly 4.43 .828 .552 4.38 .748 .249 .802 4
Access to plant & equipment 3.99 .663 .442 4.24 .685 .228 .671 5
Negotiating contract variations 4.10 .706 .471 3.69 .440 .147 .617 6
Unfair contract conditions 3.77 .583 .389 3.69 .438 .146 .535 7
Maintenance of plant & equip 3.54 .497 .332 3.87 521 .173 .505 8
Meeting contract deadline 3.18 .364 .243 4.28 .703 .234 .477 9
Materials managonent 2.87 .250 .167 3.63 .413 .138 .305 10
Resolving contract disputes 3.20 .374 .250 3.07 .163 .054 .304 11
Incomplete contract documents 2.99 .294 .196 3.30 .266 .089 .285 12
Design changes 3.12 .343 229 2.99 .126 .042 .271 13
Providing reliable tenders 2.80 .225 .150 3.38 .300 .100 .250 14
Accounting and financial mgt 2.46 .102 .068 3.88 .524 .174 .242 15
Public image 2.56 .137 .091 3.59 .394 .131 .222 16
Transportation 2.91 .267 .178 2.99 .126 .042 .220 17
Company organisation 2.25 .021 .014 4.01 .585 .195 .209 18
Planning of work and site 2.29 .038 .025 3.86 .516 .172 .197 19
Shortages of skilled labour 2.58 .145 .096 3.34 .283 .094 .191 20
Technical know-how 2.28 .032 .021 3.77 .476 .159 .180 21
Commitment 2.25 .023 .015 3.76 .470 .157 .172 22
Personnel management 2.22 .010 .007 3.77 .476 .159 .166 23
Obtaining quality workmanship 2.19 .000 .000 3.66 .428 .142 .142 24
Communication with client 2.73 .198 .132 2.70 0.00 1.00 .132 25
Inadequate dient supervision 2.42 .086 .057 2.76 .025 .008 .066 26

The MAUA provides a quantitative approach to integrate the contractors' and the 

professionals'judgements of the relative importance of the problems. It is more objective 

than the earlier technique used. The most critical problems in order of significance 

identified by MAUA are uncertainties in supplies and prices of materials, access to capital,
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obtaining interim payments and procuring work regularly. They all have Need Index higher 

than 0.8. Other important problems with Need index of 0.5 and above in order of 

importance are access to plant and equipment, negotiating payment for contract variation, 

unfair contract conditions and maintenance of plant and equipment. The next highest option 

with a Need Index above 0.40 is meeting contract deadline. Other options have a Need 

index below 0.40.

Most of the problems that are perceived as most critical to indigenous contractors 

performance are primarily difficulties emanating from the business environment. This gives 

the impression that managerial deficiencies are not perceived by the samples in this study as 

major constraints to the performance of Nigerian contractors. This may be as a result of the 

fact that the majority of the Nigerian indigenous contractors sampled have a reasonably 

high level of educational attainment in construction related disciplines. Most of them have 

also worked in managerial positions in construction organisations prior to starting their 

own firms. Thus they seem to have had adequate managerial experience and will generally 

not perceive managerial deficiencies as major hindrances to their performance. Similarly, 

apart from the universal problems of obtaining interim payments promptly and unfair 

contract conditions faced by small contractors world-wide, the Nigerian indigenous 

contractors did not perceive problems emanating from clients and clients' representatives as 

major constraints. Thus more attention should be placed on improving the business 

environment in which the Nigerian indigenous contractors operate.

RELATIVE IMPORTANCE OF MANAGEMENT TRAINING AND 
DEVELOPMENT AMONG OTHER SUPPORT PROGRAMMES

The second research question intends to investigate the perceived relative 

importance of management training and development vis-a-vis other support programmes. 

This is to identify the extent to wish Nigerian contractors feel that management training and 

development programmes will help them improve on their business performance and the 

extent to which they will therefore be interested in attending training programmes.

Table 9.16 shows the means and the rank order of the contractors' and the 

professionals' rating of the support programmes. The last column shows the difference

360



between the rank order of the means of the contractors' rating and that of the professionals. 

The means of the contractors' rating of the items range from 3.60 to 5.55 while the means 

of the professionals rating range from 2.7 to 5.5.

Table 9.16
Rating of support programmes by contractors and professionals

Contractors Professionals
SuDDOit oroerammes Mean Rank Mean Rank Rank

response Older response Older différence

More efficient payment 5.55 1 5.52 1 0
Planned govt demand for constr. 5.28 2 5.00 3 1
Loans and loan guarantee schemes 5.26 3.5 4.79 6 2.5
Improved access to materials 5.26 3.5 5.06 2 1.5
Provision of plant hire 5.19 5 4.97 4 1
Pay mobilisation allowances 5.09 6 4.42 9.5 2.5
Training and advisory services 4.86 7 4.80 5 2
More efficient pre-qualification 4.75 8.5 4.41 11 2.5
Improved tendering prcxedures 4.75 8.5 4.31 13 4.5
More equitable contracts 4.68 10 4.32 12 2
More subcontracting by big firms 4.55 11 4.58 7 4
Standard contract dwuments 4.49 12 3.94 14 2
Lower retention money 4.36 13 2.73 20 7
Incentives for firms to merge 4.34 14 4.48 8 6
Price preference/tendering bias 4.24 15 3.89 15 0
Standardisation of design 4.15 16 3 .68 17 1
Contract splitting 4.09 17 3.87 16 1
Lesser use of direct labour 3.90 18 4.42 9.5 8.5
More virile contractors' asscx:. 3.80 19 3.56 18 1
Govt, sponsored CDA 3.60 20 3.37 19 1

The contractors rated a total of 16 items having means of over 4.0 while the 

professionals had 13 items with means over 4.0. Provision of training and advisory 

services ranked among the ten highest rated support items in both groups. Its mean of 4.86 

ranked 7th in the contractors' rating of the twenty support programmes while tits mean of 

4.80 was 5th in the professionals' rank order of the support programmes. Thus if all 

support items with means of 5.0 and above are regarded as priorities, then training and 

advisory services is considered by both groups as a very important support programme that 

should be emphasised in contractor development programmes. It is regarded by the 

contractors as the next important need after ensuring prompt payments for work done, 

improved or more regular access to works, financial assistance, materials and plant and 

equipment. Though the professionals agree with this to some extent, they however, feel 

that provision of training should precede provision of financial assistance: loans and loans 

guarantee schemes and mobilisation payments.
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Table 9.17 below presents the utility values, weights and need index of the support items in 

MAUA. The professionals were assigned half the weight assigned to the contractors to 

reflect the importance of the contractors' responses. The rank order of the need index again 

shows that provision of training and advisory services is the seventh most important 

support item.

Table 9.17
MAUA of support programmes for contractors

Contractors Professionals
Support programmes Attribute Utility Utility Attribute Utility Utility Need Rank

score values *
wdght
(0.667)

score values *
wdght
(0.333)

index

More efficient payment 5.55 1.00 .667 5.52 1.00 .333 1.00 1
Improved access to materials 5.26 .851 .568 5.06 .834 .278 .845 2
Planned govt demand for constr. 5.28 .858 .572 5.00 .813 .271 .843 3
Loans & loan guarantee schemes 5.26 .851 .568 4.79 .738 .246 .813 4
Provision of plant hire 5.19 .814 .543 4.97 .803 .267 .810 5
Pay mobilisation allowances 5.09 .762 .508 4.42 .606 .202 .710 6
Training and advisory services 4.86 .643 .429 4.80 .740 .247 .675 7
More effident pre quahfication 4.75 .591 .394 4.41 .600 .200 .594 8
Improved tendering procedures 4.75 .591 .394 4.31 .567 .189 .583 9
More equitable contracts 4.68 .553 .369 4.32 .571 .190 .559 10
More subcontracting by big firms 4.55 .487 .325 4.58 .662 .220 .545 11
Incentives for firms to merge 4.34 .377 .252 4.48 .626 .209 .460 12
Standard contract documents 4.49 .457 .305 3.94 .435 .145 .449 13
Price prd'erence/tendering bias 4.24 .326 .218 3.89 .416 .139 .356 14
Lesser use of direct labour 3.90 .152 .101 4.42 .606 .202 .303 15
Contract splitting 4.09 .248 .166 3.87 .408 .136 .302 16
Standardisation of design 4.15 .278 .186 3 .68 .338 .113 .298 17
Lower retention money 4.36 .390 .260 2.73 0.00 .0.00 .260 18
More virile contractors' assoc. 3.80 .100 .066 3.56 .298 .099 .166 19
Govt, sponsored CDA 3.60 0.00 0 3.37 .227 .076 .076 20

The contractors' rating of the support items are presented in Table 9.18 showing the 

percentage of respondents rating these items as important (4 to 6 on the rating scale). 

Provision of training and advisory services is among the ten highest rated items. It is rated 

as important by over 80% of the respondents. This further confirms that contractors 

perceive training as important among other support programmes.
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Table 9.18
Support programmes rated 4 - 6 on the rating scale by contractors

Support programme % of sample 
rating item 4 -6

Rank order

More efficient interim payment procedure 95.6 1
Provision of plant hire services 92.7 2
Provision of loan/loan guarantee scheme 92.7 2
Planned govt demand for construction 91.3 4
Improved access to materials 91.3 4
Provision of mobilisation allowances 89.8 6
More effective prequalification exercise 85.5 7
Improved tendàing procedures 84.1 8
Provision of training and advisory services 81.2 9
More equitable contracts 79.7 10
Standard contract documents 76.8 11
More subcontracts by larger firms 76.1 12
Incentives for small firms to merge 73.6 13
Tendering preferences 68.7 14
Lower retention money 66.6 15
Contract splitting 66.6 15
Standardisation of design 65.2 17
Lesser use of direct labour 60.3 18
More virile contractors' association 56.6 19
Govt, sponsored CDA 52.9 20

The contractors were also asked to select the three most important support 

programmes and rank them in order of importance: the most important, the second most 

important and the third most important which were weighted 3, 2 and 1 respectively. The 

rank order of the total weighted score for the items are shown in Table 9.19 below.

Table 9.19
Rank order of the importance of support programmes

Tvne of assistance Total wdshted score Rank
Provision of mobilisation allowances 73 1
Provision of loans and loan guarantee schemes 52 2
Improved access to materials 43 3
Planned and regular govt construction demand 39 4
More effident interim payment procedures 38 5
Incentives for small firms to team up 32 6
More effident contractor registration procedures 22 7
Training and advisory services 19 8
More subcontracting by larger firms 14 9
More equitable contract conditions 12 10
Provision of plant and equipment hire 12 10
Better tmdering procedures 9 12
Contract splitting 8 13
Lesser use of direct labour 7 14
Standard contract documentation 7 14
Lower retention money 7 14
Tendoing prderaices 6 17
Standard design 4 18
More virile contractors' assodation 3 19
Govt, sponsored contractor development agency 0 20
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Provision of training was ranked as the eighth most important support programme 

after improved access to money, materials and regular jobs. This ranking compares well 

with that obtained in the rating of the items and the MAUA, This further indicates that 

training is favourably considered by contractors.

Further attempts were made to confirm how important training is to the contractors 

sampled. They were asked if they perceive they need some training to improve their 

business performance. Their responses are shown in Table 9.20 below. Almost 85% of 

respondents indicated some need for training (4 to 6 on rating scale).

Table 9.20
Need for training to improve business performance

Rating scale value Freauencv Valid %
No need 1 2 3.0

2 4 6.1
3 4 6.1
4 21 31.8
5 10 15.1

Great need 6 25 37.9
No response 3 -

Total 69 100.0

It is ironical that despite the fact that 85% of respondents have construction related 

qualifications, a majority of them still indicated some interest in management training to 

further improve their business performance. More details on their training needs will help 

to identify the areas of their need.

The majority of contractors sampled favour establishment of a special body - 

Contractor Development Agency (CDA) to provide support for the development of 

indigenous contractors in the industry as shown in Table 9.21.

Table 9.21 
Participation in training as a requirement 

for consideration for other assistance

Training as a precondition Freauencv Valid %
Yes 44 73.3
No 16 26.7

No response 9 —
Total 69 100.0

The majority of respondents indicated that participation in some specified training
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programmes should be a prerequisite for contractors intending to benefit from other 

assistance packages available from the agency. Their reasons are presented in Table 9.22 

below. The majority believe training is necessary to increase commitment of beneficiaries to 

construction enterprise as well as to enhance their skills and competence.

Table 9.22 
Why training should be a precondition 

for other assistance packages

Factor Freauencv Valid %
To increase commitment 10 26.3
To enhance skills and expertise 16 42.1
To ensure effective utilisation of aids 6 15.8
To enhance standard 6 15.8
No response 6 -
Total (N=44) 44 100.0

The contractors sampled consistently showed that they highly appreciate training 

and that they are interested in participating in training programmes intended to improve their 

business performance. Though the majority of Nigerian indigenous contractors regard 

provision of training and advisory services as an important support programme necessary 

for their development, they feel it is not as important as provision of improved access to 

finance, regular work, materials and plant and equipment. They however, feel that training 

should be emphasised in order to improve the competence of the contractors. Thus they 

agree that it would be necessary to make participation in specified training programmes 

mandatory for those interested in benefiting from other assistance packages available from 

the CDA. It could be safely concluded that the majority of Nigerian indigenous contractors 

sampled consider management training and development programmes as significant and 

important among other support programmes available or proposed for alleviating their 

difficulties in the industry, enhance their business performance and promote their 

development. These findings contradict the view that small business owner-managers are 

not enthusiastic about training.
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THE TRAINING NEEDS OF CONTRACTORS

It has been established that the Nigerian indigenous contractors surveyed are 

interested in training. This section will examine their training needs and preferred delivery 

systems. Table 9.23 shows the contractors' rating of their interest in taking various 

educational topics if offered in a contractor training programme. The professionals' 

perception of the needs of contractors in these topics are also indicated.

A total of 23 topics were rated as very important with means over 5.0 by the 

contractors while the professionals similarly rated 32 topics. It is interesting to note that no 

topic has a mean below 4.0; over 50% and 70% of the topics presented were rated as very 

important by the contractors and professionals respectively. The means of contractors' 

rating of topics ranged from 4.13 to 5.81 while the means of the professionals' rating 

ranged from 4.09 to 5.61. That the means have limited ranges indicate that the topics were 

rated very closely between 4 and 6 on the rating scale by both groups. Thus the majority of 

the respondents perceive that most topics should be offered in contractor training 

programmes. Though both groups disagree on the relative importance of individual topics, 

they seem to agree that topics under entrepreneurial studies, accounting and financial 

management, estimating and tendering, and construction project management categories 

are the most important topics.

A total of 23 topics were rated with means of 5.0 in both groups (including plant 

management and technical innovations rated 4.99 by the professionals and contractors 

respectively which could be approximated to 5.0). These could be regarded as the most 

preferred topics that should be emphasised in contractor training programmes and are listed 

in Table 9.24. They include all the topics listed under entrepreneurial studies, estimating 

and tendering and construction project management and 5 out of the 6 topics listed under 

accounting and financial management. The respondents seem to be least interested in topics 

under contextual studies and construction technology.
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Table 9.23
Rating of training topics by contractors and professionals

Contractors Professionals
Training tonics Mean Rank Mean Rank

Contextual studies
Building industry and national development 4.93 29 5.07 27
Building contractor in community 4.52 41 4.41 41
Contractor in the bldg team 4.72 36 4.66 39
The building process 4.19 43 4.34 42
Government and contractor in partnership 4.13 44 4.14 43

Entrenreneurial studies
Business aims and objectives 5.81 1 5.09 25
Learning to look ahead 5.23 12 5.10 22
Entrepreneurial attitudes 5.01 22 5.11 21
Business ethics 5.03 21 5.12 20
Analysing economic risks 5.28 9 5.09 26

Accounting and financial management
Raising finance 5.65 2 5.46 4
Book-keeping and accounting 4.92 31 5.06 28
Interpreting balance sheets 5.07 19 4.50 40
Cash flow management 5.35 5 5.39 8
Financial analysis and budgeting 5.33 7 5.39 9
Cost control 5.41 4 5.46 5
Estimating and tendering
Reading contract documents 5.23 12 5.60 2
Cost estimating 5.10 16 5.37 10
Tendering 5.26 11 5.61 1

Personnel management
Recruiting employees 4.67 39 4.96 34
Employees' salaries and benefits 4.72 36 5.00 32
Supervising employees 5.07 19 5.16 17
Industrial relations 4.93 30 5.14 18
Employees' training 4.97 26 5.03 29

Construction project management
Planning techniques 5.42 3 5.51 3
Quality control 5.27 10 5.46 6
Health and safety issues on site 5.35 5 5.14 19
Materials management 5.10 16 5.24 15
Site management 5.09 18 5.34 11
Plant management 5.18 14 4.99 33

General management
Leading and managing people 5.31 8 5.21 16
Decision making 4.90 32 5.32 12
Communication 5.01 22 5.27 14
Public relations 4.94 28 5.01 30
Legal aspects of business 4.99 24 4.81 37
Contractual relationships 5.15 15 5.01 31
Sales promotion and marketing 4.41 42 4.09 44
Risks and insurance 4.71 38 4.71 38
Adjusting to economic fluctuations 4.97 26 4.96 35

Construction technology
Setting-out and levelling 4.79 34 5.40 7
ConCTeting 4.78 35 5.30 13
Soil and foundations 4.83 33 4.89 37
Construction problems 4.65 40 5.10 23
Technical iimovations 4.99 24 5.10 24
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Table 9.24
Training topics most preferred by contractors

Contractors Professionals

Most nreferred training tonics Mean Rank Mean Rank
Business aims and objectives 5.81 1 5.09 25
Raising finance 5.65 2 5.46 4
Planning techniques 5.42 3 5.51 3
Cost control 5.41 4 5.46 5
Cash flow management 5.35 5 5.39 8
Health and safety issues on site 5.35 5 5.14 19
Financial analysis and budgeting 5.33 7 5.39 9
Leading and managing people 5.31 8 5.21 16
Analysing economic risks 5.28 9 5.09 26
Quality control 5.27 10 5.46 6
Tendering 5.26 11 5.61 1
Learning to look ahead 5.23 12 5.10 22
Reading contract documents 5.23 13 5.60 2
Plant management 5.18 14 4.99 33
Contractual relationships 5.15 15 5.01 31
Cost estimating 5.10 16 5.37 10
Materials management 5.10 17 5.24 15
Site management 5.09 18 5.34 11
Supervising employees 5.07 20 5.16 17
Business ethics 5.03 21 5.12 20
Entrepreneurial attitudes 5.01 22 5.11 21
Communication 5.01 23 5.27 14
Technical innovations 4.99 24 5.10 24

Other training tonics
Interpreting balance sheets 5.07 19 4.50 40
Legal aspects of business 4.99 24 4.81 37
Employees' training 4.97 26 5.03 29
Adjusting to economic fluctuations 4.97 26 4.96 35
Public relations 4.94 28 5.01 30
Building industry and national development 4.93 29 5.07 27
Industrial relations 4.93 30 5.14 18
Book-keeping and accounting 4.92 31 5.06 28
Decision making 4.90 32 5.32 12
Soil and foundations 4.83 33 4.89 37
Setting-out and levelling 4.79 34 5.40 7
Concreting 4.78 35 5.30 13
Contractor in the bldg team 4.72 36 4.66 39
Employees' salaries and benefits 4.72 36 5.00 32
Risks and insurance 4.71 38 4.71 38
Recruiting employees 4.67 39 4.96 34
Construction problems 4.65 40 5.10 23
Building contractor in community 4.52 41 4.41 41
Sales promotion and marketing 4.41 42 4.09 44
The building process 4.19 43 4.34 42
Government and contractor in partnership 4.13 44 4.14 43

The Need index from the MAUA provides a more objective means of classifying training 

topics in order of contractors' interests in them. The MAUA was used to further analyse the 

training needs of contractors. Table 9.25 shows the utility values, weights and need index.

368



Table 9.25
The MAUA and Need index of training topics

Training topics
Contractors Professionals

Utilities Attribute Utility Utilities
Attribute Utility * score values * Need

score values weights
(0.667)

weights
(0333)

index Rank

Raising finance 5.65 .905 .604 5.46 .897 .299 .902 1
Business aims & objectives 5.81 1.00 .667 5.09 .654 .218 .885 2
Planning techniques 5.42 .767 .512 5.51 .935 .311 .823 3
Cost control 5.41 .759 .506 5.46 .897 .299 .805 4
Tendering 5.26 .672 .449 5.61 1.00 .333 .782 5
Reading contract documents 5.23 .655 .437 5.60 .991 .330 .767 6
Cash flow management 5.35 .724 .483 5.39 .851 .283 .766 7
Financial analysis & budgeting 5.33 .715 .477 5.39 .851 .283 .760 8
Quality control 5.27 .675 .450 5.46 .897 .299 .749 9
Leading and managing people 5.31 .701 .468 5.21 .807 .269 .736 10
Health and safety issues on site 5.35 .724 .483 5.14 .692 .230 .713 11
Analysing economic risks 5.28 .681 .454 5.09 .654 .218 .672 12
Cost estimating 5.10 .577 .385 5.37 .841 .280 .665 13
Learning to look ahead 5.23 .655 .437 5.10 .664 .221 .658 14
Site management 5.09 .569 .379 5.34 .823 .274 .653 15
Materials management 5.10 .577 .385 5.24 .757 .252 .637 16
Plant management 5.18 .622 .415 4.99 .589 .196 .611 17
Communication 5.01 .526 .351 5.27 .776 .258 .609 18
Supervising employees 5.07 .560 .374 5.16 .701 .23 .607 19
Contractual relationships 5.15 .603 .403 5.01 .607 .202 .605 20
Business ethics 5.03 .534 .357 5.12 .683 .227 .584 21
Entrepreneurial attitudes 5.01 .526 .351 5.11 .673 .224 .575 22
Technical innovations 4.99 .509 .339 5.10 .664 .221 .560 23
Decision making 4.90 .457 .305 5.32 .738 .246 .551 24
Setting-out and levelling 4.79 .395 .263 5.40 .860 .286 .550 25
Industrial relations 4.93 .474 .316 5.14 .692 .230 .547 26
Employees' training 4.97 .500 .334 5.03 .617 .206 .539 27
Bldg. industry and national dev. 4.93 .474 .316 5.07 .645 .215 .531 28
Book-keeping and accounting 4.92 .473 .316 5.06 .635 .212 .527 29
Public relations 4.94 .483 .322 5.01 .607 .202 .524 30
Concreting 4.78 .388 .259 5.30 .795 .265 .524 31
Adjusting to econ fluctuations 4.97 .500 .334 4.96 .570 .190 .523 32
Legal aspects of business 4.99 .509 .339 4.81 .476 .159 .498 33
Interpreting balance sheets 5.07 .560 .374 4.50 .271 .090 .464 34
Soil and foundations 4.83 .414 .276 4.89 .524 .174 .450 35
Employees' salaries & benefits 4.72 .351 .234 5.00 .598 .199 .434 36
Construction problems 4.65 .310 .207 5.10 .664 .221 .428 37
Recruiting employees 4.67 .319 .213 4.96 .570 .190 .403 38
Risks and insurance 4.71 .345 .230 4.71 .408 .136 .366 39
Contractor in the bldg team 4.72 .351 .234 4.66 .374 .124 .359 40
Bldg. contractor in community 4.52 .233 .155 4.41 .209 .070 .225 41
Sales promotion and marketing 4.41 .164 .109 4.09 0.00 0.00 .109 42
The building process 4.19 .038 .025 4.34 .177 .059 .084 43
Govt & contractor partna-ship 4.13 0.00 0.00 4.14 .037 .012 .012 44

All topics with Need index greater than or equal to 0.75 are the most desired 

training topics and should constitute the core training needs. They include topics in 

financial management (4), estimating and tendering (2), construction project management 

(2) and entrepreneurial studies (1). They would probably attract the highest patronage from 

contractors and should therefore be on offer at all times on contractor training programmes.
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Topics with Need index between 0.74 and 0.55 are next in importance. They include topics 

in construction management (4) entrepreneurial studies (4) general management (4) 

construction technology (2) personnel management (1) and estimating and tendering (1) in 

which contractors indicated considerably interest These topics constitute major training 

needs and should be offered regularly in contractor training programmes. The next group 

of important topics are those with Need index ranging from over 0.40 to under 0.55. 

Topics in this group are general management (4) personnel management (3), construction 

technology (3), accounting and financial management (2) and contextual studies (1). 

Contractors indicated some interest in these topics and they constitute substantial training 

needs. They should also be available regularly in training programmes though not as 

primary training topics. The last group of topics with Need index under 0.40 seem to be of 

marginal importance to contractors. Most of the topics in this group are from the contextual 

studies category. Though these topics will help contractors to develop better understanding 

of their role in the society, their relationship with government, thereby increase their 

commitment to the industry, they are however unpopular with the contractors. A major 

reason for this may be because most of the respondents have construction related 

qualifications. They perceive they do not need pep talks to motivate their interest and 

commitment to construction industry. Ironically, however, the other topic included in this 

group is sales promotions and marketing. It is difficult to understand why most 

respondents feel this topic is of marginal importance to them. It seems most probably that 

the majority of the contractors do not understand the concepts and how they may be applied 

in construction. They also do not understand that marketing provides opportunities to 

tender and obtain new jobs. Table 9.26 summarises the perceived importance of the various 

topics to contractors hence their interests in taking up training in them.
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Table 9.26
Perceived training needs of contractors

Training topics Need index Rank order

Core training needs
Raising finance .902 1
Business aims and objectives .885 2
Planning techniques .823 3
Cost control .805 4
Tendering .782 5
Reading contract documents .767 6
Cash flow management .766 7
Financial analysis & budgeting .760 8
Quality control .749 9

Leading and managing people .736 10
Health and safety issues on site .713 11
Analysing economic risks .672 12
Cost estimating .665 13
Learning to look ahead .658 14
Site management .653 15
Matoials management .637 16
Plant management .611 17
Communication .609 18
Supervising employees .607 19
Contractual relationships .605 20

Substantial training needs
Business ethics .584 21
Entrepreneurial attitudes .575 22
Technical innovations .560 23
Decision making .551 24
Setting-out and levelling .550 25
Industrial relations .547 26
Employees' training .539 27
Bldg. industry and national development .531 28
Book-keeping and accounting .527 29
Public relations .524 30
Concreting .524 31
Adjusting to economic fluctuations .523 32
Legal aspects of business .498 33
Interpreting balance sheets .464 34
Soil and foundations .450 35
Employees' salaries & benefits .434 36
Construction problems .428 37
Recruiting employees .403 38

Marginal training needs
Risks and insurance .366 39
Contractor in the building team .359 40
Building contractor in community .225 41
Sales promotion and marketing .109 42
The building process .084 43
Govt and contractor in partnership .012 44
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PREFERRED TRAINING DELIVERY SYSTEMS 

Preferred training suppliers

The training suppliers were rated with means ranging from 3.0 to 5.0 by the 

contractors and 3.1 to 4.9 by the professionals. Eight suppliers were rated by each group 

with means higher than 4.0. As shown in Table 9.27, a total of four suppliers were rated 

by either the contractors or the professionals with means higher than 4.55: universities and 

polytechnics, professional bodies, private construction consultants and technical colleges. 

The two highest ranked in both groups were the universities and polytechnics and 

professional bodies.

Table 9.27
The contractors' and the professionals' perception of training suppliers

Contractors Professionals
Training sunoliers Mean Rank Mean Rank

«der order
Universities/Polytechnics 5.01 1 4.85 2
Professional bodies 4.86 2 4.88 1
Technical colleges 4.55 3 4.45 4
Private constr. consultants 4.49 4 4.68 3
CDA 4.45 5 4.44 5
Mgt consultancy firms 4.39 6 4.37 6
Mgt. institute/Dev. centre 4.25 7 4.06 8
Indigenous contractors' assoc. 4.22 8 3.79 11
Small Business Dev. Board 3.88 9 3.89 9
Large construction firms 3.80 10 4.11 7
Large contractors' assoc. 3.61 11 3.67 12
Ministry of Works 3.40 12 3.85 10
Chambers of Commerce 3.01 13 3.16 13

Only universities and polytechnics obtained a mean rating over 5.0 from the 

contractors and could be described as the most preferred training supplier. The other 

desirable suppliers are professional bodies, technical colleges and private construction 

consultants.

The MAUA shown in Table 9.28 gives a more lucid picture of the suppliers 

perceived as most suitable for contractor training programmes. The rank order obtained is 

similar to that obtained by the contractors' rating of the suppliers. The rank order of the 

Need index still shows that universities and polytechnics are the most preferred suppliers 

closely followed by construction related professional bodies and private consultants.
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Table 9.28
MAUA of training suppliers

Contractors Professionals
Utility Utility

Training sunnliers Attribute Utility values Attribute Utility values Need Rank
score values *

weight
(0.667)

score values *
weight
(0.667)

index ordCT

Universities/Polytechnics 5.01 1.00 .667 4.85 .984 .328 .995 1
Professional bodies 4.86 .920 .614 4.88 1.00 .333 .947 2
Private constr. consultants 4.49 .740 .493 4.68 .885 .295 .788 3
Technical colleges 4.55 .768 .513 4.45 .754 .251 .764 4
CDA 4.45 .717 .478 4.44 .746 .248 .727 5
Management consultancy firms 4.39 .688 .459 4.37 .705 .235 .694 6
Mgt. development centre 4.25 .618 .412 4.06 .525 .175 .587 7
Indigenous contractors' assoc. 4.22 .605 .404 3.79 .369 .123 .526 8
Private large contracting firms 3.80 .391 .261 4.11 .558 .186 .447 9
Small Business Dev. Board 3.88 .435 .290 3.89 .426 .142 .432 10
Large contractors' assoc. 3.61 .297 .198 3.67 .295 .098 .297 11
Ministry of Works 3.40 .196 .131 3.85 .402 .134 .264 12
Chambers of Commerce 3.01 0.00 0.00 3.16 0.00 0.00 0.00 13

It is very surprising that educational institutions are highly appreciated as organisers 

of training for contractors. This contradicts the generally held view that educational 

institutions are not highly esteemed by small business owner-managers. However, the 

attraction to academic institutions might be because of their prestige as well as the fact that 

the majority of the respondents are products of these institutions. They acknowledge the 

greater potentials of these institutions to arrange more satisfactory training programmes. 

Construction professional bodies and private consultants have not been actively concerned 

in the past with contractor development, especially training. This perhaps might also have 

influenced greater preference for universities and polytechnics who are more visibly 

involved in training for all sectors of the economy. In addition, academic institutions have 

greater access to facilities to run training programmes more efficiently.

Preferred training methods

Both the contractors and the professionals have eleven items each with mean ratings 

over 4.0. The professionals have means ranging from 3.31 to 4.99; the contractors, 

however, have two items with means above 5.0 and a smaller range from 3.54 to 5.04. 

Table 9.29 presented below shows that both groups rated the same five items as the most
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effective training methods for contractor training though they rank the methods differently.

The most effective training methods by the contractors' rank order are: workshops,

discussions led by experts, field-trips, demonstrations and seminars.

Table 9.29 
Contractors' and professionals' perception 

of training methods for contractors' training

Contractors Professionals
Training methods Mean Rank Mean Rank

response ordo" response OTdO'
Workshops 5.04 1 4.96 2
Discussions led by experts 5.03 2 4.62 4
Field-trips 4.99 3 4.99 1
Demonstrations 4.64 4 4.72 3
Seminars 4.59 5 4.62 4
Videotapes 4.55 6 4.17 9
Lectures by experts 4.54 7 4.10 11
Discussions led by contractors 4.45 8 4.52 7
Individual consultation 4.44 9 4.11 10
Case study 4.44 9 4.54 6
Conferences 4.09 11 4.25 8
Self-help manuals 3.93 12 3.66 13
Role-playing 3.91 13 3.69 12
Programmed self-study 3.81 14 3.61 14
Games 3.54 15 3.31 15

The MAUA presented in Table 9.30 shows that these five training methods are the 

most preferred for contractor training.

Table 9.30
The MAUA and Need index of training methods

Contractors Professionals

Attribute Utility
Utility

* Attribute Utility
Utility

* Need Rank
Training methods score values weight score values weight Index order

Workshop 5.04 1.00
(.667)
.667 4.96 .983

(.333)
.327 .994 1

Field-trip 4.99 .962 .642 4.99 1.00 .333 .975 2
Discussions led by experts 5.03 .991 .661 4.62 .782 .260 .921 3
Demonstration 4.64 .730 .487 4.72 .840 .280 .767 4
Seminar 4.59 .700 .467 4.62 .782 .260 .727 5
Discussions led by contractors 4.45 .604 .403 4.52 .723 .241 .643 6
Case study 4.44 .594 .396 4.54 .731 .243 .640 7
Videot^ 4.55 .672 .448 4.17 .514 .171 .619 8
Lecture 4.54 .667 .445 4.10 .471 .157 .602 9
Individual consultation with expert 4.44 .594 .396 4.11 .480 .160 .556 10
Conference 4.09 .362 .242 4.25 .563 .188 .429 11
Self-help manual 3.93 .256 .171 3.66 .210 .070 .241 12
Role-playing 3.91 .244 .163 3.69 .227 .076 .238 13
Programmed self-study 3.81 .179 .119 3.61 .177 .059 .178 14
Games 3.54 0.00 0.00 3.31 0.00 0.00 0.00 15
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The Need index rank order indicates that workshops and field-trips are the most 

preferred methods followed by discussions led by experts. These findings agree with adult 

learning principles that emphasise self-directed, experiential. Participative and collaborative 

training methods for adult learners such as contractors. It is evidently clear that the 

contractors sampled will not appreciate being lectured like school children. But it is 

surprising that they are not enthusiastic about small group discussions led by their own 

peers. It gives the impression that they either do not have much confidence in the ability of 

their colleagues or that they do not wish to share their experiences with potential 

competitors. The latter may be more applicable in view of possible risk of divulging 

inadvertently business secrets and information of commercial advantage to competitors 

during discussions. Thus informal and on-the-job training methods will stimulate 

contractors' interests in learning and these approaches should be emphasised in contractor 

training programmes.

Preferred Trainers

As shown in Table 9.31, six out of the eight trainers obtained means over 4.0 from 

both the contractors and the professionals. The means in both groups ranged from about 

3.0 to a little over 5.0. The rank order of the trainers in both groups agree in respect of the 

highest, the third highest and the three least rated trainers but slightly differ with respect of 

the others.

Table 9.31
Rating of the most effective trainers as perceived 

by the contractors and the professionals

Trainers Contractors' Professionals'
Rating Rating

Mean Rank Mean Rank
response ordo’ response order

Private constr. consultants 5.09 1 5.10 1
University/Polytechnic lecturers 4.86 2 4.52 5
Experts in specific topics 4.46 3 4.59 3
Successful indigenous contractors 4.36 4 4.66 2
Foreign constr. firms' executives 4.10 5 4.59 3
Management consultants 4.00 6 4.48 6
Versatile non-specialists 3.18 7 3.38 7
Ministry of Works officials 3.01 8 3.22 8
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Table 9.32
MAUA of most effective trainers

Contractors Professionals
Trainers Utility Utility

Attribute Utility values Attribute Utility values Need Rank
score values *

weight
(.667)

values *
weight
(.667)

index order

Private construction consultants 5.09 1.00 .667 5.10 1.00 .333 1.00 1
University/polytedinic lecturers 4.86 .888 .592 4.52 .692 .230 .822 2
Experts in spedfîc topics 4.46 .699 .466 4.59 .729 .243 .709 3
Successful indigenous contractors 4.36 .650 .434 4.66 .767 .255 .689 4
Executives of foreign firms 4.10 .524 .350 4.59 .729 .243 .592 5
Management consultants 4.00 .475 .317 4.48 .669 .223 .540 6
Versatile non-specialists 3.19 .084 .056 3.38 .083 .028 .084 7
Min. of Works officials 3.01 0.00 0.00 3.22 0.00 0.00 0.00 8

The MAUA in Table 9.32 above shows the rank order of the Need index which 

reflects the importance of the trainers. It gives a clearer picture of the relative importance of 

the respective trainers. However, the same rank order as that of the contractors' rating 

emerged.

It is ironical that though educational institutions are the most preferred suppliers of 

contractor training, private construction consultants are preferred to lecturers rated as the 

second most preferred trainers by the contractors. If it is argued that this is because small 

business owners generally discount academics as theorists lacking practical experience of 

running businesses, it would have been expected then that the most preferred trainers 

would be successful indigenous contractors and executives of foreign-owned contracting 

firms. A more careful look at the paramount training needs of the contractors gives the 

impression that a variety of trainers will be required to effectively handle the multi

disciplinary topics that constitute the core and major training needs of contractors. Thus the 

best result would be achieved if experts in specific topics are the trainers. This group of 

trainers are however, ranked as the third most preferred trainers. But the rank order of 

preferred trainers would be valuable in choosing among equally competent experts from 

different sectors of the industry.
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Preferred training schedule

A convenient training schedule is important in order to attract patronage. Owner- 

managers of small businesses are actively involved in the day-to-day management of their 

businesses. Their training programmes should therefore be arranged such that it will not be 

too inconvenient for them to be away from their businesses. Table 9.33 shows the training 

duration preferred by the contractors and those recommended by the professionals. The 

highest proportion of respondents in both groups agree that training should not be a one-off 

event. Rather it should be regular and continuous over a period of time, preferably on a 

weekly or monthly basis. However, a series of weekly training is most preferred. But it 

should be noted that it may be difficult to sustain the enthusiasm of contractors if the 

programme continues for too long. Other emerging competing commitments might cause 

participants to miss some classes. They may consequently lose both continuity in the 

instructions and the motivation to complete the programme or participate in any other 

training in the future.

Table 9. 33 
Preferred training duration

Contractors Professionals

Length of course
Frequency Valid % Rank

order
Frequency Valid % Rank

order
Once per week for a period 22 33.9 1 24 38.7 1
Once per month for a period 14 21.5 2 14 22.6 2
2- 3 days 13 20.0 3 5 8.1 4

4 - 5  days 7 10.8 4 11 17.8 3
1 day 5 7.7 5 3 4.8 5
Half-day 3 4.6 6 2 3.2 6.5
Twice per month for a period 2 3.1 7 2 3.2 6.5
Once quarterly for a period 1 1.5 8 1 1.6 8
No response 4 — - 9 — -

Total 69 100.0 — 71 100.0 —

The most appropriate time in the year for contractor training will be when there is 

seasonal lull in construction activities. Business will be less demanding and many 

contractors will be more willing to spend their time on other profitable activities. Table 9.34 

shows the months most preferred by contractors for attending training programmes as well 

as the months recommended by the professionals for contractor training. The high non

response in both groups is attributable to the fact that a large number of respondents
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indicated preference for continuous training over a period of time.

Table 9.34 
Preferred months for training

Contractors Professionals
Months Frequency Valid % Rank Frequency Valid % Rank
January - March 11 45.9 1 4 22.2 2
April - June 9 37.5 2 8 44.4 1
Jiüy - September 4 16.6 3 3 16.7 3.5
OctobCT - DecembCT 0 0.0 4 3 16.7 3.5
No response 45 - - 53 - -

Total 69 100.0 — 71 100.0 —

The highest number of contractors want training to take place between January and 

March. This is the first quarter in government's financial year and that of most businesses. 

Capital expenditure at this period is marginal but it gradually increases and reaches the peak 

in the last quarter of the year. Construction works tend to be low in the first quarter and 

reaches its peak in the last quarter which also is the driest months of the year. April to June 

are also the wettest months of the year. It could be concluded that the best time for 

contractor training would be in the first half of the year, between January and June.

It is also important to choose a convenient day of the week for training. Though 

mid-week days are preferred for training, the highest proportion of both the contractors and 

the professionals indicated that Wednesday is most preferred as shown in Table 9.35. 

Monday being the first working day of the week does not seem to be the ideal day for many 

owner-managers to be away from their businesses. Weekends are also not ideal for training 

in Nigerian setting because of possible conflicts with religious and other social 

engagements of participants. Tuesday to Thursday therefore are the preferred days while 

Wednesday is the most preferred day.

Table 9.35 
Days of the week preferred for training

Contractors Professionals
Days of the week Valid % Rank Frequency Valid % Rank
for training Frequency order (xder
Monday 11 13.1 4 1 3.1 6
Tuesday 19 22.6 2 4 12.1 5
Wedne^y 21 25.0 1 12 36.4 1
Thursday 12 14.3 3 5 15.1 3
Friday 10 11.9 5 5 15.1 3
Saturday 10 11.9 5 6 18.2 2
Sunday 1 1.2 7 0 0.00 7
No response 19 — 38 — -
Total 84 100.0 71 100.0

378



Table 9.36 shows convincingly that the majority of contractors prefer training to be a 

whole day session. The professionals also feel the same way. Attending training for part of 

the day may not be convenient or attractive to many small contractors. Transportation is a 

major problem in Nigeria and many developing countries. The time, costs and other 

difficulties that would be experienced in transportation to the training venue might be much 

for many small contractors to bear and would inhibit them from considering the possible 

benefits of attending a half-day training session. Many might feel it will not worth their 

while to leave other important things for a maximum of a four-hour training session. Thus 

a whole day session seems to be more cost-effective to many hence it is the most preferred 

training arrangement. It will also be possible to have a more effective learning in a session 

lasting a whole day rather than half a day training. This is in view of the possibilities of 

unforeseen circumstances that might cause delays resulting in late start or early finish.

Table 9.36 
Most preferred time of the day for training

Contractors Professionals
Frequaicy Valid % Rank Frequency Valid % Rank

Time of the day Older (xder
Whole day session 32 56.1 1 36 60.00 1
Morning hours only 16 28.1 2 14 23.3 2
Afternoon hours only 8 14.0 3 4 6.7 4
Evening hours only 1 1.8 4 6 1.0 3
No response 12 — - 11 — -
Total 69 100.0 71 100.0

PERSONAL AND ORGANISATIONAL C H A R A C T E R IST IC S OF 
CONTRACTORS AND DIFFERENCES IN PERCEPTION OF TRAINING, 
NEEDS AND PREFERRED DELIVERY SYSTEMS

The fourth research question intends to identify the major personal and 

organisational characteristics of the contractors that influence their perception of the 

importance of training, their needs in this respect and the preferred delivery system. This 

involves analysing relationships between the variables. Contingency tables are used to 

relate the personal and organisational characteristics of the contractors and their perception 

of the importance of training, preferred training topics and delivery systems. The personal
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characteristics analysed include:

1. age;

2. educational attainment;

3. work experience;

4. business objectives.

While the organisational characteristics that were investigated were:

1. age of business;

2. number of employees;

3. nature of work;

4. business performance.

The Chi-square test was used to determine the statistical significance of the 

relationship that exist, if any, between the variables. The Yate's correction for continuity 

applicable to 2 x 2 tables was applied. The critical value of the Chi-square at 5 per cent level 

of significance is given in as 3.84. Any relationship that obtains a Chi-square score equal to 

or greater than 3.84 will be accepted as significant.

It was imperative that responses to the various questions should be collapsed in 

order to obtain a more reliable data for statistical analysis. If contingency tables were 

developed on the basis of the raw data collected, it was anticipated that some cells would be 

blank in view of the size of the sample used in the study, and this would make it impossible 

to apply the chi-square test probably. Thus responses were collapsed so that 2 x 2  

contingency tables were obtained for all correlation analyses. To this end, responses on the 

six-point rating scale were conveniently collapsed into two categories. Those scoring the 

variable 1 to 3 (the lower end of the scale) were reclassified into one category while those 

scoring it 4  to 6 constitute the other category. Other variables were reclassified in similar 

vein as shown below:

Age of respondents: < 45 years; > 45 years

Educational attainment: Construction qualifications; Non-construction qualifications.

Work experience: Construction management; Non construction management.

Marital status: Single; Married.

Age of business: < 10 years; > 1 0  years.

Size of firm: ^ 5  employees; > 25 employees.
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Legal structure: Non-corporate; Corporate.

Nature of work: Specialised; non-specialised.

Firm growth: Some growth: Stagnant or decline.

Differences in the perception of the importance of training

Three questions were used to measure the respondents' perception of the 

importance of training as an instrument for contractor development. The three questions 

asked were:

1. How important is provision of training and advisory services in respect of 

improving indigenous contractors' performance in Nigeria?

2. To what extent do you perceive the need for some training to improve your 

business performance?

3. Should participation in specified training programmes be required of owners of 

indigenous contracting firms before other assistance packages are offered to 

them?

Though responses to the first two questions were on a six-point rating scale, the 

scores were collapsed and converted to two categories: those rating the factor as not 

important (1 to 3 on the scale) were classified as saying No to training, while Yes 

represents those rating the factor as important (4 to 6 on the scale).

Personal characteristics

As shown in Tables 9.37 to 40, though all respondents were interested in training, a greater 

proportion of those who are under 45 years of age, who have non-construction 

management qualifications, have not been employed in a construction management 

position prior to starting their own businesses and those who single tend to perceive 

training as more important. However, a significant Chi-square value was only observed in 

one factor: relationship between age and the need for training to improve business 

performance. Those who are younger seem to perceive training as significant to improving 

their performance in business. Thus it can be concluded that the personal characteristics of
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influence their perception of the importance of training.

Table 9.37
Age of contractors and perception of importance of training

Factors measured

Training and advisory support (n = 69) 
Training to improve business (n = 66) 
Training a condition for assistance (n = 60)

Under 45 years 45 years or above
Not Important Not Important Chi- 

important important square
fteq % Freq % Breq % Freq %

7
2

11

16.3
4.9

28.9

36
39
27

83.7
95.1
71.1

23.1
32.0
22.7

20
17
17

76.9 0.15
68.0 6.90
77.3 0.05

Table 9.38
Educational attainment of contractors and perception of importance of training

Factors measured

Training and advisory support (n = 69) 
Training to improve business (n = 66) 
Training a condition for assistance (n = 60)

Constr. met, education Non constr. met, educ.
Not 

important 
Freq % 
11 21.2 
6 11.8 
15 33.3

Important

Freq
41
45
30

%
78.8
88.2
66.7

Not 
important 
Freq %

2 11.8 
4 26.7
1 6.7

Important

Freq
15
11
14

%
88.2
73.3
93.3

Chi-
square

0.25
1.01
2.84

Table 9.39
Employment of owner-managers and perception of importance of training

Constr. met, job Non constr. mgt. job
Factors measured Not Important Not Important Chi-

important important square
Freq % Freq % Freq % Freq %

Training and advisory support (n = 63) 9 16.4 46 83.6 1 12.5 7 87.5 0.06
Training to improve business (n = 60) 8 15.1 45 84.9 0 0.0 7 100.0 0.26
Training a condition for assistance (n = 55) 14 29.2 34 70.8 1 14.3 6 85.7 0.14

Table 9.40
Marital status of owner-managers and perception of importance of training

Single Married
Factors measured

Training and advisory support (n = 65) 
Training to improve business (n = 62) 
Training a condition for assistance (n = 58)

Not 
important 
Freq %

1 10.0 
1 10.0 
2 22.2

Important

Freq
9
9
7

%
90.0
90.0 
77.8

Not 
important 
Freq % 
11 20.0 
8 15.4
14 28.6

Important

Freq
44
44
35

%
80.0
84.6
71.4

Chi-
square

0.09
0.00
0.00
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Organisational characteristics

The relationships between the five factors that represent organisational 

characteristics and perception of importance of training were also investigated. Tables 9.41 

to 46 present the relationship between perception of the importance of training and the age 

of the firm, size of the firm, legal structure of firm, the nature of firms' work and owners' 

perception of the growth of the firm in the past three years respectively. None of these 

variables had a Chi-square test value that exceeded the critical value on any of the items 

used to measure perception of training. It could be concluded that perception of the 

importance of training seems not to be related to any of the organisational characteristics.

Table 9.41
Age of firm and perception of importance of training

Factors measured

Training and advisory support (n = 68)
Training to improve business (n = 65)
Training a condition for assistance (n = 59) 11 29.0 27 71.0

Under 10 vears 10 vears and above
Not Important Not Important Chi-

important important square
Freq % Freq % Freq % Freq %

7 15.6 38 84.4 6 26.1 17 73.9 0.52
5 11.9 37 88.1 5 21.7 18 78.3

5 23.8 16 76.2
0.48
0.01

Table 9.42
Size of firm and perception of importance of training

25 emplovees or less
Factors measured

Training and advisory support (n = 69) 
Training to improve business (n = 66) 
Training a condition for assistance (n = 60)

Not 
important 
Freq % 

5 12.5
5 13.2
9 26.5

Important

Freq % 
35 87.5
33 86.8
25 73.5

Over 25 employees
Not 

important 
Freq % 

8 27.6
5 17.9
7 26.9

Important

Freq
21
23
19

%
72.4
82.1
73.1

Chi-
square

1.61
0.03
0.07

Table 9.43
Legal structure of firm and perception of importance of training

Non-comorate firms Corporate firms
Factors measured Not

important
Important Not

important
Important Chi-

square
Freq % Freq % Freq % Freq %

Training and advisory support (n = 69) 3 9.7 28 90.3 10 26.3 28 73.7 2.10
Training to improve business (n = 66) 2 6.7 28 93.3 8 22.2 28 77.8 1.99
Training a condition for assistance (n = 60) 7 26.9 19 73.1 9 26.5 25 73.5 0.07
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Table 9.44
Specialisation of firm and perception of importance of training

Snedalised firms Non-snedalised firms
Factors measured Not Important Not Important Chi-

important important square
Freq % Rreq % Freq % Freq %

Training and advisory support (n = 65) 3 16.7 15 83.3 10 21.3 37 78.7 0.01
Need training to improve business (n = 63) 1 5.9 16 94.1 9 19.6 37 80.4 0.87
Training a condition for assistance (n = 57) 5 33.3 10 66.7 11 26.2 31 73.8 0.04

Table 9.45
Perceived growth of firm and perception of importance of training

Growth in nast 3 vears No growth in past 3 vears
Factors measured Not Important Not Important Chi-

important important square
Freq % Req % Freq % Freq %

Training and advisory support (n = 68) 11 18.6 48 81.4 2 22.2 7 77.8 0.04
Training to improve business (n = 65) 6 10.7 50 89.3 3 33.3 6 66.7 1.70
Training a condition for assistance (n = 59) 13 26.0 37 74.0 3 33.3 6 66.7 0.00

Personal characteristics and differences in training needs

Tables 9.46 to 9.49 present the findings of the relationship between personal 

characteristics of contractors and their training needs. The findings show that no statistical 

significant differences exist in perceived training needs on the basis of personal 

characteristics. A difference at 5 per cent level of significance was observed to exist in only 

one topic: entrepreneurial attitude, with respect to marital status. However, those who were 

over 45 years old, married, had construction management related qualifications and work 

experience seem to be more interested in undertaking training. They have more topics rated 

with higher means than their respective counterparts. There is no indication that the 

personal characteristics of the sample significantly influence their perceived training needs.
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Table 9.46
Age of contractors and training needs

Training topics Under 45 vears 45 vears and above

Rntrenreneurial Studies 
Business aims and objectives 
Learning to look ahead 
Entrepreneurial attitudes 
Business ethics 
Analysing economic risks

Accounting and finan. management 
Raising finance 
Book-keeping and accounting 
Interpreting balance sheets 
Cash flow management 
Financial analysis and budgeting 
Cost control
Estimating and tendering 
Reading contract documents 
Cost estimating 
Tendering

Personnel management 
Recruiting employees 
Employees' salaries and benefits 
Supervising employees 
Industrial relations 
Employees' training

Construction project management 
Planning techniques 
Quality control
Health and safety issues on site 
Materials management 
Site management 
Plant management

General management
Leading and managing people
Decision making
Communication
Public relations
Legal aspects of business
Contractual relationships
Sales promotion and marketing
Risks and insurance
Adjusting to economic fluctuations

Construction technology 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

Chi-
Mean Important Mean Important square

(n =43) Freq % ( n = 26) Freq %
Contextual Studies
Bldg. industry and national dev. 4.91 37 86.0 4.96 20 76.9 0.41
Building contractor in community 4.47 35 81.4 4.62 19 73.1 0.26
Contractor in the building team 4.79 37 86.0 4.60 21 84.0 0.02
The building process 4.26 30 69.8 4.08 17 70.8 0.04
Govt, and contractor in partnership 3.81 22 51.2 4.65 20 76.9 3.50

5.00 37 88.1 5.31 24 92.3 0.02
5.16 41 95.3 5.35 26 100.0 0.14
4.79 36 83.7 5.39 26 100.0 3.09
4.86 37 86.0 5.32 24 96.0 0.79
5.26 40 93.0 5.31 25 96.1 0.00

5.47 41 95.3 5.96 26 100.0 0.14
4.74 37 86.0 5.24 23 92.0 0.12
4.95 40 93.0 5.27 26 100.0 0.59
5.23 41 95.3 5.54 26 100.0 0.14
5.28 41 95.3 5.42 25 96.1 0.20
5.33 43 100.0 5.54 26 100.0 *

5.05 37 86.0 24 92.3 0.16
4.93 37 86.0 5.54 26 100.0 2.41
5.09 37 86.0 5.39

5.54
25 96.1 0.88

4.63 36 83.7 4.73 23 88.5 0.04
4.70 35 81.4 4.76 23 98.0 0.70
5.02 42 97.7 5.15 25 96.1 0.14
4.93 40 93.0 4.92 23 88.5 0.04
5.00 36 83.7 4.92 23 88.5 0.04

5.44 42 97.7 5.39 25 96.1 0.14
5.12 38 88.4 5.52 25 100.0 1.66
5.21 42 97.7 5.58 26 100.0 0.07
4.98 40 93.0 5.31 23 96.1 0.00
4.93 40 93.0 5.35 26 100.0 0.59
5.00 37 88.1 5.46 25 96.1 0.49

5.50 38 90.5 4.91 25 96.1 0.16
4.77 35 81.4 5.12 23 88.5 0.19
4.91 36 83.7 5.19 25 96.1 1.38
4.86 38 88.4 5.08 25 96.1 0.45
5.09 39 90.7 4.81 23 88.5 0.01
5.19 38 88.4 5.08 25 96.1 0.45
4.35 32 74.4 4.50 19 73.1 0.03
4.51 34 79.1 5.04 23 88.5 0.45
4.81 37 86.0 5.23 25 96.1 0.88

4.62 34 79.1 5.08 23 92.0 1.11
4.62 35 81.4 5.04 24 92.3 0.80
4.61 34 79.1 5.19 25 96.1 2.56
4.89 34 79.1 4.92 22 84.6 0.06
4.95 37 86.0 5.04 24 92.3 0.16
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Table 9.47
Educational attainment of contractors and training needs

Training topics Constr. mgt educ. 
Mean Important

Non-constr. mgt educ.
Mean Important

Chi-
square

(n = 52) Freq % (n=17) Freq %
Contextual studies
Bldg. industry and national dev. 4.96 13 76.5 5.18 44 84.6 0.16
Building contractor in community 4.58 12 70.6 5.06 42 80.8 0.30
Contractor in the building team 4.79 13 81.2 5.00 45 86.5 0.01
The building process 4.35 9 56.2 4.81 38 74.5 1.16
Govt and contractor in partnership 4.15 10 588 5.41 32 61.5 0.01

Entrepreneurial Studies
Business aims and objectives 5.10 13 81.2 5.18 48 92.3 0.64
Learning to look ahead 5.29 17 100.0 5.06 50 96.1 0.00
Entrepreneurial attitudes 5.02 16 94.1 5.00 46 88.5 0.04
Business ethics 5.10 14 87.5 4.81 47 90.4 0.02
Analysing economic risks 5.23 16 94.1 5.41 49 94.2 0.34

Accounting and finan. management
Raising finance 5.65 17 100.0 5.65 50 96.1 0.00
Book-keeping and accounting 4.85 13 81.2 5.19 47 90.4 0.30
Interpreting balance sheets 5.04 15 88.2 5.18 51 98.1 1.09
Cash flow management 5.33 17 100.0 5.41 50 96.1 0.00
Financial analysis and budgeting 5.33 16 94.1 5.35 50 96.1 O il
Cost control 5.40 17 100.0 5.41 52 100.0 *

Estimating and tendering
Reading contract documents 5.19 15 88.2 5.35 46 88.5 0.17
Cost estimating 5.04 16 94.1 5.29 47 90.4 0.00
Tardering 5.27 15 88.2 5.24 47 90.4 0.04

Persotmel management
Recruiting employees 4.64 16 94.1 4.77 43 82.7 0.59
Employees' salaries and benefits 4.79 13 81.2 4.50 45 86.5 0.01
Supervising employees 5.08 17 100.0 5.06 50 96.1 0.00
Industrial relations 4.94 15 88.2 4.88 48 92.3 0.00
Employees' training 5.06 14 82.3 4.65 45 86.5 0.00

Platming techniques 5.52 16 94.1 5.12 51 98.1 0.00
Quality control 5.24 17 100.0 5.35 46 90.2 0.65
Health and safety issues on site 5.31 17 100.0 5.47 51 98.1 0.35
Materials management 5.02 17 100.0 5.35 48 92.3 0.34
Site management 5.08 16 94.1 5.12 50 96.1 O il
Plant management 5.08 16 94.1 5.47 46 90.2 0.0

General management
Leading and managing people 5.35 16 94.1 5.18 47 92.2 0.07
Decision making 4.87 15 88.2 5.00 43 82.7 0.03
Communication 5.06 13 76.5 4.88 48 92.3 1.78
Public relations 4.87 16 94.1 5.18 47 90.4 0.00
Legal aspects of business 5.04 14 82.3 4.82 48 92.3 0.52
Contractual relationships 5.19 15 88.2 5.00 48 92.3 0.00
Sales promotion and marketing 4.42 12 70.6 4.35 39 75.0 0.00
Risks and insurance 4.69 14 82.3 4.77 43 82.7 O il
Adjusting to economic fluctuations 4.94 15 88.2 5.06 47 90.4 0.04

Construction technology
Setting-out and levelling 4.85 12 75.0 4.62 45 86.5 0.50
Concreting 4.79 14 82.3 4.77 45 86.5 0.00
Soil and foundations 4.94 13 76.5 4.47 46 88.5 0.68
Construction problems 4.67 13 76.5 4.59 43 82.7 0.05
Technical irmovations 5.02 14 82.3 4.88 47 90.4 0.21
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Table 9.48
Last employment of contractors and training needs

Training tonics Constr. mgt. iob Non-■constr. mgt. iob Chi-

Contextual studies

Mean 
(n = 55)

Important
Freq %

Mean 
(n = 8)

Important
Freq %

square

Bldg. industry and national dev. 5.09 48 87.3 4.25 5 62.5 1.62
Building contractor in community 4.58 44 80.0 4.13 5 62.5 0.43
Contractor in the building team 4.76 46 85.2 4.50 7 87.5 0.13
The building process 4.17 38 70.4 4.14 4 57.1 0.08
Govt, and contractor in partnCTship 4.02 32 58.2 4.63 6 75.0 0.27

Entrenreneurial Studies
Business aims and objectives 5.20 50 92.6 7 87.5 0.04
Learning to look ahead 5.31 55 100.0 4.88 7 87.5 1.28
Entrepreneurial attitudes 5.02 50 90.9 4.88 8 100.0 0.04
Business ethics 5.07 49 90.7 5.50 8 100.0 0.04
Analysing economic risks 

Accounting and finan. management

5.27 52 94.5 5.25
5.25

8 100.0 0.05

Raising finance 5.73 54 98.2 8 100.0 1.28
Book-keeping and accounting 4.94 48 88.9 5.75 7 87.5 0.23
Interpreting balance sheets 5.09 53 96.4 5.00 7 87.5 0.05
Cash flow management 5.31 53 96.4 5.13 8 100.0 0.28
Financial analysis and budgeting 5.38 53 96.4 5.38 8 100.0 0.28
Cost control 

Estimating and tendering

5.44 55 100.0 5.13
5.38

8 100.0 *

Reading contract documents 5.33 50 90.9 6 75.0 0.54
Cost estimating 5.16 50 90.9 5.00 8 100.0 0.04
Tendoing

Personnel management

5.35 51 92.7 5.00
5.00

6 75.0 0.91

Recruiting employees 4.75 48 87.3 4.88 7 87.5 0.30
Employees' salaries and benefits 4.85 49 90.7 4.88 6 75.0 0.51
Supervising employees 5.15 54 98.2 5.13 8 100.0 1.28
Industrial relations 5.00 51 92.7 5.25 8 100.0 0.00
Employees' training 5.04 47 85.4 5.25 8 100.0 0.34

Construction nroiect management
Planning techniques 5.55 54 98.2 5.38 8 100.0 1.28
Quality control 5.39 52 96.3 5.13 7 87.5 0.04
Health and safety issues on site 5.40 55 100.0 5.25 8 100.0 0
Materials management 5.13 53 96.4 5.25 7 87.5 0.05
Site management 5.22 54 98.2 4.88 7 87.5 0.28
Plant management 5.19 49 90.7 5/50 8 100.0 0.04

General management
Leading and managing people 5.38 52 94.5 4.86 6 85.7 0.01
Dedsion making 5.06 48 87.3 4.75 7 87.5 0.30
Communication 5.18 52 94.5 4.63 6 75.0 1.47
Public relations 5.00 52 94.5 4.75 6 75.0 1.47
Legal aspects of business 5.02 51 92.7 4.50 5 62.5 3.76
Contractual relationships 5.20 50 90.9 5.13 8 100.0 0.04
Sales promotion and marketing 4.40 42 76.4 4.13 5 62.5 0.17
Risks and insurance 4.69 46 83.6 4.38 5 62.5 0.89
Adjusting to economic fluctuations 4.96 50 90.9 5.00 7 87.5 O il

Construction technology
Setting-out and levelling 4.96 48 87.3 4.25 6 75.0 0.15
ConCTeting 4.89 49 89.1 4.13 5 62.5 2.15
Soil and foundations 4.91 48 87.3 3.88 6 75.0 0.15
Construction problems 4.71 45 81.8 4.25 6 75.0 0.00
Technical innovations 4.98 49 89.1 5.00 7 87.5 0.22
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Table 9.49
Marital status and training needs

Training tonics Single Married Chi-
Mean Important Mean Important square
(n =10) Freq % ( n = 55) Freq %

Contextual Studies
Bldg. industry and national dev. 5.20 8 80.0 4.86 46 83.6 0.03
Building contractor in community 4.30 9 90.0 4.53 42 76.4 0.30
Contractor in the building team 4.50 7 70.0 4.82 48 88.9 1.17
The building process 4.70 8 80.0 4.11 36 67.9 0.15
Govt, and contractor in partnership 3.40 4 40.0 4.20 35 63.6 1.11

Entrenreneurial Studies
Business aims and objectives 4.90 9 90.0 5.14 48 88.9 0.20
Learning to look ahead 5.10 10 100.0 5.26 53 96.4 0.15
Entrepreneurial attitudes 4.30 6 60.0 5.07 52 94.5 7.22
Business ethics 4.70 7 70.0 5.04 50 92.6 2.41
Analysing economic risks 5.50 10 100.0 5.22 51 92.7 0.03

Accounting and finan. management
Raising finance 5.40 9 90.0 5.67 54 98.2 0.15
Book-keeping and accounting 4.50 9 90.0 5.04 48 88.9 0.20
Interpreting balance sheets 5.00 10 100.0 5.09 52 94.5 0.004
Cash flow management 5.40 10 100.0 5.34 53 96.4 0.15
Financial analysis and budgeting 5.70 10 100.0 5.27 52 94.5 0.004
Cost control 5.50 10 100.0 5.40 55 100.0 *

Estimating and tendering
Reading contract documents 5.00 9 90.0 5.33 50 90.9 0.25
Cost estimating 4.80 9 90.0 5.16 50 90.9 0.25
Tendering 5.20 9 90.0 5.26 49 89.1 0.22

Personnel management
Recruiting employees 4.50 8 80.0 4.71 47 85.5 0.001
Employees' salaries and benefits 4.50 8 80.0 4.78 46 85.2 0.004
Supervising employees 5.20 10 100.0 5.04 53 96.4 0.15
Industrial relations 4.80 9 90.0 4.93 50 90.9 0.25
Employees' training 5.30 9 90.0 4.93 46 83.6 0.001

Construction project management
Plamiing techniques 5.60 10 100.0 5.38 53 96.4 0.15
Quality control 5.30 9 90.0 5.22 50 92.6 0.13
Health and safety issues on site 5.40 10 100.0 5.354 54 98.2 0.94
Materials management 5.00 9 90.0 5.13 52 94.5 0.03
Site management 4.80 9 90.0 5.15 53 964 0.004
Plant management 4.78 7 77.8 5.26 51 92.7 0.66

General management
Leading and managing people
Decision making
Communication
Public relations
Legal aspects of business
Contractual relationships
Sales promotion and marketing
Risks and insurance
Adjusting to economic fluctuations

Construction technology 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

5.30 9 90.0 5.33 50 92.6 0.13
4.60 8 80.0 4.98 47 85.5 0.001
4.70 8 80.0 5.07 49 89.1 0.08
4.70 9 90.0 5.02 50 90.9 0.25
5.40 10 10.0 4.93 48 87.3 0.41
5.40 9 90.0 5.16 50 90.9 0.25
4.40 7 70.0 4.40 41 74.5 0.008
4.90 9 90.0 4.69 45 81.8 0.03
4.70 9 90.0 5.04 49 89.1 0.22

4.40 7 70.0 4.93 47 87.0 0.79
4.50 9 90.0 4.91 48 87.3 0.08
4.60 8 80.0 4.95 48 87.3 0.01
4.20 7 70.0 4.82 48 87.3 0.84
5.10 9 90.0 5.06 49 89.1 0.22
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Organisational characteristics and differences in training needs

Tables 9.50 to 9.54 present the findings of the relationship between organisational 

characteristics and training needs. Statistical significant relationships were found to exist 

only between the age of firm and interest in taking up training in concreting;; and between 

the legal structure of the firm and interest in taking up training in legal aspects of business. 

The majority of contractors who have been in construction business for over ten years, 

have less than 25 employees, have non-corporate legal structure, specialise in undertaking 

particular construction types and perceived some growth in their business in the past three 

years, indicated interest in taking up training in a relatively higher number of topics than 

their respective counterparts. There is again no indication that organisational characteristics 

significantly influence the training needs of the sample of contractors surveyed.
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Table 9.50
Age of firm and training needs

Training topics Under 10 years in business 10 vears or more

Rntrenreneurial Studies 
Business aims and objectives 
Learning to look ahead 
Entrepreneurial attitudes 
Business ethics 
Analysing economic risks

Chi-
Mean Important Mean Important square

(n = 45) Freq % (n  = 23) Freq %
Contextual studies
Bldg. industry and national dev. 4.93 38 84.4 4.87 18 78.3 0.09
Building contractor in community 4.58 37 82.2 4.57 17 73.9 0.24
Contractor in the building team 4.71 38 86.4 4.74 19 82.6 0.002
The building process 4.33 32 74.4 4.09 15 65.2 0.25
Govt, and contractor in partnership 4.18 29 64.4 4.13 13 56.5 0.14

5.04 39 88.6 5.22 21 91.3 0.007
5.24 43 95.6 5.17 23 100.0 0.07
4.84 38 84.4 5.35 23 100.0 2.48
4.96 39 88.6 5.26 22 95.6 0.25
5.31 43 95.6 5.31 21 91.3 0.03

Raising finance 5.53 43 95.6 5.87 23 100.0 0.07
Book-keeping and accounting 4.73 37 84.1 5.26 22 95.6 0.98
Interpreting balance sheets 4.98 42 93.3 5.22 23 100.0 0.41
Cash flow management 5.29 43 95.6 5.44 23 100.0 0.07
Financial analysis and budgeting 5.36 44 97.8 5.26 21 91.3 0.37
Cost control 5.36 45 100.0 5.48 23 100.0 *

Estimating and tendering
Reading contract documents 4.91 37 82.2 5.83 23 100.0 3.08
Cost estimating 4.93 40 88.9 5.39 22 95.6 0.23
Tendering 5.02 39 86.7 5.70 22 96.6 0.54

Personnel management
Recruiting employees 4.60 38 84.4 4.96 21 91.3 0.17
Employees' salaries and benefits 4.73 36 81.8 4.83 22 95.6 1.44
Supervising employees 5.07 44 97.8 5.09 22 95.5 0.07
Industrial rdations 4.91 41 91.1 4.91 21 91.3 0.18
Employees' training 4.98 38 84.4 4.91 20 87.0 0.007

Planning techniques 5.42 44 97.8 5.39 22 95.6 0.07
Quality control 5.14 40 90.9 5.57 22 95.6 0.05
Health and safety issues on site 5.18 44 97.8 5.65 23 100.0 0.12
Materials management 5.02 42 93.3 5.26 22 95.6 0.03
Site management 4.91 42 93.3 5.48 23 100.0 0.41
Plant management 4.93 39 88.6 5.61 22 95.6 0.25
General management
Leading and managing people 5.14 40 90.9 5.65 22 95.6 0.05
Decision making 4.71 37 82.2 5.26 20 87.0 0.02
Communication 4.82 37 82.2 5.35 23 100.0 3.08
Public relations 4.89 41 91.1 5.13 22 95.6 0.04
Legal aspects of business 4.96 40 88.9 5.00 21 91.3 0.01
Contractual relationships 4.98 39 86.7 5.44 23 100.0 1.91
Sales promotion and marketing 4.36 33 73.3 4.44 17 73.9 0.06
Risks and insurance 4.49 35 77.8 5.09 21 91.3 1.10
Adjusting to economic fluctuations 4.91 40 88.9 5.13 21 91.3 0.01

Construction technology 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical irmovations

4.61 36 81.8 5.26 21 91.3 0.45
4.67 35 77.8 5.04 23 100.0 4.35
4.67 37 82.2 5.22 22 95.6 1.36
4.49 35 77.8 5.04 21 91.3 1.10
5.02 41 91.1 5.00 20 87.0 0.01
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Table 9.51
Size of firm and training needs

Training topics

Contextual studies
Bldg. industry and national dev.
Building contractor in community
Contractor in the building team
The building process
Govt and contractor in partnership

Entrepreneurial Studies 
Business aims and objectives 
Learning to look ahead 
Entrepreneurial attitudes 
Business ethics 
Analysing economic risks

Accounting and finan. management 
Raising finance 
Book-keeping and accounting 
Interpreting balance sheets 
Cash flow management 
Financial analysis and budgeting 
Cost control

Estimating and tendering 
Reading contract documents 
Cost estimating 
Tendering

Personnel managemait 
Recruiting employees 
Employees' salaries and benefits 
Supervising employees 
Industrial relations 
Employees' training

Construction project management 
Planning techniques 
Quality control
Health and safety issues on site 
Materials management 
Site management 
Plant management

General management

Under 25 emplovees 
Mean Important 
(n =40) Freq %

25 or more emplovees Chi-
Mean Important square

( n = 29) Freq %

4.75 31 77.5 5.17 26 89.7 0.99
4.55 31 77.5 4.48 23 79.3 0.01
4.65 34 85.0 4.82 24 85.7 0.07
4.28 29 74.4 4.07 18 64.3 0.38
3.93 22 55.0 4.41 20 69.0 0.85

5.03 37 92.5 5.24 24 85.7 0.25
5.10 38 95.0 5.41 29 100.0 0.25
4.95 37 92.5 5.10 25 86.2 0.20
4.94 35 89.7 5.14 26 89.7 0.15
5.33 39 97.5 5.21 26 89.7 0.73

5.70 39 97.5 5.59 28 96.5 0.25
4.79 34 87.2 5.10 26 89.7 0.005
5.00 38 95.0 5.17 28 96.5 0.08
5.28 39 97.5 5.45 28 96.5 0.25
5.45 39 97.5 5.17 27 93.1 0.08
5.35 40 100.0 5.48 29 100.0 *

5.20 35 87.5 5.28 26 89.7 0.01
5.18 39 95.0 5.00 25 86.2 0.72
5.30 37 92.5 5.21 25 86.2 0.20

4.58 35 87.5 4.79 24 82.8 0.04
4.69 33 84.6 4.76 25 86.2 0.03
5.08 38 95.0 5.07 29 100.0 0.25
5.00 37 92.5 4.83 26 89.7 0.000
5.00 36 90.0 4.93 23 79.3 0.81

5.38 39 97.5 5.48 28 96.5 0.25
5.38 38 95.0 5.11 25 89.3 0.17
5.22 39 97.5 5.52 29 100.0 0.03
5.10 38 95.0 5.10 27 93.1 0.04
5.10 38 95.0 5.07 28 96.5 0.08
5.23 37 94.9 5.10 25 86.2 0.66

Leading and managing people 5.33 38 95.0 5.29 25 89.3 0.17
Decision making 4.83 34 85.0 5.00 24 82.8 0.007
Communication 5.03 36 90.0 5.00 25 86.2 0.01
Public relations 4.90 35 87.5 5.00 28 96.5 0.78
Legal aspects of business 5.00 37 92.5 4.97 25 86.2 0.20
Contractual relationships 5.05 37 92.5 5.28 26 89.7 0.000
Sales promotion and marketing 4.48 31 77.5 4.31 20 69.0 0.27
Risks and insurance 4.78 34 85.0 4.62 23 79.3 0.09
Adjusting to economic fluctuations 4.98 37 92.5 4.97 25 86.2 0.20

Construction technologv 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

4.95 36 90.0 4.88 21 75.0 1.74
4.88 35 87.5 4.66 24 82.8 0.04
4.78 35 87.5 4.90 24 82.8 0.04
4.78 33 82.5 4.78 23 79.3 0.001
5.08 37 92.5 5.08 24 82.8 0.75
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Table 9.52
Legal structure of firm and training needs

Training topics Non-corporate firms Corporate firms

Rntrenreneurial Studies 
Business aims and objectives 
Learning to look ahead 
Entrepreneurial attitudes 
Business ethics 
Analysing economic risks

Chi-
Mean Important Mean Important square

(n = 31) Freq % ( n = 38) Freq %
Contextual studies
Bldg. industry and national dev. 4.94 25 80.6 4.92 32 84.2 0.005
Building contractor in community 4.87 27 87.1 4.24 27 71.0 1.73
Contractor in the building team 4.90 27 87.1 4.57 31 83.8 0.002
The building process 4.61 24 77.4 3.83 23 63.9 0.88
Govt and contractor in partnership 4.13 20 64.5 4.13 22 57.9 0.10

5.07 28 90.3 5.16 33 89.2 0.06
5.13 30 96.8 5.32 37 97.4 0.33
4.84 26 83.9 5.16 36 94.7 1.18
4.97 27 87.1 5.08 34 91.9 0.06
5.36 30 96.8 5.21 35 92.1 0.10

Raising finance 5.52 29 93.5 5.76 36 100.0 0.75
Book-keeping and accounting 4.87 28 90.3 4.97 32 86.5 0.01
Interpreting balance sheets 4.97 29 93.5 5.16 37 97.4 0.03
Cash flow management 5.23 30 96.8 5.44 37 97.4 0.33
Financial analysis and budgeting 5.52 31 100.0 5.18 35 92.1 1.01
Cost control 5.36 31 100.0 5.44 38 100.0 *

Estimating and tendering 
Reading contract documents 
Cost estimating 
Tendering

Personnel management 
Recruiting employees 
Employees' salaries and benefits 
Supervising employees 
Industrial relations 
Employees' training

Construction project management 
Planning techniques 
Quality control
Health and safety issues on site 
Materials managment 
Site management 
Plant management

General management
Leading and managing people
Decision making
Communication
Public relations
Legal aspects of business
Contractual relationships
Sales promotion and marketing
Risks and insurance
Adjusting to economic fluctuations
Construction technologv 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

5.42 29 93.5 5.08 32 84.2 0.68
5.29 29 93.5 4.95 34 89.5 0.03
5.36 29 93.5 5.18 33 86.8 0.27

4.68 28 90.3 4.66 31 81.6 0.47
4.90 26 83.9 4.57 32 86.5 0.002
5.26 30 96.8 4.92 37 97.4 0.33
5.13 29 93.5 4.76 34 89.5 0.03
5.03 28 90.3 4.92 31 81.6 0.47

5.39 30 96.8 5.44 37 97.4 0.33
5.33 28 93.3 5.21 35 92.1 0.08
5.23 30 96.8 5.44 38 100.0 0.01
5.23 30 96.8 5.00 35 92.1 0.10
5.10 30 96.8 5.08 36 94.7 0.03
5.17 27 90.0 5.18 35 92.1 0.02

5.42 30 96.8 5.21 33 89.2 0.53
4.81 26 83.9 4.97 32 84.2 0.09
4.97 29 93.5 5.05 32 84.2 0.68
5.10 30 96.8 4.82 33 86.8 1.06
5.23 31 100.0 4.79 31 81.6 4.50
5.03 28 90.3 5.24 35 92.1 0.03
4.16 21 67.7 4.61 30 78.9 0.61
4.81 28 90.3 4.63 29 76.3 1.46
4.94 28 90.3 5.00 34 89.5 0.08

4.81 26 83.9 4.78 31 83.8 0.10
4.77 28 90.3 4.79 31 81.6 0.47
4.65 26 83.9 4.97 33 86.8 0.000
4.71 26 83.9 4.61 30 78.9 0.04
4.90 28 90.3 5.05 33 86.5 0.005
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Table 9.53
Work speciality of firm and training topics

Training topics

Contextual studies
Bldg. industry and national dev.
Building contractor in community
Contractor in the building team
The building process
Govt, and contractor in partnership

Entrepreneurial Studies 
Business aims and objectives 
Learning to look ahead 
Entrepreneurial attitudes 
Business ethics 
Analysing economic risks

Accounting and financial management 
Raising finance 
Book-keeping and accounting 
Interpreting balance sheets 
Cash flow management 
Financial analysis and budgeting 
Cost control
Estimating and tendaing 
Reading contract documents 
Cost estimating 
Taidering

Personnel management 
Recruiting employees 
Employees' salaries and benefits 
Supervising employees 
Industrial relations 
Employees' training

Construction project management 
Planning techniques 
Quality control
Health and safety issues on site 
Materials management 
Site management 
Plant management

General management
Leading and managing people
Decision making
Communication
Public relations
Legal aspects of business
Contractual relationships
Sales promotion and marketing
Risks and insurance
Adjusting to economic fluctuations

Construction technologv 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

Spedahsed firms Non-spedalised firms Chi-
Mean Important Mean Important square

(n =18) Freq (n = 47) Freq

4.94 15 83.3 4.85 38 80.8 0.02
4.72 16 88.9 4.47 35 74.5 0.86
4.83 15 83.3 4.64 40 85.1 0.04
4.78 14 77.8 4.04 31 68.9 0.16
3.78 9 50.0 4.30 30 63.8 0.54

5.44 18 100.0 4.92 39 84.8 1.71
5.50 18 100.0 5.06 45 95.7 0.01
5.11 16 88.9 5.00 42 89.4 0.15
5.11 16 88.9 5.02 42 91.3 0.03
5.56 18 100.0 5.15 43 91.5 0.49

5.39 17 94.4 5.72 46 97.9 0.01
4.67 15 83.3 4.96 41 89.1 0.04
4.89 17 94.4 5.09 45 95.7 0.19
5.22 17 94.4 5.34 46 97.8 0.01
5.56 17 94.4 5.19 45 95.7 0.19
5.44 18 100.0 5.34 47 100.0 *

5.11 17 94.4 5.21 40 85.1 0.36
5.28 16 88.9 4.98 43 91.5 0.02
5.28 17 94.4 5.26 41 87.2 0.15

5.11 17 94.4 4.55 39 83.0 0.63
5.39 17 94.4 4.50 38 82.6 0.68
5.33 18 100.0 4.96 45 95.7 0.01
5.33 17 94.4 4.77 42 89.4 0.02
5.50 17 94.4 4.77 39 83.0 0.63

5.56 18 100.0 5.32 45 95.7 0.01
5.72 18 100.0 5.11 41 89.1 0.88
5.22 18 100.0 5.36 46 97.9 0.25
5.44 18 100.0 4.92 43 91.5 0.49
5.22 18 100.0 5.02 44 93.6 0.19
5.41 16 94.1 5.06 42 89.4 0.01

5.88 17 100.0 5.09 42 89.4 0.76
5.17 16 88.9 4.77 38 80.8 0.16
5.56 18 100.0 4.77 39 83.0 2.10
5.39 17 94.4 4.83 43 91.5 0.01
5.33 18 100.0 4.83 40 85.1 1.65
5.50 18 100.0 5.02 42 89.4 0.85
4.89 15 83.3 4.21 33 70.2 0.58
5.00 17 94.4 4.62 37 78.7 1.31
5.06 17 94.4 4.94 41 87.2 0.15

5.11 16 88.9 4.74 38 82.6 0.06
5.11 16 88.9 4.64 39 83.0 0.04
4.94 15 83.3 4.77 41 73.2 0.00
5.00 16 88.9 4.55 37 78.7 0.35
5.00 16 88.9 5.00 42 89.4 0.15
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Table 9.54
Perceived growth of the firm in the past 3 years and training needs

Training topics

Contextual Studies

Growing firms Non-growing firms
Mean Important Mean Important

(n =59) Freq % ( n = 9) Freq

Construction technologv 
Setting-out and levelling 
Concreting 
Soil and foundations 
Construction problems 
Technical innovations

%

Chi-
square

Bldg. industry and national dev. 4.97 50 84.7 5.00 7 77.8 0.002
Building contractor in community 4.51 45 76.3 4.67 8 88.9 0.18
Contractor in the building team 4.71 49 84.5 4.78 8 88.9 0.03
The building process 4.14 39 68.4 4.67 8 88.9 0.75
GovL and contractor in partnership 4.10 34 57.6 4.22 7 77.8 0.62

Entrenreneurial Studies
Business aims and objectives 5.20 53 91.4 4.89 8 88.9 0.15
Learning to look ahead 5.29 58 98.3 5.11 9 100.0 1.20
Entrepreneurial attitudes 5.07 53 89.8 5.11 9 100.0 0.14
Business ethics 5.03 52 89.7 5.33 9 100.0 0.15
Analysing economic risks 5.32 56 94.9 5.78 9 100.0 0.03

Accounting and financial management
Raising finance 5.61 57 96.6 5.89 9 100.0 0.25
Book-keeping and accounting 4.91 50 86.2 5.11 9 100.0 0.40
Interpreting balance sheets 5.09 56 94.9 5.11 9 100.0 0.03
Cash flow management 5.27 57 96.6 5.78 9 100.0 0.25
Financial analysis and budgeting 5.31 56 94.9 5.67 9 100.0 0.03
Cost control 5.41 59 100.0 5.56 9 100.0 *

Estimating and tendering
Reading contract documents 5.20 52 88.1 5.89 9 100.0 0.25
Cost estimating 5.09 54 91.5 5.67 9 100.0 0.05
Tendering 5.22 53 89.8 5.89 9 100.0 0.14

Persotmel managemoit
Recruiting employees 4.80 52 88.1 4.22 7 77.8 0.11
Employees' salaries and benefits 4.83 50 86.2 4.33 8 88.9 0.09
Supervising employees 5.12 58 98.3 5.11 9 100.0 1.2
Industrial relations 5.00 55 93.2 4.78 8 88.9 0.05
Employees' training 5.05 50 84.7 4.56 8 88.9 0.03

Construction nroiect management
Planning techniques 5.48 58 98.3 5.44 9 100.0 1.20
Quality control 5.31 54 93.1 5.33 9 100.0 .003
Health and safety issues on site 5.34 59 100.0 5.78 9 100.0 *
Materials management 5.10 56 94.9 5.33 9 100.0 0.03
Site management 5.10 57 96.6 5.33 9 100.0 0.25
Plant management 5.10 52 89.7 5.78 9 100.0 0.15

General management
Leading and managing people 5.29 54 93.1 5.78 9 100.0 0.003
Decision making 4.92 50 84.7 5.22 8 88.9 0.03
Communication 5.03 53 89.8 5.11 8 88.9 0.26
Public relations 4.92 54 91.5 5.44 9 100.0 0.05
Legal aspects of business 4.93 52 88.1 5.33 9 100.0 0.25
Contractual relationships 5.12 53 89.8 5.44 9 100.0 0.14
Sales promotion and marketing 4.44 44 74.6 4.33 7 77.8 0.04
Risks and insurance 4.63 47 79.7 5.22 9 100.0 1.04
Adjusting to economic fluctuations 4.88 52 88.1 5.44 9 100.0 0.25

4.76 49 83.0 5.50 9 100.0 0.54
4.80 50 84.7 5.11 9 100.0 0.53
4.83 50 84.7 5.11 9 100.0 0.53
4.64 47 79.7 5.11 9 100.0 1.04
4.98 52 88.1 5.33 9 100.0 0.25
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Personal and organisational characteristics and preferred training suppliers

Personal Characteristics

Tables 9.55 to 9.58 present the findings on personal characteristics and preferred 

training suppliers. A statistical difference was observed in only one instance: the age of the 

contractors and their perception of the Ministry of Works as a training supplier. The older 

contractors tend to favour the Ministry of Works more than the younger contractors. 

Notwithstanding, universities and polytechnics were consistently ranked as the most 

preferred training suppliers in all the variables considered; either professional bodies, 

technical colleges or private construction consultants ranked next. Thus the personal 

characteristics of the contractors sampled do not influence their perception of the most 

preferred training suppliers.

Table 9.55
Age of contractors and preferred training suppliers

Under 45 vears 45 vears or more Chi-
Training suppliers Mean Preferred Mean FVefened square

(n = 43) Freq. % (n = 26) Freq. %
Management consultants 4.30 36 83.7 4.54 21 80.8 0.00
Universities/Polytechnics 4.91 37 86.1 5.19 24 92.3 0.16
Technical colleges 4.70 35 81.4 4.31 19 73.1 0.26
Small Business Dev. Board 3.81 23 53.5 4.00 18 69.2 1.08
Large contractors' association 3.44 20 46.5 3.89 16 61.5 0.93
Indigenous contractors' association 4.10 26 63.4 4.42 17 65.4 0.01
Professional institutes 4.72 37 86.1 5.08 23 88.5 0.006
Chamber of Commerce 3.14 18 41.9 2.81 10 38.5 0.001
Ministry of Works 3.05 16 37.2 4.00 18 69.2 5.43
Large contractors 3.65 25 58.1 4.04 18 69.2 0.44
Management Development Centres 4.31 30 71.4 4.15 17 65.4 0.07
Private construction consultants 4.44 33 80.5 4.58 19 73.1 0.17
Contractors Development Agency 4.56 29 70.7 4.27 18 69.2 0.02
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Table 9.56
Contractors' educational attainment and preferred training suppliers

Non- constr. educ. Constr• mgt. educ. Chi-
Training suppliers Mean Prefored Mean Prddred square

(n = 17) Freq. % (n = 52) Freq. %
Management consultants 4.65 14 82.3 4.31 43 82.7 0.11
Universities/Polytechnics 5.12 16 94.1 4.98 45 86.5 0.17
Technical colleges 4.82 16 94.1 4.46 38 73.1 2.21
Small Business Dev. Board 3.65 10 58.8 3.96 31 59.6 0.05
Large contractors' association 3.71 10 58.8 3.58 26 50.0 0.12
Indigœous contractors' assodation 4.41 12 70.6 4.16 31 62.0 0.12
Professional institutes 5.06 14 82.3 4.79 46 88.5 0.06
Chamber of Commerce 2.88 5 29.4 3.06 23 44.2 0.63
Ministry of Works 3.23 8 47.1 3.46 26 50.0 0.01
Large contractors 3.53 8 47.1 3.89 35 67.3 1.46
Management Developmait Centres 4.24 11 64.7 4.26 36 70.6 0.02
Private construction consultants 4.82 15 88.2 4.38 37 74.0 0.77
Contractors Development Agency 4.53 13 76.5 4.42 34 68.0 0.12

Table 9.57
Contractors' last employment and preferred training suppliers

Constr. mgt. iob Non- constr. mgt. iob Chi-
Training suppliers Mean ftefored Mean Prddred squaie

(n = 55) Freq. % (n = 52) Freq. %
Management consultants 4.40 47 85.5 4.00 5 62.5 1.21
Universities/Polytechnics 5.09 51 92.7 4.63 6 75.0 0.91
Technical colleges 4.62 43 78.2 3.75 6 75.0 0.06
Small Business Dev. Board 3.98 34 61.8 3.00 3 37.5 0.85
Large contractors' association 3.71 30 54.5 3.38 4 50.0 0.02
Indigenous contractors' assodation 4.19 33 62.3 4.13 5 62.5 0.14
Professional institutes 4.93 49 89.1 4.13 6 75.0 0.30
Chamber of Commerce 3.15 25 45.5 2.38 1 12.5 1.92
Ministry of Works 3.46 28 50.9 3.25 4 50.0 0.11
Large contractors 3.87 35 63.6 3.25 4 50.0 0.12
Management Development Centres 4.24 37 68.5 4.38 6 75.0 0.002
Private construction consultants 4.53 41 77.4 4.63 7 87.5 0.04
Contractors Development Agency 4.53 37 69.8 4.38 7 87.5 0.38

Table 9.58
Contractors' marital status and preferred training suppliers

Single Married Chi-
Training suppliers Mean Rrderred Mean Rrdened square

(n = 10) Freq. % (n = 55) Freq. %
Management consultants 4.20 9 90.0 4.36 44 80.0 0.09
Universities/Polytechnics 5.50 10 100.0 4.95 47 85.5 0.59
Technical colleges 5.10 9 90.0 4.42 41 74.5 0.43
Small Business Dev. Board 4.30 7 70.0 3.73 31 56.4 0.21
Large contractors' assodation 3.60 4 40.0 3.55 29 52.7 0.16
Indigenous contractors' assodation 4.22 6 66.7 4.20 34 63.0 0.03
Professional institutes 4.60 8 80.0 4.89 48 87.3 0.01
Chamber of Commerce 2.80 3 30.0 3.00 22 40.0 0.06
Ministry of Works 2.80 2 20.0 3.49 29 52.7 2.44
Large contractors 3.90 7 70.0 3.76 33 60.0 0.06
Management Development Centres 4.10 7 70.0 4.35 39 72.2 0.06
Private construction consultants 4.60 8 80.0 4.49 42 79.2 0.14
Contractors Development Agency 4.40 7 70.0 4.49 37 69.8 0.13
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Organisational Characteristics

Tables 9.59 to 9.63 present the findings on the relationship between organisational 

characteristics and training suppliers. No statistical significant relationship was found to 

exist between the variables in all the factors considered. Similarly, academic institutions 

were the most preferred training suppliers in almost all the cases, while professional 

bodies, technical colleges and private construction consultants are ranked next in varying 

positions depending on the particular case considered. There is conclusive evidence that 

organisational characteristics do not influence perception of the relative effectiveness of 

training suppliers.

Table 9.59
Contractors' years in business and preferred training suppliers

Under 10 ’ŷ ears 10 vears and above Chi-
Training siq)pliers Mean Prderred Mean Preferred square

(n = 45) Freq. % (n = 23) Freq. %
Management consultants 4.51 38 84.4 4.17 18 78.3 0.09
Universities/Polytechnics 4.98 40 88.9 5.13 20 87.0 0.03
Technical colleges 4.64 36 80.0 4.35 17 73.9 0.07
Small Business Dev. Board 3.84 24 53.3 4.04 17 73.9 1.90
Large contractors' association 3.60 23 51.1 3.52 12 52.2 0.03
Indigenous contractors' association 4.35 29 67.4 3.91 13 56.5 0.37
Professional institutes 4.78 39 86.7 4.96 20 87.0 0.12
Chamber of Commerce 3.20 19 42.2 2.74 9 39.1 0.00
Ministry of Works 3.38 20 44.4 3.57 14 60.9 1.05
Large contractors 3.87 28 62.2 3.65 14 60.9 0.02
Management Development Centres 4.11 29 65.9 4.44 17 73.9 0.16
Private construction consultants 4.42 33 76.7 4.70 19 82.6 0.06
Contractors Development Agency 4.58 32 74.4 4.26 15 65.2 0.25

Table 9.60
The size of contractors' firms and their preferred training suppliers

Under 25 emnlovees 25 emplovees and more Chi-
Training suppliers Mean FVderred Mean Prddred square

(n = 40) Freq. % (n = 29) Freq. %
Management consultants 4.50 36 90.0 4.24 21 72.4 2.50
Universities/Polytechnics 4.90 36 90.0 5.17 25 86.2 0.11
Technical colleges 4.60 33 82.5 4.48 21 72.4 0.50
Small Business Dev. Board 4.20 26 65.0 3.44 15 51.7 0.74
Large contractors' assodation 3.55 21 52.5 3.69 15 51.7 0.03
Indigenous contractors' assodation 4.31 27 69.2 4.11 16 57.1 0.58
Professional institutes 4.75 36 90.0 5.00 24 82.8 0.27
Chamber of Commerce 3.30 18 45.0 2.62 10 34.5 0.40
Ministry of Works 3.50 20 50.0 3.28 14 48.3 0.01
Large contractors 3.68 27 67.5 3.97 16 55.2 0.063
Management Development Centres 4.35 28 70.0 4.11 19 67.9 0.01
Private construction consultants 4.33 31 77.5 4.74 21 77.8 0.07
Contractors Development Agency 4.60 31 77.5 4.22 16 59.3 1.76
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Table 9.61
Legal structure of contractors' firms and preferred training suppliers

Non-comorate firms Comorate firms Chi-
Training suppliers Mean ftrferred Mean Preferred square

(n = 31) Freq. % (n = 38) Freq. %
Management consultants 4.61 28 90.3 4.21 29 76.3 1.45
Universities/Polytechnics 5.16 30 96.8 4.90 31 81.6 2.50
Technical colleges 4.87 26 83.9 4.29 28 73.7 0.53
Small Business Dev. Board 4.07 20 64.5 3.74 21 55.3 0.28
Large contractors' association 3.77 16 51.6 3.47 20 52.6 0.03
Indigmous contractors' assodation 4.37 20 66.7 4.11 23 62.2 0.02
Professional institutes 4.77 28 90.3 4.92 32 84.2 0.15
Chamber of Commerce 3.32 13 41.9 2.76 15 39.5 0.002
Ministry of Works 3.29 13 41.9 3.50 21 55.3 0.74
Large contractors 3.45 16 51.6 4.08 27 71.0 1.98
Management Developmait Centres 4.55 24 77.4 4.00 23 62.2 1.19
Private construction consultants 4.70 26 86.7 4.32 26 70.3 1.71
Contractors Development Agency 4.77 24 80.0 4.19 23 62.2 1.74

Table 9.62
Contractors' work speciality and preferred training suppliers

Snedahsed firms Non-snedalised firms Chi-
Training suppliers Mean Prderred Mean Prefared square

(n = 18) Freq. % (n = 47) Freq. %
Management consultants 4.78 17 94.4 4.19 36 76.6 1.70
Universities/Polytechnics 4.89 15 83.3 5.02 42 89.4 0.06
Technical colleges 4.78 15 83.3 4.44 36 76.6 0.07
Small Business Dev. Board 4.56 13 72.2 3.66 26 55.3 0.93
Large contractors' assodation 3.78 10 55.6 3.40 22 46.8 0.13
Indigenous contractors' assodation 4.77 14 82.3 3.91 25 54.3 3.03
Professional institutes 4.83 17 94.4 4.79 39 83.0 0.63
Chamber of Commerce 3.83 9 50.0 2.66 17 36.2 0.54
Ministry of Works 3.39 7 38.9 3.36 24 51.1 0.36
Large contractors 3.83 12 66.7 3.68 27 57.4 0.16
Management Development Centres 4.50 12 66.7 4.07 31 67.4 0.06
Private constmction consultants 4.72 16 88.9 4.38 33 73.3 1.01
Contractors Development Agency 4.89 14 77.8 4.22 30 66.7 0.32

Table 9.63
Contractors' firms growth in 3 years and preferred training suppliers

Growing firms Non- growing firms Chi-
Training suppliers Mean Prddred Mean Prddred square

(n = 59) Freq. % (n = 9) Freq. %
Management consultants 4.32 48 81.4 4.67 8 88.9 0.01
Universities/Polytechnics 5.12 54 91.5 4.56 7 77.8 0.46
Technical colleges 4.58 48 81.4 4.56 6 66.7 0.33
Small Business Dev. Board 3.88 34 57.6 3.78 6 66.7 0.02
Large contractors' assodation 3.59 30 50.9 3.67 5 55.6 0.01
Indigoious contractors' assodation 4.11 36 63.2 4.78 6 66.7 0.03
Professional institutes 4.76 50 84.8 5.33 9 100.0 0.053
Chamber of Commerce 2.97 23 39.0 3.22 4 44.4 0.00
Ministry of Works 3.51 31 47.5 2.67 2 22.2 1.79
Large contractors 3.85 38 64.4 3.44 4 44.4 0.61
Management Development Centres 4.17 39 67.2 4.67 7 77.8 0.06
Private construction consultants 4.54 45 79.0 4.22 6 66.7 0.15
Contractors Development Agency 4.47 41 71.9 4.22 5 55.6 0.36
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Personal and organisational characteristics and preferred training methods

Personal characteristics

Tables 9.64 to 9.67 show the results of the relationship between personal 

characteristics and training methods. Statistical significant relationship was observed in 

three instances: between educational attainment and preference for discussions led by 

experts and use of games, and between marital status and use of role playing. The findings 

generally indicate that the most preferred training methods vary slightly with the personal 

characteristics considered. But the differences in perception of the effectiveness of 

individual methods are not statistically significant except in the cases mentioned above. The 

most preferred training methods in most cases are discussions led by experts, field trips, 

workshops and demonstrations. The mixed results tend to show that no particular training 

method is ideal and will satisfy the preferred learning styles of all trainees. Thus a 

combination of training methods will be most applicable to ensure effective transmission of 

training contents. However, the fact that the most preferred methods by the contractors in 

most cases are discussions led by experts, field trips, workshops and demonstrations lend 

further credence to adult learning theories that self-directed, participative, experiential and 

collaborative training methods are the most suitable for adult learners.

Table 9.64
Age of contractors and preferred training methods

Under 45 vears 45 vears and above Chi-
Training methods Mean Rrdaied Mean FVdened square

(n = 43) Freq. % (n = 26) Freq. %
Lectures 4.42 33 76.7 4.72 21 84.0 0.16
Discussions led by experts 4.98 39 90.7 5.12 22 84.6 0.14
Discussions led by contractors 4.40 35 81.4 4.54 20 76.9 0.02
Seminars 4.58 37 86.0 4.62 26 80.8 0.06
Conferences 4.21 33 76.7 3.89 15 57.7 1.95
Consultation with experts 4.56 32 74.4 4.23 16 61.5 0.73
Demonstrations 4.84 35 81.4 4.31 19 73.1 0.26
Videot^)es 4.54 36 83.7 4.58 19 73.1 0.57
Field-trips 5.07 37 86.0 4.85 20 76.9 0.41
Workshops 5.07 41 95.3 5.00 22 84.6 1.19
Case studies 4.42 36 83.7 4.42 20 76.9 0.15
Games 3.67 27 64.3 3.35 10 38.5 3.34
Role playing 3.90 29 70.7 3.92 14 58.8 1.31
Programmed learning 3.79 27 62.8 3.85 15 57.7 0.03
Self-help manuals 3.79 26 60.5 4.15 18 69.2 0.23
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Table 9.65
Contractors' educational attainment and preferred training methods

Non-const, mgt. educ. Const. mgt. educ. Chi-
Training methods Mean Preferred Mean FWerred square

(n = 17) Freq. % (n = 52) Freq. %
Lectures 4.50 12 75.0 4.56 42 80.8 0.02
Discussions led by experts 4.71 12 70.6 5.14 49 94.2 4.87
Discussions led by contractors 4.29 13 76.5 4.50 42 80.8 0.001
Seminars 4.88 15 88.2 4.50 43 82.7 0.03
Conferaices 4.06 12 70.6 4.10 36 69.2 0.04
Consultation with experts 4.41 11 64.7 4.44 37 71.1 0.04
Demonstrations 4.29 13 76.5 4.75 41 78.8 0.02
Videot^jes 4.47 13 76.5 4.58 42 80.8 0.001
Field-trips 4.53 12 70.6 5.14 45 86.5 1.29
Workshops 5.06 16 94.1 5.04 47 90.4 0.00
Case studies 4.18 13 76.5 4.52 43 82.7 0.05
Games 3.29 5 29.4 3.63 32 62.7 4.45
Role playing 3.94 10 62.5 3.90 33 64.7 0.02
Programmed learning 3.59 9 52.9 3.89 33 63.5 0.24
Self-help manuals 3.71 11 64.7 4.00 33 63.5 0.04

Table 9.66
Contractors' last employment and preferred training methods

Const, mgt iob Non- Const, mgt iob Chi-
Training methods Mean Prefared Mean Referred square

(n = 55) Freq. % (n = 8) Freq. %
Lectures 4.57 43 79.6 4.38 6 75.0 0.03
Discussions led by experts 5.06 49 89.1 4.50 6 75.0 0.30
Discussions led by contractors 4.62 46 83.6 3.63 5 62.5 0.89
Seminars 4.58 47 85.4 4.75 6 75.0 0.06
Conferaices 4.13 39 70.9 4.00 5 62.5 0.01
Consultation with experts 4.51 39 70.9 4.00 5 62.5 0.01
Demonstrations 4.76 43 78.2 4.13 7 87.5 0.02
Videot^jes 4.62 44 80.0 4.13 6 75.0 0.02
Field-trips 5.18 47 85.4 3.63 5 62.5 1.21
Workshops 5.02 49 89.1 4.88 8 100.0 0.11
Case studies 4.58 47 85.4 3.88 6 75.0 0.06
Games 3.52 29 53.7 3.50 5 62.5 0.01
Role playing 3.93 36 66.7 3.71 4 57.1 0.01
Programmed learning 3.91 36 65.4 3.75 4 50.0 0.21
Self-help manuals 4.02 36 65.4 3.88 5 62.5 0.05
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Table 9.67
Contractors' marital status and preferred training methods

Single Married Chi-
Training methods Mean Prdoied Mean Prderred square

(n = 10) Freq. % (n = 55) Freq. %
Lectures 5.10 9 90.0 4.46 42 77.8 0.21
Discussions led by experts 5.50 10 100.0 4.96 47 85.4 0.59
Discussions led by contractors 5.10 10 100.0 4.24 41 74.5 1.91
Seminars 4.80 10 100.0 4.58 45 81.8 0.98
Conferences 4.30 8 80.0 4.13 39 70.9 0.04
Consultation with experts 4.70 7 70.0 4.40 39 70.9 0.10
Demonstrations 5.40 9 90.0 4.56 43 78.2 0.19
Videot^jes 4.90 9 90.0 4.51 43 78.2 0.19
Field-trips 5.50 9 90.0 4.87 44 80.0 0.09
Workshops 5.30 10 100.0 5.09 51 92.7 0.03
Case studies 4.60 8 80.0 4.47 46 83.6 0.03
Games 3.70 7 70.0 3.59 29 53.7 0.037
Role playing 4.70 10 100.0 3.85 32 60.4 4.29
Programmed learning 4.00 8 80.0 3.87 33 60.0 0.72
Self-help manuals 4.00 7 70.0 3.93 35 63.6 0.001

Organisational characteristics

Tables 9.68 to 9.72 present the findings of the relationship between organisational 

characteristics and the preferred training methods. Statistical significant differences were 

observed in two instances: between the age of firm and preference for field trip and 

between work speciality of the firm and preference for use of games. The most preferred 

training methods by the majority of the respondents in most instances remain as in the 

previous analyses, namely, workshops, discussions led by experts, field-trips, seminars 

and demonstrations. These findings show that the majority of the contractors prefer similar 

training methods irrespective of their personal and organisational characteristics.
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Table 9.68
Size of contractors' firms and preferred training methods

Under 25 emnlovees 25 employees or more Chi-
Training methods Mean Preferred Mean Rrrfored square

(n = 40) Freq. % (n = 29 ) Freq. %
Lectures 4.58 32 80.0 4.50 22 78.8 0.03
Discussions led by experts 4.95 35 87.5 5.14 26 89.7 0.01
Discussions led by contractors 4.60 31 77.5 4.24 24 82.8 0.05
Seminars 4.68 34 85.0 4.48 24 82.8 0.01
Conferences 4.15 29 72.5 4.00 19 65.5 0.13
Consultation with experts 4.55 28 70.0 4.28 20 69.0 0.03
Demonstrations 4.60 40 77.5 4.69 23 76.3 0.01
Videotapes 4.45 31 77.5 4.69 24 82.8 0.05
Field-trips 5.03 34 85.0 4.93 23 79.3 0.09
Workshops 4.95 36 90.0 5.17 27 93.1 0.00
Case studies 4.05 30 75.0 4.97 26 89.7 1.50
Games 3.33 20 50.0 3.86 17 60.7 0.39
Role playing 3.79 23 60.5 4.07 20 69.0 0.21
Programmed learning 3.63 23 57.5 4.07 19 65.5 0.18
Self-help manuals 3.80 24 60.0 4.10 20 69.0 0.26

Table 9.69
Age of contractors' firms and preferred training methods

Under 10 vears 10 vears and more Chi-
Training methods Mean FVefened Mean Preferred square

(n = 45) Freq. % (n = 23) Freq. %
Lectures 4.39 34 77.3 4.78 19 82 .6 0.04
Discussions led by experts 4.84 40 88.9 5.35 20 87.0 0.03
Discussions led by contractors 4.31 34 75.6 4.65 20 87.0 0.61
Seminars 4.62 39 86.7 4.48 18 78.3 0.29
Confermces 4.16 33 73.3 3.96 14 60.9 0.60
Consultation with experts 4.40 32 71.1 4.57 16 69.6 0.02
Demonstrations 4.67 36 80.0 4.52 17 73.9 0.07
Videotapes 4.62 38 84.4 4.57 17 73.9 0.52
Field-trips 5.22 41 91.1 4.48 19 65.2 5.35
Workshops 5.04 43 95.6 5.09 19 82.6 1.77
Case studies 4.40 36 80.0 4.57 20 87.0 0.14
Games 3.73 27 61.4 3.26 10 43.5 1.30
Role playing 3.98 29 67.4 3.74 13 56.5 0.37
Programmed learning 3.82 27 60.0 3.78 14 60.9 0.04
Self-help manuals 3.91 29 64.4 4.00 15 65.2 0.04
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Table 9.70
Legal structure of contractors' firm and preferred training methods

Non-comorate firms Comorate firms Chi-
Training methods Mean Preferred Mean Prderred square

(n = 31) Freq. % (n = 38 ) Freq. %
Lectures 4.55 24 77.4 4.54 30 81.1 0.01
Discussions led by experts 5.03 28 90.3 5.03 33 86.5 0.01
Discussions led by contractors 4.65 26 83.9 4.29 29 76.3 0.23
Seminars 4.77 27 87.1 4.45 31 81.6 0.09
Conferraices 4.19 23 74.2 4.00 25 65.8 0.24
Consultation with experts 4.94 23 72.2 4.03 25 65.8 0.24
Demonstrations 4.84 25 80.7 4.47 29 76.3 0.02
Videotq)es 4.77 25 80.7 4.37 30 79.0 0.02
Field-trips 5.13 26 83.9 4.87 31 81.6 0.01
Workshops 5.03 28 90.3 5.50 35 92.1 0.03
Case studies 4.29 25 80.7 4.55 31 81.6 0.04
Games 3.58 18 58.1 3.51 19 51.4 0.10
Role playing 4.07 20 66.7 3.78 23 62.2 0.02
Programmed learning 3.94 18 58.1 3.71 24 63.2 0.03
Self-help manuals 4.10 20 64.5 3.79 24 63.2 0.02

Table 9.71
Contractors' work speciality and preferred training methods

Snedalised firms Non-snedalised firms Chi-
Training methods Mean Prdared Mean Prderred square

(n = 18) Freq. % (n = 47) Freq. %
Lectures 4.50 12 66.7 4.53 39 83.0 1.20
Discussions led by experts 5.06 16 88.9 4.98 41 87.2 0.06
Discussions led by contractors 4.67 15 83.3 4.36 37 78.7 0.01
Seminars 4.78 16 88.9 4.47 38 80.9 0.16
Conferences 4.39 14 77.8 3.92 30 63.8 0.61
Consultation with experts 5.17 16 88.9 4.21 30 63.8 2.83
Demonstrations 4.83 14 77.8 4.47 36 76.6 0.05
Videot^)es 5.11 17 94.4 4.34 35 74.5 2.10
Field-trips 5.39 17 94.4 4.77 36 76.6 1.70
Workshops 5.50 18 100.0 4.85 41 87.2 1.23
Case studies 4.72 16 88.9 4.30 37 78.7 0.35
Games 4.22 15 83.3 3.28 20 43.5 6.76
Role playing 4.35 13 76.5 3.70 27 58.7 1.01
Programmed learning 4.22 13 72.2 3.57 25 53.2 1.24
Self-help manuals 4.28 13 72.2 3.72 28 59.6 0.43
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Table 9.72
Contractors' perceived growth of firm and preferred training methods

Growing firms Non- growing firms Chi-
Training methods Mean Prderred Mean Rrefared square

(n = 40) Freq. % (n = 29) Freq. %
Lectures 4.55 47 81.0 4.56 6 66.7 0.30
Discussions led by experts 4.98 52 88.1 5.22 8 88.9 0.24
Discussions led by contractors 4.48 48 81.4 4.22 6 66.7 0.33
Seminars 4.56 49 83.1 4.78 8 88.9 0.00
Conferences 4.15 42 71.2 3.56 5 55.6 0.31
Consultation with experts 4.48 42 71.2 4.00 5 55.6 0.31
Demonstrations 4.63 47 79.6 4.56 6 66.7 0.20
Videot^)es 4.51 48 81.4 4.89 6 66.7 0.33
Field-trips 4.92 49 83.1 5.33 7 77.8 0.01
Workshops 5.05 55 93.2 5.11 7 77.8 0.79
Case studies 4.48 49 83.1 4.22 6 66.7 0.50
Games 3.62 33 56.9 3.11 4 44.4 0.12
Role playing 3.86 38 66.7 4.33 5 55.6 0.08
Programmed learning 3.80 37 62.2 4.00 5 55.6 0.00
Self-help manuals 3.90 38 64.4 4.33 6 66.7 0.06

Personal and organisational characteristics and preferred trainers 

Personal characteristics

Tables 9.73 to 9.76 present the relationship between personal characteristics and preferred 

trainers. The most preferred trainers by the contractors did not differ significantly 

irrespective of their personal characteristics. No statistical significant differences exist in 

their preferences in all the cases considered. The majority of the respondents consistently 

indicated that the most preferred trainers are private construction consultants while the 

academics are the next preferred. It is apparent that construction practitioners with valid 

experience are perceived to be the most competent trainers, though the professional 

expertise of the academics as trainers is also acknowledged.
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Table 9.73
Contractors' age and preferred trainers

Under 45 vears 45 vears and above Chi-
TrainCTs Mean Prefened Mean Prrfened square

(n = 43) Freq. % (n = 26) Freq. %
University/Polytechnic lecturers 4.81 34 79.1 4.92 21 80.8 0.02
Executives of foreign constr. firms 4.02 28 65.1 4.23 17 65.4 0.06
Successful indigenous contractors 4.05 28 65.1 4.89 23 88.5 3.45
Private construction consultants 5.00 38 88.4 5.24 22 88.0 0.12
Management consultants 4.14 28 65.1 3.77 15 57.7 0.13
Ministry of Works officials 2.70 11 25.6 3.54 12 46.2 2.23
Experts in specific topics 4.28 31 72.6 4.77 21 80.8 0.27
Versatile non-specialists 2.95 14 32.6 3.58 14 53.9 2.23

Table 9.74
Contractors' educational attainment and preferred trainers

Const, mgt. educ. Non-Const, mgt. educ. Chi-
Trainers Mean Prrfared Mean Rrdaied square

(n = 52) Freq. % (n = 17) Freq. %
University/Polytechnic lecturers 4.77 41 78.9 5.12 14 82.4 0.00
Executives of foreign constr. firms 4.04 33 63.5 4.29 12 70.6 0.06
Successful indigenous contractors 4.50 40 76.9 3.94 11 64.7 0.46
Private construction consultants 5.06 46 88.5 5.19 14 87.5 0.11
Management consultants 4.06 33 63.5 3.82 10 58.8 0.00
Ministry of Works officials 2.96 15 28.9 3.18 8 47.1 1.18
Experts in specific topics 4.56 41 78.9 4.18 11 64.7 0.72
Versatile non-specialists 3.25 23 44.2 3.00 5 29.4 0.63

Table 9.75
Contractors' last employment and preferred trainers

Const, mgt. job Non--Const, mgt job Chi-
Trainers Mean Prd'ened Mean Rrdened square

(n = 55) Freq. % (n = 8) Freq. %
University/Polytechnic lecturers 4.93 45 81.8 4.50 6 75.0 0.001
Executives of foreign constr. firms 4.09 36 65.5 4.00 4 50.0 0.21
Successful indigenous contractors 4.47 42 76.4 3.88 5 62.5 0.17
Private construction consultants 5.16 49 89.1 4.75 7 87.5 0.22
Management consultants 3.93 32 58.2 4.50 7 87.5 1.45
Ministry of Works officials 3.02 17 30.9 3.13 5 62.5 1.83
Experts in specific topics 4.53 42 76.4 4.25 5 62.5 0.17
Versatile non-specialists 3.29 23 41.8 2.75 2 25.0 0.27
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Table 9.76
Contractors' marital status and preferred trainers

Single Married Chi-
Trainers Mean Preferred Mean Prdored square

(n = 10) Freq. % (n = 55) Freq. %
University/Polytechnic lecturers 5.20 9 90.0 4.84 43 78.2 0.19
Executives of foreign constr. firms 4.30 7 70.0 4.07 36 65.5 0.007
Successful indigenous contractors 4.90 9 90.0 4.27 39 70.9 0.76
Private construction consultants 5.50 9 90.0 5.06 48 88.9 0.20
Management consultants 4.60 7 70.0 4.00 35 63.6 0.001
Ministry of Works officials 2.60 1 10.0 3.00 19 34.5 1.38
Experts in specific topics 4.50 8 80.0 4.58 43 78.2 0.08
Versatile non-specialists 3.10 4 40.0 3.18 22 40.0 0.12

Organisational characteristics

Tables 9.77 to 9.81 also show the relationship between the characteristics of the 

contractors' firms and their preferred trainers. No significant differences exist in the 

trainers most preferred by the contractors on the basis of their organisational characteristics. 

That is, the organisational characteristics of the contractors did not influence their 

preferences with respect to trainers. Again, private construction consultants were the most 

preferred trainers by the majority of the contractors in most instances; but the academics 

and experts in specific were also ranked in few instances as the most preferred trainers.

Table 9.77
Size of contractors' firms and preferred trainers

Under 25 emnlovees 25 or more emnlovees Chi-
Trainers Mean FVefened Mean FVdened square

(n = 40) Freq. % (n = 29) Freq. %
University/Polytechnic lecturers 4.75 31 77.5 5.00 24 82.8 0.005
Executives of foreign constr. firms 3.83 22 55.0 4.48 23 79.3 3.37
Successful indigenous contractors 4.33 30 75.0 4.41 21 72.4 0.001
Private construction consultants 5.20 37 92.5 4.93 23 82.1 0.85
Management consultants 3.93 24 60.0 4.10 19 65.5 0.05
Ministry of Works officials 3.05 12 30.0 2.97 11 37.9 0.19
Experts in specific topics 4.40 30 75.0 4.55 22 75.9 0.04
Versatile non-specialists 3.25 16 40.0 3.10 12 41.4 0.02
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Table 9.78
Age of contractors' firms and preferred trainers

Under 10 vears 10 vears and above Chi-
Trainers Mean Prderted Mean Prrfened square

(n = 45) Freq. % (n = 23) Freq. %
University/Polytechnic lecturers 4.78 35 77.8 5.00 19 82.6 0.002
Executives of foreign constr. firms 4.04 28 62.2 4.13 16 69.6 O il
Successful indigenous contractors 4.31 32 71.1 4.39 18 78.3 0.12
Private construction consultants 4.93 38 86.4 5.35 21 91.3 0.04
Management consultants 3.98 28 62.2 4.09 15 65.2 0.001
Ministry of Works officials 3.11 16 35.6 2.91 7 30.4 0.02
Experts in specific topics 4.47 34 75.6 4.61 18 78.3 0.003
Versatile non-specialists 3.18 17 37.8 3.30 11 47.8 0.29

Table 9.79
Legal structure of contractors' firms and preferred trainers

Noo-comorate firms Corporate firms Chi-
Trainers Mean Preferred Mean Prderred square

(n = 31 Freq. % (n = 38) Freq. %
University/Polytechnic lecturers 5.03 27 87.1 4.71 28 73.7 1.16
Executives of foreign constr. firms 3.81 16 51.2 4.34 29 76.3 3.57
Successful indigenous contractors 4.07 20 64.5 4.61 31 81.6 1.77
Private construction consultants 5.26 28 90.3 4.95 32 86.5 0.01
Management consultants 4.36 21 67.7 3.71 22 57.9 0.35
Ministry of Works officials 3.10 9 29.0 2.95 14 36.8 0.18
Experts in specific topics 4.52 23 74.2 4.42 29 76.3 0.01
Versatile non-specialists 3.10 11 35.5 3.26 17 44.7 0.28

Table 9.80
Contractors' work speciality and preferred trainers

Non-specialised firms Specialised firms Chi-
Trainers Mean Prderred Mean Prdaied square

(n = 40) Freq. % (n = 29) Freq. %
University/Polytechnic lecturers 4.76 36 76.6 5.06 15 83.3 0.07
Executives of foreign constr. firms 4.04 31 66.0 3.94 10 55.6 0.24
Successful indigenous contractors 4.21 34 72.3 4.44 13 72.2 0.09
Private construction consultants 4.89 39 84.8 5.44 17 94.4 0.40
Management consultants 4.04 31 66.0 3.94 10 55.6 0.24
Ministry of Works officials 2.92 16 34.0 3.17 5 27.8 0.04
Experts in specific topics 4.21 32 68.1 5.22 17 94.4 3.56
Versatile non-specialists 3.00 17 36.2 3.50 8 44.4 0.11
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Table 9.81
Growth in contractors' firm and preferred trainers

Growing firm Non- growing firm Chi-
Trainers Mean Prdened Mean Prrferred square

(n = 59) Freq. % (n = 9) Freq. %
University/Polytechnic lecturers 4.93 47 79.7 4.44 7 77.8 0.10
Executives of foreign constr. firms 4.14 38 64.4 3.89 6 66.7 0.06
Successful indigenous contractors 4.31 43 72.9 4.89 8 88.9 0.38
Private construction consultants 5.05 51 86.4 5.25 8 100.0 0.28
Management consultants 3.90 34 57.6 4.44 8 88.9 2.04
Ministry of Works officials 2.92 19 32.2 3.78 4 44.4 0.12
Experts in specific topics 4.31 42 71.2 5.44 9 100.0 2.09
Versatile non-specialists 3.09 21 35.6 3.78 6 66.7 1.99

Personal and organisational characteristics and training schedule 

Personal characteristics

Tables 9.82 to 9.85 present the results of the relationship between personal 

characteristics and the various training schedule elements. No statistical significant 

difference was observed in any instance in the contractors' training schedule preferences. 

The findings conclusively show that the majority of the respondents want continuous 

training, for a whole day session on a week-day and preferably in the rainy season of the 

year. The personal characteristics of the contractors were not found to influence their 

preferred training schedule.

Table 9.82
Contractors' age and preferred training schedule

Training Schedule Under 45 vears 45 vears and above Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 65) 16 39.0 25 61.0 10 41.7 14 58.3 0.003

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 24) 5 31.3 11 68.7 0 0.0 8 100.0 1.55

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 48) 22 73.3 8 26.7 12 66.7 6 33.3 0.03

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 57) 18 48.7 19 51.3 7 35.0 13 65.0 0.51

408



Table 9.83
Contractors' educational attainment and the preferred training schedule

Training Schedule Const, met. educ. Non-Const. met. educ. Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 65) 19 38.8 30 61.2 7 43.8 9 56.2 0.003

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 24) 0 0.0 4 100.0 5 25.0 15 75.0 0.20

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 48) 27 75.0 9 25.0 7 58.3 5 41.7 0.54

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 57) 20 44.4 25 44.6 5 41.7 7 58.3 0.02

Table 9.84
Contractors' last employment and preferred schedule

Training Schedule 

Training duration (n = 59)

Time of the year (n = 24)

Day of the week (n = 45)

Duration of session (n = 51)

Const, mgt. job 
One-off Continuous 

Freq. % Freq. % Freq. % Freq.
21 41.2 30 58.8 4 50.0 4

Non-Const, mgt. job Chi-
One-off Continuous square

50.0 0.007

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

4 20.0 16 80.0 1 25.0 3 75.0 0.20

Week-day Week-end Week-day Week-end 
Freq. % Freq. % Freq. % Freq. %
26 68.4 12 31.6 5 71.4 2 28.6 0.08

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %
23 51.1 22 48.9 1 16.7 5 83.3 1.33

Table 9.85
Contractors' marital status and preferred training schedule

Training Schedule Sinele Married Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 61) 4 40.0 6 60.0 19 37.3 32 62.7 0.04

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 22) 2 50.0 2 50.0 3 16.7 15 83.3 0.61

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 44) 5 83.3 1 16.7 26 68.4 12 31.6 0.07

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 54) 4 44.4 5 55.6 20 44.4 25 55.6 0.14
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Organisational characteristics

Tables 9.86 from 9.90 show the findings in respect of the relationship between the 

organisational characteristics of the contractors and their preferred training schedule. A 

statistical significant difference was observed in the nature of work undertaken by the 

contractors and the preferred training duration. The contractors who specialise in particular 

construction works are more interested in one-off training programmes. Notwithstanding, 

the majority of the contractors prefer continuous training programmes during the rainy 

season, preferably on a week-day and for a whole day session.

Table 9.86
The size of contractors' firm and preferred training schedule

Training Schedule Under 25 emnlovees 25 emnlovees or more Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 65) 16 40.0 24 60.0 10 40.0 15 60.0 0.07

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 24) 3 18.8 13 81.2 2 25.0 6 75.0 0.03

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 48) 23 76.7 7 23.3 11 61.1 7 38.9 0.67

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 57) 16 44.4 20 55.6 9 42.9 12 57.1 0.03

Table 9.87
Age of contractors' firms and preferred training schedule

Training Schedule Under 10 vears 10 vears or more Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 64) 18 40.0 27 60.0 7 36.8 12 63.2 0.002

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 23) 5 29.4 12 70.6 0 0.0 6 100.0 0.86

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 48) 25 75.8 8 24.2 9 60.0 6 40.0 0.59

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 56) 17 41.5 24 58.5 8 53.3 7 46.7 0.24
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Table 9.88
Legal structure of contractors' firms and preferred training schedule

Training Schedule Non-comorate firms Comorate firms Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 65) 13 43.3 17 56.7 13 37.1 22 62.9 0.06

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 24) 4 26.7 11 73.3 1 11.1 8 88.9 0.15

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 48) 17 73.9 6 26.1 17 68.0 8 32.0 0.02

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 57) 14 56.0 11 44.0 11 34.4 21 65.6 1.86

Table 9.89
Contractors' work speciality and preferred training schedule

Training Schedule Specialised firms Non-snecialised firms Chi-
One-off Continuous One-off Continuous square

Freq. % Freq. % Freq. % Freq. %
Training duration (n = 61) 11 61.1 7 38.9 13 30.2 30 69.8 3.86

Dry season Rainy season Dry season Rainy season
Freq. % Freq. % Freq. % Freq. %

Time of the year (n = 23) 4 50.0 4 50.0 1 6.7 14 93.3 3.49

Week-day Week-end Week-day Week-end
Freq. % Freq. % Freq. % Freq. %

Day of the week (n = 47) 13 92.9 1 7.1 21 63.6 12 36.4 2.86

Part of day Whole day Part of day Whole day
Freq. % Freq. % Freq. % Freq. %

Duration of session (n = 53) 8 53.3 1 46.7 16 42.1 22 57.9 0.19

Table 9.90
Growth of contractors' firm and preferred training schedule

Training Schedule 

Training duration (n = 64)

Time of the year (n = 24)

Day of the week (n = 47)

Duration of session (n = 56)

Growing firms
One-off 

Freq. %
23 39.7

Dry season 
Freq. %

4 20.0

Week-day 
Freq. %
29 67.4

Part of day 
Freq. %
22 43.1

Continuous 
Freq. %
35 60.3

Rainy season 
Freq. %
16 80.0

Week-end 
Freq. %
14 32.6

Whole day 
Freq. %
29 56.9

Non-growing firms 
One-off Continuous

Freq.
3

%
50.0

Freq.
3

%
50.0

Dry season 
Freq. %

1 25.0

Rainy season 
Freq. %

3 75.0

Week-day Week-end 
Freq. % Freq. %

4 100.0 0 0.0

Part of day 
Freq. %

3 60.0

Whole day 
Freq. %

2 40.0

Chi-
square

0.003

0.20

0.63

0.06
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SUMMARY OF STATISTICAL ANALYSES

This chapter reported the findings of the statistical analyses on the research 

questions. The Spearman Rank Order Correlation Coefficient (SROC) was used to assess 

the level of agreement between the ranking and the rating response formats of the 

contractors and the professionals. A very high consistency was found in the rating and the 

ranking of the responses by both the contractors and the professionals. The SROC was 

also used to assess the level of agreement between the contractors and the professionals on 

the various questions. The SROC Coefficients obtained indicated substantial and very high 

agreement on support programmes, training needs and delivery systems. Though the 

contractors and the professionals do not agree on all the items constituting constraints to 

contractors' performance in the industry, further analyses showed that they strongly agree 

on problems classified as emanating from the business environment and from the clients 

and the clients' representatives. They moderately disagreed on the severity of the problems 

emanating from personal deficiencies of the contractors.

Descriptive data analyses and the MAUA were used to identify the major problems 

faced by the contractors, their training needs and their preferred training delivery systems. 

The MAUA enabled a mathematical integration of the responses from the contractors and 

the professionals. Both approaches, however, yielded similar results. The most critical 

problems faced by the contractors in order of severity on the MAUA Need index are mainly 

difficulties emanating from the business environment and from clients: uncertainties in 

supplies and prices of materials, access to capital, obtaining interim payments and regular 

work. The most desired support programmes are mainly those that will alleviate these 

critical problems: more efficient payment, improved access to materials, planned 

government demand for construction and provision of loans and loan guarantee schemes. 

The contractors sampled were very enthusiastic about receiving training support to improve 

their business performance. They are mostly interested in topics in accounting and financial 

management, estimating and tendering, construction project management and 

entrepreneurial studies. It is, however, surprising that training in sales and marketing was 

not regarded as important by the majority of the respondent despite the fact that obtaining 

regular work was rated as a major problem. It seems the contractors do not understand how
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these concepts can be applied in the construction industry.

The most preferred training suppliers are educational institutions and professional 

bodies. The most preferred trainers are construction consultants and academics. Analyses 

further confirm that participative training methods and other methods involving 

collaborative, experiential exercises are the most preferred by the contractors. The training 

schedule most preferred is continuous, weekly, whole day sessions, preferably in the rainy 

season, between April and September.

The Chi-square test was used to determine if any statistical significant differences 

exist in the contractors’ perception of the importance of training, the preferred topics and 

delivery systems on the basis of their personal and organisational characteristics. No major 

statistical significant difference could be found in most instances. The majority of this 

sample of contractors seem to be consistent in their perceived training needs and preferred 

delivery systems irrespective of differences in their personal and organisational 

characteristics.
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CHAPTER 10

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

RESEARCH PROBLEMS AND OBJECTIVES

This study was motivated by the urgent need to develop the capacity of indigenous 

contractors in developing countries. Limitations in indigenous capacity has resulted in 

overdependence on imported construction capacity including materials, machinery, 

technology, manpower. Foreign contractors dominate the construction sector in most 

developing countries and undertake all major construction works. Indigenous contractors 

are predominantly small firms and are plagued by many factors that have limited their 

executive capacity, efficiency and growth, hence impact in the sector. National self-reliance 

and self sufficiency in construction capacity in these countries is imperative in view of 

considerable insufficiency and undersupply of basic infrastructure required for economic 

growth and improved living conditions. Their enormous foreign debt has accentuated the 

adverse and precarious state of their economy. Thus they can no longer afford dependence 

on imported capacity.

Major constraints faced by small contractors have been succinctly classified as 

difficulties presented by the particular market and business environment in which they 

operate, difficulties deriving from clients and difficulties deriving from the shortcomings 

and inadequacies of the contractors themselves (ILO, 1987). These difficulties seem to be 

typical of small businesses. Contractor development has received prominent attention in 

many developing countries with the objective of attenuating the constraints to contractors' 

performance and to promote their development. Training is generally a major support 

programme provided to enhance competence and growth because technical and managerial 

deficiencies would still limit the capacity, effectiveness and leap to success of most 

small/medium sized contractors even if all other constraints were eliminated or ameliorated 

by appropriate support programmes.

Unfortunately, contractors have not been very enthusiastic in many instances about 

training in a manner also typical of small business owner managers. The need for more
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studies in order to make training more attractive and effective to small business owner- 

managers and, particularly, contractors, is imperative. Studies have shown that the 

personal and organisational characteristics of owner-managers influence their interest in 

training in general, their training needs and preferred delivery systems in particular. Dearth 

of empirical studies on contractor training in developing countries has hindered design of 

relevant and effective training programmes. Thus the need for more studies on those factors 

that influence training needs and preferences of contractors in developing countries.

Nigeria is a typical example of a developing country whose construction sector is 

dominated by foreign contractors. Various efforts that have been made to support and 

promote development of indigenous contractors in the country have neglected provision of 

training. This study was established to answer the following questions pertinent to 

developing effective contractor training programmes in Nigeria:

1. What are the major problems experienced by Nigerian owner-managers of 

small-medium construction firms in Nigeria?

2. To what extent do they consider management training and development 

programmes as important vis-a-vis other support programmes available or 

proposed for alleviating the difficulties they experience in the industry, enhance 

their business performance and promote their development?

3. If management training and development is perceived by Nigerian indigenous 

contractors as important to their development, what are their management 

training needs and their preferred training delivery systems?

4. How much do their personal and organisational characteristics influence their 

perception of the importance of training in general, their training needs and 

preferred training delivery systems in particular?

The major objective of the study was to identify the training needs of Nigerian 

indigenous contractors and their most preferred delivery systems.

RESEARCH METHODOLOGY

Questionnaire surveys were undertaken to obtain necessary data from samples of 

contractors and professionals in three South-western states in Nigeria: Lagos, Oyo and
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Ogun. Two self-administered questionnaires were developed to be used to collect data from 

the respective groups. The professionals' responses were used to validate that of the 

contractors. The questionnaires consisted of similar open- and closed- ended questions 

requiring the respondents mostly to rate some listed items on a six-point rating scale, and in 

many instances to also rank these items. 200 questionnaires were distributed to samples of 

respective groups selected by non-random sampling techniques. The average response rate 

was 35%. The responses were analysed using the Statview statistical package on an Apple 

Macintosh computer. The Spearman Rank Order Correlation (SROC) was used to assess 

the level of agreement between the rating and ranking response formats in order to 

determine the more reliable response format to be used in the analyses. The SROC was also 

used to analyse the degree of agreement between responses of the contractors and the 

professionals. The responses from the two groups on key research questions were 

synthesised qualitatively and also quantitatively using the Multiattribute Utility Analysis 

(MAUA) technique. The Chi Square test was used to determine if any statistical significant 

differences exist in the contractors' perception of the importance of training, their training 

needs and preferred training delivery systems as a result of their personal and 

organisational characteristics.

SUMMARY OF FINDINGS

The primary subjects in this study were the contractors. This section will 

summarise findings on the personal and organisational characteristics of the contractors and 

also present findings on the four research questions.

Personal and organisational characteristics of Nigerian contractors

1. 97% of the contractors were male, 85% of them were married, 62% were under 

45 years of age, 82% have had formal education up to tertiary level and 85% 

had construction related qualifications. Over 60% have attended at least one 

training programme since becoming a contractor.
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2. 75% of them worked in the construction industry prior to starting their own 

companies, while over 50% worked specifically for small/medium sized 

construction firms in supervisory/managerial positions.

3. Desire to provide quality services, to achieve independence and for higher social 

status were rated as the three most important factors that motivated their 

decision to start own construction businesses.

4. 67% of the respondents have been in construction business for less than ten 

years, 79% have under 25 employees in their firm, 74% have at least one other 

managerial staff apart from the owner-manager.

5. 55% of the contractors were registered as limited liability companies, 72% were 

registered to undertake both building and civil engineering works while 86% 

were registered to undertake works valued under N2 million (equivalent to 

about $3 million in 1982 when the financial limits for the categories were last 

reviewed).

6. 43% of the contractors do not have any other business activity while 31% are 

involved in other construction-related businesses. Unfortunately, 82% of them 

do not belong to any contractors' association.

7. 87% of them reported that they experienced some growth in their contracting 

business in the past three years. All the respondents indicated that providing 

efficient services was very important to them while 88% and 65% felt that 

growing into a larger firm and making as much money as possible were 

respectively very important.

Major problems encountered bv Nigerian contractors

The first research question investigated the major problems experienced by the 

Nigerian contractors.

1. Most contractors indicated that the major problems encountered are in respect of 

uncertainties in supplies and prices of materials, obtaining interim payments, 

obtaining regular jobs, access to finance, plant and equipment and negotiating 

variations.
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2. The professionals strongly agree that most of the above problems emanating 

from the business environment and from the client are the major problems 

encountered by the contractors. They however, did not agree that negotiating 

variation payments and other problems related to the professionals' functions 

constitute significant problems to the contractors.

3. The contractors similarly disagreed with the professionals on the severity of the 

problems emanating from their managerial deficiencies. They failed to admit that 

they have difficulties in company organisation, planning of work and site 

management

Relative importance of training among other support programmes

The second question was to determine the perceived relative importance of 

management training and development programmes among other possible supports that 

could be offered for contractor development.

1. The professionals and the contractors strongly agree that the most important 

support programmes required by indigenous contractors are: more efficient 

payment procedures, improved access to materials, planned government 

demand for construction works, provision of loans and loan guarantee 

schemes, provision of plant and equipment hire, provision of mobilisation 

payments and provision of training and advisory services.

2. Provision of training and advisory services was consistently ranked as the 

seventh or eight most preferred support programme required among the twenty 

support items; it was perceived as next in importance to provision of adequate 

supports to alleviate the most critical problems identified.

3. Almost all the respondents (contractors and professionals) agreed that a 

Contractor Development Agency (CDA), Jointly run by the contractors and the 

government, should be established to promote the development of indigenous 

contractors. The majority of them believed that provision of training and 

advisory services should be a major activity of the CDA and mandatory
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attendance in specified training programmes should be required of contractors 

interested in benefiting in other assistance packages of the CDA.

Training needs of contractors and preferred delivery systems

The third research question inquired about the training needs and the delivery 

systems most preferred by the contractors or most suitable to their 

circumstances.

1. The contractors generally indicated a great need for training to improve their 

business performance. Though they indicated great interest also in all training 

topics, they desire training mostly in the following areas: accounting and 

financial management, entrepreneurial studies, construction project management 

and estimating and tendering in order of importance.

2. The professionals substantially agreed with the contractors' perceived need for 

training. They, however, felt that the contractors' greatest needs in order of 

importance are topics in: estimating and tendering, construction project 

management, accounting and financial management and construction 

technology.

3. The contractors indicated that their most preferred training delivery systems are 

as follows:

a. The most preferred suppliers are: educational institutions and professional 

bodies.

b. The most preferred training methods are: workshops, discussions, field- 

trips and demonstrations.

c. The most preferred trainers are: construction consultants, academics, 

experts in specific topics and experienced indigenous contractors.

d. The most preferred training schedule is a series of weekly one-day training 

sessions, on a mid-week day between Tuesday and Thursday and in the rainy 

season, between April and September.

4. The professionals strongly agree with them on their most preferred delivery 

systems.
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Differences in personal and organisational characteristics
and training needs and preferred delivery systems

The majority of this sample of contractors seem to be consistent in their perception 

of the importance of training to improving their business performance, their perceived 

training needs and preferred delivery systems irrespective of differences in their personal 

and organisational characteristics. No major statistical significant difference could be found 

in respect of their perception of the importance of training and the most preferred training 

characteristics on the basis of the following personal characteristics: age, educational 

attainment, previous work experience and marital status. Similarly, no statistical significant 

difference could be found in respect of the following organisational characteristics: size of 

firm (number of employees), age of business (number of years in operation), legal 

structure, work speciality and perceived growth in the past five years. Thus it seems that 

their personal and organisational characteristics do not influence the training characteristics 

preferred by this sample of contractors.

Comments on findings

The personal and organisational characteristics of the sample of contractors in this 

study seem generally to agree with various observations on the characteristics of small 

business owner-managers. The major problems the contractors indicated that are hindering 

their performance and growth in the Nigerian construction industry are also the universal 

problems experienced by small business owner-managers, and small contractors in general 

and in developing countries in particular. However, the majority of the contractors seem to 

be better educated than the average small business owner-managers or contractors. They 

also showed more interest and commitment toward the growth of their firms. These factors 

would probably be the reasons why the majority of them perceived training provision as 

very important and indicated considerable interest in taking up training to improve their 

business performance.

It is not surprising that the majority of the contractors are mostly interested in 

accounting and financial management, entrepreneurial studies, construction project
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management and estimating and tendering areas, despite their relatively high level of formal 

and professional education in construction related disciplines. This need is primarily a 

consequence of inadequacies in their construction education. This is not peculiar to the 

Nigerian environment; it is generally held that professional construction education does not 

adequately prepare the graduates for the management functions they will be expected to 

undertake in the industry. Unfortunately, though the majority of the contractors have held 

managerial level positions prior to staring their own construction firms, the findings do not 

seem to show that they have enjoyed opportunities for management development. This is 

premised on the fact that most of them worked for small/medium sized firms and such 

firms hardly provide such opportunities.

In addition, their education and background seem not to have adequately prepared 

them for entrepreneurship. An entrepreneurial studies topic: business aims and objectives, 

was the highest rated topic of interest and this category ranked second when the mean of 

the means of all topics in each category were used to evaluate the categories. However, the 

technical education and background of the contractors seem to be adequate as construction 

technology and contextual studies topics are among the least desired topics.

Their modest interest in personnel management topics could be in light of minimal 

personnel management problems especially resulting from their size, general lack of strict 

employee welfare legislation and difficulties in employee-employer relations in the Nigerian 

construction environment. They are however, highly interested in developing skills in 

leading and managing of people, communication and personnel supervision. It is surprising 

that the contractors' rated sales promotion and marketing as the second least desired topic. 

It seems most probably that the majority of them do not understand the concepts and how 

they may be applied in construction. They also do not understand especially that the 

marketing function provides opportunities to tender and obtain new jobs.

The training delivery systems preferred by the contractors are generally consistent 

with adult learning principles and available information on management training of small 

business owner-managers. The fact that universities and polytechnics are the most 

preferred training suppliers, and the third highest ranked supplier is also an educational 

institution, seem to contradict the general perception of the small business owner- 

managers' disdain of such institutions as their training providers. This contradiction could
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be because unlike most small business owner-managers, the majority of this sample of 

small business owner-managers are graduates of tertiary institutions and they consequently 

better appreciate the potentials of academic institutions. It could also be because academic 

institutions and professional associations are the only institutions visibly involved in 

continuing training and development of construction practitioners. Apart from the CDA and 

the Small Business Development Board that were not in existence in Nigeria at the time of 

the study, the other agencies were either not involved or have not demonstrated enough 

commitment to merit being considered by the contractors as suitable training providers.

Workshops and field-trips are the most preferred training methods followed by 

discussions led by experts, and seminars. These findings agree with the adult learning 

principles that emphasise self-directed, experiential, participative and collaborative training 

methods for adult learners. But it is surprising that they are not enthusiastic about small 

group discussions led by their own peers. It gives the impression that they either do not 

have much confidence in the ability of their colleagues or that they do not wish to share 

their experiences with potential competitors. This tends to imply that the Interactive 

Contractor Training (ICT) approach proposed by the ILO might not be applicable to the 

Nigerian contractors. The ICT encourages contractors to pool their resources and to 

mutually support one another in the learning of some specific knowledge or skills. It 

follows that other training methods that will involve the contractors in sharing knowledge 

and experiences with others might not be very popular among the Nigerian contractors. 

This might be because of the possible risk of divulging inadvertently business secrets and 

information of commercial advantage to competitors during discussions.

It is not surprising that private construction consultants are the most preferred 

trainers. Small business owner-managers generally prefer their trainers to be those that are 

also experienced in their particular business sector. However, the second most preferred 

trainers are academics. Ironically, academic institutions are preferred to private construction 

consultants as training providers, but the latter are preferred to academics as trainers. It is 

probably because though the potentials of academic institutions are appreciated as the most 

suitable training providers, the perceived training styles of academics do not conform with 

the preferred learning styles of the contractors. Since most of the contractors are graduates 

they do not want to be treated like college students again, nor do they like the didactic
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teaching styles of academics. Thus they prefer informal and on-the job training methods 

and trainers who are more disposed to using these approaches.

The training schedule most preferred by the majority of the contractors is a series of 

weekly one-day training sessions, on a mid-week day between Tuesday and Thursday 

between April and September, the rainy season. Their interest in having continuous training 

is consistent with the "a little and often" training arrangement prescribed for small business 

owner-managers in view of their business circumstances. The contractors as owner- 

managers are the primary management resources in their respective organisations and they 

cannot afford to be away at any time for too long. Regular continuous training will provide 

opportunities for necessary follow-up and, probably, provision of additional support to 

ensure effective transfer of learning to the work situation. Thus a continuous rather than 

one-off training arrangement is ideal for their circumstances.

It is interesting that personal or organisational characteristics do not significantly 

influence the most preferred training characteristics of this sample contractors nor their 

perception of the importance of training. The apparent differences in these variables seem 

not to be strong enough to cause significant differences in their perception of training in 

general, their training needs and preferred delivery systems in particular. Further studies 

would be necessary to look at other variables that were not examined in the study.

CONCLUSIONS AND RECOMMENDATIONS

The findings of this study agree with other earlier studies on the major problems 

faced by small contractors in developing countries. Their greatest difficulties are in respect 

of lack of regular work, materials, capital and equipment. They also severely suffer from 

clients' breach of contractual payment arrangements. Though the most desired supports are 

those that will ameliorate these difficulties, the contractors sampled indicated considerable 

interest in training and regarded it as an important support that should be provided. The 

findings also showed strong support for a specialised agency to promote contractor 

development programmes. Analyses showed that the contractors' perception of the 

importance of training was not influenced by their personal and organisational
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characteristics. Their training needs and preferred training delivery systems are also not 

influenced by diversities in their personal and organisational characteristics.

There is great interest in taking up training on all of the topics presented. Analyses 

showed that these topics can be classified into core, major, substantial and marginal 

training needs in order of importance and availability on training programmes. They are 

presented in Table 10.1.

Table 10.1
Perceived training needs of Nigerian contractors

Core training needs Substantial training needs
Raising finance Business ethics
Business aims and objectives Entrepreneurial attitudes
Planning techniques Technical innovations
Cost control Decision making
Tendering Setting-out and levelling
Reading contract documents Industrial rdations
Cash flow management Employees' training
Financial analysis & budgeting Bldg. industry and national development
Quality control Book-keeping and accounting 

Public relations
Maior training needs Concreting
Leading and managing people Adjusting to economic fluctuations
Health and safety issues on site Legal aspects of business
Analysing economic risks Interpreting balance sheets
Cost estimating Soil and foundations
Learning to look ahead Employees' salaries & benefits
Site management Construction problems
Materials management 
Plant management

Recruiting employees

Communication Marginal training needs
Supervising employees Risks and insurance
Contractual relationships Contractor in the building team

Building contractor in community
Sales promotion and marketing
The building process
Government and contractor in partnership

More concerted efforts should be made to increase management content in 

construction education curriculum in tertiary institutions. Particular attention should be paid 

to preparing construction graduates for entrepreneurship and the management of small 

construction firms. This is in view of the fact that the majority of the contractors sampled 

were graduates of these institutions and had worked only for small/medium construction 

firms before starting their own construction firms. Educational institutions should also be 

encouraged to organise training programmes for contractors; but it will be most preferred if 

they do so in conjunction with professional bodies and private construction consultants. 

Thus adequate collaboration between private construction consultants and academics will
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enable the contractors to have the benefits of the two most preferred trainers. Informal and 

on-the-job training programmes that emphasise participative, self-directed experiential 

learning such as, workshops, field-trips, discussions led by experts and demonstrations, 

should be used. Training is most effective and preferred if it is a series of weekly, one day 

sessions on a mid-week day for a period of time.

Educational institutions, professional bodies and private construction consultants in 

Nigeria have not been able to provide continuous training for contractors, though they have 

all been involved occasionally in one-off training programmes. It is imperative that a CDA 

would be required to be established to co-ordinate and promote contractor training and 

ensure continuity. Such a special agency will be in better position to provide the 

complementary supports required to ensure effective transfer of the benefits of training to 

improve business performance and effect growth. Thus the CDA may contract its training 

functions to educational institutions, professional bodies and private construction 

consultants in order to concentrate on other pertinent functions that it can do more 

efficiently.

RECOMMENDED FURTHER RESEARCH

This study is regarded as exploratory. Its limitations with respect to sample size and 

sampling techniques have diminished the generalisabilty of the findings to the entire 

population of indigenous contractors in the country. Other studies will be required to 

investigate more thoroughly the various factors this study has examined. It is recommended 

that further comparative studies using the same research questions and methodology should 

be undertaken. Attention should focus on finding out the regional differences that exist in 

the problems, needs and preferences of Nigerian indigenous contractors. The effects of 

socio-cultural differences on training in an heterogeneous society like Nigeria will also 

provide important insights.
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UNIVERSITY O F  L A G O S
D E P A R T M E N T  O F  B U IL D IN G  

FACULTY OF ENVIRONMENTAL SCIENCE 

AKOKA, YABA, LAGOS, NIGERIA

Telephone: 82 0311 -1 2  Ext. Cables & Telegrams: "Dept. Building
University, Lagos”

24th September 1991

Dear Sir/Madam,

MANAGEMENT TRAINING NEEDS OF NIGERIAN INDIGENOUS CONTRACTORS

You are likely aware of the National Construction Policy launched recently. It noted that 
multinational construction firms registered in the country control not less than 85% of the civil 
and building works combined. A major goal of the Policy therefore is to increase indigenous 
contractors' participation in the construction industry.

In order to achieve this, the Policy emphasised the need to update and upgrade training 
programmes for all related construction professionals. To this end, it will be necessary to 
identify the particular training needs of all groups involved in the construction process in order 
to design suitable and effective training programmes.

You have been specially selected to participate in a study to identify the management training 
needs of indigenous contractors. Please kindly spare some few minutes out of your most 
precious time to complete the attached questionnaire. Y our sincere response to all questions and 
prompt return of the questionnaire through the bearer will be a much appreciated and invaluable 
contribution to national development objective.

Please be assured that the information provided will be treated with utmost confidence and will 
be used only for academic purposes.

Thank you for your kind co-operation.

Yours faithfully.

O A ADAMS
RESEARCH CO-ORDINATOR

HOW TO COMPLETE THE OUESTIONNAIRE

PLEASE TICK THE BOX THAT BEST DESCRIBES YOUR OPINION OR SITUATION 
OR COMPLETE IN THE SPACE PROVIDED THE INFORMATION REQUIRED. KINDLY 
RETURN THE COMPLETED QUESTIONNAIRE AS SOON AS POSSIBLE THROUGH 
THE BEARER.

THANK YOU FOR YOUR CO-OPERATION.
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QUESTIONNAIRE FOR CONSULTANTS AND CLIENTS' REPRESENTATIVES 
ON INDIGENOUS CONTRACTORS' PERFORMANCE AND TRAINING NEEDS

1. To what extent do you think Nigerian indigenous contractors experience problems with respect to

frequent
problem 6 5 4 3 2 1

Procuring work on a steady basis

Access to investment and working capital

Obtaining or retaining suitable skilled labour

Scarcity of materials and price fluctuations

Access to plant and equipment

Obtaining payment for work done

Meeting contract deadlines

Inappropriate contract conditions and procedures

Incomplete or unclear contract documents

Inadequate supervision by client/representatives

Providing good quality work

Technical know-how

Design changes and additional works

Communications with client/representatives

Negotiating payment for contract variation

Resolving contract disputes

Providing reliable estimates and tenders

Planning of work and site management

Transporting materials and equipment

Maintaining plant and equipment

Materials control on site

Company organisation

Personnel management and human relations

Accounting and financial management

Maintaining public image

Commitment to construction business

Other f specifv')

Other Tspecifvi

Little or 
no problem
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2. Please select from the above list the three problems that in your opinion are the most prominent 
problems faced generally by Nigerian building contractors and rank them in descending order 

of importance.
_____________________________________________ 1st Most prominent problem

2nd

3rd

3. In your opinion how important would each of the following programmes often 
contractors' development in developing countries be in respect of improving 
performance in Nigeria?

recommended for small 
indigenous contractors'

Very
Important 6 5 4 3 2 1

Planned and regular demand for construction by govt.
Price preferences/tendering biases on certain jobs
Contract splitting
Encourage more subcontracting by large firms
Lesser use of direct labour forces
More efficient prequalification system
Incentives for indigenous firms to team up
Provision of mobilisation allowances
Provision of loans and/or loan guarantee schemes
Improved access to materials
Provision of plant and equipment hire
Standardisation of design
Standard formats for contract documentation
Improved tendering procedures
More equitable contract conditions
Training and advisory services
More efficient contract payment procedures
Lower retention money
Autonomous contractors' association for self-help
Govt, sponsored contractor development agency
Other (specify)
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4. Please select from the list in 3 above, three programmes that in your opinion would be most significant 
to improving indigenous Nigerian contractors' performance and rank them in order of significance.

1st Most significant programme 

2nd "

3rd "

5. If contractors were to particicpate in training programmes, to what extent would each of the 
following topics be relevant to help improve your performance?

Very
Contextual Studies relevant 6 5 4 3 2 I

Building industrv and national development plan

The building contractor in the community

The contractor as a member of the building team

Building seen as a process

Government and contractor in partnership

Entrepreneurial Studies

Aims and objectives in business

Learning to look ahead (strategic planning)

Developing appropriateentrepreneurial attitudes

Business ethics

Analysing economic risks

Accounting and financial management

Raising finance

Accounting and bookkeeping

Interpreting balance sheets

Cash flow management

Financial analysis and budgeting

Cost control

Estimating and Tendering

Reading drawings and specifications

Taking off quantities and cost estimating

Tendering procedures and strategies

Not very 
relevant
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Personnel management
Very
relevant

Recruiting employees

Remunerating employees and salaries

Supervising employees

Handling grievances and employees' welfare

Training and promoting employees

Construction project management

Planning techniques

Quality control

Safety and health protection

Materials management

Site layout and organisation

Plant and equipment management

General management

Leading and managing people

Decision making

Communication skills

Public and customer relations

Legal aspects of business

Contractual relationships

Sales and marketing (getting new jobs)

Adjusting to economic fluctuations

Construction technology

Setting out and levelling

Concrete technology

Foundations and soil properties

Construction problems

Technical innovations

Other (specify)

Other (specify)

Other (specify)

Not very 
relevant

iii
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6. How effective in your opinion would each of the following agencies be for organising training for 
contractors?

Least 
effective

Most
effective 6 5 4 3 2 1

Management consultant firms

University/Polytechnic

Trade schools

A specialised small business development board

Big contractors' association (FOBACEC)

Small contractors' association

Construction institutes (NIOB, NIA, NSE, etc.)

Chambers of commerce

Ministry of Works

Big contracting firms

Management development centres (e.g. CMD, ASCON)

Management institutes (e.g NIM)

Building consultant firms (architects, engineers, etc.)

A contractor development agency (CDA)

7. Please select from the above the three agents perceived to be most effective and rank them in 
order of importance

____________________________________________  1st Most effective trainer

___________________________________________  2nd

___________________________________________  3rd

8. Please rank (1st to 5th) the following training approaches in order of perceived suitability for 
thetraining of Nigerian contractors (Rank 1st for the most suitable, up to 5th for the least)

Formal training (short courses)

On-the job training (hands on, job specific)

Non-formal training (peer group information exchange)

Combination of formal and on-the job training

Combination of formal, non-formal & on-the-job training
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9. If contractors were to participate in a training programme to what extent would you prefer each of
Least 
preferredLectures preferred 6 5 4 3 2 1

Discussions led by lecturers

Small group discussions led by participants

Seminars

Conferences

Individual consultation with experts

Demonstrations

Videotapes

Field trips

Workshops

Case studies

Games and simulation exercises

Roleplaying

Self-paced, programmed learning packets

Self-help manuals

10. Please select the best three training methods and rank them in order of preference

________________________________________________ 1st best training method

________________________________________________ 2nd "

________________________________________________3 r d .........................

11. To what extent do you think each of the following can lead a contractor training course effectively?
Least 
preferred

Most
preferred 6 5 4 3 2 1

University and Polytechnic lecturers

Big contracting firms executives

Successful small/medium-sized contractors

Building professionals (architects, engineers, etc.)

Management consultants

Government officials

Specialists in topical areas

Versatile non-specialists

12. Please select the best three trainers for contractors and rank them in order of preference

________________________________________________ 1st best trainers

________________________________________________2nd "

_____________ 3rd ”
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13. What schedule will you recommend that should be arranged for the training programme?

Duration

Month

(e.g half day, one day, 2 ,3 ,4 , etc.

days, once per week over a period, once a month over a period, quartely, etc.)

Day of the week_______

Time of the day: Starting _a.m./p.m. Ending _a.m./p.m.

14. Approximately how many indigenous contractors have you worked closely with in the past five 
years?

' I Over 1 0  I1 2-4 5 - 1 0

15. What is the average size of the indigenous construction company you are most familiar with?

Total number of employees: 

None 1-4

11-20 

25-49 

Over 100

5-10

21-24

50-99

Contract value registered to undertake 

Under N 50,000 

N50, 000 - 250, 000 

N250, 000 - 2 million 

Over N2 million

Consisting of (fill in the number): 

Operatives

Clerical

Accountants

Builders

Foremen

Admin. Managers 

Qty. surveyors 

Engineers

Most work type undertaken are:

Residential 

Civil works 

Repairs/alterations 

Privately owned

Non-residential 

Building and Civil 

New works 

Government owned

16. Please indicate in your opinion the educational attainment of the owner-manager of the firm?

City and Guilds or any other craft certificate 

OND/HND (Construction related field)

BSc (Construction related field)

Postgraduate studies (Construction related field)

No formal education 

Primary school 

Secondary school 

Trade apprenticeship

Non construction related qualification (please specify)
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17, Should a special body be established to promote small contractors' interests and development?

YES [221 NO I I

Who should establish and run the body? Government I I Contrators I I Both | |

18. What percentage of total activities of the body should be devoted to the training of contractors? 

______________________ Per cent

19. Should participation in a specified training programme be required of owners of indigenous 
contracting firms before other assistance packages are offered to them?

If Yes, W hy?_____________________________________________________________________

If No, Why not?

20. Please indicate your professional background?

Architecture I I  Building I  I Civil Engineering I I Quantity Surveying I I 
Other (please specify)_______________________________

21. Please state your highest educational attainment___________________________________

22. Please indicate if you are a member of any construction industry professional institute?

NIA 1221 NIOB 122] NIQS 1221 NSE |22| Other (specify).

23. Please indicate your current job position_______________________________________

24. Please indicate the length of your experience as a construction professional 

Under 3 years |2 2  4 -6 years | | 7 - 1 0  years | |

10 - 15 years | | Over 15 years | |

25. Will you like to be interviewed further on the issues raised in this questionnaire? (OPTIONAL) 

YES NO

If YES, please state your contact address and the most convenient time and date you would be 

willing to give an interview.

Name__________________________________________________

Contact address ___________________________________________________

Phone No

The most convenient time you would be available for an interview at this address 

Day(s) of the week______________________________Tim e_________________

THANK YOU FOR YOUR COOPERATION
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QUESTIONNAIRE FOR SMALL INDIGENOUS CONTRACTORS 
ON PREFERRED TRAINING CHARACTERISTICS

1. To what extent do you experience problems with respect to the following as a small building 
contractor?

frequent
problem 6 5 4 3 2 1

Procuring work on a steady basis

Access to investment and working capital

Obtaining or retaining suitable skilled labour

Scarcity of materials and price fluctuations

Access to plant and equipment

Obtaining payment for work done

Meeting contract deadlines

Inappropriate contract conditions and procedures

Incomplete or unclear contract documents

Inadequate supervision by client/representatives

Providing good quality work

Technical know-how

Design changes and additional works

Communications with client/representatives

Negotiating payment for contract variation

Resolving contract disputes

Providing reliable estimates and tenders

Planning of work and site management

Transporting materials and equipment

Maintaining plant and equipment

Materials control on site

Company organisation

Personnel management and human relations

Accounting and financial management

Maintaining public image

Commitment to construction business

Other Tspecifvl

Other Tspecifv)

Little or 
no problem
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2, Please select from the above list the three problems that in your opinion are the most prominent 
problems faced generally by small Nigerian building contractors and rank them in descending order 
of importance.

____________________________________________ 1st Most prominent problem

____________________________________________ 2nd "

____________________________________________ 3rd "

3. In your opinion how important would each of the following programmes often recommended for small 
contractors' development in developing countries be in respect of improving small contractors 
performance in Nigeria?

Very
Important 6 5 4 3 2 1

Planned and regular demand for construction by govt.
Price preferences/tendering biases on certain jobs
Contract splitting
Encourage more subcontracting by large firms
Lesser use of direct labour forces
More efficient prequalification system
Incentives for indigenous firms to team up
Provision of mobilisation allowances
Provision of loans and/or loan guarantee schemes
Improved access to materials
Provision of plant and equipment hire
Standardisation of design
Standard formats for contract documentation
Improved tendering procedures
More equitable contract conditions
Training and advisory services
More efficient contract payment procedures
Lower retention money
Autonomous contractors' association for self-help
Govt, sponsored contractor development agency
Other (specify)
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4. Please select from the list in 3 above, three programmes that in your opinion would be most significant 
to improving indigenous Nigerian contractors' performance and rank them in descending order of 
significance.

 1st Most significant programme

____________________________________________2nd "

____________________________________________3rd "

5. To what extent do you perceive the need for some training to improve your business performance?

Very
great need

6 5 4 3 2 1 Little or 
no need

6. If you were to particicpate in training programmes, to what extent would each of the following topics 
be relevant to help improve your performance?

Not very 
relevant

V

Contextual Studies relevant 6 5 4 3 2 1

Building industry and national development plan

The building contractor in the community

The contractor as a member of the building team

Building seen as a process

Government and contractor in partnership

Entrepreneurial Studies

Aims and objectives in business

Learning to look ahead (strategic planning)

Developing appropriateentrepreneurial attitudes

Business ethics

Analysing economic risks

Accounting and financial management

Raising finance

Accounting and bookkeeping

Interpreting balance sheets

Cash flow management

Financial analysis and budgeting

Cost control

Estimating and Tendering

Reading drawings and specifications

Taking off quantities and cost estimating

Tendering procedures and strategies
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Personnel management relevant 6 5 4 3 2 1

Recruiting employees

Remunerating employees and salaries

Supervising employees

Handling grievances and employees' welfare

Training and promoting employees

Construction project management

Planning techniques

Quality control

Safety and health protection

Materials management

Site layout and organisation

Plant and equipment management

General management

Leading and managing people

Decision making

Communication skills

Public and customer relations

Legal aspects of business

Contractual relationships

Sales and marketing (getting new jobs)

Adjusting to economic fluctuations

Construction technology

Setting out and levelling

Concrete technology

Foundations and soil properties

Construction problems

Technical innovations

Other (specify)

Other (specify)

Other (specify)

Not very 
relevant
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7. How effective in your opinion would each of the following agencies be for organising training for 
small contractors?

Least 
effective

Most
effective 6 5 4 3 2 1

Management consultant firms

University/Polytechnic

Trade schools

A specialised small business development board

Big contractors' association (FOBACEC)

Small contractors' association

Construction institutes (NIOB, NIA, NSE, etc.)

Chambers of commerce

Ministry of Works

Big contracting firms

Management development centres (e.g. CMD, ASCON)

Management institutes (e.g NIM)

Building consultant firms (architects, engineers, etc.)

A contractor development agency (CDA)

Please select from the above the three agents perceived to be most effective 
order of importance

1st Most e

and rank th 

ffective tra

em in 

iner

2nd II II

3rd II II

9. Please rank (1st to 5th) the following training approaches in order of perceived suitability for 
thetraining of Nigerian contractors (Rank 1st for the most suitable, up to 5th for the least)

Formal training (short courses)

On-the job training (hands on. Job specific)

Non-formal training (peer group information exchange)

Combination of formal and on-the Job training

Combination of formal, non-formal & on-the-Job training
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extent would you prefer each of the
Least 
preferredLectures preferred 6 5 4 3 2 1

Discussions led by lecturers

Small group discussions led by participants

Seminars

Conferences

Individual consultation with experts

Demonstrations

Videotapes

Field trips

Workshops

Case studies

Games and simulation exercises

Roleplaying

Self-paced, programmed learning packets

Self-help manuals

11. Please select the best three training methods and rank them in order of preference

_______________________________________________  1st best training method

_______________________________________________ 2 n d .......................

_________________________________________________3rd "

12. To what extent would you prefer each of the following to lead a training course?
Most
preferred 6 5 4 3 2 1

University and Polytechnic lecturers

Big contracting firms executives

Successful small/medium-sized contractors

Building professionals (architects, engineers, etc.)

Management consultants

Government officials

Specialists in topical areas

Versatile non-specialists

Least
preferred

13. Please select the best three trainers and rank them in order of preference

_______________________________________________  1st best trainers

_______________________________________________ 2nd "

________________________________________________ 3rd "
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14. What schedule will you prefer the training programme to be?

Duration

Month

(e.g half day, one day, 2,3,4,  etc.

days, once per week over a period, once a month over a period, quartely, etc.)

Day of the week

Time of the day: Starting _a.m./p.m. Ending _a.m./p.m.

15. How many training programmes have you participated in since becoming a contractor? 

None I I 1 I I 2-4 5-10 Over 10

16. What is the average size of your company?

Total number of employees: Consisting of (fill in the number):

None 1-4 Operatives

5-10 n n  11-20 ■ Clerical

21-24 25-49 Accountants

50-99 Over 100 Builders

Foremen

Admin. Managers 

Qty. surveyors 

Engineers

17. Contract value registered to undertake 

Under N 50,000 

N50, 000 - 250, 000 

N250, 000 - 2 million 

Over N2 million

Most work type undertaken are: 

Residential 

Civil works 

Repairs/alterati ons 

Privately owned

Non-residential 

Building and Civil 

New works 

Government owned

18. Other business activities beside construction (please specify)

19. Year construction company was established ___________

20. Form of business ownership 

Sole proprietorship | |

Number of partners or shareholders

Patnership Limited liability company
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21. Given the past 5 years how would you describe the growth of your company?

Slight growth | | ' Stagnant

Major decrease

Major growth 

Slight decrease

22. How important are the following in your company objectives?
Very
important 6 5 4 3 2 1

Provide an efficient service

Provide financial support for self and family

Provide an inheritance for children

Maintain the firm at its present size

Grow into a large firm

Earn as much money as possible

Not very 
important

23. Please indicate your sex and marital status: 

FemaleMale I I Female |____| Single

24. Please indicate your age group

Under 2 5 1 | 25-34 | _ ]  35-441

Married Divorced

45-54 55-64 Over 65

25. Please indicate your maximum educational attainment ?

City and Guilds or any other craft certificate 

OND/HND (Construction related field)

BSc (Construction related field)

Postgraduate studies (Construction related field)

No formal education 

Primary school 

Secondary school 

Trade apprenticeship 

Non construction related qualification (please specify)________

26. What is your academic background?

Architecture I I Building I I Civil Engineering I I 
Other (please specify)_______________________________

Quantity Surveying □
27. Please indicate if you are a member of any construction industry professional institute?

NIA [221 NIOB I I NIQS | | N S E | ^  Other (specify).

28. What type of establishment did you work for before starting your own company? 

Government | | Large indigenous firm | | Small indigenous firm

Educational | | Multinational firm | | Self-employed

Government parastatal | |

468



29. Please state the major business activity of the establishment 

and indicate the total number of employees:

Under 25 | | 25-50 | | 51-200 Q  201-5001 | 501-1000 Over 10001 |

30. Please state the capacity in which you were last employed prior to starting your own company

31. Please indicate to what extent each of the following factors was important in your decision to start
Not very 
important

your own construction company. Very
important 6 5 4 3 2 1

Desire to achieve independence

Threat of or actual loss of employment

Desire for higher status

Possibility of higher financial rewards

Dissatisfacton with previous job/employer

Perceived opportunities in the market

Desire to provide better quality services

Suggestions of relatives or friends

Chance or just luck

32. Are you a member of a contractor association? YES | | NO [

If NO, why not _____________________________________________

If YES, please state the name of the association

Do you feel the association provides sufficient assistance to meet your needs? YES | | NO | |

If YES, how ____________________________________________________________________

If NO, why not

33. Should a special body be established to promote small contractors' interests and development?

YES 1221 NO I I

Who should establish and run the body? Government I I Contrators | | Both | |
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34. What percentage of total activities of the body should be devoted to training?
_________________ Per cent

35. Should participation fn a specified training programme be required of owners of indigenous 
contracting firms before other assistance packages are offered to them?

If Yes, W hy?_________________________________________________________________

If No, Why not?

36. Will you like to be interviewed further on the issues raised in this questionnaire? (OPTIONAL) 

YES [ 2 ]  NO [ 2 1
If YES, please state your contact address and the most convenient time and date you would be 

willing to give an interview.

Name_________________________________________________

Contact address __________________________________________________

Phone No

The most convenient time you would be available for an interview at this address 

Day(s) of the week_____________________________  Time________________

THANK YOU FOR YOUR COOPERATION
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