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ABSTRACT Construction companies are the engines that propel the construction sector of any nation’s economy,
and are therefore expected to vigorously train their workforce to effectively match this responsibility. This study
investigates the personnel training policies of construction companies in Nigeria. Structured questionnaire was used
to collect data from two categories of respondents namely, the technical and managerial personnel using simple
random sampling technique. They were analyzed using the basic descriptive and inferential statistical tools.
Spearman rank correlation was used to test the level of agreement between the two categories of personnel on the
methods of training in their companies. Findings reveal among others that there is a disparity in the training
policies of most companies regarding both categories of staff and did not favour the technical personnel. On-the-
job training is the most effective method of staff development in the companies. The research has provided insight
into key areas that require urgent action at the strategic level of management. Specifically, it has brought into focus

perceived disparity between the level of training accorded the lower and higher cadre personnel.

1. INTRODUCTION

Construction industry occupies a significant
position, and plays a major role in the economic
development of any nation (ldoro 2011). The
Nigerian construction industry accounts for
1.4% of its GDP. Despite the growth seen in the
sector, its contribution to the nation’s GDP has
remained abysmally low (Vetiva 2011). The con-
struction companies are the engine that drives
the construction industry. They do this through
the use of the available manpower both skilled
and unskilled for the execution of major infra-
structural and developmental projects within the
economy. In order to effectively carry out this
responsibility, construction companies are ex-
pected to formulate and put in place personnel
policies that aim to map out recruitment, training
and re-training schedules of their personnel
(Hengrickson and Au 2001). Odusami et al. (2007)
postulates that the capability of the construc-
tion industry to develop, procure and deliver
innovative, complex and demanding projects, is
driven by involvement of highly knowledgeable
and skilled personnel.

Personnel training is the process of allowing
staff to acquire knowledge, skills and attitudes
for the sole purpose of executing specific task(s)
more efficiently and effectively (Atiomo 2000;
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Ogunlana et al. 2002). It is not a once and for all
activity but an ongoing process as new employ-
ees are trained, so also are other older employ-
ees either transferred to other jobs, promoted or
trained for the more challenging jobs (Gann and
Senkar 1998). Training policy of an organization
is a laid down statement setting out what the
organization is prepared to do in terms of devel-
oping its employees (Odusami et al. 2007). This
policy document may contain such clauses re-
lating to providing opportunities for selected
employees to participate in training activities
such as attending conferences, workshops, and
seminars to prepare them for new roles (Coles
1986). Yet other companies may prefer to recruit
personnel that are already trained and profes-
sionally qualified as a policy to reduce cost of
staff development.

Despite the invaluable contribution of con-
struction companies to Nigeria’s economy, a
large number of the workforce still remain un-
trained. This is further corroborated by Jayawar-
dane and Gunawardena (1998) who argue that
there is an absence of manpower planning and
development among construction companies in
developing countries resulting in poor quality,
high wastage and long term productivity decline
in the industry. This according to Bamisele (2004)
is attributable to the non- permanence nature of
the construction industry. This discourages
companies from sending their personnel for
training because of the possibility of disconti-
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nuity of functions once a particular project is
completed. However, notwithstanding the short-
coming, it is an obligatory responsibility for or-
ganizationsto train their staff.

The south-south geo-political zone of Nige-
ria is made up of 6 states namely Akwa Ibom,
Bayelsa, Cross River, Delta, Edo and Rivers. It is
seen as the centre of utmost importance to the
Nigerian federation as crude oil, the main stay of
the nation’s economy is produced from this area.
The construction companies in this zone are
major players in the development of massive in-
frastructure in the country and turns in billions
of naira worth of gross domestic product into
the nation’s economy every year. This has been
boosted by the improved security situation oc-
casioned by reduced cases of militancy in the
Niger Delta. The research questions therefore
are: (1) How well have they fared in terms of
training for its personnel? (2) Are the methods
put in place by these companies for training per-
sonnel effective? (3) What is the qualification
profile of the workforce? This paper intends to
answer these questions.

The aim of the study is to appraise the per-
sonnel training policies of construction compa-
nies in a developing economy using the south-
south zone of Nigeria as a case study. The ob-
jectives in specific terms are; (1) to identify and
assess the programmes in place for staff devel-
opment in the companies, (2) to assess the qual-
ification profile of both technical and manageri-
al staff and (3) to determine the level of effec-
tiveness of the methods of staff development in
the companies.

2. LITERATURE REVIEW
2.1 Need for Construction Personnel Training

There is a consensus in literature that the
conditions to which construction companies are
expected to make meaningful impact on the econ-
omy requires a well trained workforce. For in-
stance, Odusami et al. (2007) and Chan (2005)
observed that skills and knowledge have be-
come the only sources of sustainable long term
competitive advantage in the construction in-
dustry. There is an increased need for more var-
ied skills in the construction industry including
the ability to address, not only technical, but
also financial, property management, and envi-
ronmental concerns. Atiomo (2000) notes that

these development needs could arise from the
following main causes: one arising from chang-
es in structure, policies process or procedure,
the other arising from the desire to bring about
changes in performance or improved productiv-
ity, attitudes, behaviour and relationships. In the
construction industry, the variability of con-
struction project requires a continuous supply
of trained personnel to match the numerous chal-
lenges that are often encountered. From the
foregoing, the need for construction labour de-
velopment can be categorized under the follow-
ing interrelated points:

2.1.1 Improving Productivity

Productivity is widely known as the relation-
ship between the inputs and the output, often
crudely expressed as the output divided by the
inputs (Chan 2006). Indeed, productivity is an
extremely vital performance measure tool within
the construction industry as well as the econo-
my as a whole. Building productivity can thus
be equated as the measured value of construc-
tion divided by the total cost of labour, plant
and materials. CITB (2003) reports that there are
significant gaps in the skills needed to improve
productivity and hence advocates a technical
and leadership skills at the top management lev-
el. In other words, there isa correlation between
training and improved productivity in the con-
struction industry.

2.1.2 Improving Health and Safety
Requirement

Construction is a high —risk activity, and
knowledge about the extent and the cause of
accidents and ill health is very limited in many
parts of the world. This situation can be ad-
dressed when government, employers and work-
ers have a common interest in ensuring that
health and safety standards are met. This can be
effectively achieved through labour and person-
nel training. According to ILO (2001), the num-
ber of accidents will be reduced if all persons
involved in the industry are properly informed
about risk and trained to carry out their work
safely. All those working on site must also be
trained in health and safety, with special atten-
tion paid to training of workers’ health and safe-
ty representatives. The Construction Industry
Training Board (CITB) in the UK is very con-
cerned about this and has put in place, some
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strong measures, one of which is that since 2003
no personnel will work on a construction site
without proof of qualification, including certifi-
cation for their understanding of health and safe-
ty issues (CITB 2003). In Nigeria, previous stud-
ies (Idoro 2008, 2011) have examined the occu-
pational health and safety efforts in Nigerian
construction companies and revealed that local
and regional contractors put in the same mana-
gerial efforts as their multinational counterparts
to achieve a safe and healthy construction work
environment. What is however not clear is ifthe
measures put in place for training workers on
health and safety is making the required impact.

2.3 Construction Personnel

The technical personnel comprises foremen
of different trade sections, specialist and gener-
al foremen, structural engineers, electrical engi-
neers, laboratory technicians construction en-
gineers and plant and equipment superinten-
dents. Others are cost accountants, estimators
or quantity surveyors and land surveyors.

The skills requirements for technical person-
nel are usually analytical and problem solving in
nature (Learning and Skills Council 2003). Ac-
cording to Yakubu (2005), a construction fore-
man, for instance should have the ability to iden-
tify and estimate the correct type and quantity
of materials required to complete a job and accu-
rately estimate how long a job will take to com-
plete and at what cost. After acquiring the skills
and knowledge, and with enough experience
they advance to supervisors or senior foremen.
Theyalso may become project managers or con-
struction superintendents (World Bank 1986).

The managerial personnel on the other hand
are responsible for applying the basic principles
of management to oversee the execution of
projects for the construction companies (Chit-
kara 2006). They are therefore expected to be
properlytrained on the use of management tech-
niques to effectively and efficiently manage re-
sources to deliver optimum performance. They
often go by the job titles; programmes manager,
constructor, construction manager, project en-
gineer, project manager, construction supervi-
sor, or similar designations (World Bank 2006).

2. 4 Objectives of Construction Labour
Training and Development

Since the advent of Human Resource Devel-
opment (HRD), labour training and development

have formed a vital component as indicated in
the literature. According to Tabassi et al. (2011),
they are designed to increase an individual’s
level of self awareness, skills and motivation to
perform duties well. Obiegbu (2003) in an effort
to justify the importance of labour training and
development to the construction industry out-
lines the following as its major objectives:

+ Enabling that personnel acquire sufficient
and relevant academic and technical knowl-
edge and skills for dealing with problems
of the Construction Industry.

+ Acquiring practical field exposure and lab-
oratory/workshop study that bear on en-
lightened application of the problems in the
Industry.

+ Appreciating through theoretical and prac-
tical field work exposure, the problem con-
fronting the Nigerian Construction Indus-
try with the aim of satisfying the need for
sourcing local construction materials, and
in so doing, sustaining Nigeria’s goal in
nation building process.

+ Providing the technical ability to visualize
and solve practical construction problems.

+ Providing managerial knowledge to make
sound decisions and implement them on a
prudent and economic basis.

+ Enhancing the safety of workmen in the
use of machines.

These objectives have further reinforced the
belief that a construction workforce well trained
and motivated will impact significantly on project
delivery. Tabassi et al. (2011) argue that training
plays a critical role in increasing workers’ adapt-
ability and flexibility which employers have
found to be increasing important. Thus, it isim-
perative to admit that every necessary step
should be adopted to meet the basic objectives
of training and development.

2.5 Factors Affecting Effective Labour
Training and Development Among
Construction Companies

Several studies have been reported in litera-
ture on the factors working against the effective
implementation of training and development
policies among construction companies partic-
ularly in developing economies like Nigeria.

First, the nature of employment in construc-
tion is a major impediment. According to Obieg-
bu (2003), the Nigerian construction is charac-
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terized by contractors, subcontractors and a large
number of self employed. As apparent from re-
search on the United Kingdom construction in-
dustry, self employment has devastating effect
on levels of training and is a critical factor in
explaining low levels of training in the sector
(Arkani 2003). Besides, the construction indus-
try unlike many manufacturing industries is con-
cerned mostly with one — off projects, thus cre-
ating retention problems and high rate of em-
ployee and apprentice turn over with consequent
difficulty in training.

Besides, the dominance of most of the con-
struction market by multinationals means that
expatriates are imported to do most of the highly
skilled jobs. The multinational corporations are
international businesses made up of firms from
a number of developed countries like USA, UK,
China and Japan. The main objective of these
multinationals is to amass profit and repatriate
same to their countries. Besides, the companies
import most of their expatriate workers from their
home countries and pay them heavily only to
pay peanuts to the Nigerian counterpart. The
implication is that most of the multinationals are
not willing to provide appropriate trainings to
the local workers.

Additionally, the neglect of vocational edu-
cation and the eventual rise of certificate syn-
drome have worsened effective construction
personnel training in Nigeria. This trend is evi-
dent in the poor funding of vocational schools
by government and lack of patronage by em-
ployers. The placing of more emphasis on aca-
demic oriented education has led to the escalat-
ing enrolment at the university level to the detri-
ment of the institutions that train middle man-
power (Arkani 2003). These have all led to the
low personnel skills in the construction indus-
try.

The failure of the local training bodies to fill
the gap has compounded the challenge. For ex-
ample, the Industrial Training Fund (ITF) isthe
statutory body established by decree no. 47 of
1971 in Nigeria, with a mandate to raise levies to
support training from all employees ‘in scope’
of it. However it has failed over the years in its
primary purpose of initiating, improving and fa-
cilitating trainings and development of training
standards for use throughout the construction
industry. This is with particular emphasis on
ensuring an adequately trained workforce and
establishing and enhancing national training
standard.

Finally, the unattractive image of construc-
tion work has branded the construction indus-
try as an institution where anybody can work.
According to Pears (2003), 3D represents an ac-
ronym for “Dirty, Difficult and Dangerous” de-
picting the perceived image of the construction
industry. In addition, the Industry suffers from
an image of poor pay and working conditions
and limited opportunities for career progression.
This has resulted in the exodus of potential work-
erswhowould have continued in their trade into
other sectors. Consequently, the pool of labour
available at this stage is not highly skilled.

2.6 Methods of Personnel Training

In order to effectively implement training and
development programmes, several methodolo-
gies have been put forward in previous studies.
Atiomo (2000) identifies On—The-Job Training
as the training in the normal work situation, in
the attitude/knowledge/skill behaviour pattern
appropriate to a task or job. In other words, the
trainee learns as he does his job and with time
perfects completely. Off-The—Job Training, on
the other hand, is the training in the attitude/
knowledge/skill behaviour pattern required for
a task, job or occupation away from the normal
work situation and day-to—day pressures (Smith
2002). Tabassi and Bakar (2009) made a compar-
ison between on-the-job and off-the-job train-
ing. According to the authors, in terms of em-
phasis, off-the-job training is about learning
basic facts and skills while on-the-job is about
getting the job done. The ultimate goal of off-
the-job is “knowledge” while that of on-the-job
is developing “best practices”. The knowledge
obtained from off-the-job training is static, de-
contextualized and general while the knowledge
obtained from on-the-job is dynamic, situated
and practice-oriented. In terms of topics/prob-
lems, off-the-job is given by curriculum while
they arise from and embedded in work situation
for on-the-job trainings. The scope of learning
for off-the-job is primarily individual while that
for on-the-job ranges from individual to group
and organisation (Tabassi and Bakar 2009).

Other training methods include: Apprentice-
ship programmes: are more comprehensive train-
ings that combines on — the — job training with
related classroom instruction and are available
for electricians, iron workers, carpenters and oth-
er artisans; Vocational training schools: are
vestibule schools which provide practical on —
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the — job knowledge and skills in diverse areas
of human endeavour and is more formal than
apprenticeship programme; Industrial training:
is a form of training that provides an on —the —
job situation for trainees and is usually part of
the curricular for higher educational programmes
in Universities, Polytechnics and lasts between
3 and 4 months. It is coordinated in Nigeria by
the Industrial Training Fund; Conferences and
Workshops: are for professional peers and su-
periors to rub minds, interact and share ideas on
developments within a profession or industry;
and Higher Qualification Programmes: include
diploma, graduate and postgraduate programmes
offered in institutions of higher learning and
companies and organizations alike use it as a
platform to sponsor their staff acquire knowl-
edge at the higher level to equip them with reg-
uisite skill to face more daunting tasks in the
organizations.

The various methods discussed above are
complementary in ensuring that the goals of
training and development are achieved in an or-
ganisation. There is however the question of
whether they are actually been utilized in the
construction industry especially in developing
economies.

3. METHODOLOGY
3.1 Research Approach

Research designs are plans and procedures
for research that span the decision from broad
assumptions to detailed methods of data collec-
tion and analysis (Creswell 2009). Quantitative
research method is used for testing objective
theories by examining the relationship among
variables (Sanders et al. 2009) and uses the col-
lection of quantitative factual data to study cor-
relations between facts and its relationships with
theories and findings of previous research (Fel-
lows et al. 2003). In other words, it uses assump-
tions to test theories deductively, building in
protections against bias and is able to genera-
lise and replicate findings (Creswell 2009). The
research is purely deductive in nature relying
on the quantitative survey approach using a
structured questionnaire.

3.2 Research Methods
3.2.1 Research Participants

Init, a field survey involving a sample of 116
respondents were randomly drawn from the

population of contractors registered with the
Federation of Construction Industry (FCI) and
practicing professionals registered with their var-
ious professional bodies. The specific bodies
are Council of Registered Builders of Nigeria
(CORBON), Architects Registration Council of
Nigeria (ARCON), Quantity Surveyors Regis-
tration Council of Nigeria (QSRCON) and Coun-
cil of Registered Engineers of Nigeria (COREN).

3.2.2 Measuring instruments

A questionnaire survey was used to elicit
the opinions of operators, artisans (technical
personnel) and the Builders, Quantity survey-
ors, Engineers and contracts/project managers
(managerial personnel) on personnel training
activities in their companies. They were asked
questions relating to qualifications as well as
rating of training programmes available in their
companies. Likert scale was used as the scale of
measurement.

Specifically, respondents were asked to rate
programmes in place in their companies for staff
development using a four point Likert scale of 1
for strongly disagree, 2 for disagree, 3 for agree
and 4 for strongly disagree (objective one). The
constructs measured are training policy, identi-
fying development and training needs, design-
ing and training programmes, acquisition of
skills, accreditation and evaluation of feedback.

In order to assess the qualification profile of
the respondents, they were asked to tick as ap-
propriate the qualification that fits in their present
status (objective two). The four constructs for
technical personnel are: city and guild, trade test,
General certificate of Education, Ordinary level,
and National diploma. Four constructs were
equally measured for the managerial personnel.
They include: National diploma, higher national
diploma, Bachelor of Science degree and Mas-
ters Degree.

For objective three, respondents were asked
to determine the level of effectiveness of the
methods of staff development in their compa-
nies using a four point Likert scale of 1 for not
effective at all, 2 for not effective, 3 for effective
and 4 for very effective. The constructs mea-
sured include: apprenticeship, vocational train-
ing, industrial training, and conference/work-
shops. Others are group training, National di-
rectorate of employment sponsored trainings,
higher qualification, and on-the-job training.
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In order to determine the significant scores,
a benchmark of (1+2+3+4)/4 = 2.5 was used. In
effect, those scores above 2.5 are significant
while the scores below 2.5 are not significant.

3.2.3 Research Procedure

The study covered six major cities in the six
states of the south - south geopolitical zone of
the country. A total of one hundred and eighty
(180) questionnaires broken down into thirty (30)
for each were distributed. Copies of the ques-
tionnaire accompanied by a letter of introduc-
tion and a self addressed envelope were distrib-
uted while they were given two weeks to com-
plete and post the questionnaire back to the re-
searcher. Purposive sampling technique was
used to administer the questionnaires. Out of
the 180 questionnaires distributed, 116 were re-
turned giving a total response rate of 64.7%.

3.3 Statistical Analysis
Descriptive statistical tools such as percent-

ages and means were used to analyze the data
collected. Also, Spearman’s Rank Correlation
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coefficient was used in this study to show the
degree of agreement between the technical and
managerial personnel on the effectiveness of the
training policies put in place by the companies.
It indicates the degree of agreementona-1to+1
scale and is based on the relative ranks of val-
ues by a group of respondents (Udofia 2011).
Sample estimates of correlation close to unity in
magnitude imply good correlation, while values
near zero indicate little or no correlation (Assaf
and Al-Hejji 2006). It is computed by the formu-
la:
= 2
Rs =1 - 62d )
N3 - N
Where Rs = Spearman’s ranked correlation coeffi-
cient

d = differences between the ranks
N = number of factors ranked

4. RESULTS AND DISCUSSION

The details of responses from the adminis-
tered questionnaires as indicated in Table 1
shows that 78 out of 120 responded from the
technical staff while 38 out of 60 responded from
the managerial staff giving a total response of
116 and a response rate of 64.7%. Respondents

Table 1: Analysis of detail of responses from administered questionnaires

Cities Tech Mangr Total % Distr % Resp
N/Distr N/Resp N/Distr N/Resp  N/Distr  N/Resp
P/H 20 17 10 8 30 25 16.7 13.9
YEN 20 14 10 7 30 21 16.7 11.7
CAL 20 13 10 6 30 19 16.7 10.6
WARRI 20 14 10 7 30 21 16.7 11.7
ABA 20 10 10 5 30 15 16.7 8.4
uyo 20 10 10 5 30 15 16.7 8.4
Total 120 78 60 8 180 116 100 64.7

TECH = technical MANGR = managerial %DISTR = % distributed %RESP = % response

P/H = Port Harcourt YEN = Yenegoa CAL = Calabar

Table 2: Analysis of the result on training programmes in place for staff development

Prog Tech Mangr Aggre

Mean Rank Mean Rank Mean Rank
T/POLICY 3.24 3 3.13 5 3.21 3
1,D andT 1.85 5 3.37 3 2.34 5
D/TP 2.87 4 2.74 6 2.83 4
AJS 3.41 1 3.5 1 3.44 1
ACCRED 3.35 2 3.39 2 3.36 2
EV/FED 1.59 6 3.32 4 2.16 6

PROG = programme TECH = technical MANGR = managerial AGGRE = aggregate T/POLICY = training policy
I,DandT = identifying development and training needs D/TP = designing of training programme A/S = acquisition
of skills ACCRED = accreditation EV/FED = evaluation/feedback
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from Uyo have the highest response rate of 13.9%
while the least of 8.4% each was from Warri and
Aba. Uyo got the highest response rate because
one of the authors is based in Uyo and was able
to follow up on the respondents effectively.

4.1 Identification of Training Programmes

The details of analysis of results to identify
the programmes in place for staff in the compa-
nies are shown in Table 2. Using a score of 2.5 as
bench mark for identifying significant factors,
all the six programmes are significant according
to the managerial staff. They are in order of rat-
ings: Acquisition of skills, Accreditation, ldenti-
fying development and training needs, Evalua-
tion/Feedback, Training policy and Designing
of training programmes. This means that in the
view of the managerial staff, all the six pro-
grammes are in place for staff in their organiza-
tions. The most rated programme is Acquisition
of skills.

On the other hand, only four programmes
are significant according to the analysis of the
responses of the technical staff. They include
Acquisition of skills, Accreditation, Training
policy and Designing of training programmes in
that order.

4.2 Qualification of Respondents

A breakdown of the respondents according
to their qualification profiles (Table 3) shows
that 33 or 42.3% of the technical staff have Trade
Test, 30 or 38.5% are G.C.E Ordinary Level hold-
ers, 12 or 15.4% are National Diploma holders
and 3 or 3.8% are City and Guild holders. This is
an indication that all the technical personnel
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Table 3: Analysis of result on qualification pro-
files of respondents

QLF/T NO % QLF/M  NO %
CandG 3 3.8 ND 9 23.7
TR/TST 33 42.3 HND 14 36.8
G.C.E O/L 30 38.5 BSC 9 23.7
ND 12 15.4 MSC 6 15.8
TOTAL 78 100 TOTAL 38 100

QLF/T = qualification/technical QLF/M = qualifica-
tion/managerial CandG = city and guild TR/TST = trade
test

possess one form of qualification. Also the re-
sult of analysis show from Table 3 that 14 or
36.8% of the managerial staff have Higher Na-
tional Diploma, 9 or 23.7% of the respondents
National Diploma and Bachelor of Science de-
gree each and 6 or 15.8% are Master of Science
degree holders. This shows that majority of the
managerial staff are holders of high profile qual-
ifications in the companies.

4.3 Level of Effectiveness of Training Methods

The result of analysis of respondents on
the effectiveness of methods of staff develop-
ment in the companies as shown in Table 4 indi-
cates that on — the — job training was rated the
most effective by both the technical and mana-
gerial staff. Apprenticeship scheme and voca-
tional training were rated second and third in
that order by the technical staff while confer-
ences and workshaops, Industrial training pro-
gramme were rated second and third in that or-
der by the managerial staff. However National
directorate of employment (NDE) sponsored
trainings and Company sponsored Higher Edu-
cational trainings were among the least rated
indicating that they are almost absent in the or-
ganizations.

Table 4: Analysis of result on the level of effectiveness of training methods of staff in the companies

Mtds Tech Mangr Aggre

Mean Rank Mean Rank Mean Rank
APPRT 3 2 3 6 3 2
VIT 2.77 3 3.16 4 2.89 3
IDUST/T 2.54 4 3.24 3 2.76 4
CON/WSP 2.23 5 3.32 2 2.59 5
GT 2 7 3.08 5 2.35 6
N/ST 2.05 6 2.29 7 2.13 7
HQ 1.69 8 1.87 8 1.75 8
oJT 3.69 1 3.39 1 3.59 1

APPRT = apprenticeship V/T = vocational training IDUST/T = industrial training CON/WSP = conferences/

workshops

G/T = group training N/ST = NDE sponsored trainings HQ = higher qualification OJT = on- the- job training



236 DUBEM I. IKEDIASHI, STEPHEN O. OGUNLANA, OLUWASEYI A. AWODELE ET AL.

Spearman’s rank correlation coefficient was
use to determine the level of agreement on the
effectiveness of the methods of training among
both technical and managerial personnel. Sub-
stituting the values of d and N into equation 1
gave a value of 0.38 meaning that the degree of
agreement is 38%. This means that there isa low
degree of agreement between the two groups
on the level of effectiveness of training policies
put in place by the construction companies.

4.4 Evaluation of the Findings

The purpose of this study was to appraise
the level of personnel training policies in place
among construction companies in a developing
economy (Nigeria). There isa general apprehen-
sion in the literature that construction compa-
nies particularly in developing economies are
far behind in this regard. This study therefore
attempts to fill this gap by testing this existing
proposition. To the best of the researchers’
knowledge, there isnowhere in the literature to
suggest that this has been done before.

Findings reveal that the training programmes
put in place by most construction companies
for the managerial staff are not consistent with
that for the technical staff. The findings clearly
indicate that acquisition of skills is given the
highest amount of priority according to both
categories of personnel. The managerial person-
nel however are of the view that all the six pro-
grammes are in place in the companies but with
varying degrees of implementation. The techni-
cal personnel who are mostly artisans and sub-
ordinate staff in the companies however differ
slightly in their opinion insisting that there are
only four programmes in place in the construc-
tion companies. A possible explanation for this
is that the managerial personnel who are mostly
at the top level of management may be out of
touch with what is going on at the lower level.

Findings from the result also reveal that most
of the personnel posses paper qualification as
entry qualification. However, from personal in-
terviews with most of the respondents, there
have not been any opportunities to go for high-
er qualifications as the companies are not will-
ing to sponsor mostly the low level technical
staff for higher trainings to improve their qualifi-
cation profile. The possible explanation for this
hinges on previous studies which have suggest-
ed that non permanent nature of construction

projects have given room for break-up and read-
justment of site personnel for site production
(Odusami et al. 2007). Most companies are there-
fore not willing to commit huge resources to
training personnel especially at the lower level.

On-the—job training is the most effective
method of training /staff development in the
companies according to the respondents. This
is largely expected as most duties in the con-
struction industry are mostly carried out on-the-
site giving opportunities to large group of em-
ployees to be trained while on the job.

There is significant difference in the opinion
of the two groups of personnel according to the
result of the test of hypothesis. The possible
explanation for this result is that while there are
effective training policies for managerial person-
nel, the story is likely to be different from the
perspective of the technical personnel.

This study had two major limitations. The
research was conducted in one of the six geo-
political zones of Nigeria using mainly quantita-
tive techniques to test existing theories. A larger
scale follow-up study is suggested using quali-
tative techniques such as interviews and obser-
vations to triangulate the findings of this study.
Besides, it was carried out in Nigeria, one of the
many developing economies. It will be useful to
see how the outcome of this research can be
compared with that conducted in other coun-
tries in the developing world.

5. CONCLUSION

The study focused on the appraisal of per-
sonnel training policies of construction compa-
nies in south-south Nigeria with a view towards
assessing the qualification profile of staff, iden-
tifying the training programmes in place in the
companies and determining the level of effec-
tiveness of their methods of training. It is clear
from the study that things are far from being
right in the training of personnel in the construc-
tion industry in Nigeria. Having carefully ap-
praised the phenomenon under investigation,
and analyzed the relevant data, the study re-
vealed that although both the technical and
managerial employees identified some basic pro-
grammes as applicable in the companies, they
are clearly inadequate. Besides, the study has
provided greater insight into the level of effec-
tiveness of the methods of training identified.
On-the—job training was rated the most effec-
tive. The study also revealed that the training
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policies of most of the construction companies
provide opportunities only to selected members
of staff especially those at the managerial level.

6. RECOMMENDATIONS

Based on findings of the study and sugges-
tions made by respondents, the following rec-
ommendations are made:

1. Construction companies in the zone should
make it a policy to provide adequate training for
every employee irrespective of his/her cadre in
the companies.

2. The government in conjunction with the
stakeholders should review the policies of the
companies to ensure that adequate provision is
made for staff development through workshops
and other human development schemes.

3. Government should provide the enabling
environment for effective training by enacting
enabling legislation that will make it mandatory
for construction companies to train its staff.
More research should be conducted to explore
the relationship between personnel training pol-
icies and construction project success.
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