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ABSTRACT
The study examines the effects of apprenticeship training on entrepreneurship
development in developing economies: A case study of Nigerian apprenticeship system. The
study seeks to ascertain how apprentices acquire technical and entrepreneurial skills for selfemployment; assess the extent to which apprentices acquire entrepreneurial skills and
knowledge for entrepreneurship development, and also identify the challenges encountered by
apprentices in course of skill acquisition. The study adopted the survey design and interview
apprentices in specific vocations. The sampled data were analyzed using Chi-square technique
on Statistical Package for Social Science (SPSS v.20). Experts from the academia and industry
validated the instrument. The results reveal that: apprentices acquire technical and
entrepreneurial skills for self-employment through formal and informal apprenticeship training
systems; Lack of qualified manpower, insufficient training tools, inadequate infrastructure
facilities and lack of start-up capital impede the course of skill acquisition and apprentices do
ultimately acquire sufficient entrepreneurial skills and knowledge for entrepreneurship
development. The study recommends that the government should provide physical, financial, and
moral support for apprenticeship training to boost entrepreneurship development.
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Formal

INTRODUCTION
Apprenticeship is an instructional method for teaching an acceptable way of
understanding and doing tasks, solving problems, and dealing with problematic situations
(Collins et al., 1989). Apprenticeship is a system of training a new generation of practitioners of
a structured competency, a basic set of skills (Werner and Desimone, 2006). It includes craft
occupations or trades and those seeking a professional license to practice in a controlled
profession. Apprentices build their careers from apprenticeships while working for an employer
who assists in learning the trade or profession in return for labor at an agreed period within
which they should have acquired measurable competencies. The requirements for a successful
apprenticeship programme for individuals include initiative, perseverance, and ambition. In
practically every skilled occupation, a fundamental knowledge of arithmetic is necessary. The
ability to read, write and speak well is relevant in any work of life but in some apprenticeship
occupations, it is more important than in others (www.definitions.net/definition/apprenticeship).
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Apprenticeship training is vocational training where a basic vocational or special
vocational qualification is gained as a competence-based qualification. In this, one develops as
an entrepreneur, develop the business and put what he learns into practice with the support of a
mentor. Apprenticeship training will suit an entrepreneur just starting up: if he wants to boost his
new business, if he wants to find new partners and networks to support his business, and if he
wants to acquire skills in entrepreneurship in addition to his vocational skills. Apprenticeship
training will suit an experienced entrepreneur: if he wants to increase his entrepreneurial and
management skills by expanding his company, if he wants to systematically develop his
company’s products or services, and if he wants to carry out company reorganization or change
(https:mentoripankki recit.fi/en/entrepreneurs-apprenticeship-training).
Countries with varying duration and degrees of involvement in the production process
uphold apprenticeship training. The scale of apprenticeship programmes varies widely across
countries, reaching up to 4% of the work in Germany and Australia but only 0.3% in the United
States (Lerman, 2013). Apprenticeship arrangements involve employees who have formal
agreements with employers to carry out a recognized programme of work-based and classroom
learning. In essence, apprentices are engaged in the production process under a trainer and
mentor at the same time while acquiring adequate occupational competence for certification by
an external regulator. It is the first step to creating a new way to join the ever-evolving and
powerful movement of entrepreneurs thereby bringing social entrepreneurship into the
mainstream while offering feasible career options to people regardless of class
(www.unltd.org.uk). Businesses must have their say in training tomorrow’s workforce, offering
employers the power to design apprenticeships, hence, young people in these programmes will
have the opportunity to learn sought-after skills and enjoy a great start to a working life
(www.unltd.org.uk). Entrepreneurship and innovation are the Heart and soul of a successful
modern economy. The proposed new apprenticeship standard will help students and teachers to
recognize that starting your own business is a valid and positive career choice. It will give
enthusiastic young people a chance to learn the ropes of running a business before setting out to
build something new of their own (www.unltd.org.uk). Apprenticeships are an excellent way of
attracting new talent into the organization and re-skilling existing staff using the career
development programme. Apprenticeships are work-based learning programmes which are
available to anyone over the age of 16. Apprenticeships run for 12, 18 or 24 months depending
on the level of qualification being studied on the apprenticeship (content.hee.nhs.uk). Under this
setting, the apprenticeship window will allow young people to acquire work experience while
building their entrepreneurial skills and key character traits such as resilience, determination and
self-management, as well project management, customer service and networking
(www.unltd.org.uk).
Basically, apprenticeship has been an ageless method of training young people in
catering, business, craft, agriculture, and trade in Nigeria and all over Africa. When youths
achieve the status of skilled workers, they become responsible and relevant members of the
society. The apprenticeship system was recognized in Nigeria after the Nigerian-Biafran war of
(1967-1970). Many parents who were stranded after the war were forced to send their children
(12-20 years) on apprenticeship. In the trade apprenticeship system, the trainer and the
trainee are into an agreement for a period range of 4-7 years, whereby, the apprentice is to serve
and learn from the master. The mode of settlement is usually contained in the agreement. Many
trained apprentices achieved excellence after their masters had “settled” them. This is because
they had the opportunity to acquire business acumen, work attitude, and interaction with other
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practitioners (Onyima et al., 2013). Apprenticeships are an efficient and cost-effective way of
building a workforce. Unfortunately, the Nigerian school system does not consider
apprenticeship as a genuine path into a career (Ebiringa and Okorafor, 2010). The mode of
apprenticeship as a mean towards career building is usually one that is premised on either a
difficulty in the level of livelihood, which is expressed as a family’s inability to pay school fees
and other formal educational levies or when an individual is perceived to do poorly in school.
Individuals that do poorly in school are usually advised to either go learn a trade by serving a
“master” or by learning a skill, these concepts are locally known as “Igbaodibo” and “Imu Oru
Aka” respectively (Ama, 2015). Although in 1987, the only formal career prone apprenticeship
scheme was the National Open Apprenticeship Scheme of Nigeria which was organized under
the “Nigerian Directorate of Employment”, this scheme was short-lived (Okafor and Akinwale,
2006)
Apprenticeship training programmes cover the following areas: automotive technician
apprentice, carpentry apprentice, electrical apprentice, gas fitting apprentice, heat and frost
insulator apprentice, heavy-duty equipment technician apprentice, industrial electrician
apprentice, ironworker-reinforcing apprentice, cabinet maker apprentice, metal fabricator
apprentice, millwright apprentice, motor vehicle body repair apprentice, motorcycle and power
equipment mechanic apprentice, plumbing apprentice, refrigeration apprentice, sheet metal
apprentice, truck and transport mechanic apprentice, transport trailer technician apprentice,
welder apprentice, etc (https://www.bcit.ca/apprenticeship/students/training). Apprenticeship is a
job with training, in other words, gaining recognized qualifications and essential skills whilst
working and earning a wage (www.careerswales.com).
LITERATURE REVIEW
Apprentices Acquisition of Technical and Entrepreneurial Skills through Formal and
Informal Apprenticeship Training Systems for Self-Employment
The federal, state and local government having realized the unprecedented
unemployment of technical college graduates in the country, emanating from lack of practical
experience for productive and marketable skills, adopted vocational education and training as
one of the measures to address the problem. In actualizing this, an apprenticeship training
scheme was introduced and administered under the National Directorate of Employment Scheme
(NDES) (Oranu, 1993). Apprenticeship training scheme was introduced and administered under
the National Directorate of Employment Scheme (NDES) to address the problem of lack of
practical experience for productive and marketable skills, thus, provides vocational education
and training. Apprenticeship is an important route to skills acquisition in most African countries
including Nigeria (International Labor Organization (ILO), 2009).
John and Cyril (2015) posit that the apprenticeship system in vocational trades seems to
have one advantage over that of formal technical education. This has to do with the amount of
daily practical work done as compared to that of the technical colleges where both practical and
theory, including some basic subjects, are taught. However, the practical aspects dominate the
apprenticeship training system. Apprenticeship training system also called non formal vocational
education and training refer to training on-the-job. This is based on an arrangement between the
master craftsman and the trainee established by either written or verbal agreement which allows
the apprentice to be trained under the tutelage of a master craftsman (Okorie, 1979).
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In West Africa, traditional (informal) apprenticeships are a more important source of training
than formal training and vocational education systems. Informal apprenticeship contributes
significantly to youth employment and empowerment, and there by ensures productivity and
reduces youth restiveness Adams et al. (2013). Apprentices embarked upon informal
apprenticeship training as an alternative to formal education. This is because most of the
apprentices cannot afford secondary, technical and tertiary education. As a result, the apprentices
choose to acquire apprenticeship skills that will make them be employed in the society (Breyer,
2006; Adams et al., 2013).
For both the rural and urban economies, apprenticeship is a vital training system which is
predicated on a training agreement between an apprentice and a mentor or trainer. In this
agreement which may be unwritten or written, the master or mentor accepts to train the
apprentice in the relevant competencies of his or her trade, spanning a substantial time period
between one and four years. On the other hand, the apprentice or trainee accepts and devotes to
contributing productively to the progress of the trade, profession or enterprise. Training is
incorporated into the production process in which trainees learn by working with the experienced
mentor or master of the craft. Informal apprenticeship systems are widespread in many countries
and are considered the most important source of skills training in Africa and South Asia. As put
by (ILO, 2011), informal apprenticeship is a socially accepted practice for transmitting skills
from one generation to the next. Hence, at their workplaces, apprentices not only learn relevant
technical skills but are also introduced to a business culture and a business network (ILO, 2011).
Familiarity with these environments increases their chances of employment once the
apprenticeship is complete (ILO, 2010). Generally, the knowledge of these surrounding
influences enhances opportunities for jobs and employment at the completion of the training. The
formal apprenticeship was introduced through the formal school system in Kenya. All African
primary schools were vocational during the colonial system. The policy was enforced by
providing funds only to schools following established vocational curricula. Students spent most
of their time in vocational subjects (e.g. carpentry, masonry, and agriculture) where they produce
actual goods for sale. The theoretical aspects of their training were learned at night. According to
(King, 1977), few of the primary school graduates actually worked in the vocation for which
they were trained. However, (Johnson and Ferej, 1997) observe that most of them sought clerical
jobs which paid better wages and provided improved job security compared to skilled
occupations. Thereafter, the typical formal apprenticeship involved attending a government trade
school for a year or two after primary education. This training was then followed by employment
in one of the government corporations or department, or some large corporations in the private
sector. During the apprenticeship term, the learners would take trade tests at appropriate levels of
the programme and since these tests were practical examinations, they provided a mechanism for
legitimizing and enhancing the status of individuals who had acquired their skills through the
informal system (Johnson and Ferej, 2000). Additionally, other benefits associated with the
system are that trainees secure remunerations proportional with their skills as well as improve the
chances of employment. In Kenya, the industrial training act of 1973 clearly stipulated the
duration of the apprenticeship programme (not less than four years), the content of training,
remuneration procedure, and the evaluation process, as well as the theoretical and practical to be
provided at governmenst-owned vocational training institutes (Johnson and Ferej, 2000). A
minimum of two years of secondary education was established as an entry requirement and
proficiency examinations patterned after traditional examinations, informal education was also
introduced (Johnson and Ferej, 1997). Both formal and informal apprenticeship systems are
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geared towards entrepreneurship development. Entrepreneurship is getting more recognition
because of its strong relationship with innovation and economic growth and development. The
economic growth is characterized by the positive contribution of individuals who like to innovate
and initiate their own business commonly referred to as entrepreneurs. Entrepreneurs are always
willing to take the risk in order to exploit the opportunities they find around them (Hisrich et al.,
2007). Hisrich (2005) sees entrepreneurship as a process in which individuals create and develop
something innovative and creative by investing their resources and time and also take the various
form of risks like financial, physical, psychological and social risks. In return, they get
satisfaction and a sense of independence. Brockhaus (1980) defines entrepreneurship as the
willingness of the individual to start a new business. Thus entrepreneurship is all about creating
something new by investing resources and showing the willingness to take risks to avail the
opportunities in the environment (Akram and Syed, 2017).
However, Entrepreneurship development focuses on the study of entrepreneurial
behavior, the dynamics of business set up, development and expansion of the enterprise.
Additionally, entrepreneurship is the process of boosting entrepreneurial skills and knowledge
through structured training and institution-building programmes. It basically aims to enlarge the
entrepreneur’s base in order to hasten the pace at which new business ventures are created. This
accelerates employment generation and economic development (Zgheib and Philippe, 2017).
Entrepreneurship development deals with the development of entrepreneurial personality:
skills, values, motivation, and behavior of an individual which will enable the person to perform
the entrepreneurial role. Nevertheless, entrepreneurship development involves the actual
investment of financial resources, time and effort and also performing managerial functions to
ensure the success of the business enterprise.
Entrepreneurship is propagated to reduce the increasing rate of unemployment, economic
stagnation, as well as to enhance competitiveness and growth of businesses. The attempt which
was made to promote and develop entrepreneurship is thus by giving specific assistance to
improve the competence of the entrepreneur and his enterprise so as to achieve his
entrepreneurial objectives and train more people to become entrepreneurs as well. Supportive
and coordinated government policies can boost entrepreneurship. Entrepreneurship is channeled
to the creation of employment and economic growth. Government policies and programmes do
significantly affect the level of entrepreneurship within a country. As stated by (Odeigah, 2012),
many governments vouch for support for entrepreneurial businesses, but usually, lack specific
policies and coordinated programmes to support such activities.
Previous researchers maintain that successful apprenticeship training increases the
probability of informal employment relative to having no job. Besides, a certified apprenticeship
training programme can also offer an opportunity for a change of employment career from the
informal to the formal, most likely with better employment benefits (Monk et al., 2007). The
earlier discussion supports this hypothesis,
H1: Apprentices acquire technical and entrepreneurial skills through formal and informal apprenticeship
training systems for self-employment.

The Extent to which Apprentices acquire Entrepreneurial Skills and Knowledge for
Entrepreneurship Development
Apprenticeship training in Nigeria largely followed the traditional system for many
decades until 1971 when industrial training fund ITF was established as the premier skills
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acquisition training institution in Nigeria (Anyakora, 2015). Similar institutions also created
include; Administrative Staff College of Nigeria (ASCON), Nigerian Council for Management
Development (NCMD), and the National Directorate of Employment (NDE). The NDE trains
unemployed persons to acquire vocational skills, entrepreneurship or business development,
labor-based works, rural employment promotion. NDE also offers job placement guidance and
counseling to unemployed people (Monk et al., 2007).
Apprenticeship training programmes provide opportunities to people who are willing to
acquire performance skills in specific trade areas. Apprenticeship training programme is a viable
means for obtaining a lucrative, professional and marketable career.
Apprenticeship training programmes provide opportunities to people who are willing to
acquire practical and relevant basic theory of the occupation (Anyakora et al., 2015). Successful
apprenticeship increases the probability of informal employment relative to having no job. In
addition, apprenticeship training programme can offer an opportunity for a change of
employment career from the informal to the formal sector, most likely with
better employment benefits and increased prospects for progress (Monk et al., 2007). Gurol and
Atsan (2006) posit that entrepreneurship is critical for the economy as entrepreneurship is an
engine of economic progress, job creation as well as social adjustment. According to (Stefanovic
et al., 2009), entrepreneurship is highly linked to Small and Medium-sized Enterprises (SMEs)
which are the main driving component of the developed market economies because they provide
the springboard for industrial growth and economic development. Small and Medium-sized
Enterprise (SME) is legally defined by the European Union as an independent company with no
more than five hundred (500) employees (https://www.whatls.com). Micro enterprises refer to
SMEs with less than five (5) employees. Enterprises in the industries with less than one hundred
(100) regular employees can be classed as small and medium enterprises. Small and Mediumsized Enterprises (SMEs) are essential to the economy of developing countries in terms of
growth, productivity, technological competitiveness and employment generation (Sobanke, et al.,
2014). Small and Medium-sized Enterprises (SMEs) are regarded as the backbone of an
economy for their dominant role in the economic development of a country (Dyerson et al.,
2009).
A multi-disciplinary field which integrates personnel and project management skills with
sound knowledge of technological systems and operations is regarded as technology
management. Technology management may involve innovation and entrepreneurship that relates
to technologically-based businesses. Technology managers are needed in companies to ensure
that
their
computing
and
technical
systems
are
adequate
and
secure
(https://www.allengineeringschools.com).
Technology Management refers to the effective integration of technological
considerations into business decision making (Horwitch and Stohr, 2012). Otherwise, ultimate
goal of technology management is to advance competencies for creating or improving products,
processes or services in the market place. Major components of technology management (such as
information management, innovation management, entrepreneurship, new product development,
intellectual property, etc) are increasingly recognized as essential for continued corporate and
societal well-being (Atkinson and Andes, 2010).
Innovation Management is essential for organizational survival. This field offers several
insights for managers of technology-oriented companies through introduction of new products,
processes or services to market (Bolukbas and Guneri, 2018).
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Technology Competency is designed to present various aspects of technology
competency issues that guide firms based on decision criteria: technology policy, technology
strategy, strategic plans, technology road mapping, technological environmental dynamism,
sustainable development, competitive strategies, marketing strategies, strategic and tactical
marketing activities, strategic management, strategic decisions, corporate culture, intellectual
property rights, intellectual property management, technology transfer, technology
commercialization, technology investment, technology sourcing, efficient collaboration, quality
improvement, technology adoption, technology advancements, technology skills, scenario
planning, organizational performance, supply chain performance, research and development
management, new product development, information management, open innovation, innovative
changes, adaptation of innovations, entrepreneurship activities, human capital, managerial
ability, general and policy research as qualitative infrastructures and approaches (Badawy, 2009;
Levin and Barnard, 2008).
Research and Development (R&D) refer to the process by which a company tries to
gather new knowledge that can be used to create new technology, products, services, or systems
that it will sell or use. Research and development do not only applies to pharmaceutical and
technology companies but also applicable to producers of consumer products
(https://www.shopify.com).
Research and development capability relates to innovation decision capability, which is
required for knowledge management innovation and for minimizing uncertainty and risk
activities (Bolukbas and Guneri, 2018).
Economic growth refers to the capacity of an economy to increase production of goods
and services compared from one period of time to another (https://www.investopedia.com).
Economic growth differs from economic development. Development concerns sustainability that
meets
the
needs
of
the
present
without
compromising
future
needs
(https://www.intelligenteconomist.com).
The concept of an entrepreneur can also be considered from the business, management
and personal perspectives. To an Economist, an entrepreneur is the person that combines human
materials, information, financial and physical resources to produce goods and services, and also
the one who introduces changes, innovations, and a new order whilst to a Psychologist, an
entrepreneur is typically driven by certain forces especially the need to obtain/attain something,
to experiment, to accomplish, or perhaps to escape the authority of others (Odeigah, 2012). To a
businessman, the same entrepreneur may be a source of supply, a customer, or someone who
creates wealth for others, as well as funds better ways to utilize resources, reduce waste and
produce jobs others are glad to get (Odeigah, 2012).
Entrepreneurs that are successful will have many qualities in common with one another.
They are confident and optimistic, disciplined self- starters. They are receptive to any new ideas
that cross their path. Entrepreneurs are not thwarted by their defeats. Ori and Theuri (2016)
observe that entrepreneurs see defeat as an opportunity for success, and are determined to make
their endeavors succeed and do not agree that something cannot be done. The entrepreneur has
strong communication skills to sell the product and motivate employees, make critical
contributions to a nation’s economic development and bring technology intensive, often risky,
innovations to the commercial market thereby helping to develop whole new industries (Ori and
Theuri, 2016).
An entrepreneur needs to constantly come up with new ideas, and make good decisions
about opportunities and potential projects. An entrepreneur exhibits the following features:
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optimism, vision, initiative, drive, persistence, tolerant and above all, resilient. Optimism is the
trait that keeps him confident and motivated in the pursuit of the desired goal. Vision, on the
other hand, enables an entrepreneur to consider areas for improvement easily. Therefore, he can
create a compelling vision of the future, as well as condition other people to engage with that
vision. Additionally, an entrepreneur has initiative and can instinctively start problem-solving or
business improvement projects. Drive and persistence help an entrepreneur to stay self-motivated
and energetic, hence, prepared to work hard for a very long time to realize his goal. Risk
tolerance also enhances his ability to take risks and make decisions when facts are uncertain
while resilience helps him to learn and grow from his mistakes and failures. He can pick up
himself when things don’t go as planned (www.mindtools.com).
Ori and Theuri (2016) argue that in the closing decades of the 20th century,
entrepreneurship gained increased recognition among economists as a significant driver of
improvements in societal welfare. Around the world, governments have recognized the role of
entrepreneurship in influencing individuals to create new prospects that can drive beneficial
change and bolster the economy in their societies (Blenker et al., 2008; cited in Ori and Theuri,
2016). The entrepreneurial spirit is now seen as the main source of innovations in nearly all
industries leading to the birth of new enterprises and the growth and renewal of established
organizations. Entrepreneurship is the dynamic process of creating incremental wealth. The
wealth is made possible by individuals who provide value for product/service and undertake the
huge economic risks in terms of time, capital, equity, time, as well as career commitment.
Entrepreneurship is an important tool for expansion of economy as it identifies, assesses and
harnesses economic opportunities thereby revitalizing existing firms, encouraging start-ups, and
stimulating economic growth via job creation, skills, competencies, and innovation. These
positive values help to improve the general well-being of the people and society.
The commitment of the government to entrepreneurship took a significant leap after the
Structural Adjustment Programme (SAP) of 1986 (Fadeyi et al., 2015). The establishment of the
National Open Apprenticeship Scheme (NOAS), and the Small, Medium Enterprise
Development Association of Nigeria (SMEDAN) and the National Directorate of Employment
(NDE) adds credence to the afore-mentioned government commitment to entrepreneurship
growth in Nigeria. The Nigerian government also promotes entrepreneurial development through
initiatives that build innovation, social responsibility, positive business climate an attitude,
business confidence, pride of success, thereby sustaining inter-firm linkages, research, and
development (Fadeyi et al., 2015). Other initiative includes the introduction of entrepreneurial
studies into the Nigerian higher education curriculum as a mandatory course. The Centre for
Entrepreneurship Development (CED) was established to teach and encourage students of higher
institutions to acquire entrepreneurial, innovative, and management skills. The CED’s goal is to
make the graduates self-employed, self-reliant, create job opportunities for others and to generate
wealth (Fadeyi et al., 2015).
Previous researchers established that apprenticeship training in the informal sector in
Ghana tend to increase the trainee’s opportunity for employment both in the formal and informal
sectors. Apprenticeship training programmes, produce highly skilled workforce, needed for
economic development of a nation, and can be used as sustainable means of increasing youth
employment Breyer (2007) cited in (Anyakora et al., 2015). Accordingly, it is expected that
apprentices acquire sufficient entrepreneurial skills and knowledge for entrepreneurship
development. And thus, this hypothesis is supported by the earlier discussion.
H2: Apprentices acquire sufficient entrepreneurial skills and knowledge for entrepreneurship development.
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Apprentices Challenges in the course of Skill Acquisition and Self-employment
Apprenticeship, mostly supply the technical competencies required for paid employment,
however, it is unclear if apprentices receive the skills they needed to be successful at selfemployment. This is because some former apprentices become unemployed at the end of the
four-year formal apprenticeship period because the apprentices could not secure employment
elsewhere. Also, (Fields, 1990; King, 1990) remarked that some former apprentices are unable to
find paid employment or when they do, may find wages in the smaller firms to be lower than
their pay in the larger companies where they had received their training and as result a
substantial number of former apprentices leave formal wage employment and choose to enter
into self-employment. This phenomenon as (ILO, 1988) observed is similar for a large number of
artisans in the country that were trained via the informal apprenticeship system. Certainly, many
enter self-employment at some point after acquiring sufficient skills through training-on-the-job.
However, job security and wages in the informal sector tend to be less competitive, and those
who were trained from the informal system of apprenticeship begin their own businesses to earn
income and security (Abdel- Fadil, 1983; cited in House et al., 1990).
Sometimes, informal apprenticeship does not adhere to the principles of decent work. The
reasons include that they usually work long periods of time per day with little or no breaks, many
instances of very poor remuneration, wages or allowances; high exposure to illness and
occupational hazards, strong gender imbalances as well as stereotypes which persist in
apprenticeship trades. In addition, the informal system can be easily abused, for instance, some
mentors or trainers violate apprenticeship agreements by poorly imparting their skills to the
trainee, thereby delaying the maturity period and extending their dependence on them. In
extreme cases, sometimes, the informal system of apprenticeship easily masks as child labor.
Essentially, apprenticeship is a common trend in the world in which youth and adolescent are
empowered. The world-changing realities of globalization, competitiveness and a knowledgebased economy, strongly underscore the relevance of technical skills acquisition among workers.
Specifically, apprenticeship as a veritable tool which is one of the functional prerequisites for
employment generation and poverty reduction at low investment cost as well as improving the
wellbeing of the individuals has not been adequately harnessed in tackling the unemployment
surge among youths who are meant to be drivers of development in Nigeria. Consequently,
Fajobi et al. (2017) admits that reasonable attention which should have been focused on
alternative empowerment schemes, especially apprenticeship to activate the role of youths in
development has been conspicuously neglected.
The form of a decline in apprenticeship has evolved through a socio-cultural process in
the society. Apprenticeship is generally seen to be meant for people who cannot cope with the
demands of the formal education system or those whose parents cannot afford to sponsor their
education. However, this particular problem discourages young graduates and youths to get into
the system. People undergoing apprenticeship are seen as "never do well” people and they are
not given deserved respect as their counterparts in the formal school system (Adekola, 2013).
The problem facing the practice of apprenticeship in developing countries involves funding.
Financial problem, in most cases, made it difficult to sponsor apprenticeship training for the
agreed period. Necessary equipment that can improve efficiency and meet up with technological
needs was inadequately provided by the master craftsmen for apprenticeship training.

9

1528-2686-25-1-201

Academy of Entrepreneurship Journal

Volume 25, Issue 1, 2019

Consequently, the number of apprentice on training was reduced because many youths do not
desire to go for apprenticeship training but would prefer motorcycle riding or taxi driving
business to start to make money (Anyadike et al., 2012). There is a problem of inconsistency in
running apprenticeship programmes. Some of the established apprenticeship programmes are no
more functional and some are on the verge of winding up. Most times, the transition in
government causes the established apprenticeship programmes to be neglected or dropped. The
National Directorate of Employment in one of its programmes runs National Open
Apprenticeship Scheme (NOAS) which attach apprentices to companies, ministries, parastatals,
organized private sector, and professional craftsmen and women so as to sustain apprenticeship
training and skill acquisition. However, such an effort could not bear fruit and has been
forgotten. It has been observed that some of the apprenticeship systems in Nigeria pay more
attention to practical skills without theoretical knowledge.
Previous researchers established that the biggest asset that former apprentices bring to
self-employment is technical skill; however, they typically lack business skills and therefore,
could not effectively manage their businesses. The majority of these businesses have poor
growth rates (Johnson and Ferej, 1997). Thus, this hypothesis is supported by these arguments,
H3: Lack of qualified manpower, insufficient training tools, inadequate infrastructural facilities and a lack
of start-up capital significantly impede the course of skill acquisition.

THEORETICAL FRAMEWORK
Transformational Theory
This theory by Brinkerhoff and Montesino (1995) explores two management
interventions, pre-training expectations and an after-training follow-up on the transfer of skills
from training programs to the work situation in Michigan, USA. The tenet of the theory is that
knowledge is gained when there is a transfer of skills from training programmes to work
situation or environment. The theory was further modified by Montesino (2002) and holds that
training is necessitated by the desire for knowledge and skill acquisition and such desire is aimed
at achieving a particular goal/objective. It holds also that proper training results in satisfaction
and performance; that well-trained worker helps to increase productivity and profitability. The
theory states further that investing in employee training improves worker retention rates,
customer satisfaction and creativity for new product ideas. It equally states that effective training
saves labor by reducing time spent on problem-solving and saves money in the long run by
producing a better workforce. A company’s financial standing can be improved by training. Poor
performance often results when employees do not know exactly what they are supposed to do,
how to do their jobs or why they need to work a certain way. The application of this theory to
this study is predicated upon the fact that improved performance in SME organizations come
from knowledge and skill transfer from a master craft person to an apprentice in the workshop.
From the foregoing, therefore, it is important to note that training apprentices to acquire skills
influence SMEs performance through records of the apprentices' output and this has a
transformational effect on the apprentices, hence the choice of transformational theory.
Bandura’s Social Learning Theory
Bandura (1977) propounded his social learning theory in Alberta, Canada. The
theory affirms that people learn from one another, via observation, imitation, and modeling.
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The theory has been described as a bridge between behaviorist and cognitive learning theories as
it encompasses attention, memory, and motivation (Bergh and Theron, 2006). This social
learning theory applies to this study in that learners of craft acquire knowledge and skills by
keenly observing and imitating their masters. People who learn by doing are more likely to
produce products and services faster and can actually boost SMEs’ performance. The application
of Bandura’s theory of observation can be seen at workplaces when a beginner imitates a skillful
worker in a given profession. Thus, a beginner should first see how others work before he starts
operating. The master, at the same time, may not be expected to apply the modern didactic
principles of teaching the skills.
An apprenticeship program is a means of facilitating the training process. This kind of
training process can, in fact, be explained using Bandura’s (1977) theory of imitation or
observation. The theory gives value to both the environment and the mental aspect of the human
being. The theory consists of four basic components; namely, attention, retention, reproduction,
and motivation. Accordingly, the theory asserts that people learn much about behavior by
observing others. In order to learn they should pay attention to the behavior, they want to imitate.
Attention may not be enough. It should be accompanied by retention in order that the observed
behavior can be used in the future. The retained behavior should also be reproduced or applied to
the situation that requires it. The last task can be accomplished when the person is motivated
(Grieve and Mojapelo-Batka, 2005). The nature of learning, in the apprenticeship training
process, requires the trainee to observe the skills of the master, supervisor or
craftsman/craftswoman. During this process, the apprentice does not passively grasp all that he
or she observes or listens; instead, he or she critically asks questions.
Person-Environment-Fit Theory
The theory described here was initially proposed by French et al. (1974) at Michigan
University. Person-Environment fit (P-E fit) is described as the degree to which individuals and
environmental characteristics match as supported by Dawis (1992.) Person-environment fit is
relevant because it helps in understanding adjustments in organizations. The theory of personenvironment fit affirms that everyone has a work environment with which they are most
compatible. The idea of PE is grounded in Kurt Lewin's maxim, that behavior is a function of
person and environment. Characteristics on the personal side of the equation include interests,
preferences, KSAs (knowledge, skills, and abilities), personality traits, values, and goals. The
environmental factors may include such things as vocational norms, demands of the job, job
characteristics, and organizational culture and values. The basic rationale of the theory is simply
that if you work in an optimally compatible environment, all sorts of good things happen, such as
improved work attitude, performance, and less stress.
Other fit Models include Person-Vocation Fit, Person-Job Fit, person-organizational fit,
person-group fit and person-person fit. Person-vocation fit is a fit between one and a specific
vocation. This is the broadest form of person environmental fit and is defined by how closely an
individual's interests match the interests of others who are members of the vocation. For
example, if one loves entrepreneurship, learning about craft, and helping others may be a good
vocational fit. Person-job fit: is a fit between one and a particular job. It is a fit between one’s
knowledge, skills, and abilities and the requirements of the job; one’s needs and interests and the
resources that can be provided to the job to fulfill the job requirement. The above theoretical
groundings as applied in this study presuppose that the characteristics of apprentices must be in
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alignment with the characteristics of the workplace and that of the craft master. This fit is
necessary as organizational objectives are achieved through coordination and joint performance.

Models of Environmental Fit
Person-environmental fit research has sub-categories (Models) of environmental fit. The
models are discussed briefly in turn.
Person-vocation fit: Is a fit between trainee and a specific vocation? This is the broadest
form of PE and is defined by how closely an individual's interests match the interests of others
who are members of the vocation.
Person-Organizational Fit
Person-organization (P-O) fit is a model of great interest in the disciplines of
organizational behavior and human resources management. Simply P-O fit is defined as a
measure of fit among workers and organizations (Silverthorne, 2004). In a broader view, the P-O
fit is defined as matching between the distinctive characteristics of the trainee and the
organization in which that trainee is working. The P-O fit is a construct that has multiple
conceptualizations (Westerman and Cyr, 2004). Moreover, the P-O fit is evaluated by matching
the personality of the individual characteristics and that of organization (Chan, 1996). The
individual characteristics include the individual’s ideas, principles, interests, and dispositional
characteristics while organizational doctrine, norms, traditions, and overall organizational
climate.
In continuation Kristof (1996) observes that P-O fit is the level of compatibility exists
between worker and organizations when at the minimum level one entity holds responsible for
providing what the other wants and prefers. Kristof further opines that compatibility is of two
types, one is a supplementary fit and the other is a complementary fit. Supplementary fit means
that personal characteristics of the individual trainee are harmonized with that of the
organizational characteristics. For instance, the trainees’ psychological needs are satisfied with
the conditions of the workplace, and then the complementary fit is achieved. In addition, the
trainee is better fitted in the organization through having supplementary or complementary fit
then the trainee will become a satisfied trainee (Bright, 2007; Kristof, 1996). A strong personorganization fit can also lead to reduced turnover and increased organization citizenship
behaviors and performance (Andrews et al., 2010).
Person-Job Fit
Person-job fit, or P-J fit refers to the compatibility between a person’s characteristics and
those of a specific job-fit (Kristof-Brown and Guay, 2011). The complementary perspective has
been the foundation for person-job fit. This includes the traditional view of selection that
emphasizes the match of trainee KSAs and other qualities to job demands (Ployhart et al., 2006).
The discrepancy models of job satisfaction and stress that focus on trainees’ needs and desires
met by the supplies provided by their job (Lock, 1976). The job fit is of two types. One is
Demand-Abilities fit while the other is Need-Supply fit (Cable and DeRue, 2002). Demand fit is
referred to as matching between trainees Knowledge, Skills and Abilities (KSA) with
requirements of their, jobs whereas Need-Supply fit can be referred as the degree to which
12
201

1528-2686-25-1-

Academy of Entrepreneurship Journal

Volume 25, Issue 1, 2019

employee’s needs, aspirations and preferences are fulfilled by the jobs they perform and by the
rewards associated with that jobs (Cable and DeRule, 2002). These two parts of P-J fit are now
combined into an overall concept of P-J fit (Cable and DeRue, 2002; Vogel and Feldman, 2009).
A good exists when an individual has the right skills and abilities to perform his job or the job
can fulfill the individual’s need (Edwards, 1991). When a trainee (apprentice) perceives that their
work will significantly contribute to achieving organizational goals, they will become more
involved in their jobs (Kahn, 1990).
Person-Group Fit
This is a relatively new topic with regard to person-environment fit. So, there could be
limited research conducted to demonstrate how the psychological compatibility between
coworkers influences individual outcomes in group situations. However, a study by Boone and
Hartog (2011) revealed that person-group fit is most strongly related to group-oriented outcomes
like co-worker satisfaction and feelings of cohesion.
Person-Person Fit
Person-Person (P-P) fit is conceptualized as the fit between an individual’s cultural
preferences and those preferences of others. It corresponds to the similarity-attraction which
states that people are drawn to similar others based on their values, attitudes, and opinions
(VanVianen, 2000). The most studied types are mentors, supervisors, and subordinates, or even
apprentices. It is also worthy to note that person-supervisor fit is most strongly related to
supervisor-oriented outcomes like supervisor satisfaction (Boone and Hartog, 2011). Since
apprenticeship training makes the individual apprentice master the job and fulfills his life
ambition working for his own organization, a person-Environmental fit theory is best suited for
this research which is tied to objective five of this study.
PREVIOUS WORK
Ekpe and Razak (2016) examine the effect of apprenticeship on enterprises creation
among Malaysian youths. The study was conducted among Malaysian University Graduates. The
objective was to ascertain whether moderating factors such as self-motivation and social
influence could hinder skill acquisition from resulting in enterprise creation among Malaysian
University graduates. The population was 600 students which were from the three University
business faculties. The sample of 240 was used. The survey design was adopted and copies of
the structured questionnaire were given to entrepreneurs who are University graduates that had
received skill training in business. Data analysis was done using descriptive statistics and simple
regression. The study found that apprenticeship had a positive effect on enterprise creation and
that self-motivation moderate between skill acquisition and enterprise creation among Malaysian
Youths. The study concludes that University authorities and parents alike now emphasize
learning outcomes instead of effort or ability to create value for the society. These factors have
suppressed creative and analytical thinking and problem-solving skills among students who
graduate to seek paid jobs at the expense of enterprise creation. The study recommends that
counseling is required from parents, universities, governments and youth’s organizations and
other stakeholders for attitudinal change in order to engender greater interest among youth
graduate in enterprise creation and development in the country.
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METHODOLOGY
Research Design
The study adopted the survey design and interview of apprentices in specific vocations in
Enugu metropolis, Nigeria. The survey is usually used for descriptive and exploratory research.
The survey design collects quantitative data that can be analyzed using descriptive and
inferential statistics. It involves the use of a questionnaire that is administered to a particular
sample. Secondary data were obtained from books, journals, and internet.
Sampling
The target population consists of sixty-four (64) apprentices in specific vocations: cabinet
making, carpentry, mechanic and welding apprentices which were purposely selected and
considered as the sample. The sampled data were analyzed by the Pearson Chi-Square technique
on SPSS (v.20). The use of Pearson’s Chi-square is to establish the association between
categorical variables (Ugoni & Walker, 1995). In the case of this study, we have resorted to the
categories as those respondents in the affirmative (Yes), and those not (No); a method used in
other studies where the psychometric nature of a Likert scale would be misleading as the
respondents for this study are colloquially known to be not-so-literate (Bekiari et al., 2011;
Albaum, 1997; Cavalini, n.d; Dolnicar, 2003; Dolnicar et al., 2011). The confidence interval with
regards to the chi-square test of association is such that focuses on the p-value, that is, when the
p-value is less than 0.05, there is an association between the question items and the responses
(Ugoni & Walker, 1995) Opinion of experts from the academia and industry were sought to
ensure face and content validity of the instrument. Some of the apprentices in the informal
apprenticeship system were guided to obtain their responses. Apprentices were interviewed to
get more information especially those that were not obtained from the questionnaire (Table 1).
The interview provided new information for possible recommendations.

S/N
1
(i)

(ii)
(iii)

(iv)
2

(i)

Table 1
ANALYSES OF RESPONDENT’S RESPONSES
Questions
Yes
%
No
To ascertain how apprentices acquire technical
and entrepreneurial skills for self-employment.
Does an apprentice acquire technical skill through 58
91
06
both formal and informal apprenticeship training
systems?
Does a trainee work and learn at a time during 56
88
08
apprenticeship training?
Can entrepreneurial and technical skills be 51
80
13
acquired more by a trainee in informal
apprenticeship than in formal technical colleges?
Does a trainee acquire technical
skill
by 57
89
07
observation and practice?
To assess the extent to which apprentices
acquire entrepreneurial skills and knowledge fo
r entrepreneurship development.
Does apprenticeship training provide opportunity 56
88
08
for trainees to be proficient in an occupation?
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%

Total

Total (%)

9

64

100

12

64

100

20

64

100

11

64

100

12

64

100

1528-2686-25-1-

Academy of Entrepreneurship Journal

Volume 25, Issue 1, 2019

Table 1
ANALYSES OF RESPONDENT’S RESPONSES
Does
a
trainee
apprentice
acquire 59
92
05
(ii)
sufficient entrepreneurial skills
and knowledge for entrepreneurship development?
Can apprenticeship training (formal and informal) 55
86
09
(iii)
produce high skilled workforce needed for
economic development?
(iv)
Does
apprenticeship
training
(formal 58
91
06
and informal) promote entrepreneurship
development in specific trades?
Questions
Yes
%
No
S/N
To
ascertain
the
challenges
encountered
by
3
apprentices in the course of skill acquisition
Is lack of qualified manpower to impart 57
89
07
(i)
entrepreneurial and technical skills a challenge to
apprenticeship training?
Do insufficient training tools and inadequate 54
84
10
(ii)
infrastructural facilities jeopardize apprenticeship
training?
Is lack of capital to establish self- employed 50
78
14
(iii)
business a challenge to an apprentice?
Do lack of qualified manpower, insufficient 49
77
15
(iv)
training tools, inadequate infrastructural facilities
and lack of start-up capital impede the course of
skill acquisition?
Source: Field Survey, 2017.

8

64

100

14

64

100

9

64

100

%

Total

Total (%)

11

64

100

16

64

100

22

64

100

23

64

100

RESULTS
H1: Apprentices acquire technical and entrepreneurial skills for self-employment through formal and
informal apprenticeship training systems.

The responses obtained from the questions asked on how apprentices acquire technical
and entrepreneurial skills for self-employment reveal that 58 (91%) of the respondents indicated
yes that an apprentice acquires technical skill through both formal and informal apprenticeship
training systems; 56 (88%) of the respondents indicated yes that a trainee can work and learn at a
time during apprenticeship training; 51 (80%) of the respondents indicated yes that
entrepreneurial and technical skills can be acquired more by a trainee in informal apprenticeship
than informal technical colleges; 57 89%) of the respondents indicated yes
that a trainee acquires technical skill by observation and practice. However, 06, 08, 13, and 07
respondents respectively (9%, 12%, 20% and 11%) had a contrary opinion.
Based on the result in Table 2, Pearson Chi-Square χ2 (1)=3.934, p<0.05, with a chisquare p-value of 0.027, at 3 degrees of freedom [DF (4-1)=3], (which is significant at 0.5%)
there is sufficient statistical evidence to conclude that apprentices acquire technical and
entrepreneurial skills through both the formal and informal apprenticeship training systems for
self-employment. Therefore, the alternate hypothesis is hereby accepted and the null hypothesis
rejected.
H2: Apprentices acquire sufficient entrepreneurial skills and knowledge for entrepreneurship development.
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Df

Table 2
CHI-SQUARE TESTS
Asymp. Sig. Exact Sig. (2- Exact Sig. (1- Point
(2-sided)
sided)
sided)
Probability
0.027
0.030
0.029
0.032
0.032

Pearson Chi-Square
3.934a
3
Likelihood Ratio
3.710
30
Fisher's Exact Test
3.609
Linear-by-Linear
0.432b
1
0.051
0.057
0.028
Association
N of Valid Cases
64
Note: a. 0 cells (.0%) have expected count less than 5; b. The minimum expected count is 8.50.

0.043

The responses obtained from the questions asked on the extent to which apprentices
acquire entrepreneurial skills and knowledge for entrepreneurship development reveal that 56
(88%) of respondents indicated yes that apprenticeship training provides opportunity for trainees
to be proficient in an occupation; 59 (92%) of the respondents indicated yes that a trainee
apprentice
acquires
sufficient entrepreneurial skills
and knowledge for entrepreneurship
development; 55 (86%) of the respondents indicated yes that apprenticeship training (formal and
informal) can produce highly skilled workforce needed for economic development; 58 (91%) of
the
respondents
indicated
yes
that
apprenticeship
training
(formal
and informal) promotes entrepreneurship development in specific trades. However, 08, 05, 09,
and 06 respondents respectively (12%, 8%, 14% and 9%) had a contrary opinion.

Value df

Table 3
CHI-SQUARE TESTS
Asymp. Sig. (2Exact Sig. (2sided)
sided)
0.016
0.017
0.017
0.017
0.017
0.019
0.019

Exact Sig. (1sided)

Pearson Chi-Square
1.604a 3
Likelihood Ratio
1.621 3
Fisher's Exact Test
1.609
Linear-by-Linear
0.032b 1
0.015
Association
N of Valid Cases
64
Note: a. 0 cells (.0%) have expected count less than 5; b. The minimum expected count is 7.00.

Point
Probability

0.011

The result from Pearson Chi-Square in Table 3 show that Chi-Square χ2 (1)=1.604,
p<.05, with a chi-square p-value of 0.016, at 3 degrees of freedom [DF (4-1)=3], which is
significant at 0.5. Thus, there is sufficient statistical evidence to conclude that apprentices
acquire sufficient entrepreneurial skills and knowledge for entrepreneurship development. The
alternate hypothesis is accepted and the null rejected.
H3: Lack of qualified manpower, insufficient training tools, inadequate infrastructural facilities and lack
of start-up capital significantly impede the course of skill acquisition.

The responses obtained from the questions regarding the challenges encountered by
apprentices in the course of skill acquisition reveal that 57 (89%) of the respondents indicated
yes that lack of qualified manpower to impart entrepreneurial and technical skills is a challenge
to apprenticeship training; 54 (84%) of the respondents indicated yes that insufficient training
tools and inadequate infrastructural facilities do jeopardize apprenticeship training; 50 (78%) of
the respondents indicated yes that lack of capital to establish self-employed business is a
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challenge to an apprentice and 49 (77%) of the respondents indicated yes that lack of qualified
manpower, insufficient training tools, inadequate infrastructural facilities and lack of start-up
capital impede the course of skill acquisition. However, 07, 10, 14, and 15 respondents
respectively (11%, 16%, 22% and 23%) had a contrary opinion.

Value

Df

Table 4
CHI-SQUARE TESTS
Asymp. Sig.
Exact Sig.
(2-sided)
(2-sided)
0.023
0.026
0.021
0.222
0.022

Exact Sig.
(1-sided)

Pearson Chi-Square
4.346a
3
Likelihood Ratio
4.511
3
Fisher's Exact Test
4.392
Linear-by-Linear
4.139b
1
0.042
0.049
0.025
Association
N of Valid Cases
64
Note: a. 0 cells (.0%) have expected count less than 5; b. The minimum expected count is 11.50.

Point
Probability

0.007

The Chi-Square test results in Table 4 shows that Pearson Chi-Square χ2 (1)=4. 346,
p<0.05, the test has a chi-square p-value of 0.023, at 3 degrees of freedom [DF (4-1)=3], which
is significant at 0.5, there is sufficient statistical evidence to conclude that lack of qualified
manpower, insufficient training tools, inadequate infrastructural facilities and lack of start-up
capital significantly impede the course of skill acquisition. Hence, the alternate hypothesis is
accepted.
DISCUSSION
The study surveyed apprentices regarding their views on how they acquire technical and
entrepreneurial skills for entrepreneurship development. The result from Pearson Chi-Square
test reveals that apprentices believe that apprentices do acquire entrepreneurial and technical
skills through both the formal and informal apprenticeship training systems [χ2 (1)=3.934,
p=0.027<0.05]. This indicates that technical and entrepreneurial skills can be acquired through
both the informal apprenticeship training and formal technical colleges (Al-shammari &
Shammari, 2018; Ekpe, 2017; Swart & Pretorius, 2018; and Darmanto & Yuliari, 2018)
respectively affirm with the finding. Monk et al. (2007) establish that successful apprenticeship
training increases the probability of unemployed individuals being able to move into informal
employment while those registered or certified apprenticeship training programmes can gain the
opportunity to move into formal employment.
It was of interest to examine the extent to which Nigerian apprentices acquire the types
of entrepreneurial skills and knowledge needed for entrepreneurship development and hence
self-employment. The result from the Pearson Chi-Square reveals that apprentices believe that
they acquire sufficient entrepreneurial skills and knowledge for entrepreneurship development
[χ2 (1)=1.604, p=0.016<0.05]. This implies that apprenticeship training (formal and informal)
could promote entrepreneurship development in specific trades and potentially, help to produce
the highly skilled workforce needed for economic development. Stefanovic et al. (2009)
establish that entrepreneurship is strongly linked to Small and Medium-sized Enterprises
(SMEs) which are the main developing force of the developed market economies that provide
the springboard for industrial development and economic growth (Jena & Thatte, 2018) also
affirm with the finding.
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The study also examines the challenges encountered by apprentices in the course of skill
acquisition. The result from the Pearson Chi-Square reveals that lack of qualified manpower,
insufficient training tools, inadequate infrastructural facilities and lack of start-up capital
significantly impede the course of skill acquisition [χ2 (1)=4.346, p=0.023<0.05]. Johnson and
Ferej (1997) establish that the informal apprentices acquire technical skills for self-employment,
but however, they lack business management skills. Some of the self-employed persons face
major difficulties in managing their businesses. Thus, the businesses they established have poor
growth and could not succeed (Rai et al., 2017; Amato et al., 2018; and Najafian et al., 2018)
also supported the finding respectively.
CONCLUSION
Apprenticeships offer people a ladder of opportunity to acquire the vital skills they need
to succeed. It possesses the ability to shape the economic space by supporting a vast population
of potential entrepreneurs into innovative start-ups. Thus, it also enables organizations in
different industries to shape their corporate culture towards a more entrepreneurial approach.
Ideally, apprenticeship training can transfer entrepreneurial expertise and facilitate a smooth
transition into self-employment. The apprenticeship will allow young people to gain work
experience while building their entrepreneurial skills and key character traits such as resilience,
determination, and self-management, as well as project management, customer service and
networking. Standard apprenticeship schemes enhance and sustain productive and inventive
micro and small enterprises. Enterprises that can diversify their products and services are in a
better position to respond to current and future changes in economic conditions and demand and
are therefore likely to create jobs and grow. Improved informal apprenticeship systems can train
young people in developing countries and thereby enhance the skill acquisition base of national
economies at much lower cost than the formal technical and vocational education and training
systems. However, apprentices should be encouraged and a requirement made for one to be
attached to areas of their interest, to learn more and improve on employability skills; the
government should continue to provide physical, financial, and moral support for apprenticeship
training (formal and informal) to ensure the acquisition of relevant skills for entrepreneurship
development; the government should establish ministries and companies that support skill
acquisition and also employ skilled people; the government should provide infrastructural
facilities (electricity, pipe borne water, health facilities, etc.) that support apprenticeship training,
skill acquisition, and entrepreneurship development; it is important to strengthen the capacity of
small business associations and other groups representing the interests of master craftsperson and
apprentices so that they have the capacity to implement change themselves; apprenticeship
contracts should specify details of working time, the expected and maximum duration of the
apprenticeship, the condition that determines its completion, the craftsperson’s an apprentice’s
respective rights and duties, and the duration of a trial period; government policy-makers should
develop specific policies that will guarantee ease of doing business, access to finance, technical
support and professional services for start-ups as well as fair tax regimes which are very
important for economic growth, job creation and employment reduction; seminars and the study
of entrepreneurial development abroad can be included in programmes addressing
entrepreneurship policy; and fostering entrepreneurship should involve ensuring that markets for
capital, labour, goods, and services are working well. It also requires that challenges to
entrepreneurship be removed and that conditions be established in which innovation and risktaking can flourish.
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LIMITATIONS
There are constraints to this study: The study was constrained by using ordinal data
from questionnaire and interview which represent the respondent’s narrow opinion that could
not have a future prediction. The reason was that pre-existing data on this topic were not
available and therefore, the use of ordinal data was inevitable. The sample seems small but was
able to generate data from which conclusion was made. Future researchers can carry out
research on assessing the comparative effects of formal and informal apprenticeship systems
on entrepreneurship development.
REFERENCES
Adams, A.V., DeSilva, S.J., & Razmar, S. (2013). Improving skills development in the informal sector: Strategy for
sub- Saharan Africa. Washington DC: World Bank.
Adekola, G. (2013). Traditional apprenticeship in the old Africa and its relevance to contemporary work practices in
modern Nigerian communities. British Journal of Education, Society and Behavioral Science, 3, 397–406.
Akram, J., & Syed, R. (2017). Challenges faced by female entrepreneurs in managing their work-life balance in
Pakistan. Asian Journal of Science and Technology, 8(12), 7192- 7196.
Andrews, M.C., Baker, T., & Hunt, T.G. (2010).Values and person-organization fit. Does moral intensity strength
out come? Journal of Leadership and Organizational Development, 32(1), 5-19.
Anyadike, N., Emeh, I., & Uka, F.O. (2012). Entrepreneurship development and employment generation in Nigeria:
Problems and prospects. Universal Journal of Education and General Studies, 1, 88-102.
Anyakora, M.I., Osagie, T.U., Gambo, Y.L., & Iyagba, R.O.A. (2015). Comparative study of the construction
industry’s apprenticeship practices in Pakistan and Nigeria. ATBU Journal of Environmental Technology, 8
(1), 55-78.
Atkinson, R.D., & Andes, S. (2010). The 2010 state new economy index: Benchmarking economic transformation in
the states. Retrieved from http://files.eric.ed.gov/fulltext/ED515552.pdf
Al-shammari, M., & Shammari, H.A. (2018). The impact of bicultural knowledge, skills, abilities and other
experiences (KSAOS) on individual entrepreneurial behavior : The context of entrepreneurial discovery,
evaluation, and implementation, International Journal of Entrepreneurship, 22(2), 1–18.
Albaum, G. (1997). The Likert scale revisited: An alternate version. Journal of the Market Research Society, 331(2),
1-12.
Amato, C., Barbieri, B., Zurru, M., Ricciardi, M.R., Benevene, P., & Garcia, D. (2018). Think entrepreneurially
entrepreneurs vs. Non-entrepreneurs cognitive profiles. International Journal of Entrepreneurship, 22(1),
1-13.
Badawy, A.M (2009).Technology management simply defined: A tweet plus two characters. Journal of Engineering
and Technology Management, 26(4), 219-224.
Bandura, A. (1977). Social learning theory. New Jersey: Englewood Cliffs, Prentice-Hall.
Bergh, Z., & Theron, A. (2006). Psychology in the work context, (3rd ed.). Cape Town: Oxford University Press
Southern Africa (Pty) Ltd.
Bolukbas, U., & Guneri, A.F (2018). Knowledge- based decision making for the technology competency analysis of
manufacturing enterprises. Applied Soft Computing, 67, 781–799.
Breyer, J. (2007). Financial arrangements in informal apprenticeships: Determinants and effects. Retrieved from
http://www.ilo.org/wemsp5/group/public/@ed_emp/documents/publication/wems_106332.pdf
Bright, L. (2007). Does person-organization fit mediate the relationship between public service motivation and the
job performance of public employees? Review of Personnel Administration, 27(4), 361-379.
Brockhaus, R.H. (1980). Risk taking: The propensity of entrepreneurship Academy of Management Journal, 23(3),
509-520.
Bekiari, E.I., Lyrakos, G.N., Damigos, D., Mavreas, V., Chanopoulos, K., & Dimoliatis, I.D.K. (2011). A validation
study and psychometrical evaluation of the maastricht upper extremity questionnaire (MUEQ) for the
Greek-speaking population. Journal of Musculoskeletal Neuronal Interactions, 11(1), 52–76.
Cable, D.M., & DeRue, D.S. (2002).The convergent and discriminate validity of subjective fit perceptions. Journal
of Applied Psychology, 82, 546-561.
Cavalini, M.A. (n.d.). The construct validity and test-retest reliability of the UEWD 2. 0.
19
201

1528-2686-25-1-

Academy of Entrepreneurship Journal

Volume 25, Issue 1, 2019

Chan, K.C. (1996). Does Money explain asset returns? Theory and empirical analysis. Journal of American Finance
Association, 51(1), 345-361.
Collins, A., Brown, J.S., & Newman, S.E. (1989). Cognitive apprenticeship: Teaching the crafts of reading, writing,
and mathematics. In L.B. Resnick (ed.), Knowing, learning and institutional essays in honor of Robert
Glaser. Hillsdale, N.J. Erbaum.
Dawis, R.V. (1992). Perso-environment fit and job satisfaction. In C. J.Cranny, P. C. Smith, & E.F. Stone (Eds), Job
satisfaction. New York: Lexington.
Dyerson, R. Harindranath, G., & Barnes, D. (2009). National survey of SMEs’ use of IT in four sectors. Electronic
Journal of Information Systems Evaluation, 12(1), 39–50.
Darmanto, S., & Yuliari, G. (2018). Mediating role of entrepreneurial self-efficacy in developing entrepreneurial
behavior of entrepreneur students. Academy of Entrepreneurship Journal, 24(1), 1–14.
Dolnicar, S. (2003). Simplifying three-way questionnaires-Do the advantages of binary answer categories
compensate for the loss of information? CD Proceeding.
Dolnicar, S., Grun, B., Leisch, F., & Rossiter, J. (2011). Three good reasons NOT to use five and seven point Likert
items. National Conference: Tourism: Creating a Brilliant Blend.
Ebiringa, O.T., & Okorafor, G.F (2010). Effects of human capital development on the performance of small and
medium scaled enterprises in the southeastern region of Nigeria. Journal of Sustainable Development in
Africa, 12(8). 49-58.
Ekpe, I., & Razak, R. C. (2016). Effect of skill acquisition on enterprise creation among Malaysian youths. Polish
Journal of Management Studies, 13(1), 40 - 47.
Ekpe, I. (2017). Entrepreneurial skill acquisition, psycho-social factors and youth’s self-employment in Malaysia.
Journal of Entrepreneurship Education, 19(2), 1-11.
Fadeyi, O., Oke, A.O., Ajagbe, M.A., Isiavwe, D.T., & Adegbuyi, A. (2015). Impact of youth entrepreneurship in
nation-building. International Journal of Academic Research in public Policy and Governance, 2(1), 2740.
Fajobi, T.A., Olatujoye, O.O., Amusa, O.I., & Adedoyin, A. (2017). Challenges of apprenticeship development and
youths unemployment in Nigeria, Social Criminology Journal, 5(2), 45-65.
Fields, G. (1990). Labour market modeling and the urban informal sector: Theory and evidence. In D. Turnham, B.
Salome, and A. Schwarz (Eds.), Informal Sector: In the informal sector revisited. Pans Development
Centre of the Organization for Economic Co-operation and Development (OECD).
French, J.R., Rodgers, W., & Cobb, S. (1974). Adjustment as person-environmental Fit. In G.V. Coelho, O.A.
Hambury, & J.E. Adams (Eds), Coping and adaptation. New York: Basic Books.
Grieve, K.V., & MojaPelo- Batka, M. (2005). A student’s A-Z of psychology. Lansdowne: Paarl Media Paarl.
Gurol, Y., & Atsan, N. (2006). Entrepreneurial characteristics amongst university students : Some insights for
entrepreneurship education and training in Turkey. Education and Training, 48(1), 25-38.
Hisrich, R., Langan-Fox, J., & Grant, S. (2007). Entrepreneurship research and practice: A call to action for
psychology. American Psychologist, 62(6), 575-596.
Horwitch, M., & Stohr, E.A. (2012) Transforming technology management education: Value creation-learning in the
early twenty- first century. Journal of Engineering and Technology, 29 (4) 489-507.
House, W.J., Ikiara, G.K., & McCormic, D. (1990). The Promotion of self-employment and small-scale enterprises
in urban Kenya: A case study. Working Paper, Geneva, ILO.
International Labour Organisation (ILO) (1988). Rural and urban training in Africa. Report II of the seventh
African regional conference, Harare, Geneva.
International Labour Organisation (ILO) (2009). Understanding informal apprenticeship findings from empirical
research in Tanzania employment sector. Working Paper No 32.
International Labour Office (ILO) (2010). A skilled workforce for strong sustainable and balanced growth. A G20
Training Strategy, (ILO) Geneva.
International Labour Office (ILO) (2011).Upgrading informal apprenticeship: A resource guide for Africa. ILO:
Geneva.
Jena, N.R., & Thatte, L.R. (2018). Performance of the micro, small and medium enterprises (MSMEs)
manufacturing sector in select states in India: The concept of MSME Manufacturing Business Facilitator
(MSME-MBF) Index. Academy of Entrepreneurship Journal, 24(1), 1-15.
Johannesson, J. (2017). The moderating effect of employee education and professional skills on the relationship
between entrepreneurial, Journal of Entrepreneurship Education, 20(2), 1-18.
Johnson, S.D., & Ferej, A.K. (1997). Apprenticeship training as preparation for self-employment. Journal of
Industrial Teacher Education, 35(1), 78-92.
20
201

1528-2686-25-1-

Academy of Entrepreneurship Journal

Volume 25, Issue 1, 2019

Johnson, S.D., & Ferej, A.K. (2000). Apprenticeship training as preparation for self-employment. Journal of
Industrial Teacher Education, 1(35), 48-72.
John, A.C., & Cyril, U.B. (2015). Training needs by apprentices under non–formal education in technical colleges to
be self-employed. Public Policy and Administration Research, 5(12), 156-165.
Kahn, W.A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of
Management Journal, 33(4), 692-724.
King, K. (1977). The African artisan: Education and the informal sector in Kenya. London: Heinemann Educational
Books.
Kings, K. (1990). Research, policy and the informal sector. In D. Turnham, B. Salome and A. Schwarz (Eds.),
Informal sector: In the informal sector revisited. Pans Development Centre of the Organization for
Economic Co-operation and Development (OECD).
Kristof, A.L. (1996). Person-organisation fit: An integrative review of its conceptualizations, measurement, and
implications. Personnel Psychology, 49(1), 1-49.
Kristof-Brown, A., Zimmerman, R., & Johnson, E. (2005). Consequences of individuals’ fit at work: A mentalanalysis of person-job, person-organization, person-group, and person-supervisor fit. Personnel
Psychology, 58(2), 281-342.
Locke, E.A. (1976). The nature and causes of job satisfaction. n M. Dunelte (Ed), Handbook of industrial and
organizational psychology. Chicago: Rand McNally.
Levin, D.Z., & Barnard, H. (2008) Technology management routines that matter to technology managers.
International Journal of Technology Management, 41(1-2), 22-37.
Monk, C., Sandefur, J., & Teal, F. (2007). Skills and earnings in formal and informal urban employment in Ghana
Retrieved from http://sandearningsep07.pdf
Najafian, M., Mobaraki, M.H., Rezaeian, A., & Farsi, J.Y. (2018). Towards a typology of voluntary business exit:
Case of poultry entrepreneurs in Iran. Academy of Entrepreneurship Journal, 24(1), 1-16.
Odeigah, F. (2012). Introduction to entrepreneurship development.
Okafor, E.E. and Akinwale, A.A (2006). Apprenticeship scheme and small-scale business: A study of selected
apprentices and their masters in Lagos Metropolis, Nigeria. The Social Sciences, 1, 294-303.
Okorie, J.U. (1979). Guidance and career education Onitsha. Summer Education Publishers Co.Ltd.
Onyima, J.K.C., Nzewi, H.N., & Chiekezie, O.M. (2013). Effect of apprenticeship and social capital on new
business creation process of immigrant entrepreneurs. Review of Public Administration and Management,
2(3), 156-168.
Ori, G.N.K., & Theuri, F.S. (2016). The role of entrepreneurship training and education in enhancing the growth of
small and medium enterprises in Kenya: A case study of Mombasa County. IOSR Journal of Humanities
and Social Science, 21(4) 97-106.
Ployhart, R.E., & Schneider, N. (2006). Staffing organizations: Contemporary practice and theory, (3rd ed.). New
Jersey: Lawrence Erlbaum.
Rai, R.S., Prasad, A., & Murthy, B.K. (2017). A review on intention models for predicting entrepreneurial behavior.
Journal of Entrepreneurship Education, 20(2), 1-10.
Silverthorne, C. (2004). The impact of organizational fit on organizational commitment and job satisfaction in
Taiwan. Leadership and Organisation Development Journal, 25, 592-599.
Stefanovic, I., Milosevic, S., & Miletic, K. (2009). Significance and development problems of SMEs in the
contemporary market economy. Serbian Journal of Management, 4(1), 127-136.
Swart, J., & Pretorius, J. (2018). Reinforcing the attitudes of aspiring young African entrepreneurs towards
entrepreneurship by using appreciative. Journal of Entrepreneurship Education, 21(3), 1-13.
Ugoni, A, & Walker, B.F. (1995). The Chi square test: An introduction. COMSIG Review/COMSIG, Chiropractors
and Osteopaths Musculo-Skeletal Interest Group, 4(3), 61-64.
Udu, A.A. (2015). Apprenticeship orientation and performance of micro-business in Ebonyi State, Nigeria.
European Journal of Biology and Medical Science Research, 3(6), 1-11.
Vogel, R.M., & Feldman, D.C. (2009). Integrating the levels of person-environment fit. The roles of vocational fit
and group fit. Journal of Vocational Behaviour, 75, 68-81.
Westerman, J.W., & Cyr, L. (2004). An integrative analysis of person-organizational fit theories. International
Journal of Selection Assessment, 12(3), 252-261.
Zgheib, A., & Philippe, W. (2017). Entrepreneurship: Concepts, methodologies, tools, and applications. Information
Resources Management Association.

21
201

1528-2686-25-1-

