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ABSTRACT

The Advanced National Open Apprenticeship Scheme (A-NOAS) was established to
enhance the proficiency of beneficiaries of the Basic National Open Apprenticeship
Scheme (B-NOAS) in Nigeria, including the South-West. However, evaluation of
impact of A-NOAS on unemployment was a mirage. Previous studies on
unemployment have focused largely on the contributions of B-NOAS, with little
attention paid to the impact of A-NOAS on unemployment and job creation. This
study was, therefore, designed to evaluate the impact of A-NOAS in the South-West,
Nigeria from 2008 to 2017. This was with a view to ascertaining the availability and
usability of training facilities, employability skills, stakeholders’ perception, attitude
of beneficiaries towards business and their self-reliance status. Age, gender and entry
level qualification of beneficiaries were also examined.

This study was anchored to the Organisational Elements Model, using mixed methods
approach of sequential (QUANT-qual) design. Lagos and Ogun states were
purposively selected based on most beneficiaries’ preferred business destination, high
patronage and monthly profits. The Snowball sampling technique was used to select
360 B-NOAS and 600 A-NOAS trained graduates, 170 A-NOAS graduates’
customers and 25 National Directorate of Employment (NDE) personnel. The
instruments used were Employability Skills Questionnaire A-NOAS (r = 0.82) and
Customers (r = 0.89), Self-reliant Inventory (r = 0.80), Graduates’ Attitude towards
Business Questionnaire (r = 0.87), Facility Availability and Usability Assessment
Scale (r = 0.85), Stakeholders’ Perception Interview Guide and Resettlement Loan
Administrators’ Interview Guide. Data were analysed using descriptive statistics,
Paired t-test and ANOVA at « = 0.05.

Average age of beneficiaries was 33 years, the majority (67.5%) was female and most
(89.4%) have B.Sc. or HND certificates. Many (75.8%) of the beneficiaries averred
that there were available technical and vocational training facilities and 82.5%
indicated that they were used during the training. There was a significant variation
between employability skills ranking of A-NOAS graduates (X= 91.05) and their
respective customers (X= 98.62). Beneficiaries were self-reliant in terms of monthly
profits ranging from N43,000 to N537,000 and job creation ability was average of 22
apprentice. There was no variation between monthly profit of those who had B-NOAS
training only and those who passed through B-NOAS and A-NOAS before their A-
NOAS training. A significant variation was observed between A-NOAS self-reliance
status before and after the training in terms of monthly mean profit from N38,519 to
N117,980 and job creation ability monthly mean from 0.34 to 2.23. There was
significant interaction effect of training category and level of education (F(1,467) = 0.60,
n? = 0.03) on respondents’ attitude towards business. Stakeholders reported that A-
NOAS enhanced the proficiency level of beneficiaries leading to international
recognition and resettlement loans greatly enhanced job creation ability and self-
reliance status between 2008 and 2017.

Advanced National Open Apprenticeship Scheme improved self-reliance status and
job creation ability and skills of beneficiaries in the South-West, Nigeria from 2008 to
2017. Unemployed graduates should be encouraged to acquire vocational skills
through A-NOAS trainings. Public enlightenment programmes on A-NOAS should be
supported in Nigeria by all stakeholders.

Keywords: Impact evaluation, Advanced open apprenticeship scheme, Self-
reliance, Employability skills in Nigeria, Youth unemployment

Word count: 494
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CHAPTER ONE
INTRODUCTION

1.1  Background to the problem

Education is being seen as the widely acclaimed instrument “par excellence” for
effective and sustainable national development (Federal Republic Nigeria, FRN,
2013). Its main essence is to equip and empower the learners through the prerequisite
knowledge and marketable abilities to empower each learner to contribute optimally
in solving societal problems. Hence, the National Policy on Education (2014) stated
that, “education is an instrument "par excellence" for effecting national development
and it is compulsory for her citizens”- P. 4 . This implies that, education is the process
by which the capabilities of individuals are developed through the acquisition of
knowledge, skills, right values, competencies and attitudes for the benefit of
individuals and the society at large.

Similarly, Obemeata (1995) defined education as “the development of the
whole man”. The author further stated that education embraces the whole of man’s
activity: intellectual, moral and spiritual; it also embraces the domestic and social
activities of man. The Fed. Rep. Nig. (2004) in Olaye and Onajite (2015) defined
education as “a pathway to a destination that helps citizens of a country to optimize
their full abilities and potentials in order to operate efficiently in the larger society
including attainment of sustainable livelihoods.”- Page 18.

Education as a concept is broadly divided into formal, informal and non-
formal systems. Apart from the informal system, both the formal and non-formal
systems have the sole objective of relatively changing the behaviour of the learner in a
desired predetermined pattern (behavioural objectives). Thus, both the process and
products of the two systems of education can be evaluated to establish the degree to
which the objectives for which they were established have been attained.

The non-formal system of education does not have a defined structure and/or

programmes similar to that of formal education system, but it trains people on

1



cognitive, affective and psychomotor domains using direct observations and
experience. Hence, non-formal training programme just like the formal education
system prepares trainees through the job-at-hand method to empower them all through
acquisition of prerequisite abilities, knowledge to function effectively in either paid
employment or self-employment thus contributing adequately to the national
development.

The quest for national development is greatly hindered when able-bodied men
and women are unemployed. Hence, “unemployed is the proportion of the labour
force who were looking for work and were available for work but did not work in the
week preceding the survey period, as well as those who worked less than 40 hours in
a week” (National Bureau of Statistics, 2014) p.25.

The International Labour Organisation (ILO) has a stricter perception of
unemployment as it defined it as, “vigorous searching of jobs by individuals not
employed but are available for work™ and the potential labour force as refereeing to
“persons not in employment who express interest in work but for whom existing
conditions limit their active job search or availability” (ILO, 2013). Specifically, any
condition in which persons within the active or working population, proficient and
interested to work find it impossible to secure a suitable work is taken as
unemployment (NBS, 2014). Unemployment is categorised according to the
economic situation that gave rise to it and how it affects qualified and interested
working population within a particular sector or broad spectrum of the economy.
Nigeria seems to be grappling mostly with these five basic unemployment categories:
cyclical, classical, fractional, seasonal and structural.

The most pervasive type of unemployment in Nigeria appears to be the
structural unemployment. This occurs due to variance between the skilfulness of the
working population and the skills required for the jobs available (Kayode et al., 2016).
According to NDE (2015) report, unemployment especially among graduates of
tertiary institutions (PhD, M.Sc., PGD, B.Sc./Engr/B.Ed./HND, OND, NCE) and
school leavers of lower levels of education (NABTTEB, SSCE, NECO, JSSCE,
FSLC) has become a serious fundamental challenge which Nigeria economic
development has and still grappling with.

Table 1.1 shows a sustained consistent rise in unemployment rate in Nigeria
between 2007 and 2019.



Table 1.1: Youth unemployment rate in Nigeria 2007-2019

YEAR Country Working Population Percentage of  Population  Percentage of
Population ~ Population  of Employed Employed of Unemployed
(000,000) or Labour youth (15-34  youth to Unemployed  youth to

Force years) working Youth (15-  working
Population population 34 years) population
(15-65 (15-34 years) (15-34 years)
years) (%) (%)

2007 141.2 40,008,000 10,202,040 255 5,921,184 14.8

2008 148.1 47,790,000 14,337,000 30.0 8,745,570 18.3

2009 152.6 49,540,000 15,109,700 30.5 10,898,800 22.0

2010 158.3 52,370,000 16,758,400 32.0 11,730,880 22.4

2011 162.3 55,250,000 18,508,750 335 12,597,000 22.8

2012 170.1 57,900,000 19,859,700 34.3 13,490,700 23.3

2013 173.6 60,500,000 21,356,500  35.3 14,338,500 23.7

2014 1775 63,300,000 22,598,100 35.7 15,381.900 24.3

2015 181.8 65,240,000 23,943,080  36.7 16,179,520 24.8

2016 184.6 67,860,000 25,040,340  36.9 17,168,580 25.3

2017 188.9 70,100,000 26,147,300  37.3 18,716,700 26.7

2018 195.9 73,500,000 27,636,000 37.6 20,996,000 28.6

2019 198.9 78,900,200 29,880,274 38.2 23,120,000 29.3

Source: National Bureau of Statistics (2019) and National Population

Commission, Abuja (2019)



The figure of unemployed youth in Nigeria has been on the increase year-in-
year-out since 1986 when the Federal Government introduced the Structural
Adjustment Programme as a macro-economic policy. As the country’s population
keeps increasing, the rate of youth unemployment keeps rising. From the figures in
Table 1.1, the National Bureau of Statistics report showed a consistent rise in mass
unemployment (15-34 years) in Nigeria since 2008 with a sharp increment from
5,921,184 (14.8%) in 2007 to 8,745,570 (18.5%) in 2008 representing a 3.5 percent
increase within one year and meaning that 2,824,386 youths became unemployed
from the penultimate year.

The world financial crisis that began in the fourth quarter of 2007 and got
worsen in September 2008 saw most African countries including Nigeria experiencing
decline in merchandize export by 53 per cent, merchandize import 25 per cent, and
reduction in Foreign Direct Investment (FDI) of 36 percent (Olusemore, 2016). The
condition further worsened the unemployment problem in the country as companies
and businesses downsized their staff strength in order to survive. After the crisis,
rising youth unemployment rate became a critical challenge for many countries across
the globe. For instance, the USA had experienced unemployment increase of 5% to
9% between 2008 and 2017. Unemployment increased in Spain from 8.6 percent to
21.5 percent in 2008; United Kingdom reported unemployment rise from 5.3 percent
to 8.1 percent in 2017. Unemployment in Ireland stood at 14.3 percent from 4.8% in
2018, Latvia has experienced unemployment rise from 5.4% to 16.5% between 2007
and 2015, Greece saw one of the worst trend of unemployment in recent history with
an unprecedented rise from 8.1% to 18.4%, within three years and Italy moved from
6.7 % to 8.3% in two years. The situation is not different within the African continent.
Unemployment has risen in major countries like South Africa and Angola had a
similar rate with Nigeria at 25%, Botswana had 17.5%, Egypt was 11.8%, Kenya had
11.7%, and Namibia stood at 51%, etc. (Akuje and Olanipeku, 2015).

Retrospectively, the rising case of youth unemployment has remained a
problem in Nigeria. It was the realization of the inherent dangers of mass youth
unemployment that prompted the Federal Government at different times and under
different regimes to initiate programmes that were aimed at job creation and/or
promotion of self-employment. The National Directorate of Employment (NDE)
was one of such initiatives. Others established to tackle unemployment includes; the

Small  Medium  Enterprises Development  Agency (SMEDAN), National
4



Poverty Eradication Programme (NAPEP), National Office for Technology
Acquisition and Promotion (NOTAP) among others.

Similar programmes with the aim of reducing mass unemployment include:
Better Life Programme (BLP), Operation Feed the Nation (OFN), New Partnership
for Africa’s Development (NEPAD), National Economic Empowerment and
Development Strategy (NEEDS) and recently, the Youth Enterprise with Innovation
Nigeria (YouWIN), Subsidy Reinvestment and Empowerment Programmes (SURE-P)
and N-power.

Considering that unemployment in Nigeria involves both skilled and unskilled
people who are either youths, adults or retirees, the Federal government came up with
a directorate with complex programmes to address the unemployment needs of
different people.

The National Directorate of Employment (NDE) was established on 22nd
November, 1986 as a response to the prevailing mass unemployment. The first
foundational programmes were launched on January 30, 1987. NDE’s main function
is to tackle youth unemployment using training for self-reliance, inauguration of
labour-intensive work schemes and creation of employment opportunities for self-
employment.

Thus, the objectives of the NDE as stipulated in Decree Number 24 of 1989
(NDE Decree, 1989), Section 2, provides certain objectives for the operation of the
agency as are following:

i.  Todesign and implement programmes to combat mass unemployment.
ii.  To articulate policies aimed at developing programmes with labour-intensive
potentials.
iii.  To obtain and maintain a data bank of employment and vacancies in the country
with a view to acting as a clearing house to link job seekers with vacancies.
iv.  To implement any other policies as may be laid down from time to time by the
board established under section 3 of its enabling act.
The National Directorate of Employment however carries its programmes through
four major departments (NDE Report, 2012):
a. National Youth Employment and VVocational Skills Development Programmes
b. Small Scale Enterprise and Graduate Employment Programmes;
c. Agriculture Sector Employment Programmes

d. Special Works Programmes.



The National Youth Employment and Vocational Skills Development
Programmes (NYEVSDP) include the engagement of non-formal sector practitioners
to train apprentice in their private centres. After admission, applicants are posted to
the chief trainers for duration good enough for them to acquire and attain competence
in skills. There is also the deployment of mobile well-equipped workshops to rural
areas where training partners are not available. The trainings touch major vocational
skills and trades within the economy. The units under this schemes are: National Open
Apprenticeship Scheme (Basic and Advanced), School-on-wheels, VVocational Skills
for Physically challenged and vulnerable persons and Resettlement Loan Scheme.

The core employment generation programmes of NDE were re-organised
in 1996 into: Vocational Skills Development (VSD) Programme; ii. Small Scale
Enterprise (SSE) Programme; iii. Special Public Works (SPW) Programme; and, iv.
Rural Employment Promotion (REP) Programme (NDE report, 2014).

This study focuses on the Vocational Skills Development Programmes;
specifically the National Open Apprenticeship Scheme (NOAS) because of its unique
focus on using non-formal education system that involves using established training
partners to train unskilled youth, graduates and other interested unemployed adults on
technical and vocational trades that cuts across several sectors of the economy. It also
has provision for resettlement loan which is very crucial for business start-ups and
those who want to expand their businesses.

The National Open Apprenticeship Scheme (NOAS) as an intervention
programme was launched in 1988. It was designed for employment creation,
emphasising self-reliance and job creation (Moses, 2013). The scheme is under the
Vocational Skills Development (VSD) unit of the NDE and it is meant to train
candidates on marketable skills under a direct apprenticeship training arrangement. It
is targeted at unskilled and unemployed youths to train and empower them with
marketable skills; hence, NOAS is the most outstanding scheme in the VSD
department. The NOAS is divided into two: Basic National Open Apprenticeship
Scheme (B-NOAS) and Advanced National Open Apprenticeship Scheme (A-
NOAS).

The Basic National Open Apprenticeship Scheme (B-NOAS) is a foundational
scheme programme that trains participants on basic trades for a specified period of
time. B-NOAS runs as a traditional apprentice system that is patterned somewhat to a

formal education structure. Trainees resume in the morning and close in the evening.
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There are logbooks that every trainee is expected to fill on daily basis and the master
craftsman or woman must sign to confirm that the trainee has really undergone the
training exercise.

The Advanced National Open Apprenticeship Scheme (A-NOAS) on the other
hand, is an advanced scheme designed for artisans who have effectively completed
the B-NOAS training programme and are active in the trade or skill they learnt. It is
aimed at further exposing the ex-trainees to new techniques in their vocation with the
aim of upgrading their skills to higher levels of proficiency. According to Adeyeye,
Kester and Akintayo (2007), there is a significance difference between the graduates
of A-NOAS and their counterparts from other vocational training institutions. The
distinctive features that differentiate the A-NOAS from other similar training
institutions include its periodic nature, intensive workload, availability of resettlement
loans and constant external supervisions.

The Resettlement Loan Scheme (RLS) assists NOAS graduates with relevant
equipment and/or soft loans to establish their own micro-businesses in order to
prevent relapsing into unemployment immediately after A-NOAS training. There is a
moratorium of six months. Other schemes under the Vocational Skills Development
(VSD) are the Partnership in Skill Training, an arrangement for a combined training
for acquisition of proficiency involving the NDE and other relevant organisations and
individuals.

From the National Directorate of Employment (NDE) broad objectives, the
National Open Apprenticeship Scheme (NOAS) derived its objectives which are as
follows:

1. To provide technical and vocational training for the unemployed youth;

2. To equip the youths with such skills that would enable them to be self-employed
or gain wage employment;

3. To make youth to be self-reliant;

4. To assist Nigerian youths in acquiring marketable skills with a view to ensuring
that they are gainfully employed;

5. To promote self-reliance among the youths by encouraging and assisting them to
set up cottage industries and,

6. To stimulate the economy by providing employment opportunities for the

Nigerian youths through training and resettlement (NDE, 2015).



With these objectives and the laudable training programmes by the National
Open Apprentice Scheme (NOAS), unemployment rate in Nigeria has remained
consistently high. Therefore, this study was focused on evaluating the extent to which
the National Open Apprenticeship Scheme has achieved its objectives using A-NOAS

training.

1.2 Statement of the Problem

Unemployment rate in Nigeria has been consistently rising as the country’s
population is increasing despite Federal Government’s intervention programmes like
the Advanced National Open Apprenticeship Scheme (A-NOAS) which was instituted
to curb the challenges of youth unemployment in Nigeria. The A-NOAS indirectly
employs thousands of master craftsmen and women who train at least 3,700
unemployed youths annually across the federation in more than 60 marketable skills
and vocations. Averagely, more than 18.8 billion naira has been expended in support
of the scheme by the Federal Government within the last ten years together with other
supports from individuals and non-governmental organisations.

In spite of all these, research works have only considered the contributions of
A-NOAS on the macroeconomic situation in Nigeria vis-a-vis awareness of training
programmes, funding and challenges of the training programme and contributions of
the programme to the trainees’ needs. It should also be noted from reviewed literature
that there are few works on the activities of the A-NOAS in terms of number of
trainings conducted, income generation activities of the graduates, influence of A-
NOAS on youth empowerment and evaluation of vocational skills development
programme of NDE. However, it seems that the microeconomic impact of the
premium training (A-NOAS) with regards to self-reliant status of its graduates has not
been evaluated. In addition, the perception of relevant stakeholders (NDE personnel
and customers) has not been sufficiently considered in all the reviewed literature.

Furthermore, from available literature, it equally appears that there has not
been any comprehensive or in-depth impact evaluation on the long-term effects of A-
NOAS trainings in Southwest Nigeria. Additionally, certain variables like: technical
and vocational training centre assessments, employability and self-employment skills,
attitude towards business, self-reliant status and resettlement loan administration have

not been investigated to ascertain the experience of the beneficiaries against the none



beneficiaries of A-NOAS training in terms of attitude towards business and self-
reliant status of the businesses established by A-NOAS graduates.

Cognizance of the gaps in the existing researches has been realized and has
become the focal point of attention for this study. This study therefore carried out an
impact evaluation of the graduates of Advanced National Open Apprenticeship
Scheme (A-NOAS) in South-West Nigeria in terms of self-reliance status of their

businesses.

1.3 Aim of the Study
The impact of the National Open Apprenticeship Scheme of the National Directorate
of Employment (NDE) on youth unemployment and job creation in Nigeria has not
been widely reported. The aim of this study therefore, was to evaluate the impact of
Advanced National Open Apprenticeship Scheme (A-NOAS) on the beneficiaries
between 2008 and 2017 in South-West, Nigeria. The influence of age, gender and
entry level qualifications of the beneficiaries was investigated to ascertain the
contributions of these variables on the self-reliant status of the beneficiaries’
businesses.
1.4 Objectives of the Study
This study has its broad objective as to evaluate the impact of Advanced National
Open Apprenticeship Scheme (A-NOAS) of the National Directorate of Employment
in relation to self-reliant status of the graduates of the scheme. Therefore, four
objectives of NOAS as indicated on page seven were considered and four (4)
evaluation objectives were derived as stated below:
1. To ascertain the availability of technical and vocational trainings given to A-
NOAS trainees in the region.
2. To determine whether the programme has really equipped the beneficiaries in
terms of skill acquisition for self-employment and/or wage employment.
3. To ascertain the extent to which A-NOAS graduates are self-reliant in
Southwest Nigeria.
4. To ascertain the extent to which the training and resettlement loans provided
after A-NOAS training have contributed to a consistent self-reliant status of

the graduates’ businesses in the region.



1.5

Research Questions

The following Research questions guided the study:

1. What are the characteristics of NOAS beneficiaries in South-West Nigeria
between 2008 and 20177

2a. Are there available facilities for technical and vocational training for A-NOAS
trainees in the region?

2b.  What is the level of usage of these facilities during A-NOAS training in the
region?

3a. To what extent has A-NOAS training equipped the beneficiaries with
employability skills for self-reliance?

3b.  Will there be significant variation in the rating of A-NOAS graduates’
employability skills and the rating of their customers in the region?

3c. How does NDE personnel perceive the quality of the trainings offered in the
region?

4a.  To what extent are graduates of A-NOAS self-reliant in Southwest Nigeria?

4b.  Will there be significant variation between B-NOAS only trained candidates’
self-reliant status and B-NOAS and A-NOAS trained candidates’ B-NOAS
self-reliant status in terms of financial position and Job creation?

4c.  Will there be significant variation between A-NOAS only trained candidates’
self-reliant status and their B-NOAS self-reliant status in terms of financial
position and Job creation in the region?

4di.  Will there be significant variation in Business Attitude due to training
exposure, Age, Gender and Entry qualification?

4dii.  Will there be significant variation in self-reliant status due to training
exposure, Age, Gender and Entry qualification?

5. How has A-NOAS resettlement loan facilitated employment opportunities in

the region?

Table 1.2 below presents the linkages between the National Open Apprenticeship

Scheme (A-NOAS) objectives, the evaluation objectives and research questions grid. It

was designed by the researcher with the intension of showing how A-NOAS objective

guided the evaluation objectives and how from the evaluation objectives, the research

questions were derived.
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Table 1.2: Linkages between programme objectives, evaluation objectives and research questions grid

NOAS Programme

Derived Evaluation Objectives

Research Questions

Objectives of the study
Objective 1: To provide Objective of the Study 1: To 1. What are the characteristics of NOAS beneficiaries in South-West Nigeria
technical and vocational ascertain the availability and between 2008 and 20177

training for the unemployed
youth.

Objective 2: To equip the
youths with such skills that
would enable them to be self-
employed or gain wage
employment;

Objective 3: To make youth
to be self-reliant;

Objective 6: To stimulate the
economy by  providing
employment opportunities for
the Nigerian youths through
training and resettlement
loan.

standard of technical and
vocational trainings given to A-
NOAS trainees in the region.

Objective of the Study 2: To
determine  the  extent the
programme has really equipped
the beneficiaries in terms of skill
acquisition for self-employment
and/or wage employment.
Objective of the Study 3: To
ascertain the self-reliant status of
A-NOAS graduates in Southwest
Nigeria.

Objective of the Study 6: To
ascertain the extent to which the
trainings and  resettlement  loans
provided after A-NOAS training have
contributed to self-reliant status of the
graduates’ businesses in the region.

2a.Are there available facilities for technical and vocational training for A-NOAS
trainees in the region?

2b.What is the level of usage of these facilities during A-NOAS training in the
region?

3a. To what extent has A-NOAS training equipped the beneficiaries with
employability skills for self-reliance?

3b. Will there be significant variation in the rating of A-NOAS graduates’
employability skills and the rating of their customers in the region?

3c. How does NDE personnel perceive the quality of the trainings offered in the
region?

4a. To what extent are graduates of A-NOAS self-reliant in Southwest Nigeria?

4b. Will there be significant variation between B-NOAS only trained candidates’
self-reliant status and B-NOAS and A-NOAS trained candidates’ B-NOAS self-
reliant status in terms of financial position and Job creation?

4c. Will there be significant variation between A-NOAS only trained candidates’
self-reliant status and their B-NOAS self-reliant status in terms of financial position
and Job creation in the region?

4di. Will there be significant variation in Business Attitude due to training
exposure, Age, Gender and Entry qualification?

4dii. Will there be significant variation in self-reliant status due to training
exposure, Age, Gender and Entry qualification?

5. How has A-NOAS resettlement loan facilitated employment opportunities in the
region?
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To ascertain the degree to which the National Open Apprenticeship objectives have
been accomplished in terms of self-reliant status of the graduates, the following
variables were investigated: Technical and vocational training, Employability skills,
Resettlement loan administration, Trainee characteristics, attitude towards business
and Self-reliance status of the businesses established by NOAS trained graduates.

The National Policy on Education (2004) described non-formal vocational and
technical education as, “that aspect of education which leads to the acquisition of
practical and applied skills as well as basic scientific knowledge”. Thus, training on
technical and vocational skills must be conducted with adequate facilities in real life
situations. Nwogu and Nwanoruo (2011) added that, “vocational and technical
training is systematically designed to contain the trainer and the trainee respectively in
a way that will allow very essentially the trainee learn the fundamental knowledge,
skills, abilities, understanding and attitudes required for trainee’s proficient work in
any chosen vocation or career for independence and personal development.

The Advanced National Open Apprenticeship Scheme (A-NOAS) trainings
are aimed at enhancing employability and self-employment skills of the graduates.
This suggests that, the training programmes must be implemented with skills that are
industry relevant, and solution-based. Employability skills are usually referred to in
literature as predictors of marketability of graduates of a programme and must
accompany any training programme.

Modern economies of the world are encouraging credit transactions. Al Karaki
(2015) stated that, “the modern economy is a credit economy”. Economies run on
credit to stimulate and promote economic programmes with credit fuelling these
activities through encouraging businesses to expand through investment beyond their
personal capacities (Ndubuisi and Okorontah, 2014; Al-Karaki, 2015). The NOAS
objective number six emphasized the stimulation of the economy through training and
provision of resettlement loans. Resettlement loan according to NDE report (2018) is
meant to help trained artisan of National Open Apprenticeship Scheme (NOAS) with
tools; equipment and working capital that will assist them to establish and manage
successful businesses. With the provision of resettlement loan, graduates from the
training are given a smooth transition into productive ventures thereby assisting them
to be self-employed even creating employment for others.

Trainees come into training with different characteristics and these either help

in their learning experience or hinder the process (Nagarathanam and Buang, 2016). It
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has been established that these characteristics (age, gender, social background,
educational qualification, marital status) result in leaner’s achievement, adjustment
and management of psychological problems (Coie and Dodge, 1988; Dodge, 1983;
Parker and Asher, 1987; Vosk, Forehand, Parker, and Rickard, 2019).

Age brings various degrees of pressure on factors that have to do with human
beings, conducts or procedures (Emokhare, 2015). According to Masho and Mathews,
(2009), age regulates human behaviours, attitude, and knowledge. Age is a significant
factor which yields much influence on training attitude and post training confidence
(Falusi, 2014). Bain and Rice (2006) in their study on age and performance concluded
that, age is an important construct while ascertaining learners’ success during and
after training.

Gender is crucial in determining the activities and behaviour of trainees during
training as well as in business life (Jepkoech, 2002). According to Ayoola (2005),
female are natural care takers and when they transfer the trait to vocation, they are
likely to be more detailed in comparison with the male. Mbong (2002) observed that
trainee’s gender significantly affected effectiveness and the level of competence at
work. Adeboyega (2006) also revealed that there is no significant correlation
amongst trainees’ behaviour and gender. Morris and Maistro (2013) found that
trainee’s effectiveness did not differ according to the gender. This then explains that
gender plays a critical role in predicting trainees’ conduct during training as well as in
real business life.

The exposure which one has prior to the commencement of a programme is
regarded as entry level qualification and it performs a significant role especially in
candidate’s overall achievement in business. “Entry level qualification indicates the
level of pre-learning and it is needed to enable the learning of a particular item of
instruction” (Senemoglu, 2009). That is, “entry level qualification is a determinant of
prerequisite knowledge or skills which students or trainees had already possessed
which are germane to the understanding of the subject to be learnt and are usually
needed for the demonstration of new tasks by the trainee or learner” (Odule, 2016).

The mind plays a vital role in influencing human behaviour. Hence, until the
mind is won, the desired change in behaviour may not be attained (Njuguna, 2010).
Attitude as a construct could be very influential and reciprocal and it has one of the
strongest impacts on one’s successes in life (Riegle-Crumb, 2006). Adegoke (2003) in

Kerlinger and Lee (2000) explained attitude as, a controlled inclination to reason,
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consider, recognize and act towards a subject or cognitive item. Adegoke (2003)
observed that, attitude and business success seem to be highly related and individuals
can transform their business fortune by cultivating the right attitudes in their daily
business life and operational strategy. Similarly, Olajide (2015) asserted that,
customers repose confidence on the service providers and expects an attitude that
assures that the provider has the required expertise to retain the confidence and
deliver satisfactory result at the end.

Self-employed persons grow their businesses to the level of self-reliance in
which the business is taking care of itself. Self-reliance is a measure of how
dependent a business is in its daily activities. Reynolds, Carter, Gartner and Greene
(2004) corroborate that, self-reliance, like self-help implies ones’ ability to overcome
fundamental daily business needs, minimizing reliance on external assistance,
therefore, becoming a prerequisite to survive in the modern business world. Reynolds
et al. (2004) divided self-reliance concept into two; “low self-reliance and high self
reliance”. According to them, a low self-reliance has high financial burden with high
tendency of incurring more debt. The high self-reliance status has broken even, is

economically healthy and trudges towards expanding its business frontiers.

1.6 Significance of the Study

The findings from this study will be of great benefit to: all the levels of government,
the management of National Directorate of Employment (NDE), trainers and
graduates of Advanced National Open Apprenticeship Scheme (A-NOAS).
Information from this study will be of importance to the federal government to justify
the large sum of money disbursed to the National Directorate of Employment.
Through this study, the government will be informed on whether the funds committed
to the training are yielding the intended impact which among other things includes
employment generation through self-employment for unemployed youths.

It will also serve as a feedback for the management of National Directorate of
Employment on the exact worth of their training. It will assist the agency to know
about the adequacy or otherwise of the training facilities in their training centres.
Furthermore, the results will also assist policy makers to understand the effects of A-
NOAS training on the trainees as well as on the multiplier effects on economy in
terms of self-reliance and job creation. The findings will equally benefit the

participants who will through the study learn how to assess their business progress
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and finally, the study will be significant to researchers since it will provide additional
empirical data on the impact of A-NOAS training on the graduates of the scheme in
South-West Nigeria.

1.7 Scope of the Study

The study is interested in impact evaluation of A-NOAS training in South-West
Nigeria. It focused mainly on five trades namely: Cosmetology, Confectionaries,
Computer training/ICT, Fashion design and Hair dressing. These trades were selected
because they require constant skill upgrading via training. They are trendy and appeal
to both genders. A-NOAS graduates who completed the B-NOAS training and have
participated in A-NOAS training in Lagos and Ogun States between 2008 and 2017
were used in this study. NDE personnel (VSD HODs and Head of Resettlement Loan
Units in the two states) and A-NOAS graduates’ customers also participated in the

study.

1.8  Definition of Terms

1.8.1 Conceptual Definition of Terms

Impact Evaluation: This is the measurement of verifiable knowledge, values and
skills which the A-NOAS training has equipped the beneficiaries with, which is

reflected in their business’ self-reliant status.

Resettlement loan: Loan that is given to trained advanced National Open Apprentice
Scheme graduates to enable them start-up their own businesses with a moratorium of

six months and eight percent interest.

Trainee Characteristics: The demographic data of the trainees who participated in
both the B-NOAS and A-NOAS training.

B-NOAS graduates: Graduates who finished the basic training organised by NOAS

and were given testimonials of completion.

A-NOAS graduates: Graduates who have completed the B-NOAS training,

examined and issued testimonials and have also completed the A-NOAS training.

Working Population: This is the figure of all able-bodied, active and qualified

persons that are available and in search of work.
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Youth Unemployment: This represents the economically active group who are not

gainfully employed, yet are available and searching for job.

Vocations of Interest: These are A-NOAS trades that were considered in this study —
ICT, cosmetology, confectionary, hair design and fashion design.

Cosmetology: The trade that deals with the production and application of different
cosmetics to enhance personal appearance. They include make-up, make-over, beauty

enhancement and hair tying.
Confectionary: The trade that involves commercial cooking, baking and decorations.
Hair Design: The trade that involves barbing, hair dressing and all the accessories.

Computer/Information and Communication Technology: The trade of repairing

computer, handsets, internets and other ICT devices.

Fashion Designing: The trade that involves procurement of garments/materials,

designing and sewing of garments for commercial purposes.

1.8.2 Operational Definition of Terms

Technical and Vocational Training: This is offered through A-NOAS training. It
was measured in this study using Availability of Training Facilities and Usability of
Training Facilities as contained in Training Facility Availability and Usability
Assessment Scale (TFAUAS).

Employability Skills: These are skills that trainees are trained to enhance their
competence in the world of work. It was measured in this study using Employability
Skills Questionnaire (ESQ).

Self-reliant Status: This is a measure of the current position of the businesses
established by NOAS graduates. It is measured in this study using Financial Position
of the Business and Job Creation ability of the business. It was measured in this study
using financial position (financial inflow and financial outflow) and Job creation

ability as contained in Self-reliance Inventory (SI),

Attitude Towards Business: This is the disposition of the candidates towards their
daily business activities before and after A-NOAS training. This was measured in this
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study using customer satisfaction, team work and indifference as contained in
Graduates’ Attitude Towards Business Questionnaire (GATBQ).

Stakeholders Perception: These are the opinion of those who are involved in the
training of NOAS trainees. For this study, it is measured using graduates’ quality and

employability and unintended outcomes as contained in Stakeholders’ Perception

Interview Guide (SPIG).
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CHAPTER TWO
LITERATURE REVIEW
This chapter presents the review of related literature in the following order:

2.1  Organisational element model (OEM)
2.2  Kirkpatrick model
2.3.  Justification for the use of OEM

2.4  Conceptual framework
2.5  Evaluation: definition and concept
2.6 Impact evaluation model
2.7  Types of evaluation
2.7.1 Formative evaluation
2.7.2 Summative evaluation
2.8 Concept and types of unemployment
2.9  Global economic meltdown of 2007-2008 and unemployment in Nigeria
2.10  Entrepreneurship and self-employment

2.11  Schumpeterian model of entrepreneurship: implications for a
developing country

2.12  Self-employment and national minimum wage
2.13  Concept of skill acquisition

2.13.1 Concept of apprenticeship training and types

2.13.2 Apprenticeship Training in Traditional African Education
2.14  National Directorate of Employment and Open Apprenticeship

Scheme and in South West Nigeria: Operations, Structures and
Functions

2.15 Vocations of interest
2.16  Economic self-reliance
2.17  Technical and vocational training and self-reliance
2.18 Employability, self- employment and self-reliance
2.19 Resettlement loans and self-reliant status
2.20  Trainee characteristics and self-reliant status
2.20.1 Age and self-reliance
2.20.2 Gender and self-reliance
2.20.3 Entry level qualification and self-reliance
2.20.4 Attitude to business and self-reliance
2.21 Appraisal of literature reviewed/gaps filled

18



2.1  Organizational Element Model (OEM)

Organizational Element Model (OEM) was propounded by Kaufman and Keller in
1994 after observing that Kirkpatrick’s model was majorly designed for evaluation of
in- house training and the need arose for the expansion of the scope of the model to
include far reaching effects of training or intervention (Zinovief, 2008). Hence,
Kirkpatrick’s model was expanded and included societal contributions as criteria for
evaluation. With the involvement of Watkins in 1995, they classified the criterion into

six levels:

Level la: Input — Focuses on the availability and quality of materials used in the
training vis-a-vis its objectives. Kaufman’s Level 1 targets the organizational
elements that enhance trainee’s approval of the training and how these elements

impact learner’s satisfaction. It thus goes beyond Kirkpatrick’s Level 1 (Reaction).

Level 1b: Process — Considers process and measures the quality and efficiency of the
resources used in order to ascertain whether learners are satisfied with them. This
level is similar to the reaction level, only that it was expanded to involve the analysis
of knowing if the intervention was properly implemented using approaches that

guarantee the actualization of the objectives.

Level 2: (Micro) Acquisition — This focuses on individual and small unit advantages,
that is, what Kaufman regards as “micro” benefits. The concern here is, whether the
goals or desired objectives of the learning intervention were achieved in the life of
individual participants and small units? This is quite analogous to Kirkpatrick’s Level

2 evaluation-(Learning).

Level 3: (Micro) Performance — This as a micro investigation examines people and
small unit effects. The focus of investigation at this stage is to determine if the
acquired new knowledge or skill is being utilized on the job. It is very analogous to
Level 3 of Kirkpatrick’s model- Behaviour/Performance. The attention is on

utilization rather than acquisition of knowledge and skills.
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Level 4. Macro — This examines macro benefits of the programme. The major
concern here is, the benefits that the organization stands to gain from the training.

This Level 4 is comparable to Level 4 of Kirkpatrick’s (Results).

Level 5 Mega — This is an additional level which focuses on long-term societal
outcomes. Kaufman regards this as “mega analysis”. Is the intervention contributing
to societal needs? Is it addressing client and societal needs? Measurement at this level
involves a wide spectrum of stakeholders like the immediate beneficiaries,
programme implementers and other critical stakeholders. It assesses whether the long
term expectations of a given intervention have been achieved and the elements that
made the achievement of the goals possible. In the case of A-NOAS training, self-
reliance is the long-term objective of the training and determining whether the
beneficiaries of the training are self-reliant requires a model that is expansive like
OEM. “Level 5 has no analogue in Kirkpatrick’s Evaluation Model” (Tampkin et al.,
2002).

2.2  Kirkpatrick Model
Kirkpatrick propounded the famous four-step models in 1959 and “Donald J.
Kirkpatrick developed the applied evaluation model (Zinovief, 2008). Kirkpatrick
propounded 4 stages of training which includes: reaction, learning, behaviour and
results.

The four causal relational steps are:

e Reaction — It measures satisfaction (trainees/fellows thought and feelings
about the training). The focus here is on the reaction of participants to the
training or other associated interventions.

 Learning — This is the degree to which attitude of participants were
transformed, knowledge enhanced or skills improved due to participation in
the programme. Therefore, examinations, tests, or surveys are usually used to
measure this kind of change.

» Behaviour — It refers to the extent to which participants’ conducts changed as
a result of attending the course and to measure this level, the evaluator ought
to establish whether beneficiaries’ new knowledge, skills, or attitudes are

transferred to their jobs or other situations that are similar to their work.
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Evaluation here measures the conveyance of the acquired information to the
work station using assessment methods like observation and productivity data.

» Results — It focuses on the lasting changes to the organizational objectives that
are attributable to the course or training, such as increased productivity,
improvement in recipients’ welfare, or quality of life. Processes involve
measurement of costs, level of income as well as profits.

In the final categorization of the above evaluation types, levels 1 and 2 are
usually categorized as formative evaluation, while levels 3 and 4 are mostly
considered as summative evaluations. It is equally noted that in the model, level 1 is
the easiest to conduct while level 4 happens to be the hardest.

In adopting Kirkpatrick’s model, the following must be understood:

Level 1 and level 2 (reaction and knowledge and skills) evaluations are prone
to superficial sense of achievement. There could be no linkage through the perception
of the training participants and observed improvement on the performances of
individuals and organizations. Then, level 3 evaluations is good for refining the
training being provided, as level 4 determines the actual real value of the training.
Meanwhile, Tamkin, Yarnall and Kerrin (2002) observed that though respondent’s
reaction was linked to learning, it was not translated to subsequent job performance or
behaviour. Hence, a big question has been; what is the justification for measurement
at this level? Studies have further revealed that data at this level could be deceptive
and results could have small relationship with the future application of learning.
Similarly, adopting higher level methods to evaluate impact of training has equally
been criticized with suggestions that, social impacts or focusing basically on effects
on the society could be most appropriate in some circumstances.

Furthermore, other criticisms focused on the assumptions of Kirkpatrick’s
training model. More fundamentally is the assumption that each level is directly
connected with the prior and subsequent levels. This assumption implies a causal
association which research has not established (Tampkin et al., 2002). Other critics
posited that the model is less rigorous and even as it does not accommodate certain
intervening variables (attitude, motivation, etc.) which affect learning transfer.

Consequently, other models were developed, with some as Kirkpatrick’s
progeny, in the sense that they took the core of the original model, expanded it
through the front, adding training plan or fundamental assessment, or behind, by

auditing assessment of far reaching public outcomes (Tamkin, et. al, 2002).
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2.3.  Justification For The Use Of OEM

Kirkpatrick training model was propounded by Donald Kirkpatrick, a Professor
Emeritus, at the University of Wisconsin in 1959. In his book, Evaluating Training
Programs published in 1975, he defined his originally published ideas of 1959. In the
book, Kirkpatrick propounded a four levels training evaluation model with the four

steps as: reaction, learning, behaviour and results, and basically measures:
Reaction: what the trainees think about the training.

Learning and Achievement: trainees change in knowledge, intellectual capability or

skills with respect to the training.

Behaviour and Performance: degree of behaviour and competence improvement

and performance or application of skills.

Results and Impact: interpret attainment at appropriate stages within a programme.
That is, to ascertain the effect of the training resulting from the improved performance
of the trainees.
Therefore, to evaluate the long-term impact of a training programme, Winfrey
(1999) suggests the following steps:
Conduct an after-training survey

Check metrics (e.g., scrap, re-work, errors, etc.) to
measure if participants achieved training objectives,

Interview trainees and their managers, or their customer
groups.

Whereas Kirkpatrick model was not by design made to evaluate long-term
impact of trainings, a more robust and elaborate model becomes necessary. Hence,
OEM which is an expanded model of Kirkpatrick model was chosen to accommodate
the other parameters- Level la-Input, focuses on the organizational factors that can
impact learner satisfaction. Level 1b: Process- analyses whether the intervention was
properly implemented in a way that will guarantee the achievements of its objectives.
Level 2: (Micro) Acquisition- determines whether the objectives or desired outcomes
of the learning intervention met the life of individual participants and small units.
Level 3: (Micro) Performance- examines if newly learnt knowledge and abilities are
being used in the place of work. Level 4: Macro- examines if the training has affected
productivity level of the beneficiaries. Level 5 Mega- assesses whether the long term

goals of the intervention have been achieved and the factors that contributed to the
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achievement. With this expanded evaluation model, the impact of A-NOAS training

for ten years was ascertained.

2.4  Conceptual Framework

The transfer of training model by Baldwin and Ford (1988) is one of the frequently
cited in research and is being used in many researches and studies relating to training-
transfer. The model came after Baldwin and others had analysed about 63 studies that
spanned between 1907 and 1987 and came up with the key findings that linked
training input factors and transfer (Blume, Ford, Baldwin and Huang, 2010). Hence, it
is one of the frequently cited reference model in training transfer literature. It is the
only model that has gone through extensive review by the research community
(Tampkin et al., 2011).

The model is based on a systematic organisation of relationships that are
complimentarily emphasising that, training is better transferred when trainees, trainers
and organisations work collaboratively during and after training. The model views
trainee characteristics and work environment as dynamic, in that their overlapping
influences can be experienced directly and indirectly on training outcomes and
impacts created by the outcomes (Baldwin and Ford, 1988, and Crisp, 2002). Training
design plays a very critical role as it enables transfer of what is learned.

Figure 2.1 presents a schematic illustration of the Baldwin and Ford (1988)
training transfer which involves inputs, training outputs and condition of transfer. The
assumption is that, if there is a break in the transmission process, it will have a

negative effect on the last stage which is the transfer of the knowledge.
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Figure 2.1: Baldwin and Ford’s Transfer of training model (1988)
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Baldwin and Ford’s Model was propounded by Timothy Baldwin of Kelley
School of Business, Indiana University, Bloomington, USA and Kelvin Ford of
Michigan State University, USA in 1988. The team’s qualitative outcome was
hemmed around one model that has inputs, outputs and conditions of transfer. The
inputs includes: trainee characteristics, training design and work environment. The
output has acquisition of knowledge and skills during training and conditions of
transfer have generalization of knowledge and skills acquired in training to the job
and the maintenance of that learning over time on the job (Blume, Ford, Baldwin and
Huang, 2010). Moreover, trainee characteristics would comprise of inherent factors
like; ability, skill, motivation, and personality of trainees. Hence, Nakayama and
Santiago (2012) defined it as individual mental factors which may affect learning
activity. They could inhibit or enhance learning and therefore must be considered in
training design.

The training inputs contain inherent qualities which the trainees possess and
bring into the training. Ability or skills, personality and motivation together with other
trainees’ personal qualities collectively and directly affect conditions of transfer
(generalization and maintenance) by passing learning and retention. This implies that,
there are trainees who because of their natural abilities and skills, age, gender,
educational background and experience would perform well once there is a supporting
working environment. However, the indirect impact through learning and retention to
generalization and maintenance implies that in addition to trainees’ characteristics,
better result is achieved when these trainee characteristics are brought into training, to
enhance learning and retention which further helps in generalization and maintenance.

Working environment which comprise of physical environment and
opportunity to use what is learnt is hypothesized to have direct impact on conditions
to transfer. This means that, given a conducive working environment, some trainees
because of their unique inherent characteristics would transfer residual knowledge
into work experience and maintain it over a period of time. Work environment is thus
the motivating factor that is giving rise to enhanced performance. However, the
indirect route implies that, generalization and maintenance is maximised when
learning and retention are enhanced with supporting and enabling work environment.

According to Ford and Baldwin (1988) training design (sequencing and
training content) has some factors that must be put into consideration to ease transfer

of learning such as; identical elements and general learning principles, stimulus
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differences and practice conditions. Gagne (1962) stressed the importance of training
content to be arranged in such a way that it will facilitate learning and enhance
retention. Learning principles of identical elements explains that transfer would be
optimized to the extent of availability of identical tasks and response factors in the
training and transmission settings. The crucial point according to Baldwin and Ford
(1988) would be; what in particular in this training arrangement ought to be
identically designed with the real work milieu to ease learning-retention- transfer
arrangement.

Stimulus variability; this suggests that, maximizing unpredictability is
dependent on the impression that transfer is optimized when different significant
motivators are engaged (Elis, 1965). According to Kazdin (1975) transfer is improved
through building different situations or by adopting different motivational elements in
order to circumvent a situation whereby training is becoming fixed to a limited variety
of incentives and reactions.

In Baldwin and Ford’s model, learning and retention is hypothesized to be
impacted directly by training design (sequencing and training content) and indirectly
by trainee characteristics and work environment. As an output factor, it directly
impacts conditions of transfer (generalization and maintenance). This implies that,
trainees must be adequately trained. This corroborates Kirkpatrick (1967), which
suggested that, if acquired skills will be transmitted adequately, the knowledge must
be valued, acquired and retained. With adequately learned materials and knowledge
acquired, transfer to real work place would be achieved.

The medium for distributing materials learned is referred to as transfer. This is
defined as the extent through which the understanding of an answer to a situation or
condition controls similar reaction in a related assignment or condition (Blume, Ford,
Baldwin and Huang, 2010). Thorndike and Woodworth (1901) thus asserted thus,
transfer will take place only when the objectives, processes, and procedures adopted
during learning an item are similar to the item to be transferred. There are evidences
supporting the generalization of responses especially when the cause and effect with
regards to understanding a task and applying it is closely related situations. That is,
situations similar to learning tasks promote generalization and situations far from
learning tasks reduce generalization and transfer (Royer, 1979). This transfer of
training model has given critical contributions on training transfer discuss. The major

advantage in the model’s six linkages is that its practical processes could be explained
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in a manner capable of allowing its structures to be adopted for evaluating the specific

impact of every unit (Baldwin and Ford, 1988).

2.5  Evaluation: Definition and Concept

The concept of evaluation has a distance history reaching far as about four thousand
years ago. “Evaluation started in China and it was used to assess public programmes,
however, the term, “evaluation” for the first time, was applied to these main social
areas: educational improvement, resource allotment and poverty reduction initiatives
in the Unites States (Calidoni-Lundberg, 2006). Consequently, evaluation as a
concept became conventionally linked to studies in social science adopting the
traditions of using quantitative and experimental studies, economic assessment and
participatory procedures inculcating the beneficiaries in the evaluation arrangement
(Calidoni-Lundberg, 2006). The Organisation for Economic Cooperation and
Development (OECD) and its Development Assistance Committee (DAC) (1991),
defined evaluation as, “a systematic and objective assessment of an on-going or
completed project or programme, its design, implementation and results”.

According to James and Roffe (2000) evaluation is “juxtaposing the original
and real alongside the expected or estimated which underscores the reason to review
whatever that was obtained over what was anticipated. Presenting an elaborate
definition, Staflebeem and Shingfield (1986) cited in Rodr’iguez-Modrono (2021)
explained evaluation as, determining and gathering descriptive and random data on
the quality of goal achievement, projects and results with the aim of guiding decision
making and needs, analysis of learners and a better understanding of the phenomena
studied”. Wall (2009) defined it as, “a purposeful, systematic, and careful collection
and analysis of information used for the purpose of documenting the effectiveness and
impact of programmes, establishing accountability and identifying areas needing
change and improvement”

Central to every evaluation is the need to ascertain the value or importance of
a project, plan or agenda that has an objective and intended outcome. Thus, Spiel
(2001) corroborated that, expressively, evaluations are about the efficiency of
programmes. Thus, an evaluation reports is expected to give credible and authentic
information that would enable integration of new ideas discovered into the resolution

making procedure of the beneficiaries and donors (Wajutome, 2016).
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2.6 Impact Evaluation Model

Evaluation generally provides information to aid the improvement of a project or
programme. Ekpo (2016) stated that, evaluation is conducted formally or informally
in every area of life, for the purpose of determining the outcomes of certain events or
actions. Impact evaluation thus provides feedback about the goals of a project being
met, thus, forms a critical aspect of the intervention programme which often aims at
ensuring that the beneficiaries derive the maximum benefits of the programme.
According to the Australia AID (2012) “an impact evaluation is a systematic and
empirical investigation of the impacts produced by an intervention specifically, it
seeks to establish whether an intervention has made a difference in the lives of the
people”. The major objective is to explain issues about, “what do works or does not
work, how, for whom, and why”. Thus, Yang, and Del (2019) maintained that,
impact evaluation is “one that provides a framework sufficient to understand whether
the beneficiaries truly benefitted from the programme and not from other factors”.

Moreover, according to the World Bank Impact Evaluation Group (IEG,
2010), impact is “a systematic identification of the effects, positive or negative,
intended or not, on individual households, institutions, and the environment caused by
a given development activity such as a programme or project”. “Impact analysis is an
analysis of the (positive or negative, intended or unintended) outcomes of an
intervention (project, programme, or policy) on a given population and it measures the
extent of that outcome impact” (Swiss Agency for Development and Cooperation,
2014). Impact evaluation therefore seeks to investigate in exactitude what happened
with the intervention programme and what would have happened without the
intervention programme.

In other words, Gertker, Martinez, Premand, Rawlings and Vermeersch (2016)
stated that, causal impact of a programme “(P) on an outcome (Y) is the difference
between the outcome (Y) with the programme (in other words, when P=1) and the
same outcome (YY) without the programme (that is, when P = 0). Hence, A= (Y/P=1) —
(Y/P = 0)”. In the case of National Open Apprenticeship Scheme, the argument is thus

presented in figure 2.2.
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Figure 2.2: Schematic illustration of impact evaluation
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Figure 2.1 explains the schematic illustration of National Open Apprenticeship
Scheme operations. OY X is the training timeframe for the B-NOAS and A-NOAS
graduates. OY, is specifically the time for B-NOAS graduates, while YX is the
additional training given to A-NOAS graduates. KPU measures the general outcome
of the training given to both B-NOAS and A-NOAS trainees. KP measures the
expected impact from B-NOAS training. However, YP is the time when A-NOAS
training intervention was introduced into the scheme with the expectation that PZU
impact would be created in the business performance of the graduates. It is therefore
PZU that this study intends to investigate using the self-reliant status of both B-NOAS
graduates and A-NOAS graduates.

The main thrust of an intervention programme is to bring a precise solution to
an identified problem. Natural occurrences/development does occur and result into
solutions to human problems without any scientific explanations. For instance, if there
is adequate rainfall in a year, it will enhance crop production even without any yield
improvement intervention programme. If there is however an intervention programme
that is aimed at bringing solution to an identified problem and coincidentally nature
takes its course, how does one ascertain that the outcome(s) observed are caused by
the intervention and not by the natural forces of nature? Hence, White (2011) asserted
that, “impact evaluation (or attribution analysis) is “a with versus without analysis”;
that 1s, “what happened with the programme (a factual record) compared to what
would have happened in the absence of the programme (which requires a
counterfactual, either implicit or explicit”. It is thus, the focus of impact evaluation to
determine in exactitude the degree in which some outcomes identified are linked to
the identified programmes or project and to these alone.

For professionals in evaluation, ‘impact’ is basically placed at the final stage
of the causal linkage, taking impact and outcomes differently because impact stands
for far reaching results and/or outcomes. The explanation given by the evaluation
experts in some donor organizations like the OECD- Development Assistance
Committee (2010), stated that, it is a positive and negative, primary and secondary
long-term effects produced by a development intervention, directly or indirectly,
intended or unintended”. Thus, Ravallion (2009) revealed that, “impact is defined “as
the difference in the indicator of interest (Y) with the intervention (Y1) and without
the intervention (Yo0)”. That is, impact = Y1 — Y0 “. Impact evaluation thus tackles

issues of establishing attribution between the counterfactual value of Yi which is Yo
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using a rigorous approach (White, 2009). “Impact evaluation measures the net change
in outcomes amongst a particular group, or groups of people that can be attributed to a
specific programme using the best methodology available, feasible and appropriate to
the evaluation question(s) being investigated and to the specific context (International
Initiative for Impact Evaluation (3ie, 2010).

In the same vein, the Australian Aid (2012) stated that, an impact evaluation is
a methodical and empirical examination of the outcomes that resulted from an
intervention. In particular, its aim is to establish that, an intervention has had a
significant effect in the lives of beneficiaries. Impact evaluation is also “a
measurement of the effect of a relief programmes on final wellbeing results (White
(2006)”. The other definitions as contained in the Independent Evaluation Group of
the World Bank are:

i.  “An evaluation which looks at the impact of an intervention on final welfare
outcomes, rather than only at project outputs, or a process evaluation which
focuses on implementation”;

ii.  “An evaluation concerned with establishing the counterfactual, i.e. the
difference the project made (how indicators behaved with the project
compared to how they would have been without it)”;

ili.  “An evaluation carried out some time (five to ten years) after the intervention
has been completed so as to allow time for impact to appear; and”

Iv.  “An evaluation considering all interventions within a given sector or
geographical area”.

The main thrust of an impact evaluation is to provide empirical evidence on
whether the programme has had an effect on the beneficiaries and on the magnitude of
that effect (Independent Evaluation Group, IEG, 2010). Hence, White (2006)
submitted that, an impact evaluation can be undertaken to improve or reorient an
intervention (i.e., for formative purposes) or to inform decisions about whether to
continue, discontinue, replicate or scale up an intervention (i.e., for summative
purposes).

Davidson et al. (2006) identified three design options that address causal
attribution; (i) Experimental designs (which involve construction of a control group
through random assignment); (ii) Quasi-experimental designs (which involves
construction of a comparison group through matching, regression discontinuity,

propensity scores or another means) and (iii)Non-experimental designs (which look
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systematically at whether the evidence is consistent with what would be expected if
the intervention was producing the impacts, and also whether other factors could
provide an alternative explanation). Similarly, the IEG has identified these impact
evaluation strategies: (i) rapid assessment or review, conducted via ex-post, (ii) ex-
post comparison of project beneficiaries with a control group using multivariate
analyses, (iii) quasi-experimental design using matched control and treatment groups
and, (iv) randomised design (Ayoola, 2012).

To further buttress their claim, the IEG recognizes the last two strategies as
“rigorous impact evaluations”. According to them, “the strength of these two
strategies or methods lies on the fact that, these are largely consistent when
ascertaining causality; that is, linkage between a given intervention and the actual
impacts it caused and for measuring the magnitude or extent of impact attributable to
the given intervention” (IEG, 2010). Consequently, the issue of establishing
attribution has remained at the hub of impact evaluation. Hence, the adoption of
Rigorous Impact Evaluation (RIE) which involves the use of quantitative factors
while designing evaluation programme with qualitative analysis which helps in
highlighting and validating the imparts caused by the intervention is advocated.

However, White (2010) submitted that, it is the sample size (n) that determines
the best methodology to be used. Where the sample size is very small or moderate, the
qualitative approaches are recommended as most appropriate methodology.
Nevertheless, should the range be wide and involving large interventions,
experimental and quasi-experimental techniques are most appropriate. With
qualitative approach, generalisation becomes difficult. However, the advantage of
using a qualitative approach lies on the fact that, a good contextual basis is provided,
which is frequently missing with the other approaches (Ayoola, 2012). White (2006)
further argued that, there should not be a trade-off between quantitative and
qualitative approaches. Qualitative data gives framework as well as proper analysis of
quantitative results. Therefore, the combination of quantitative and qualitative
approaches which is known as the mixed methods approach ought to give rise to “the
strongest evaluative findings, combining well-contextualized studies with quantitative
rigor” (White, 2006).

Establishing that the outcomes are caused by the intervention requires a
systematic approach. Hence, White (2009) in the “theory based evaluation”, argued

that, the main thrust of theory-based impact evaluation is to ascertain whether a
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particular intervention has had an impact and the degree of the impact, instead of just
establishing that it has had impact.

While the adoption of these six principles is necessary, there must be a careful
scrutiny to ascertain that the intervention being evaluated requires an impact
evaluation. Hence, the Swedish Agency for Development and Corporation (SDC,
2011) asserted that, not all projects, initiatives, and plans of an entity or government
are qualified for evaluation in terms of their impact. In partnership with the World
Bank Impact Evaluation Group, SDC posited that, providing an answer to just one of
these questions gives an indication of such an initiative qualifying to be evaluated for
its impact:

I.  Is there potential to scale-up the project or programme?
ii. Is the project or programme strategically relevant for the organization for
replication or learning purposes?
iii.  Is this an innovative project or programme that is in need of evidence on
whether it works?
iv.  Can the results be used to inform national or global policy making?

Providing answer to these critical questions is very germane in deciding
whether to conduct an impact evaluation or not. Impact evaluations should be mainly
carried out after ascertaining the inherent enormous potentials of learning. Thus,
behavioural modification of the target group ought to be the focus of the programme,
project or policy that will require impact evaluation. Furthermore, there are three
important aspects to equally consider:

i. Is it reaching enough people with the project or programme so that the sample
size of the impact evaluation is sufficiently large?
ii. Isitpossible to establish a good comparison group?
iii.  Are the outcomes (of interest) measurable within a reasonable timeframe?

(SDC, 2011).

Cognizance of the fact that there are inherent factors like; maturation,
contamination and self-efficacy, that could affect learning and mediate its proper
measurement, the major concern and problem with impact evaluation becomes, “how
to establish attribution”. In response, White (2006) proffered the solut