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ABSTRACT

Drawing upon human capital theory, this study examined the effect of
entrepreneurship skills on career performance of 319 self-employed university
graduates in northwest geopolitical zone of Nigeria. The examined three objectives
and research questions in establishing the relationship between; 1) planning skills; 2)
interpersonal skills and 3) financial management skills and career performance of
graduates. The study employed a cross sectional and descriptive correlational survey
design. A researcher made questionnaire was used to collect data from the graduates
who were selected using systematic random and purposive sampling techniques.
Data analysis was done using frequencies and percentage distributions, means and
standard deviations, factor analysis and structural regression equation modeling
using partial least square (PLS-SEM). The findings on the profile characteristics of
the graduates revealed that there were more male self employed graduates than
females (63.6%> 36.4%), most of them were between 20-30 years (47.3%), majority
had a bachelor’s degree (48.6%), were from social sciences (65.8%), owned a
limited liability company (53.9%), were from printing and publishing sector (43.3%)
and had stayed in business for less than three years (53.3%). Career performance of
the self-employed graduates was rated moderate (overall mean = 2.04) on a four
point Likert scale. Mean ratings on entrepreneurial skills were; i) planning skills
were found to be very high (overall mean = 3.32); ii) interpersonal skills were also
rated very high (overall mean 3.27) and iii) financial skills were rated very high
(overall mean 3.27). The results from partial least squares structural equation model
supported the hypothesized direct effect of entrepreneurship skills on career
performance. Specifically, there was a significant relationship between; i~) planning
skills in general and career performance (r
-.247, p = .000; Adjusted R
.346, F
= 3 3.734, p
.000). Marketing (Beta = -.322, p .000) and customer service (Beta =
-.086, p = .010) were the most important planning skills in enhancing career
performance; ii) there was a significant positive relationship between interpersonal
skills in general and career performance (r
.127, p = .026; Adjusted R2 = .082, F =
5.570, p = .000). L~àdership skills (Beta .145, p .000), networking skills (Beta =
.118, p = .047) and team building skills (Beta -.131, p
.014). However, the
hypothesized significant relationship between financial management skill and career
performance was not fully found (r
.039, p .491; Adjusted R2 .068, F 6.640,
p = .000). Only bookkeeping skills (Beta .124, p = .000) positively and
significantly influenced career performance. The researcher concluded that
entrepreneurial skills in general significantly influence career performance of the
graduates. Entrepreneurship skills acquired through the mandatory entrepreneurship
education programirte for undergraduate students of tertiary institutions in Nigeria
are an important consideration in helping self-employed graduates to enhance their
career performance. The researcher recommended that the entrepreneurship
education curriculum needs to be enhanced by ensuring that its content is in line with
the skills required in the job market. From this study, graduates exhibited a high
level of skills, but their career performance did not match it, an indicator that the
content could be having a problem.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Ll.1 Historical Background
The issue of entrepreneurship skills has been a common topic in many
countries for a long time. The concern of entrepreneurial skills is rooted from the
desire to have students who are job makers than job seekers. This need was
emphasised by the drive to have university students introduced to entrepreneurship
studies. According to Andrea (2010), the concept of formal entrepreneurship
education at the university level is a relatively new one. Citing the works of
Volkmann (2004),~ ~Andrea (2010) reveals that the first courses that specifically
addressed entrepreneurship took place at the Harvard Business School in 1947. In
other countries like UK, the original entrepreneurial courses were launched in 1 980s
together with the UKs first initiative for Enterprise in Higher Education (Elton, 1991,
Kirby, 2005). Froth’~that time, high education programs focusing on the teaching of
entrepreneurship have gone global. According to Volkmann (2004) it had been
predicted that imparting entrepreneurship skills among higher education students
would become a major academic discipline for university education in the

21st

century.
Historically, researchers have viewed entrepreneurship as an important
mechanism for economic emancipation due to its association with investment and
new market opportunities (Weber, 1930; Schumper, 1934; Cole, 1965). As early
1950’s, scholars hãçl noted the need for entrepreneurial capabilities or skills. For
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example, it has been put by Volkmann (2004) that whereas attention is put on both
physical and financial resources, which determine the successful existence of firms,
if the proper human capital competencies and structures are in place, they can
organise the rest to make the firm exist and survive. This implies that the need for
entrepreneurial skills has been established by previous scholars many years back. For
example, recognized that the entrepreneurs’ business management skills must be
given primary attention in handling issues of employment creation and survival of
enterprises. Ahmad, Basir & Kitchen (2010) reiterate that if the owner-manager
lacks the necessary skills, the business is doomed to fail.
Smith & Schallenkam (2006) also added to the need for entrepreneurship
skills, indicating that “when all is said and done”, the entrepreneur’s skills are
blamed for the business failure. As these earlier writers have put it, lack of
entrepreneurship skills makes the person (entrepreneur or employee) incompetent,
rigid and intemperate or unbalanced in his/her work actions. And in such a situation
there are misperce~ions, lack of vision, threat rigidity and lack of will and ability to
respond effectively and make necessary adjustments to reverse the downward spiral
of decline triggered by internal and external factors (Williams, 2008). Adding to this
variable, Reuben (2011) explain that skills like turnaround strategies as a
management functldn, internal decision making, must be taken to manage internal
and external threats to the organization. So the way entrepreneurs or graduates are
prepared in entrepreneurial skills determines how they perform in all these variables.
Moreover, the issue of efficiency in career performance and or firm performance is a
global one (Msoka;~2013). Developed countries focussed on building the capacities
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of their work force, when they wanted to deal with problems of low levels of
productivity at either individual, firm or national levels. It has long been believed
that a competent and efficient workforce is the spring board for economic growth
and development of any nation, as it is for the growth and success of any company.
The need for improved career performance was the force behind the great global
inventions and innovations such as the scientific management approach, the skills
approach and so on. With the exception of the less developed countries, efficiency in
career performance or the performance/productivity of individual employees is well
trucked in most organisations of the developed world, and its contribution to the
growth or otherwise of the firms and nations has always been recognised. The focus
of employers has for a long time shifted from academic paper qualifications to the
generic or soft skills, which are social and personal skills, expected to accomplish
the various multifaceted requirements of work (Agomo, 2002). That is why all past
recessions have been successfiully reversed even after their occurrence had already
been set in motion.
There are different reports about the inadequacy of the graduates to perform
as expected from various countries in the past; but most of these reports are
attributing these inadequacies to the low levels of soft skills possessed by these
graduates. Graduate’ entrepreneurs, in whatever field they are, require skills in the
field of management and these skills, have been to a great extent lacking over the
long term (Msoka, 2013). This inadequacy has been attributed to lack of
entrepreneurship education and training in entrepreneurial skills, which according to
Lorraine & Peter ~(2007) reduced management capacity and performance in new
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firms in South Africa and has been given as the major reason behind levels of
entrepreneurial creation and the high failure rate of new ventures. Fatoki (2010)
indicates that entrepreneurial skills reflect the managerial competencies but quality
and context of the educational systems that have been existing in many countries
have not been promoting the development of those required skills. According to
Lorraine & Peter (2007) most higher education institutions have been focusing on
academic quality and qualifications other than quality of entrepreneurship training
and so the performance of local and graduate entrepreneurs has been poor but
employers and other stakeholders have not been able to identify the key factors
majOrly responsible for this.
In this

21st

century, almost all countries globally have recognised the need

for enhancing the performance of higher education graduates, by uplifting their
entrepreneurial skills through quality entrepreneurship education and training. It has
also been accepted that entrepreneurship education and entrepreneurship skills are
intertwined and as a result, most countries have established entrepreneurship
education centres in many higher institutions of learning, with a goal of imparting
entrepreneurial skills among their graduates so as to improve their enterprising
attitudes, intentions and capabilities, as well as their employability (Lorraine &
Peter, 2007).
The increased level of awareness and intense pressure of unemployment have
made countries all over the globe to increase their investment in entrepreneurship
programmes. This is based on the belief that entrepreneurship plays a significant role
in employment geh~ration and policy makers recognise the programme due to its

4

positive contribution to the economy (McStay, 2008). This recent recognition of the
need for uplifting the quality of graduates, has attracted a number of studies which
have been recently done examining the quality of entrepreneurship education in
different parts of the world. For example, Hayton (2015) in Malaysia, Kituyi and
Balunywa (2012) in Uganda, Fatoki (2010), Botha (2006) and Kunene (2008) in
South Africa, Bosma et a?. (2000) in Netherlands and so on.
In the last decade, there has been growing economic downturns in Nigeria,
leading to a drop in the capacity of government and cooperate organisations to
provide employment for all university graduates. The situation has led to a paradigm
shift from relying

?~ government jobs to the acquisition of entrepreneurial skills for

self-reliance. University graduates with appropriate entrepreneurial skills may have
been able to establish businesses and have therefore become self-employed and selfreliant
-

Development of skills and competencies among university graduates in

Nigeria became a serious concern for educators and curriculum developers. This
compelled federal government to introduce compulsory courses on entrepreneurship
education that are core in all tertiary institutions in the country in the year 2006/2007
(NUC; 2015). While public policy makers have long recognised the importance of an
entrepreneur as a promoter of economic development and hence supported the
development of entrepreneurship education to increase entrepreneurial skills, and
whereas there has been a shift from general education to entrepreneurship skills
development as a necessary way of developing and empowering the citizens,
particularly the y~üths and indeed many universities have been supported and
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established entrepreneurship education centres (Abubakar, 2010), no study has been
conducted to specifically establish whether the entrepreneurship education centres
have imparted the required entrepreneurial skills and whether those skills have
enhanced! boosted the performance of the graduates as employers and employees.
This study is done to make a contribution in this line.

1.1.2 Theoretical background
There are various theories Which explain the factors affecting the
productivity, performance and efficiencyof employees. Some are humanistic based;
others are enviromlental based while many are skills based. This study was based on
the human capital theory of entrepreneurship developed by Schurtz in 1961. Walstad
& Kourilski (1999) explained that the theory considers knowledge and skills as
indispensable tools of transformation. The choice of this theory was based on the
general belief that ~ducation! training is capable of inculcating competencies, skills
and values that can stimulate performance of graduates as employers and employees
and enables them to transform these organisations. To the best of the researcher’s
knowledge, no study has examined the impact of entrepreneurial skills on career
performance of graduates in Nigeria, within the perspectives of this theory.

1.1.3 Conceptual background
Entrepreneurship is a process of bringing together creative and innovative
ideas, combining them with management and organisational skills in order to
combine people, money and other resources to meet an identified need and thereby
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create wealth. Garden & Raimi (2012) defined entrepreneurship as a way of
thinking, reasoning and acting that result in the creation, enhancement, realisation
and renewal of values for an individual, group, organisation or society. It is the
willingness and ability of an individual to seek out investment opportunities,
establish and run an enterprise successfully. However, entrepreneurship requires
skills needed to assume the risk of establishing a business. Entrepreneurship skills
are simply business skills which individuals acquire to enable them effectively
function in the business environment as entrepreneurs or employees.
An entrepreneur is one who engages in business undertaking with an active
and enterprising s~ifit. He or she coordinates the factors of production and bears the
risk of uncertainty by investing scarce resources in business ventures. It is necessary
for such an individual to acquire skills such as human resource management skills,
marketing

skills,

customer

service

skills,

financial

management

skills,

creative/innovativ~kills, office machine skills and risk management skills (Emako
2001).
For an employee to be successful in a competitive market as an entrepreneur,
he needs a broad array of entrepreneurial skills. Terry (2005) stated that a business
owner needs to po~sess basic skills necessary to start, develop, finance and market
their own businesses. Entrepreneurial skills compare favourably with the basic skills
required for starting, developing, financing and marketing business enterprises, as
opined by Lyve (2005). Akande (2011) described entrepreneurial skills as qualities
or attributes require4 for an entrepreneur to start and successfully manage a business
in a competitive environment.
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Akintoye (2008) identified some of the entrepreneurship skills necessary for
career performance. They include accounting skills, marketing skills, customer care
skills, human resource management skills, business plan development skills,
production process skills, leadership skills, innovative skills and risk-taking skills.
He grouped them into four broad skills; planning skills, interpersonal skills, strategic
skills and financial management skills. This study however, examined only the three
skills, which include planning skills, interpersonal skilisand financial management
skills.
A career is defined as the achievement realised by a person in a job, or job
experiences that a person has acquired. Career performance focuses on actual
contributions, results and achievements from the skills acquired by the worker, for
example as a university graduate. On the other hand,career performance is the way
employees perfdrni ~their work. It refers to what people do while at work, the action
itself that encompasses specific behaviour. Performance is regarded as an action that
can be scaled. Campbell (1993) explained that performance is a concept that
describes behaviour towards goals. Career performance, therefore, focuses on actual
contribution and àêhievement of results from the skills acquired. This allows
graduates to understand what is expected of them in the world of work, as employees
in companies or as owners of their own business ventures. Msoka (2013) argued that
university graduates need to possess basic skills necessary to start, develop, finance
and market their o~n businesses and perform effectively in the world of work and
successfully manage the businesses.
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The study investigated entrepreneurship skills (independent variable) which
comprised of planning skills, interpersonal skills and financial management skills.
The dependent variable (career performance) of the self-employed graduates, was
examined on two dimensions, that is as personal expectations of the individual
graduate and community expectation from the graduate entrepreneur. Graduates’
career performance was examined on these dimensions; sales volume, number of
customers, profitability, staff employed, years of survival and general management
quality.

1.1.4 Contextual Background
Nigeria as a nation is rapidly growing in population. The demand for food,
shelter, clothing and health care is seriously on the increase. The available white
collar jobs are increasingly becoming inadequate to absorb all the youths who
graduate every year from the different institutions of higher learning. The mass
unemployment situation has led to series of odd vices like armed robbery, human
trafficking, kidnapping and assassinations all over in Nigeria. This state of affairs has
result in instability and insecurity in this country and the problem of Boko Haram
has been attributed to this. Promotion of entrepreneurship education so as to equip
graduates with relevant entrepreneurship skills has been described as an antidote to
these problems (Enu, 2012).
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There

are~ several

challenges

facing

the

university

graduates

in

Nigeria.Adeshina (2013) point out that the entrepreneurial environment is unfriendly
and unfavourable to assess graduates’ performance as employees or employers. The
university graduates have high interest in structured employment and seem to find it
difficult

to

develop

a

positive

attitude

towards

self-employment.

The

entrepreneurship curriculum is suspected to be inadequate, therefore universities
hardly prepare graduates for effective performance in the world of work, possibly
because the curriculum content is accused of over concentrating on theory part not
the practical aspect, of the content. A study by Pitan and Adedeji (2012) found a very
big mismatch between the skills acquired by university graduates and the demands of
their jobs in the market. Adamu (2013) also noted that graduates are not given the
opportunity of familiazing and exposing themselves to the needed experience in
handling equipments and machines that are usually not available in their institutions
and these in turn affect performance in the job market.
North-west Geo-political Zone, where this study is to be conducted, is one of
the six Geo-political Zones in Nigeria. It consists of seven states;Jigawa, Kaduna,
Kano;Katsina, Kebbi, SokotoandZamfara. The zone, like other zones in the country,
has federal and state universities. Presently, the North-west Geo-political Zone of
Nigeria has sixteen universities. Seven of them are owned by the federal
government. According to the National Universities Commission (2015), every year
these universities turn out graduates leading to their increase in the labour market
without correspondi~ng job creation. These universities offer a variety of academic
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programmes, one of which is a study in entrepreneurship skills acquisition which
intends to prepare students of the programme for the world of work.
Despite the entrepreneurship training, evidence on how such courses shape
students’ skills and facilitate entry into self-employment remains unpresented, yet the
domain of entreprei~eurship and performance of university graduates have attracted
attention of many researchers in almost all developed nations (Basil, 2005). The
influence of entrepreneurship skills on career performance of graduates in Nigeria,
has not been adequately addressed by scientific researchers. This guided this study to
establish how the ~titrepreneurship skills acquired by the university graduates have
helped them in the running of their businesses, as well as performance of those
employed in offices in the world of work.

1.2 Statement of the Problem
The career performance of university graduates in Nigeria has been reported
to be low in recent years (Pitan & Adedeji, 2012). It has been observed that majority
of the graduates still find it very difficult and impracticable to find their feet on
ground as business founders or as employees managing entities to a strong better
position (Adeshina, 2014). The levels of creativity, team performance, social
networking, tolerance and accountability have been reported to be inadequate. And
yet the general performance of entities, including those started by graduates and the
none-graduates has also been reported to be poor, as many are not able to survive for
longer years (Mohammed, 2014). The continued high unemployed levels (Ibrahim,
2010) is also another sign that the graduates are not doing a good job in the field of
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job creation and expansion. The continued incompetence of the graduates in Nigeria
go with several unfavourable consequences to the country and its nationals, some of
which are already being experienced while others may show up if the problem
persists. For example, it has been said that the inability of graduates to perform to the
expectation has contributed to the high labour turnover in Nigeria, it has also been
blamed for low wages in many Nigerian companies, both private and public, lowered
company profitability, through bringing in uncalled for or otherwise would be
avoidable costs, such as continuous recruitment costs, investment in current
personnel development, market losses and could imply a greater workload and
pressure on those personnel who can perform. In addition, it may compromise firms’
productivity or quality and general competitiveness of the country, which hampers
economic growth at macro-economic level.
The persist~nt low performance level of graduates has been blamed on many
factors by different stakeholders and academicians. Two most prominent articles on
this issue, have attributed the problem to the inadequate and irrelevant education
contents in the curriculum of most programs of study in the country. Among these,
Pitan & Adedeji (2~l2) have attributed it to the big mismatch between the skills
imparted among the graduates vis-as-vis those required in the job market, indicating
that university graduates in Nigeria have been poorly prepared for work in recent
years. Adenike (2016) has attributed it to inability of the entrepreneurship education
curriculum to meet its introduction objectives, which has resulted into many
uncoordinated revisions and changes in the pedagogical structure of the curricula
over the years. Other factors blamed include irrelevancy of the content and
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inadequate funding of the education institutions which see them produce half-baked
graduates, who are inadequate in skills. Despite all these concerns, there are no
studies in Northern region of Nigeria with empirical evidences on the extent to
which the entrepreneurship skills are relevant to the job market and how effectively
are imparted to

the

students and if so how are they impacting on the career

performance of the graduates. This study was conducted to fit into this gap, to
document evidences on the effect of entrepreneurship skills on career performance of
university graduates in North-west Geo-political Zone of Nigeria.

1.3 General Objective
The general objective of the study was to determine the relationship between
entrepreneurship skills and career performance among university graduates in North
West Geo-politicaP Zone of Nigeria.

1.4 Specific Objectives
The specific objectives of the study were to:
i.

Establish the~ relationship between planning skills and career performance
among self-employed university graduates in North-west Geo-political Zone
of Nigeria.

ii.

Investigate

the

relationship

between

interpersonal

skills

and career

performancQ ,among self-employed university graduates in North-west Geo
political Zone of Nigeria.
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iii.

Determine the relationship between financial management skills and career
performance among self-employed university graduates in North-west Geo
political Zone of Nigeria.

1.5 Research Questions
In line with the research objectives, the following research questions were
answered;
i.

What is the relationship between planning skills and career performance
among self-employed university graduates in North -west Geo-political Zone
of Nigeria?

ii.

What is the relationship between interpersonal skills and career performance
among self-cmployed university graduates in North-west Geo-political Zone
of Nigeria?

iii.

What is the relationship between financial management skills and career
performance among self-employed university graduates in North-west Geo
political Zone of Nigeria?

1.6 Hypothesis
Based on the research questions, the following hypotheses were formulated
and tested empirically:
Ho1: Planning skills are not related positively and significantly with career
performance among self-employed university graduates in North -west Geo-political
Zone of Nigeria.
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H02: Interpersonal skills are not related positively and significantly with career
performance among self-employed university graduates in North-west Geo-political
Zone of Nigeria
H03: Financial rna~1agement skills are not related positively and significantly with
career performance among self-employed university graduates in North-west Geo
political Zone of Nigeria

1.7 Scope
1.7.1 Geographical Scope
This study was conducted in North-west Geo-political Zone of Nigeria,
which comprises of Kaduna, Kano, Kebbi, Katsina, Jigawa, Sokoto and Zamfara
State. The study covered those university graduates that have established their own
businesses who are registered with each state’s ministry of commerce and industry as
entrepreneur who run their own businesses.

1.7.2 Theoretical Scope
The research was hinged on the Human Capital Theory of Entrepreneurship
by Schurtz (1961). This theory considersknowledge and skills as indispensable tools
of human transformation (Walstad and Kourilski, 1999). The choice of this theory is
based on consideration that education is capable of inculcating competencies, skills
and values that w111 stimulate entrepreneur performance of graduates for selfreliance. No any study has been cited to have examined entrepreneurship skills and
career performance of the graduates in perspective of this theory.

15

1.7.3 Content Scope
The study was confined to three components of entrepreneurship skills,
which include plaw~ing skills, interpersonal skills and financial management skills;
and career performance career performance which was examined on aspects like
sales volume, number of customers, profitability, staff employed, years of survival
and general management quality.

1.7.4 Time Scope
Data for this study was collected from self-employed graduates of who
registered with ministry of commerce and industries as entrepreneurs, from 2010 to
2015~

1.8 Significance of the Study
The result of the study was significant to university graduates and students,
university authorities, ministry of education officials, curriculum planners and
entrepreneurship educators. The university graduates and students will find the result
of the study significant as it will highlight the relationship between the
entrepreneurship skills they learn while at the university and their career
performance later in life. Ministry of education officials will benefit from the result
of the study as they are the ones saddled with the responsibility of overseeing the
running of the educational system of the country. Curriculum planners will find the
result of the study useful in carrying out their duty of ensuring that the curriculum of
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the nation’s educational system addresses the needs of the country. Entrepreneurship
educators will find the result of the study useful in their duty of imparting
entrepreneurship skills to students.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter presents discusses the variables of the study, conceptual
perspective, theoretical perspective and literature on empirical studies that are related
to this work.

2.1 Theoretical Review
The research was hinged on the Human Capital Theory of Entrepreneurship
by Schurtz in 1961, which considers knowledge and skills as an indispensable tool
for human transformation. The theory was chosen on consideration that education is
capable of inculèáting competencies, skills and values that will stimulate
entrepreneur performance of graduates for self-reliance (Walstad & Kourilski, 1999).
The thrust of the Human Capital Theory of Entrepreneurship is that
entrepreneurship education is capable of equipping students with entrepreneurial
skills, fostering spirit of entrepreneurship, generating entrepreneurial interest and
developing in the students entrepreneurial aspirations. The theory has the support of
Uwameiye & Osunde (2000); Adenipekun (2004) and Bhandari (2006) who all
opined that entrepreneurship education helps students develop skills and attributes
that allow them tqbe innovative and to identify, initiate and successfully manage
personal and work opportunities.
The Human Capital Theory of Entrepreneurship has gained worldwide
recognition in countries such and USA, France, Germany, Britain, Nigeria to
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mention a few. As Fayolle (2004); Bhandari (2006) and Prince & Okafor (2010)
rightly observed, more educational institutions now offer a wide range of
entrepreneurship programmes and training activities. This theory, Adenike (2016)
according to Akhuemonkhan, Raimi & Sofoluwe (2013), argues that the more
favourable the attitude is, and the greater the perceived behavioural control is, the
stronger the training to perform the act. The Federal Ministry of Education in Nigeria
directed that entrepreneurship education be included as part of the curricula of the
universities, polytechnics and colleges of education through the National
Universities Commission (NUC), National Board for Technical Education (NBTE)
and National Commission for Colleges of Education (NCCE) effective from
2007/2008 academic session (Gabadeen & Raimi, 2012).
Scholars in Nigeria, such as Ibrahim and Bossa (2009); Ibrahim (2010); Udoh
(2010); Adamu, Umar, Amoor and Magaji (2012), all opined that when students are
sufficiently motivated to have high need for achievement in life through
entrepreneurship education, there is a greater tendency for them to set up their own
businesses after graduation and perform well at work as employees. In summary, this
study is based on the Human Capital Theory of Entrepreneurship, with an
anticipation that entrepreneurship education given to students at the university
inculcate in them a high desire for achievement and improves theirhuman
capabilities and pô~entia1s for undertaking risks for which economic benefits are
assured. Based on the postulations of this theory, the researcher believed that
entrepreneurship education enhances the capabilities of the graduates so that they are
more able to handle aspects of work related to planning, interpersonal relationship
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and financial management. And as a result of improved abilities, the output from
their efforts is exhibited in form of improvement in the organisations where they are
emoployed as managers or those organisations they have created themselves and
they are residing as managing directors. Based on this, the researcher assumed that
since the capabilities of the graduates are enhanced by the entrepreneurship
education they received from universities, there is therefore a positive link between
i) planning skills, ii) interpersonal skills and ii) financial management skills and
career performance.

2.2 Conceptual Review
This sectioia~presents a discussion of the definitions and meanings of the key
study variables derived from different authors and experts. It begins with a
discussion of the concept of entrepreneurship skills and its sub components
(planning skills,interpersonal skills andfinaneial management skills) and then a
discussion on th~ career performance concept. It also shows the conceptual
framework which the study empirically examined.

2.2.1 Entrepreneurship skills
Hayton (2015) defined entrepreneurship skills as the ability to identify
customer needs, market opportunities and pursuing them. He opined that these
entrepreneurship skills are part of a broader set of leadership and management skills
necessary for efficient business performance. As one of the four factors of
production (the other three being land, labour and capital), entrepreneurship is
20

defined differently by different scholars. Some think that entrepreneurs have special
individual qualities, while others believe that there are some entrepreneurship skills,
which successful entrepreneurs practice. Most of these different scholars each use a
concept that tries to describe the qualities of an entrepreneur. For example,
Olusola(201 1) explained that entrepreneurship is the act of risk taking, while Kurya
(2002) explained that an entrepreneur is someone who is quick to realise that an
opportunity exists, seizes the opportunity and looks for the necessary ingredients or
resources (land, labour, capital) to actualise it.
As a dynamic process, entrepreneurship helps in creating incremental wealth.
This wealth is created by individuals to satisf~i the needs of others; therefore the
entrepreneur needs to be equipped with skills to work with people; he needs to
possess social poise, self-assurance and confidence (Ibrahim, 2010). Ibrahim
indicates that this entrepreneur needs to have consideration for others, exhibit selfcontrol, be tactful, be able to make decisions, maintain high standards of
professionalism, in addition, to being honest, objective, persuasive, enthusiastic and
having a high concein for communication.
Ibrahim (2010) is also of the view that an entrepreneur needs to be
academically and consciously developed in the following component of emotional
intelligence, in order to be able to manage human resource of the business;
a) Self-regu1a~ibn: The control of feelings, the ability to channel, in constructive
ways the ability to feel comfortable with ambiguity and not panic.
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b) Self-awareness: This is the deep understanding of one’ strengths, weakness,
needs, values and goals. Self-aware managers are aware of their own
limitations.
c) Motivation: The desire to achieve beyond expectations, being driven by
internal rather than external factors and to be involved in a continuous
striving for improvement.
d) Empathy: Considering employees’ feeling alongside other factors when
taking decisions.
e) Social skills: friendliness with a purpose, being good at finding conmion
ground and building rapport. Individuals with this competency are good
persuaders, collaborative managers and natural net workers.
An entrepreneur who possesses those traits is able to influence other group
members towards the attainment of group or organisational goals. These qualities or
skills are related to the human resource management skills, which Haruna (2012)
vIewed as the extent of adherence to the process of recruitment, selection, training
and development. This implies that the process of human resource management is
very critical in the entrepreneurial venture planning process. It is at that time that the
entrepreneur knows what types of skills are needed to achieve the set goals and
objectives. Haruna (2012) posited that there is a positive correlation between
efficiency of an Thdividual level of performance and an individual level of
educational training and submitted that the more trained and developed individuals
are the more productive they become. So if the entrepreneur is aware of all these
facts and is adequately educated, trained or strives to educate himself about the best
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practices in these areas, then he/she may be more successful in his/her career
performance than others who do not take a keen eye on them.
Entrepreneurship skills are competences that are employed in the process of
identifying opportunities and implementing the identified opportunities (Jane, 2002).
This means entrep~éneurship skills are associated with identifying, developing and
implementing business opportunities. In the work place, a skill is what the worker
gives in exchange for remuneration (Jane, 2002). Jane indicates that if the skill given
is satisfactory, the worker and the employer get satisfaction, and if this is sustained,
it culminates intb~ promotion, retention and prolonged tenure that lead to
productivity. Entrepreneurship skills enable the entrepreneur to combine the other
three factors of land, labour, capital together in a fashion that brings efficiency in
production. This is combines two important fields and skills areas of resource
mobilisation and resource utilisation, according to Kibuuka (2011). In fact the ability
of the entrepreneur to identify, co-ordinate and combine these resource factors
contributes a big part of the required entrepreneurial skills.
According to Jane (2002) entrepreneurship skills enable the entrepreneur to
create value as a .~resu1t of recognition of a business opportunity, effectively
managing the risks involved, co-ordinating the various activities and combining the
necessary resources and ultimately reaping the envisaged returns. Jane (2002) further
opined that entrepreneurship skills enable the entrepreneur to create value by
devoting the necessary time and effort, assuming the accompanying financial,
psychological and social risks and eventually receiving the envisaged returns. The
need to have individuals and graduates who have adequate entrepreneurial skills
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influenced many countries in the world to initiate entrepreneurship education
programs in their institutional curricula. This came in as a result of many
academicians agreeing to the notion that entrepreneurs can be made through training.
Nigeria in particular instituted these programs 10 years back and it was made a
policy by the government for all public institutions.

Entrepreneurship Education Curriculum Development at Higher Institutions of
Nigeria
A curriculum is concerned with the why, what and how of instruction. In
other words, it is concerned with the goals and objectives of instruction, the content,
organization and evaluation. These curriculum elements form the beacon for the
development and implementation of entrepreneurship curriculum. This should
constitute a core cü~rriculum for every learner at all levels of education in Nigeria.
The Consortium for Entrepreneurship Education (2004) maintained that it is a
lifelong learning process starting from elementary level to other levels of education
and spanning to adult education. Broom (2000) among other educationists shared
this view and opined that “the principles of entrepreneurship are increasingly
considered valuable for students at all levels” (p. 3). In this regard, all students at all
levels of education in member states of the European Union such as United
Kingdom, Cyprus, Ireland, Slovenia etc are exposed to entrepreneurial education
(European Commission, 2007). There is no doubt that the effective implementation
of entrepreneurship education curriculum can help learners in Nigeria to develop
entrepreneurial capacities and the ability to be self-reliant and self-employed.
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Goals and Objectives ofEntrepreneurship Education
The major goal of entrepreneurship education is to promote creativity,
innovation and self-employment potentials among the citizens through the
inculcation of entrepreneurial knowledge, competences and attitudes in the learners.
Akande (2011) affirms that “the goal of entrepreneurship education is for learners to
acquire entrepreneurial capacities and skills that will make them self-reliant and selfemployed”

(p.

30). Entrepreneurial capacities include the ability to take risks, create

opportunities and resources, manifest undaunted commitment to a goal, cope with
change and generally act with entrepreneurial mind-set. To achieve the major goal of
entrepreneurship education, there is need to ensure that instructional activities are
directed towards the achievement of the following specific objectives.

Objectives ofEntrepreneurshzp Education
Learners who go through the entrepreneurship education curriculum are
expected to be able to: i) Demonstrate awareness about entrepreneurship; ii) Create
entrepreneurial veiithres; iii) Demonstrate ability to act entrepreneurially in different
aspects of life; iv) Manifest positive attitude towards changes in life endeavours; v)
Demonstrate self-worth and self-reliance irrespective of daunting challenges; vi)
Analyse their strengths and weaknesses and be able to take advantage of their
strengths while making effort to overcome the identified weaknesses; vii) Recognize
their entrepreneurial interests and capability; viii) Demonstrate self-management and
take responsibility for themselves and their activities; ix) Engage in lifelong learning
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so as to manage and enjoy innovations and x) Identify and exploit business
opportunities.
Among the specific objectives of entrepreneurial education mentioned by
Olusola (2011) are: i) Demonstrate a good grasp of society

—

its functions, its

economic demands etc; ii) Recognize socio-economic opportunities in environment;
and iii) Acquire and deploy the skills necessary for turning opportunities into viable
ventures (This includes developing enterprise plans, mobilizing and managing
resources etc.). Thçse objectives can be achieved at different levels of education. For
instance, the objective of developing awareness can be achieved at the basic level of
education. Lyve (2005) shares this view and maintains that for pupils below the age
of 14, “awareness should be raised of the benefits of basic entrepreneurship learning
to society at large ~nd to learners themselves, even at the early stages of education”
(p. 2). Lyve (2005) goes on to say that for pupils from age of 14, the objectives of
entrepreneurship education should be to “raise students’ awareness of selfemployment and entrepreneurship as options for their future career.
Entrepreneurship education equips the entrepreneur with skills of being
tenacious. The entrepreneur believes that the environment and what it offers can be
influenced and successfully managed and value created for the benefit of the
economies and citizens of nations (Timmons, 2007). From all the foregone, it can be
summarized that cntrepreneurship education provides skills that are needed in
identif~ring, developing and bringing a vision, an idea or an opportunity to reality.
The ultimate objective is to eventually get a return for venturing into the unknown.
There are various skills which fall into these entrepreneurship skills, but in this
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study, we reviewed three broad categories, namely planning skills, interpersonal
skills and financial management skills. These skills and others not mentioned, are
expected to have a positive impact on someone’s career as an entrepreneur and even
as an employed manager. They are depicted in figure 1.

INDEPENDENT
VARIABLE:
ENTREPRENEURIAL
Planning skills
Goal setting skills
Business plan development
skills
o Resource Mobilisatjon Skills
o Marketing skills
o Customer service skills

I
—J.

DEPENDENT
VARIABLES
J~~ER
Personal Expectations
o
Sales volume

o
o

~

Interpersonal skills
o Human relation skills
o Leadership skills
o Networking skills
o Team building skills
o Communication skills
o Delegation skills

Number of customers

o

Profitability

Community Expectations
Staff employed

e

Years of survival

________________________
Financial management skill
o Budgeting skills
o Bookkeeping skills
e Time management skills
o Legal skills

e

o

General management
quality

o

Creativity

/

/
/

Figure 1: Conceptual framework for entrepreneurship skills and career performance
Source:Constructed using ideas from Leavender & Racculla 2001; as sited by
Kibuuka (2011).

27

2.2.L1 Planning Skills
Traditionally, planning was the first stage within the four stages of
management process (j:ilanning, scheduling, directing and controlling). Planning
skills are skills that allow an individual to look ahead, accomplish goals and avoid
emotional, financial, physical or social hardships (Kibuuka, 201 1). These skills allow
an individual to make or implement decisions. The Employee Development Systems,
Inc. (EDSI) (nd) has called planning skills survival skills, implying that for a
manager or entrepreneur to survive in today’s changing business world, he/she must
engage in effective planning. Planning helps managers to use less resources than
they would use if they had not planned. And it helps them to do more with fewer
resources. In perspectives of an entrepreneur and in business sense, planning
involves developing a business plan. George & Johns (2001) and Mullins (2002)
explained that planning has to do with setting goals, mobilising and allocating
resources. In this review section, we discuss planning skills of the graduates with
respect to five el~nents of planning namely; goal setting skills, business plan
development skills, resource mobilisation skills, marketing skills and customer
service skills.

Goal Setting Skills.
A goal is a desired future state an organisation attempts to realise. Goal
setting skills according to Daft et al. (2007) refer to the ability of entrepreneurs to set
or identify clear and achievable business targets they would like to achieve in future.
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According to EDSI (nd) success in achieving the goals depends on the extent and
ability to plan work activities. The EDSI manual indicates that all oorganizations,
public and private, want to fulfill a purpose or mission and so management and the
general workforce are responsible to produce the goods, services to accomplish the
organization’s mission and this is done through setting clear goals. A mission
statement guides the organization to define its goals, since missions are rather broad,
they are simplified through setting clear goals.
The EDSI manual defines goals as specific and measurable results or
outcomes the organization wants to achieve, and as such, goals tell the expected
outcomes of the actions of managers and employees. Since they tell the expected
outcomes of the effort, goals provide a target for performance and motivate everyone
in the organization~to work towards their achievement and hence success. Clear and
well defined goals are useful to managers and employees as well; the EDSI (nd)
indicates that such clear goals will help the managers and the employees to; i)
identify work activities to focus on; ii) set priorities and make decisions; iii) identify
resources needed t~ accomplish the work; iv) determine how well employees are
succeeding; and v) ensure that all employees are contributing to the success of the
company.
According to the EDSI (nd) clear goals are derived from three sources; i)
ongoing work of th~ organization (e.g. productivity goals, time management goals,
sales goals and so on); ii) problems experienced at work (e.g. the goal of increasing
accuracy rate, reducing number of on-the-job accidents, eliminating product
deficiencies, increasing departmental relationships, etc.); and iii) goals also come
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from opportunities, sought by managers in the effort to make their organizations
better and more efficient. These are called opportunity goals that challenge managers
and employees to improve their products or services. They include among others,
designing a more efficient production process, creating new products/services, better
ways of serving customers quickly, designing better marketing strategies,
incorporating new technologies and so on.
Goal setting skills therefore refer to the ability of a manager to set clear and
achievable business outcomes one would like to achieve in future (Kibuuka et aL,
2015). It is also indicated that in setting clear goals, the manager should understand
that goal setting skills is not all about ability of doing things right, but rather doing
the right things and so it is important to have a specific and limited number of goals,
between three and five (EDSI, nd), focussing on the most important areas of work
for the organisation, department or unit. It is also important to derive goals from the
vision and mission of the organisation, to make them relevant. Another important
aspect that managers must note in developing their goal setting skills is involving
others in the organi~ation, to get their perspectives, expertise, ideas and suggestions.
This helps to broaden the idea and getting more input through talking with others
before finalizing the goal. The EDSI (nd) indicates that involvement of other people
in the goal setting process can be done at three points; before, during and after, to
help the goal setter~’get input, discuss their ideas and review their goals respectively.
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Business Plan Development Skills
A busin~ss plan is a written document that describes in details a proposed
venture. Its purpose is to illustrate current status, expected needs (goals) and
projected results of a new or expanding venture. According to Hodgetts & Kuratko
(1992), business plan development skills refer to entrepreneurs’ ability to write a
business plan for a new or expanding venture. Mullins (2002) explained that
planning (in a business) involves many functions including goal setting, mobilising
resources, allocating resources, budgeting, conducting feasibility studies, writing
business plans and evaluating them.
According to (EDSI, nd) management begins with a clear definition of
goals, the steps to achieve them, activities to be done, resources needed and the
evaluation process. Planning therefore involves five important aspects which follow
each other in the management process. These include goal setting or defining the end
result. The second aspect is task identification, which involves defining the activities
or tasks to be done in order to reach the goal, and the steps to be followed in
executing the tasks. The third aspect is scheduling, which involves the time frame
required to complete each task until the goal is reached. The fourth aspect is
verification, which involves setting up verification or check points within the task
execution schedule to help the manager verify if the goal is being reached and to
make adjustments if there is need. The fifth aspect is resource planning or budgeting,
which involves determining and assigning the resources required to accomplish the
tasks. It also involyes determining the individuals who will do each task and the
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skills required as well as other resources (such as materials, equipments and
technology) required to accomplish the tasks. The EDSI (nd) indicates that it is very
important to involve other people in the planning process. He indicates that, after
drafting the plan, it is important to get input of those people who will implement the
plan and other resourceful individuals in the organisation.
After setting up a plan, the entrepreneur or manager determines who will
do what and when; how much authority and responsibility they will have, what
methods and materials will be used, how the budget will be allocated, and so forth.
Entrepreneurs need to recognize and accept the fact that planning is never quite as
straightforward and static as they may think or wish it to be. They must treat
planning as an iterative process, which must be continually refined (EDSI, nd).

Resource Mobilisation Skills
Resource mobilisation refers to gathering together required property or
means in a way ~that can help achieve goals and objectives (Kibuuka, 2011).
Resources can be material, machines, capacity among others. Russell (2004)
explained that the ability of entrepreneurs to identify various ways of mobilising
resources describes resource mobilisation skills. According to Russell (2004)
resource mobilization is one of the managers’ functions, included within the function
of organizing. They indicate that resource mobilization skills involves the ability to
understand the process of harnessing the diverse resources (materials, finance,
people and time) in a manner as to achieve what the organization set to achieve.
Entrepreneurs in business related areas should therefore be able to organize their
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resources to concentrate on achieving success in the market place. Anyakoha (1995)
noted that entrepreneurial skills enable the recipient to organize resources and
implement plans ambng other things.
It has been indicated that the field of entrepreneurship has to do with
resource mobilization, where the entrepreneur demonstrates special or innovative
techniques in mobilizing resources and combining them in the most efficient way.
Agomuo (2002) indicates that entrepreneurship involves bringing together creative
and innovative ideas, combining them with management and organization skills in
order to combine people, money and other resources to meet an identified need and
thereby create wealth. He continues to say that the acquisition of entrepreneurial
skills means gaining the ability of combining personal characteristics, financial
resources within one’s environment and taking advantage of them for rewarding
outcome.
This means that the entrepreneur should be able to scan the environment
and identify the av~lable resources and put them together in a useful way, not seen
by others. Brouwer (2002) opined that the acquisition of entrepreneurial skills means
possessing the ability to find and evaluate business opportunities, gather the
necessary resources, initiate appropriate action to ensure success; and implement
actions to take advantage of the opportunities for rewarding outcome. Grey (2008)
also opined that entrepreneurs are people who have the ability to see and gather the
necessary resources, to take advantage of them; and to use them for success in an
enterprise. Entrepreneurs in business related areas should therefore organize their
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resources to concentrate on achieving success in the market place as mishandling or
negligence can lead to failure (Ezeani et al., 2012).

Marketing Skills
Marketing refers to any human activity directed towards satisfying needs
and wants of customers. In the words of. Osuala (1993)), marketing skills have to do
with finding out cbhsumers’ wants, planning and developing products or services
that will satisfy those wants, determining the best way to price, promote and
distribute those products or services. Osuala (1993) defined marketing as the process
by which the productive potential of the company is used to satisfy individual and
social needs of all kinds. Ezeani (1999) conceptualizes marketing as consisting of all
profitable human activities undertaken by the firm towards the creation of goods and
services. Marketing can also be explained as making available a product or service at
the place, at the time and in the form in which they are required by customers. It also
includes provision; of services as an integral accompaniment of products,
investigation of customers’ needs and initiation of a product or service to satisfy
customers’ needs.
According to Ezeani et aL, (2012) marketing skills is another important
and essential skill which affect success or failure of a business. They further indicate
that since the activity of marketing is a very complex and elusive one, vigorous
training is required if graduates are to be successful entrepreneurs. This also implies
that the activities of marketing are diverse and are not easy to fix. Commenting about
the application of marketing skills by successful entrepreneurs in Nigeria, Ezeani et
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a!., (2012) argue that many successful entrepreneurs simply depend on talent and
luck and that they consider training in marketing skilled as irrelevant for success in
trading activities. This is however a dangerous view to be held in this modern era.
Whereas such an argument would hold some water in the centuries before this
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century, it is believed that the modern business market is full of competition not only
for the buyers but also for resources and differentiation of products. Since the
population has increased and the number of sellers has increased greatly, it is very
rare that success in business would happen by chance as it used to be, rather there isa
need to completely adhere to the skills acquired from education and training that
promote individual marketing competencies.
Accordii~ to Gidado & Akaeze (2014), marketers conduct surveys leading
to the identification of people’s needs and wants and developing products or services
that meet those needs and wants. University graduates can practice entrepreneurship
using marketing skills acquired during their programs of study. This is because the
knowledge of mai~l~eting can prompt them to make good use of the four Ps of
marketing (product, price, place and promotion). It is expected that this will lead to
the development of sound product ideas by university graduates, which can be
translated into acceptable products or services. Finally, acquisition and utilisation of
the right marketing~ skills can promote entrepreneurship by leading to proper and
acceptable pricing of products or services, making them available at the right place
and time, as well as using the right promotional techniques to stimulate customers to
buy the products or services.
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Marketing skills enable one to make important business decisions like
setting the price right, which is a very vital factor in product marketing and obtaining
an adequate level of sales volume. Stanton (2002) stated that adequate marketing
skills keep the entrepreneur informed, knowledgeable and confident as to determine
the most efficient method of physical distribution of goods and services.
Gidado & Akaeze (2014) attributed the failure of many entrepreneurs to
succeed as entrepreneurs, to lack of marketing skills, in form of market research
skills, data collection methods and data interpretation skills, segmentation skills,
strategic and planning skills. Other marketing skills that many entrepreneurs lack are
pricing mathematics skills, pricing strategy skills, channel management skills,
product development skills, advertising skills, personal selling skills and sales
promotion skills. On the other hand, Uche (2006) as quoted by Ademiluyi (2007)
opined that the acquisition of marketing skills offers the entrepreneur the unique
strategy for succeeding in business. The entrepreneur is able to offer the right
product to his targeted customers. He is able to cost and determine his product price
and which can be acceptable to the customers, based on their perception of the value
and a cost that allows for profit making. Business related graduates require these
marketing skills in order to enable them identif~’ their potential customers and
persuade them to buy their product or services.
Operationalizing the concept of marketing has not been easy for quite a
long time. This is indicated by the extent of variance in the different aspects used by
different researchers to examine marketing skills. We bring out a few of these
operational definitk’ns used by the different researchers on the concept of marketing
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skills; Ezeani (1999) identified nine marketing skills, entrepreneur should posses,
which include; i)khowledge of seasonal fluctuation of goods; ii) ability to determine
the extent to which products will sell; iii) familiarity with various aspects of sales
and salesmanship; iv) ability to budget and forecast; v) ability to determine current
trends in sales of products; vi) ability to determine what customers need and shortage
of such goods; vii> knowledge of advertising; viii) ability to determine and interpret
factors which indicate extent of and strength of competition; and ix) ability to
determine availability of goods/raw materials for product and shortage of finished
goods.
In the res~rch works of Ademiluyi (2007) ten marketing skills and
competencies needed for effective entrepreneurship by business related graduates
were identified and these include: i) salesmanship; ii) negotiation; iii) sales record
keeping; iv) sales promotion; v) stock record keeping; vi) pricing; vii) advertising
channels; viii) advertising media; ix) consumer behaviour appreciation; and x)
transportation. Modern marketing emerged as the concept that business exists to
create and serve customers and at the same time achieving the firms profit objective
(Ezeani, 1999). Entrepreneurs in business related areas should therefore organize
their resources to.. concentrate on achieving success in the market place as
mishandling or negligence can lead to failure.
Kibuuka (2011) operationalised marketing skills using seven aspects namely;
i) ability to apply competitive strategies (e.g. cutting prices, improve quality, design
new products, packages etc, fashion, colour, etc.); ii) ability to develop a marketing
budget; iii) ability to identify new markets and/or customers; iv) ability to respond
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quickly to competitive forces; v) ability to satisfy customer needs; vi) ability to
identify customer needs; and vii) ability to identify competitors’ strength and
weaknesses. From the conceptualizations of these researchers, it is clearly indicated
that there are commonalities and divergences in the way researchers measure
marketing skills. These differences have implications on designing training content
for entrepreneurs. The researcher in this study, factored out the common aspects and
merged them with those which are unique, to form a list of items used to measure the
marketing skills of the graduates.

Customer Service Skills
Customers are the most important ingredient in any organisation. They
have many needs. For any business organisation to prosper, customers’ needs have to
be satisfied. These needs keep on changing, and businesses are tasked to closely
monitor the changes to remain abreast. Kotler (1983) cautioned that when these
needs are ignored, customers’ loyalty may change drastically. Unsatisfied customers
complain, and if the complains are not well attended to, this may lead to drop in
customer patronage and thus sales. This is aptly captured by the argument of Hayes
and Abernathy (1.980) that when organisations concentrate on designing and
producing initiative rather than innovative products, this can lead to low sales where
the market places emphasis on quality. In this era of cut throat competition, an
entrepreneur needs to have customer service skills to keep his business going.
Balderson (2000) conducted a research on failure of small businesses in
the United Sates. The findings revealed that many small businesses closed down as a
result of their poor customer service. Balderson opined that customer service skills
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need to be taught in schools. It is thus a valid argument that to succeed, an
entrepreneurneeds to know about his organisation, learn the technical part of the job,
communicate well, be consistent, be organised, establish rapport, make customers
feel comfortable, important and valued.
The attitude of an employee in a given organisation can lead to loss of
many customers. This was what a study by LaRoche & McDougal (2000) revealed.
They reported that 68% of customers left some business organisations because of the
indifference of one employee to respond to their requests. It is thus of immense
importance that entrepreneurs recognise the inherent worth of all human beings,
eliminate derogatory words and phrases from their vocabulary, consider the feelings
of others before they speak and act, treat their customers with dignity and courtesy.
In

summary,

customer

service

skills

provide

entrepreneurs

with

talent,

understanding, attitude and improved specialisation that make them more relevant
and efficient in sustaining customers’ patronage.

2.2.1.2 Interpersonal Skills
Interpersonal skills are the skills a person uses to communicate and interact
with others. In many studies, they have been referred to as social skills and some
other names (e.g. Kibuuka, 2011; Levander & Raccula, 2001). They have been
described as life skills individuals use to communicate with other people they work
with. People who have developed strong interpersonal skills are usually more
successful in both ~their chosen careers and personal lives. Interpersonal skills help
entrepreneurs to differentiate between good and great employees. In business
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domain, the term interpersonal refers to an employee’s ability to get along with
others while getting the job done. It is a set of abilities that enables a person to
interact positively and work effectively with others.
Levander & Raccula (2001)

conceptualized interpersonal skills

as

competencies that enable entrepreneurs interact freely with other people or groups.
They enable entrepreneurs to raise capital, acquire good employees, delegate
effectively, establish trust and legitimacy, develop networks, monitor, evaluate and
retain workers (Baron, 1998). They are also demonstrated in ability to relate to co
workers, inspiring others to participate and mitigate conflict within and between co
workers. Measuring~ interpersonal skills in quantitative researches has been scantly
done. Most of the studies identified on this concept have not operationalised it
further. In the review of this study, we identified studies which used similar words
like social skills and examined their operationalisation, but we did not find any with
a further operational breakdown of the concept (e.g. Newton, 2001; TryScore (nd);
Kunene, 2008; etc.).
Only one study by Kibuuka (2011) was identified with six items used to
measure interpersonal skills, though he called them social skills. The six items used
to measure these sl4lls among small-scale entrepreneurs include; i) ability to induce
positive reaction from others (impression management); ii) ability to control own
emotion (emotional intelligence ability); iii) ability to screen people’s characters,
motives and intentions; iv) ability to trust and share freely with workers and
customers; v) ability to learn and use new environment (Social adaptability); and vi)
ability to interact freely with employees and customers. In this study, we first of all
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broke interpersonal skills into six sub-elements and then went further to
operationalised each of the six. This categorization was adopted from previous
researchers and authors, whom we found with a similar construct called human
skills. These include Leavander & Racculla (2001); George & Johns (2001); Mullins
(2002); Hodgetts & Kuratko (1992); Daft (1994) and Kibuuka (2011). Based on
conceptualizations of these authors, the six elements of interpersonal skills reviewed
and examined in this study include human relation skills, leadership skills,
networking skills, team building skills, communication skills and delegation skills.

Human Relations ~ckills
Human relations skills pertain to the ability to understand others, work
with others, lead, motivate and control behaviour of others. The ability of
entrepreneurs to influence actions and behaviours of others, generally, determines
their success (Gec~rge & Johns, 2001). Human relations skills, according to Katz
(2009), are divided into (a) intra-group skills and (b) intergroup skills. Intra-group
skills are essential in lower and middle management roles and intergroup skills are
important in higher levels of management. They can be acquired through self
development so that one can (a) recognise the feelings and sentiments brought to a
situation; b) have an attitude about own experience which enables a manager to re
evaluate and learn from them; c) develop ability in understanding what others by
their actions and words are trying to communicate; and d) develop ability to
successfully conmWnicate own ideas and attitudes to others. It is important that
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entrepreneurs self-examine their own concepts and values, which may enable them
to develop more useful attitudes about themselves and about others.
Successful entrepreneurs need to have the managerial skills necessary to
evaluate potential employees, hire and train workers and put them in appropriate
positions in the organisation. This means being a good judge of character, finding
people who will work well together, and ensuring that staffers are qualified for the
jobs. Once employees are on the job, the entrepreneur needs to have the ability to
manage teams, resolve conflict and dispute and provide training to encourage highquality performance.
Human relationship skills have to do with the effective management of
people at work. They determine what can be or should be done to make workers
more productive and satisfied. Njoku (2002) opined that entrepreneurs need to have
human relation skills and communication skills to be effective in managing
personnel. Udoh (2010) explained that an entrepreneur cannot function effectively
without leadership skills such as ability to communicate effectively, getting along
well with others, being responsive to suggestions and criticisms and showing
conëern for others. These skills help an entrepreneur to effectively manage the
human resources of his business organisation. Mckendrick (2011), in supporting
Udoh, stated that an entrepreneur is required to possess the aforementioned skills to
be able to manage his workforce.
In view of the aforementioned assertions, it can be understood that an
entrepreneur can better manage his human resource when he is intellectually
equipped with the relevant human resource management skills. The human resources
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available to a busiri~ss organisation have been found to contribute significantly to the
overall growth and development of the organisation. Adamu (2013) explained that
for an entrepreneur to be successfltI, he needs skills in the process of recruitment,
selection, evaluation, promotion, punishment, severance and remuneration of his
staff The extent td which an entrepreneur properly handles his human resourcesmay
determine the extent to which he will derive maximum benefits from the
remuneration he pays his workers.

Leadershi), Skills
Leading is the act of encouraging and coordinating individuals and groups
so that all work to achieve organisational goals. Leading skills, according to George
& Johns (2001) and Bolden (2004), include listening, giving feedback, honesty,
approachability, intçgrity, flexibility, result orientation, empowerment, collaboration,
motivation, uniting, and valuing others. Bolden (2004) reported that leadership skills
positively correlate with success of small-scale entrepreneurs in the United States.
Like other concepts, the operationalisation of leadership skills has mixed approaches
from different authors, for example, Kibuuka (2011) used four items to
operationalised or measure leadership skills of small-scale entrepreneurs and these
include; i) ability to unite and cooperate with others; ii) ability to process and give
feedback to subjects; iii) ability to listen to and understand other people’s views; and
iv) ability to instil integrity in others (employees & customers).
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Networking skills
Networking refers to developing and using contacts made in business for
purposes beyond the reason for the initial contact. For example, a sales
representative may ask a customer for names of others who may be interested in his
product. The ability to network is one of the most crucial skills any entrepreneur can
have. Networking is a structured plan to get to know people who will do business
with your organisation, or introduce the organisation to those who will. The best way
to succeed at networking is to make a plan, be committed to the plan and execute it.
Networking is one of the most important skills for entrepreneurs to have.
Njoku

(2002)

explained

that networking

involves

building

and

maintaining contacts and relationships with other people. The personal networks
which the entrepreneur accumulates over time, both socially and professionally can
be an invaluable r~sburce. This is more so where the entrepreneur is looking to start
and grow a new venture, looking for good workers to employ, or working on a
project where external ideas and input can help. As an entrepreneur, a contact made
at a purely social event may ultimately help to provide him with one of the key
ingredients for the start of a business.
Networking is the use of both formal and informal connections between
groups of colleagues to develop a career. It is common in the commercial sector
where events to encourage networking have been prevalent for several decades now,
and obvious tools~to develop networks, such as business cards, are used by the
majority of people who want to change or improve their career prospects. Haruna
(2012) found that networking was one of the most essential personal skills for

44

business people, and it was extremely important for entrepreneurs in a study he
conducted on small-scale entrepreneurs in Nigeria. Communication and strong
presence in the entrepreneurial ecosystem are productive approaches which can help
the entrepreneur in building strong relationships with other entrepreneurs from
different age groups, nationality and fields of interest.
Business networking events organised around the world bring together
extraordinary groups of highly-skilled and talented entrepreneurs who are united
around the idea of communication, sharing, creating and developing ideas and
meeting with potential investors. These events attract people with varying
experiences and different backgrounds, all of them looking for connection,
inspiration, advice, opportunities and mentors. Networking is powerful in many
ways. Not only do entrepreneurs feel inspired and motivated after attending specific
events or meet ups, but also many exceptional opportunities can occur if potential
investors or business partners are impressed. An entrepreneur needs to handle
networking as any other part of his business. He needs to create a plan with specific
goals that he needs to follow. He needs to know when, where and why he is going to
an event, what his ~goals are and what he wants to achieve by his attendance at any
particular meet up. For an entrepreneur, time is very important and he must have a
clear vision of what he/she is going to spend it on. Connections come as a result of
other connections, and the hardest part of the whole network-building process is the
start.
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Team Building Skills
A team is a small number of people gathered to serve a common purpose,
where. each has complementary abilities and is devoted to a common objective for
which they hold theuiiselves equally responsible. The term team building refers to a
range of activities executed in order to enhance the performance of a team. Sohmen
(2002) explained that team building is a component of business organisational
development in business context, which has been applied in various other fields,
including sports and~ academics. Team building skills refer to the ability of a manager
to inculcate the importance of participation, collaboration, unity and other team
building skills in the team members to enhance the performance of the group or
organisation as a whole. Based on this, team building skills can be said to refer to the
ability of a manager to group together suitable individuals to constitute a team or
teams for the purpose of achieving a common goal or objective.

Communication Skills
Communjeation is the sharing of information between two or more people
to reach a common understanding (for example about business objectives, what
employees are supposed to do, exchange of goods with customers). Mullin (2002)
and Souza (2001) explained that communication skills refer to one’s ability to share
information effectively and efficiently with others. Communication involves sending
and receiving of messages between two or more parties. According to Botha (2006)
and Rwigema & Venter (2004), communication skills refer to one’s ability to gain
access to relevant information, to gather information and to communicate the
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information effectively to employees, customers, suppliers and other stakeholders.
This, therefore, implies that communication skills do not only concern sending and
receiving information, but also involve the ability to process the information to send
or the information received effectively.
The ability to convey information effectively and efficiently is important.
Business managers with good verbal, non-verbal and written communication skills
help facilitate the sharing of information between people. This is so because
communication involves conveying meaningful information. The communication
process is said to be complete once the receiver has understood the message of the
sender. Communication occurs daily in our society through conversations either face
to face, on the phone, through the internet, by letter and host of other means. The
significance of Ôommunication is crucial to the continued understanding,
cooperation, and development of entrepreneurial ventures. Effective communication
in any entrepreneurship set-up is important for decision-making among other things.
It is crucial to understand that an entrepreneur cannot succeed if he does not possess
effective communication skills. Kouzes and Posner (2002) stated that once an
entrepreneur has a vision, the vision must be communicated to others, through
written statements as well as through personal communication, in order to convince
them to support it. This can be applied to both getting a team together and getting
investors.
Communication is pivotal to the role of the entrepreneur. It is important to
recognise the formative role of language in conceptualising a venture as well as
influencing stakeholders about the feasibility of a venture. It is imperative for the
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stakeholders to understand the prospective venture in its entirety. When an
entrepreneur gets feedback from stakeholders who display whether they understand
and accept the intentions for the venture, it allows the entrepreneur to validate that
understanding or to correct it, and this, in turn, will decide the outcome of the
relationship and that venture.
Entrepreneurship and venture seeking requires continuous communication
between partners. Throughout the entrepreneur/stakeholder relationship both parties
will endure turbulent times. In such situations, success relies heavily on the
communication coi~petence of the entrepreneur to convey information to others
effectively and efficiently. Business managers with good verbal, non-verbal and
written communication skills help facilitate the sharing of information between
people within an organisation.

Delegation Skills
Delegation has to do with assigning duties to others to perform on one’s
behalf. Delegation skills, according to Daft (1994), refer to the ability of managers to
transfer authority and responsibility to individuals in positions below them in a
hierarchy. Souza (2001) reported that the ability to delegate properly was one of the
most important management skills of successful chief executives throughout the
business world.

The EDSI (nd) defines delegation as transferring a portion of one’s
authority and responsibility to an employee, while retaining accountability. They
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indicate that effective delegation skills involve taking eight steps in assigning duties
to others. These include; i) defining the task assignment in terms of specific results
to be achieved; ii) finding and selecting the right person, matching the demands of
the job to individual skills and talents; iii) agreeing with the delegatee on
resultsexpected and the general plan; iv) assigning both responsibility and authority
to the delegate but maintaining accountability; v) providing the resources required to
do the assignment, including money and training; vi) determining criteria for
measuring success in task completion; vii) establishing checkpointsor a timetable for
checking on the~w~k (must check the work in progress, before its completion); and
viii) rewarding success or achievements of the delegatee and how to deal with
failure. Kibuuka (2011) identified three key skills under delegation, including giving
feedback on results of delegated duties, delegating both task and authority and
defining the specific~ tasks to delegate, with specific outcomes and deadlines.

2.1.1.3 Financial Management Skills
The entrepreneur takes a lot of decisions involving finances. According to
Adamu (2009), the Inability of some small and medium-scale entrepreneurs to keep
financial records negatively affected the growth of their businesses, their ability to
secure loans from financial institutions and their ability to determine their costs and
profits. Financial management skills are necessary for proper keeping of financial
records. They guide the entrepreneur in cost analysis, inventory control and profit
determination. For the entrepreneur to know how to seek funds and invest them
properly and succeed, it is very important to develop financial management skills.
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Ewelumetal (2014) asserted that financial management skills are highly needed for
effective management of small scale businesses. They listed the following skills that
are required of an entrepreneur;
1.

Finding out sources of capital to start business

2.

Preparing simple financial inventory

3.

Recognising the true position of the business, e.g. determination of profit
or loss

4.

Knowing how to obtain loans

5.

Preparing simple budget

6.

Determining employees’ wages and benefits

7.

Avoiding unplanned expenditure

8.

Limiting personal expenditure from the business

9.

Investing business finances wisely

10.

Having adequate knowledge of tax regimes

11.

Having knowledge of simple business laws
Financial management skills explain the reason why one person takes

successful advanta~g~ of an opportunity while another does not. For the university
graduates not to fall victim of unemployment, they need to have financial
management skills as part of their comprehensive entrepreneurship training to
activate their innate potentials. Russell (2004) reported that the measure of survival
and success-solvency, net income, growth in assets and employment creation of a
firm are all measured in monetary terms and rest around how the firm’s finances are
managed.
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Financial management has the dual function of maximizing utilisation of
funds employed by the firm and minimizing the burdens imposed by recourse to
external sources. Thus the central feature of financial management is the formulation
of the firm’s strategy. This is seen in the waya firm determines the most effective use
of funds at its disposal. A firm’s financial capability is also used in selecting the
most favourable sources of additional funds that the enterprise will need in the
foreseeable future. This research intends to find out whether entrepreneurship
training influences entrepreneurs in the way they source for finances. Financial
management skills have to do with budgeting skills, book keeping skills, time
management skills and legal skills.
Fallow (2000) advised that the needs of modem business make it essential
for all managers (entrepreneurs) to have a sound appreciation of the financial
implications for their plans and actions, mentioning the key factors to include costs,
prices, turnover and profits. He adds that no manager can ignore these factors.
Etonyeaku (2014) indicates that all entrepreneurs should be able to appreciate and
interpret simple accounting statements, as this helps in reducing the rate at which
small-scale business go into liquidation.
Etonyeaku (2O14)further identifies from Igbo (1995) ten financial
management skills required by entrepreneur in business related areas for successful
operation of their enterprises and these include; i) knowledge of accounts; ii)
knowledge of costing; iii) ability to interpret financial statement; iv) ability to
acquire the skill of preparing financial statements; v) ability to understand payroll
and various deductions; vi) ability to know gross and net profit; vii) ability to know
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sources of funds; viii) ability to know how to obtain loans; ix) knowledge of central
and local government levies, taxes and regulations; and x) knowledge of factors
involved in decisions to grant a loan by financial institutions. Other financial
management skills1found in Ezeani et al. (2012) include; ability to process accounts
receivable and accounts payable, ability to process inventories, ability to extract the
trial balance, ability to prepare daily cash reports, ability to prepare bank
reconciliation statements, ability to keep sales and purchases records, ability to keep
debtors ledgers, ability to prepare final accounts, profit and loss accounts and the
balance sheet, ability to calculate depreciation and ability to avoid unplanned
expenditures and prepare simple budgets.

Budgeting Skills
A budget is simply a forecast of income and how the income will be spent.
Shapiro (2001) explained that a budget is a document that translates plans into
money to be generated (income) and money needed to be spent to get planned
activities done (expenditure). Budgeting skills refer to the ability of a business
manager to establish and manage budgets, which requires some knowledge of
finance and accounting principles. Of importance is the ability to perform cost
estimates for projects and understanding the different methods used to determine
business costs (Shapiro, 2001). In his contribution, Ibrahim (2011) stated that
budgeting skills range from the ability to estimate the costs of individual activities
and rolling the estimates up to estimating the overall business cost. Kibuuka (2011)
measured budgeting skills using three aspects, namely setting performance goals and
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standards, prioritizing according to goals and objectives and evaluating results
basing on budgetary goals.

Bookkeeping Skili~
Bookkeeping refers to a system of recording financial transactions of an
organisation. Ibrahim (2011) stated bookkeeping is the systematic recording of a
company’s financial transaction in such a manner that the records can be used to
determine the performance of the company. Bookkeeping skills refer to the ability of
a manger or an entrepreneur to properly record financial transactions regarding sales,
purchases, incomes and expenditures of the organisation. Bigg & Perrins (2000)
defined bookkeeping as the art of recording all financial transactions so that the
financial position

of an

undertaking and its relationship to proprietors and outside

persons can be readily ascertained.
Every enterprise, whether small or big, requires well written financial
records. These are used by managers as guides to routine action, making decisions,
formulation of ger~ral rules and maintaining relationships with other organisations
or with individuals. Lee (2002) likened a business without written financial records
to a blind man without his aid for he never knows which way he is going. The
following are among the benefits of keeping business financial records:
a. they are used to determine a business’ profit or loss
b. they reveal debtors, amount due and when payments are due so as to avoid heavy
costs of bad debts
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c. they reveal fast moving goods, slow moving goods and other vital information in
a business
d.they help in business financial planning
e.they are needed by lenders of finance
f.

They help in business financial control and taking appropriate action regarding

income and/or expanding.

Time Managemeni Skills
Time management refers to the process of using time in such a way to
maximise efficiency and effectiveness. Time management skills thus refer to the
ability of a manager to determine what to do, when to do it and actually do it. Since
time is a scarce re~óurce, it is important that entrepreneurs spend it wisely, as it is
irreplaceable and irreversible.
Time is the most critical resource managers have, just as managers are the
most critical resource of the organization (EDSI, nd). Unlike other resources the
entrepreneur has, tIme cannot be stretched or compressed, stored or held in reserve,
or put aside for a rainy day, it must be used as it comes, minute by minute (EDSI,
nd). Entrepreneurs, who are effective and skilled, value their time and know the
precious worth of their every minute. Skilled and efficient managers take account of
their time every day, and every hour they ask themselves on what they have
accomplished according to their plan and priority list, how best they can use their
time and whether what they are doing is not being done by another person or
whether what they are doing should be done at all or whether the task can be done in
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less time. Good time management means spending time on doing what is most
important or the activities that will make a difference, bring significant results,
contribute to growth and survival of the organization or department and are linked to
the mission, goals and strategic objectives of the organization. The entrepreneurs
always keen on where they put their energies and efforts in deciding where to spend
the bulk of their time.
Understanding effective time management involves the following skills; i)
defining what is most important; ii) translating what is most important into a goal (or
specific statements about whatyou want to accomplish and by when); iii) stating a
single clear result to be achieved; iv) determining the time and resources available to
do the tasks; v) decide the tasks to do first, what can wait, what things can be done
by others if we del~ate to them, and what things probably should not be done at all;
vi) finalize with a plan, priority list and organizing. By setting priorities, managers
concentrate their energies and efforts on work that has the greatest productive output
rather than spending their time on non-essential things. Various tools (both manualbased and electronic~) have been developed to help managers and entrepreneurs plan,
prioritize, and organize their works on a daily, weekly, monthly, quarterly, or even
yearly basis, in order to become better time managers (Pitan & Adedeji, 2012).
For example, the EDSI (nd) guides that in a monthly work schedule, the
manager should identif~,’ the key goals, tasks, or activities that must be accomplished
each month and by when, then record them as a two-column list of tasks and due
dates, or as a Gantt chart. The manager must always ensure that they stick to their
monthly work schedules, barring unusual events or crises. Like in a monthly work
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schedule, a weekly work plan starts with, goals as the basis for identifying what
needs to done each week. Day by day, the manager should identify what to be
accomplished and ;~hen, leave some flexibility within the weekly plan in order to
respond to new situations that may arise, e.g. incorporating activities others expect
like attending meetings and other routine responsibilities like completing weekly
reports. The manager should then prioritize all the weekly activities, for example,
assigning each activity as high, medium, or low priority or numbering the priorities
with 1, 2, 3 and then schedule appointments and meetings where appropriate. Once
this plan is done, the manager focuses on high priority activities by setting constant
weekly time for them, leave some free days or time periods (not putting an activity
on every day and hour of the week), put some time off for routine administrative
activities, like to return phone calls, answering c-mails and reading reports and then
setting boundaries by saying no to others who may take them away from their time.
In a daily plan or schedule, asks are planned, prioritized and organised on
a daily basis. The few aspects on guidelines for daily planning include ensuring some
free time within the day, marking with an asterisk the most important or high priority
activities, which give satisfaction if accomplished, separating time-sensitive items
from those that can be done at any time of the day, reserving some time to attend to
routine administrative activities like making or returning phone calls, reading c-mails
and so on. Once again managers must always ensure that they their time on those
activities with the biggest payoff prioritize based on time constraints and identify
the needs of supervisor/team members and promises made.
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Legal skills
Legal skills encompass ability to deal with business forms, contractual
laws, business ethics, and ability to register trademarks, logos, designs and acquiring
licenses. For an entrepreneur to be successful, he needs legal skills. Lack of these
skills on the part of an entrepreneur can lead to failure. George and Johns (2001)
pointed out that one of the problems of entrepreneurs, especially those who own
small-scale enterprises, is lack of basic knowledge of business legal requirements. If
it is possible to identify the various skills required of effective and efficient business
managers, then success of entrepreneurs can be enhanced, hence the need for this
study.

2.2.2 Career Performance
A career is the achievement realised by a person in a job, or job
experiences that a person has acquired. Career performance has to do with the
productivity of a worker, as it focuses on actual contributions, results and
achievements from the skills acquired by the worker. Wickman (2001) defined
career performance as actions, behaviour and outcomes that employees engage in or
bring about that are linked with, and contribute to, organisational goals. In essence,
career performance has to with what the worker does in the workplace or in line of
work. Msoka (2013) stated that career performance has to do with what is expected
of an entrepreneur in the world of competitive environment.
A career is built through training, education and practice. For example
entrepreneurs in order to execute their career efficiently have to be trained in the
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field of business management and that is why different countries worldwide
developed programs for entrepreneurship education (Jane & Sze, 2002). It was
indicated by Terry~ (2005) that entrepreneurial ventures need managers or staff who
are formally trained in business management, rather than in technical fields if they
are to run their businesses successfully. They indicated that in high performing firms,
37% of the employees had completed a formal training in business management
related fields, compared to 17% in low growing firms. Universities are one place
where extensive business management training is provided to students, who then
become business professionals or entrepreneurs managing business ventures.
Through entrepreneurship education, students are inducted in various business
concentrations

sixth as accounting,

financing,

marketing,

human resource

management among others. So graduates are an invaluable asset for venture creation
and management.
In this study, career performance of the graduates can be measured on two
major dimensions;i) according to expectations of the individual (the graduate) and
this dimension may include aspects like sales volume, profitability, number of
customers and so on; ii) according to community expectations. The community in
this case may involve the different stakeholders at different levels, for example, the
citizens, the trair~ers/teachers/mentors, sponsors and parents. When a student
undertakes a course, each of these stakeholders expects to see improvement in the
performance of that student after graduation and these expectations may or may not
be similar for all stakeholders. Such expectations may include things like employing
the people of the community, long term survival, quality management, creativity and
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socialisation among others. In the next part of this sub-section, we discuss the
meaning and measurement of career performance on the two dimensions;

2.2.2.1 Community Expectations
Career performance can also be rated according to the expectations of the
performer by the trainer, employer, community or the targets of the performer
himself or herself. For example, according to Uduak & Aniefiok (2011), the trainees
or the graduates are equipped with a number of skills which they are expected to
exhibit in their career performances, such as being creative, confident, self-driven
and courageous, while creating employment for self and others.

2.2.2,2.Staff employed
One intention of the entrepreneurship program which the graduates are
expected to exhibit in their career performance is their ability to create wealth in the
employment sector’~or in their own created ventures (Uduak & Aniefiok, 2011).
Wealth creation comes in a number of ways, depending on the nature of career. For
example where the graduate is self-employed or created own venture, the nation
benefits through the jobs created or the number of workers the graduate is able to
employ, the amount of tax and other levies to the government institutions, the
services delivered to the clients and so the number of clients served also becomes an
indicator of career performance and so on. The entrepreneur needs to know the
number of staff to be employed, the type of work they will do and the amount to pay
them. It is very important for an entrepreneur to know the job specification and then
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employ staff. The bigger the business grows, the more people employed and vice
versa. In most cases, the more people employed, the faster the business grows.

2.2.2.3 Years of survival
It is common for new entrepreneurs to give themselves a test year to see what
happens; if they are. not making profits after that year they decide to close up. But
since many businesses need more than a year to reach profitability, one of the best
ways to last beyond the year mark is to recognize and plan. Mohammed (2014)
indicates that even the smallest businesses can grow irrespective of financial down
turn, if they employ strategically and place a heavy emphasis on standing out from
the floundering competition. Entrepreneurs need to create survival plans by
identifying the various threats to survival and determine how to deal with them. In so
doing, entrepreneurs may use their expertise acquired from universities or seek
advice of experts when planning for survival. Other survival mechanisms include,
cutting costs, credit controls, improved business offers, price assessment, strategic
marketing and so on.

2.2.2.4 Management Quality
Preparing graduates to be effective managers has been presented by many
authors, including Adam (2013) as one of the major rationale for the inclusion of
entrepreneurship education in the universities’ curricula. It is therefore expected that
the graduates acquired increased understanding of business management approaches
and so can provide 4uality effective and efficient management to their own ventures
created as well as to those where they are employed as managers. Management
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quality is achieved if a business is to meet the customer requirements and to also
strive to exceed customer expectations. Management quality focuses on how the
manager can satisf~’ customers and how to improve on current level of sale
performance. Quality management is where the manager is able to manage
customers’ personal planning, delegating, communication and motivation.

2.2.2.5 Creativity
Creativity has been defined in different ways by different scholars. For
example, Fillis & Rentschler (2006) defined creativity as doing imaginative and nonroutine things whil~also building on tradition to achieve profitable outcomes. On the
other hand, define creativity as emerging from an interaction between the individual
and the situation Hunter et a!. (2007), facilitated by an appropriate environment or
climate. Bilton (2007) argued that creativity is a strong pillar of entrepreneurship and
business growth and that it impacts positively on society generally. Changes or
improvements in the economy are usually measured by the extent of moving to
knowledge based activities, creativity, innovation, entrepreneurship and imagination

(Van den Broeck et a!. 2008; Oke et a!. 2009).
So many factors influence the extent of creativity among graduates. For
example, (Van den Broeck et a!. 2008; Oke et a!. 2009). indicated that the effects of
increasing globalization and technology have resulted in more business opportunities
but the marketplace has also become more crowded and competitive. In such
situations, creativity enables the entrepreneur to act on these opportunities in ways
which can result in competitive advantage for the organization. It is one’s creativity
that provides the basis for innovation and business growth, as well as impacting
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positively on society generally (Bilton, 2007). Creativity allows the organization to
take advantage of opportunities which develop as the result of changing
environmental conditions (Shalley et a!., 2004). It involves a perceptual response to
the environment, which may induce a high or low frequency of creative endeavors.
In human resource management and human labour sourcing, increased importance is
being placed on creativity by employers (Robinson, 2001). The possible reason for
this paradigm shift is that creativity is being viewed as a central element in problem
solving and also that creative thinking facilitates quick and proper decision making.
It has also been shown by Fillis (2006) that creativity for creativity’s own
sake can result in profitable outcomes. Lee et a!. (2004) adds that entrepreneurial
activity not only requires both a supportive and productive business climate, but also
needs an environment where creativity and innovation can flourish. This
environment is partly created by the education institutions where the students go.
Institutions are expected to inculcate a competitive tendency among the graduates of
all fields, so when they come out they are more able to look for better competitive
strategies. Fillis & Rentschler (2006) indicate that entrepreneurial creativity exists
before, during and after the lifetime of a particular business since it is shaped in part
by the social world iand by the individual decision maker. Darling et a!. (2007); De
Jong & Den Hartog (2007) add that an entrepreneur demonstrates strong leadership
by shaping business strategy and motivating employee’s creative thinking.

Creativity of key ~cision makers is a core organizational competency (Palus &
Horth, 2002) and is of vital importance in shaping future business success. In
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Nigeria, small busipesses are recognized to play a key role in creating a knowledgebased economy, through experimentation and capitalizing on technological change
through facilitating the development of creative and commercially viable ideas
(Ariyo, 2000). Research has shown that the most important reason why
entrepreneurs help the economy is due to the creation of new jobs, in contrast to the
belief that most entrepreneurs are those that were out of work and unable to find a
job and it has been found out that 76% of business start ups in 2003 were driven by
the desire to pursue opportunities (Cornwall, 2004).
An entrepreneur with a creative ability tends to be more open, to new
experiences, less conventional and less conscientious. They have self-confidence,
self-acceptance, self-driven, ambitious and impulsive. Nickerson (2002) provide a
summary of various creativity techniques that help an entrepreneur, such as; i)
establish purpose and intention; ii) builds basic skills; iii) estimate and reward
curiosity; iv) build motivation; v) encourages confidence and awareness to take risk;
vi) promotes supportable beliefs about creativity; and vii) develops selfmanagement.
Creativity has been identified as one of the most distinct of human attributes.
It is indeed a special case of problem solving in which originality is emphasized.
According to Achor (2012) creativity is the disposition to make and recognise
valuable innovations. It manifests itself in the ability of the individual to create his
own symbols of experience. A person is said to be creative if he has the ability to
combine or rearr~ge established patterns of knowledge in a unique fashion.
Creativity is the fundamental premises and genesis of entrepreneur activity and it is
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not exclusive right possession of a chosen few. It is in all human beings though in
varying degrees. Training has been found to increase the manifestation of creative
abilities (Ihensekhein & Cas-Ogiegbaen, 2014). According to Onu (2014) creativity
and entrepreneurial skills can be learnt. Lopes (2012) stated that creativity is a
process by which ;something new is produced that involves mental processes that
enable one to see things in a new and unusual light, to see problems that no one also
may even realize exist, and then come up with new and effective solutions to
problems. It is the ability to create something from personal feeling and experiences.
Ihensekhein & Cas-Ogiegbaen (2014) has indicated that in order to become creative
entrepreneurs, it is necessary to discipline the mind, to learn to operate with open
mind to new things. This is done by overcoming the natural barriers to the mind and
starting to challenge the various approaches to situations and problems. Creativity
can be developed inpeople by using planned strategies and techniques.
Measuring creativity has not been easy in social and other scientific
research fields (Mark, 2012) and has attracted thousands of researches since
medieval time. Amabile (1996) indicated three components needed to enhance
creativity in business, including; expertise (which involve technical, procedural and
intellectual knowledge); ii) creative thinking skills (which involves how flexibly and
imaginatively people approach problems); and iii) motivation, including both
extrinsic (external factors like threats of being fired or money as a reward) and
irftrinsic (internal factors like satisfaction and enjoyment of work). So many
measures and tests on creativity have been used in various disciplines, using
indicators like positive thinking and talking, ability to look for alternatives in

64

difficult situations~accepting challenges, championing actions, ability to influence
one’s destiny, continuous search of discovery, ability to express opinions and
feelings freely, problem solving or building, contributing to community welfare and
so many others.

2.1,2 Sales volume and Number of customers
Sales volume measures the quantity or number of goods or services sold in
the normal operation of the business in a specified period. An entrepreneur need to
know the number of customers he has in order to succeed as an entrepreneur,
knowing and understanding targeted customers is the overcharging rule of
exceptional business. Great entrepreneurs know their customers as well as their own
families. They know with exactness what names, wants, wishes and buying
behaviours of specific individual customers. Generally the more people an
entrepreneur has, the better the business to make; the more professionals an
entrepreneur can reach, the more opportunities will come their way and the more
supporters they will have when need comes. This goes with this golden rule in
networking, that the more we give, the more people want to give back.

2.1.3 Profitability
A Profit is financial benefit that is realized when the amount of revenue gained
from a business activity exceeds the expenses, costs and taxes needed to sustain the
activity (Eun, 201 2)~and so profitability is defines as the ability of a business to make
and earn a profit. A profit is what is left of the revenue a business generates after it
pays all expenses of the revenue such as production costs and other expenses related
65

to the conduct of the business activities. Ekwe (2011) stated that the most common
major goal of entrepreneurs is profit and without profitability, the business will not
survive in the long run. So measuring current and past profitability and projecting
future profitability is very important for an entrepreneur.

The factors which affect business profitability are those which affect institutions’
revenue and costs. Hence, the impact of the internal and external determinants of
institutions profitability must be analysed in order to understand factors affecting
business costs and revenue. In analysing how well any given entrepreneur is
performing, it is often useful to contemplate on the return on assets and the return on
equity as used by Bourke Thornton (1992).

Profitability is one of the four building blocks for analysing financial statements and
business performance as a whole. The other three are efficiency, solvency and
market prospects. An entrepreneur uses these key concepts to analyse how well his
business is doing and the future potential it could have if operation were managed
properly (Ekwe, 2011). He further puts it that profitability looks at the relationship
between the revenues and expenses to see how well a business is performing and the
future potential growth a business might have.

Income creation and therefore venture profitability is another key indicator of
graduates career performance, which according to Bassey & Archibong (2005), are
among the major goals of the entrepreneurship education irrespective of the
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graduates’ areas of specialization. According to these researchers, job creation other
than job seeking is the outward goal of entrepreneurship education, but the ultimate
end of job creation is income generation. If the created ventures are not generating
adequate incomes, then the entrepreneur, the employees, the state collecting tax fees
and the general copununity will not be satisfied and will not see the essence of job
creation, so the venture will not survive long before it closes. This will mean that the
goal ofjob creation will not have been realized and so the career performance of the
graduates will be rated low.

2.3 Related Studies on Entrepreneurship skills and Career Performance
In this section of empirical review, the researcher presents a discussion of the
previous study findings in two angles, first by examining studies relating
entrepreneurship skills and career performance and then an examination of studies
linking each of the three study constructs (planning, interpersonal and financial
management skills) on career performance

2.3.1 Studies Relating Entrepreneurship Skills and Career Performance
Several studies have been done examining the factors that affect performance
of different kinds of individuals in their career. There is also a body of literature that
has investigated entrepreneurial skills, relating it to business related performances. In
this sub-section, the researcher presents previous studies on the relationship between
entrepreneurship skills and career performance.
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In a study 4one by Msoka (2013) in Tanzania, it was revealed that there is a
significant relationship between entrepreneurship knowledge and the performance of
small scale businesses. Msoka indicated that educational training leads to increased
skills, which also lead to successful running of business enterprises. This implies that
the wise decision of the Nigerian government to implement a compulsory education
to all tertiary institution students can help enhance career performance. However, the
type and quality of skills given also need to be examined. Not all trainings can result
into improved business performance. In Nigeria and many other countries in
America, Europe and Asia, emphasis has of recent been put on entrepreneurship
education. In African setting, there is still a challenge with the type and quality of
education and training. Most successful business men are less educated, putting a
challenge of whether education programs like entrepreneurship skills development
can really help to solve the problem ofjob creation.
Additionally, there is a missing link on whether most successful businessmen
have the necessary education and it is the one helping them to run businesses
successfully. It has been said that for enterprises to be successful, owner managers
must possess appropriate skills and abilities to run the business (Okpara and Wynn,
2007). But the remaining or the unanswered question is whether the required skills
and abilities are acquired through formal education programs. An if this was to be
true, then researchers would be able to compare career performance of the (more)
educated and the less educated. It would also imply that those who have successfully
acquired education are assured of business success, leaving other factors constant.
But research has not proved so. People like Ezeani et al. (2012) have a mixed belief
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on the importance of formal education and skills acquisition. They indicate that it
requires special skills to succeed as a venture owner and that most entrepreneurial
skills come by learning and practicing. Though they do not expound on the point of
practicing, their finding is an indication acquiring skills through formal training is its
self not enough, one needs to integrate it with practical skills.
Another study by Moshe (2012) revealed that entrepreneurship skills
influenced SME performance in Johannesburg South Africa. His study however
concentrated on tl~ree aspects of entrepreneurship, which are proactiveness, risktaking and innovativeness. Moshe’s (2012) results indicated that, in the South
African context, SMEs need to be proactive, take risks and be innovative if they are
to improve their own performance. This researcher further indicates that flexibility in
planning is vital for the improved performance in business. But the study is still
silent on how does someone acquire these three skills and from where. The current
study’s question was on whether acquiring formal entrepreneurial skills from
universities can increase the chances of success among the self-employed graduates
in Nigeria.
Many other studies have revealed positive significant relationship between
entrepreneurship skills and career performance (e.g. Zahra & Bogner, 2000; Krauss,
eta!., 2005; Olawale & Garwe, 2010). However, these studies differ in approach and
the way they measure the two variables, with some using different constructs and
others using unidemsional approach while others use multidimensional approach.
But whatever the approach, there are also mixed findings. Like the already cited
studies, they all indicated a positive significant relationship between entrepreneurial
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skills and career performance, though many do not use the concept of career
performance, instead they use business performance in most cases. For example,
studies like that of Kaya & Syrek (2005) have revealed an insignificant and negative
relationship betwëén entrepreneurial skills in terms of orientation and firm
performance. However, according to Moshe (2012) majority of the available
empirical studies obtained a positive and significant relationship between the two
variables under study. Despite this agreement, the differences in findings and in
approach used to research the relationship between entrepreneurship skills and career
or business performance, makes recommendations difficult. This study intended to
add towards clarity of this relationship and help to direct the making of clear
recommendations and action plan.

2.3.2 Planning Skills and Career Performance
Many previous researches support theoretical assertions of a positive
relationship between planning skills and career performance. For example, Hayton
(2015) identified

a

positive relationship between entrepreneurship skills and some

measures of business performance. In line with these authors, Hayton (2015)
indicated that leadership skills and entrepreneurship skills combine to influence
strategy formalization and responsiveness; factors that are positively associated with
performance and growth. One potential implication of Hayton’s findings contained
in Lorraine & Peter (2007) report is that successful interventions to improve
entrepreneurship skills are likely to result in improved graduate’s performance, not
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only among the graduates but also among a wider group of entrepreneurs for whom
entrepreneurship skills might be improved as employees as well as entrepreneurs.
In a related study, Qureshi, Saeed & Wasti (2016) reported that planning
skills result in enhanced career performance of entrepreneurs. In the same vein,
Etonyeaku et a!. (2014) found results similar to the study conducted by Qureshi et
a!. (2016) that planning skills, such as those related to co-ordinating business
resources significantly and positively influence career performance of Secretarial
Education Graduates of Colleges of Education in Enugu State, Nigeria.
In a similar study conducted by Bekel & Worku (2008) it was revealed that
majority of the small firms in Ethiopia failed due to inability of owners to produce
sound business plans, which implies that business plan development skills are key in
performance of business careers. In another study, Hodgetts & Kuratko (1992)
identified poor planning being responsible for failure of a big number of American
firms. This supplements many other studies as well as general belief that proper
planning is a characteristic of successful people in business. It was also indicated by
Zuzana & Matej (2007) a good business plan sets the ground for effective
performance of a venture. Since a good business plan has been accepted as being a
preliquisite for successful business running, then planning skills and especially
business plan development are necessary for successful performance of a career.
There are c1i~fferent ways in which a good business plan and therefore the
skills to do so can bring success. For example, setting clear business goals is one
aspect of a good plan. For example, Musiime (2007) point out that clear goals are
essential in securing capital. The funder or any other business partner is more

71

attracted if there is a clear, specific and a quickly attainable goal, than if the goals are
not showing clear direction of benefit in the near future. Hodgetts & Kuratko (1992)
also explain that góáls which are understandable set the future clear which motivates
both the owners and employees in a business, which will culminate into success. It is
therefore postulated that if the graduates have an adequate level of relevant goal
setting skills they will be more successful in their career performance.
In another ~tudy, Nambalirwa (2008) reported that, even in one’s education
path, clear goals are required in success. The researcher (Nambalirwa) indicated that
if children set clear goals at the beginning of their education, they have higher
chances of completing and even perform better than those who do not. This is a
suggestion that goal-setting skills are essential almost in all life endeavors. While
most of these studies report that goal setting skills have a positive relationship with
achievement of any given target, Kiwanuka (1998) reported a negative correlation
between the two, although his study was in the field of agriculture, among small food
firms in Kampala.
There is a clear connection between a good business plan, a clear goal and
resource mobilization, as already indicated by Musiime (2007). Indeed if a goal is
clear, the actions to be taken to achieve the goal are also clear and so the resources
required carry out ~those actions are also clear. This gives the business manager or
owner clear direction on resource mobilization. There has been a big attachment
between between successful business operation and resource mobilization capacity
of the manager or owner (Bentz, 1994). Many researchers and even common daily
talks strengthen the belief that many businesses in Africa fail because of resource
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constraints (Barreira, 2004). It is of importance that graduates in higher education are
also inducted on the ways of mobilizing resources to finance their dreams and attain
their goals. Their goals cannot be achieved, however good they may be, without a
clear strategy to mobilize the required resources.
The above view is also confirmed by Tegarden et a! (2000), adding that
resource availability are vital in firms’ abilities to compete in the market. Therefore
entrepreneurs with~great inability in mobilizing resources find it harder to grow their
ventures and may take long to take off. And as indicated by Kunene (2008), the
longer a business takes to takeoff, the harder it becomes for it to survive. Tustin
(2003) put it that without good resource mobilization skills, it becomes impossible
for entrepreneurs toput their ideas into practice. This connects to the big problem in
many poor countries, where most graduates fail to implement the ideas they acquire
from school, giving one common reason of lack of capital (Rwigema & Venter
(2004) and Pretorius & Shaw (2004). Indeed many people these days are beginning
to believe that it is~not lack of financial capital, as many think, rather it is lack of
mental capital, which in this case is lack of resource mobilization skills. It is not
enough for one to plan or to make a plan with clear goals, it is also important to think
of techniques of resource mobilization in order to implement the idea.
One of the important skill required in successful mobilization of resources is
good marketing skills. While a marketing plan is part of a good business plan, and
therefore an aspect planning, it is important to isolate it and be studied as a separate
skill. This is due its importance in solving one the key challenge (resource
constraints) inhibiting business starters and managers from achieving their goals. It
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has been reported by Msoka (2013) that proper marketing make it possible for the
business to make sales, which provides income for the business to finance more of
its activities.
Msoka (2013) reports a significant positive relationship between marketing
skills and performance of small businesses. In his findings, it is indicated that
marketing skills lead to increased sales. He indicates that although most small
business owners do ~not carry out marketing, they agree that marketing is important
in enhancing business performance. There are various marketing strategies which
small business owners can apply to boost their sales, and among these, Msoka (2013)
indicates that his respondents admitted that they increased their sales whenever they
communicated to their friends and clients, carried out display of the best products
and when they hire boys to shout to the customers about the products.
The finding that marketing is very important in increasing sales is in line with
the views presented by other scholars. Ezeani (2012) explains that marketing skill is
another important and essential skill which depends on the very success or failure of
a business. Marketing skills enable one to make critical business decisions like
“setting the price right” which is an important factor in retail marketing. These skills
keep the entrepreneur informed, knowledgeable and confident as to determine the
most efficient method of physical distribution of goods and services.
An important aspect of marketing skills is satisfactory customer service.
Msoka (2013) found a positive significant relationship between customer service
skills and business performance. Ability to put emphasis on customer care by the
manager as well as all employees increases the chances of success for a business.
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Good customer care helps in attracting more clients and keeping a good relationship
with their clients. Customers usually want to buy from those who talk to them nicely.
Therefore, managers or employees who try as much as possible to be nice to their
customers, are more likely to perform better than those who do not mind about their
language with customers. The need for customer care knowledge by business
entrepreneurs has been for a long time therefore stressed.
Many other scholars also agree to this notion; for example, Tsvetanka (2010)
emphasizes the need to treat the clients with the utmost respect, if one is to succeed
in their business careers. He indicates that clients always want to know that they are
valued and treated with the dignity. Many customers want to buy from where they
are given undivided attention and attentively listened to in what they are saying.
This according to Tsvetanka (2010) will not only result into repeated action (buying)
but also into repeated referrals, all of which will result into improved business
performance. This therefore suggests that individuals with this kind of awareness
will manage to máihtain their customers and even attract more new ones. While
there are studies relating planning skills and performance of business enterprises,
few studies have related it to career performance of the self-employed graduates and
even among these few, none was conducted in North-West Geo-political zone of
Nigeria, a gap whiëh this study intended to close.

2.3.2 Interpersonal Skills and Career Performance
Extant research has also empirically supported a positive relationship
between interpersonal skills and career performance. For example, Msoka (2013)
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indicated that interpersonal skills are critical in helping entrepreneurs to express
problems effectively and thus improve their career performance. Relatedly, thawing
from a sample of 23Oindependent sales contractors (i.e., entrepreneurs) from mid
western state in the United States, Baron & Markman (2003) showed that
interpersonal skills help entrepreneurs to interact effectively with others and may
also play a role in their career performance.
According to George & Johns (2001), a successful entrepreneur requires a set
of skills which include human relation skills , leading skills, networking skills, team
building skills, communication skills and delegation skills. It has been implied in the
findings of Baron

(.~

998), that interpersonal skills have a positive relationship with

career performance (Baron, 1998). Tasks of entrepreneurs involve interaction with
other people. Human skills enable entrepreneurs to raise capital, acquire good
employees, delegate effectively, establish trust and legitimacy, develop networks,
monitor, evaluate and retain workers (Levander & Raccula, 2001).
Batjargal (2006) conducted a study in Russia on the key aspects and
importances of entrepreneurs’ networks and the findings indicated that entrepreneurs
who carefully identify and developed strong networks were more successful than
those who did not. Good networking skills help entrepreneurs to expand their
markets, increase their sales and profits, ensure survival and reduce costs, which are
important dimensions of career performance.

Another important skill, which affects performance of business related activities is
delegation. Few empirical studies have been done on delegation and its impact on
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business performance. Never the less, a few have been done. For example, a study by
Msoka (2013) indicated that there is a positive relationship between delegation skills
and performance in business related careers. One aspect explained in this study is
that delegating the running of some business activities to other people below the
manager maintains effectiveness. This means that delegating the running of some
business increases effectiveness of the business.
The nature of delegation an entrepreneur is able to carry out also determines
its impact on business performance. For example, delegating properly helps the
business to continue operating even when the owner is a way. Msoka reveals that
many small businés’s owners do not delegate because they operate business single
handedly, but those who had one or two persons they delegated to performed better
than their counterparts who had no helper. The reasons why many do not want to
delegate is that they have fears of being cheated, as they do not trust the people they
would leave behind, be it their relatives or other outside employees. Such fears
indicate that such individuals lack adequate delegation skills for effective delivery of
business tasks. This shows a high need for training of the business owners in
delegation, a skill which graduate entrepreneurs are expected to have.
Some other~scholars, like Meager (2011) have also agreed to the notion that
delegation relates positively with business career related performance. Meager
(2011) however recognizes the need for proper delegation skills, arguing that it is
common, that small entrepreneurs do not know how to delegate and so delegation is
the hardest thing fçr most of them. On many occasions, owners do not want to trust
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new employees, that is the reason why they fail to delegate. This indicates that many
people still recognize that delegation is a key skill that is critical to business success.
Acronym (2008) agrees with this idea, showing that delegation is a vital tool
in succession planning, personnel development and promotion. Kibuuka (2011)
points out that the failure of many business enterprises to survive after owner’s
death, is partly attributed to failure of entrepreneurs to develop a successor- which is
done through this key interpersonal skill called delegation.

2.3.3 Financial Management Skills and Career Performance
Prior empirical studies have established a positive relationship between
entrepreneurship

skills,

including

financial management

skills

and

career

performance (e.g.,Alcande, 2011; Msoka, 2013; Olusola, 2011; Tocher, Oswald,
Shook, & Adams, 2012). Other studies on the relationship between financial
management skills~ and business career related performance include Peterson et a!
(1983) and Swiercz & Spencer (1992). In most of these studies, it is indicated that
entrepreneurs with necessary competencies in the area of finance, are more likely to
succeed at startup. Ibrahim & Ellis’s (1987) findings also supplemented this when
they attributed m~ájority of business failures in formative years to financial
management shortcomings.

Financial management skills have been studied from different constructual
perspectives and so’each construct of area may have a varying influence on career or
business performance. For example, Akintoye (2008) argued that accounting skills
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are necessary for successful entrepreneurial and small business development. This is
so because the inability to implement a proper accounting system in an organization,
can disallow business monitoring, reporting and performance evaluation that are
essential to the business survival. In line with this, most graduates usually establish
small enterprises and most of them tend to ignore formal accounting systems, which
make them more prune to financial challenges, which eventually lead to their
demise. The vitality of accounting skills ranges from record keeping skills, financial
management and reporting skills that are expected to promote effective decision,
control, proper monitoring, performance evaluation and business reporting (Akande,
2011).
In another study, Mariam (2015) revealed that financial management skills
are one of the key skills which influence performance of business enterprises. She
therefore indicated that financial management skills are key and should be included
in the all business ti~aiing packages in education institutions. In line with Mariam’s
revelations, Kaijage (2013) indicated that while the factors which influence
performance are interrelated, there is a need to isolate them and the contributions of each
be established by research. Mariam (2015) give factors like lack of entrepreneurship
training, that they can lead to poor management skills, financial distress and failure. This
means that a key factor in enhancing skills of graduates is training. It is believed that the
graduates went through the education intuitions and acquired the required financial
management skills. However, the relevance of such skills received from universities is
questionable. Thus Mariam’s study may imply that there is a special package that needs
to be used in training entrepreneurs or venture managers if they are to perform as
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expected. This study wanted to establish whether the financial management skills
received by the graduates have helped them in performing better as venture founders.
Many other studies have identified the need for training of entrepreneurs in skills
relevant to their success. For example, Bradford’s (2007) study was on perceived needs
of the ~business training in South African township. He found out that the most desired
skill needed was “how to keep financial records of the businesses” followed by how to
market the products of the businesses. This study implies that for effective performance,
entrepreneurs need training and skills related to keeping and interpreting financial
records, product promotion as well as managing funds. In Mariam’s study, in which the
respondents were given actual training to improve their venture management skills, 96%
of the respondents were lacking proper financial skills for managing their businesses.
Among the financial skills required included skills like managing inventories, cash,
payments, collections, profits and costs. This is in line with the findings of other studies
(Bradford, 2007; 9lomi, 2009; Manimala, 2006) in which financial skills, were
identified as key and therefore should be taught to the entrepreneurs.
Other studies have concentrated on the inadequacy of financial management
skills, while others have focused on their relevance. A survey by Van der Nest & Van
Zyl (2009) revealed big shortages in financial management skills in South Africa. The
survey further indicated that there are enormous shortages of financial management
skills in areas of financial analysis, general accounting, auditing and financial
controlling globally. They used staffing positions of 5000 companies globally to
measure financial management shortages, indicating that 56% of these companies had
difficulty finding skilled job candidates. Their findings implied that while there are
many graduates from different business management schools and institutes, the problem
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of shortage of candidates with such skills is still prevalent globally. So it is no wonder
that the same probleri is still encountered by the self-employed graduates. Despite this,
the findings of these two authors were based on ease with which companies to fill the
financial or accounting related job positions. The current study wanted to establish how
financial management skills acquired from universities (as part of the entrepreneurship
education training)~ have helped the self-employed graduates to run their established
ventures successfully.
According to Waweru & Ngugi (2014) inadequate financial management skills
is one of the serious problems small enterprises in developing countries face. The
authors further indicate that developed nations also find financial management practices
one of the factors contributing immensely to poor business performance. Some studies
however indicate that the problem of inadequate financial management skills is more
serious in less developed countries compared to developed countries.
As Raduan et a! (2006) indicates, there are few studies relating financial
management skills to business performance in Africa. Though this notion is currently
questionable, the researcher in this review, did not find studies relating financial
management skills to career performance of the self-employed graduates and more
sd in the North-West Geo-political zone of Nigeria, hence the need for this studies.
Table 2.1 summarizes previous work linking entrepreneurship skills and career
performance.
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Table 2.1: Summary ofstudies on the relationshzp between entrepreneurship skills
and career perfornzánce ofthe graduates
Author

Title

Norama

0.,

Areas of study

Findings

Impact

of Malaysia

The findings showed that there

Norfal 0., and

globalization

on

was

Rahman,

trends

in

generic

I.

(2012)

entrepreneurship

relationship

between

skills

and

entrepreneurship education.

education in higher
institutions
Mohammed, Y.

Application

(2014)

entrepreneurship

short-comings. There was weak

skills in the public

correlation between application

sector in Iran.

of entrepreneurship skills and

Career

work in the public sector
The result showed that SMES

Jane w.
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M. (2002)

of Iran

choice

Findings identified numerous

of Hong kong

business graduates

were perceived as less attractive
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to
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Also,
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2.4 Gaps Identification
From the reviewed literature, we notice that public policy makers have
already recognised. the importance of entrepreneurship as a promoter of economic
development and this is justified by their efforts to support the development of
entrepreneurship education intending to increase entrepreneurial skills. Together
with education policy makers, they have tried to influence education institutions to
shift from general cducation to entrepreneurship skills development. Indeed many
universities have been supported to establish entrepreneurship education centres
(Abubakar, 2010) in this effort.

84

Despite sucth undisputed recognition and policy support, no study has been
conducted to specifically establish whether the entrepreneurship education centres
have imparted the required entrepreneurial skills and whether those skills have
enhanced! boosted the performance of the graduates as employers and employees in
the case of Nigeria. The influence of entrepreneurship skills on performance of
graduates in Nigeria, has not been adequately addressed by scientific researchers.
Despite the various concerns raised by the different stakeholders’ concerns and
voices, there are no studies in Northern region of Nigeria with empirical evidences
on the extent to wbi~ch the entrepreneurship skills are relevant to the job market and
how effectively are imparted to the students and if so how are they impacting on the
career performance of the graduates as an entrepreneur.
Another important gap identified by the researcher in this study is that, no
study has examined the impact of entrepreneurial skills on career performance of
graduates in Nigeria, within the perspectives of the Human Capital Theory of
Entrepreneurship theory. This study intends cover all these gaps and come up with
conclusions concerning the identified gaps.
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CHAPTER THREE
METHODOLOGY
3.0 Introduction
In this chapter, the researcher presents the general procedure used in
conducting this research. It discusses the research design, philosophical foundations
of the study, population of the study, sample size, sampling procedures, research
instrument, validity and reliability of the instruments, the procedure for data
collection, tools for data analysis, ethical considerations as well as limitations of the
study.

3.1 Research Design
The study adopted a descriptive correlational and a cross-sectional survey
research design. The descriptive correlational design was applied because the
researcher was interested in collecting some descriptive data on the two variables of
the study (entrepreneurship skills and career performance) and after which, correlate
the two data in a bid to establish whether the two variables are statistically and
significantly correl~ed. According to Amin (2005), correlational designs are applied
in studies where the purpose of data collection is to establish relationship between
variables. This study involved no manipulation of variables. The researcher was only
interested in describing (and understanding) the characteristics of interest from the
unit of study, hence making it purely descriptive in nature.
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Due to the descriptive nature of the study, the researcher had to collect data
from a large sample of respondents (survey design) to allow generalizability of the
findings from the correlation. The survey research design was used to collect data
through administering questionnaires to the said respondents. The survey research
was considered appropriate because it is a widely used method adopted by
entrepreneurial researchers who are interested in collecting information about a very
large population that cannot be easily observed and interviewed (Keeter, 2005;
Tanur, 1982).
The study ~Vãs also cross-sectional survey in that, data were collected from a
large sample of respondents at the same point in time and the collection was done
once from each respondent. The data were then analysed and interpreted statistically,
while drawing conclusions or making inferences about the population of the study at
one point in time.i ‘Cross-sectional research design was adopted over longitudinal
research design because of the resource constraints of the researcher in terms of time
and money (Punch, 2005; Lewis, 2013; Sekaran & Bougie, 2010).
This study employed quantitative research approach to assess the structural
relationships between the three constructs of entrepreneurial skills (planning skills,
interpersonal skills, financial planning skills) and career performance. Partial Least
Squares path modelling in conjunction with SmartPLS was used to test several
hypotheses formulated.
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Philosophical approach of the study
A research philosophy or research paradigm has been defined by Myers
(2009, 2013) as the basic belief system or world view that guides investigations.
Research philosophy can be classified into two major categories, namely, positivist
paradigm and interpretive paradigm (Bryman & Bell, 2007;). Positivist paradigm,
also called the scientific paradigm, is a philosophical contribution of a French
philosopher Auguste Comte (1798—1857) (Koval, 2009; Mack, 2010; Moore, 2010).
The positivism paradigm was followed in this study because, it has been the most
widely practiced r~earch paradigm in social sciences researches(Neuman, 2011).
Positivists believe that social reality can be studied independent of the researcher
(Scotland, 2012). In line with the Positivists assumption, the researcher in this study
believed that social aspects like entrepreneurship skills exhibited by the graduates in
the way they exedüte their jobs can be represented quantitatively, correlated and
experimented. The researcher thus followed the same belief to collect data on the
entrepreneurship skills of graduates (social characteristics) to determine cause-andeffect relationships between variables (Creswell, 2009).
In the sam~~ vain, the positivists employ deductive inquiry (Tashakkori &
Teddlie, 1998), which aims to test hypotheses that reflect causal relationships
between variables that are based on theories and empirical evidence (Bryman & Bell,
2007; Creswell, 2009; Deshpande, 1983; Perlesz & Lindsay, 2003). The researcher
followed the same ~l.jne of thinking to hypothesise and going ahead to tested the said
hypotheses in a bid to validate the Human capital theory. Furthermore, the major
goal of deductive research is to draw conclusions that are generalizable, which also
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allow a revision of theory (Bryman & Bell, 2007; Deshpande, 1983). And in this line
the Human capital theorywas validated within the findings of this study, with no
revisions. In summary, Neuman (201 1)describes positivists as researchers that
advocate value-free science, seek precise quantitative measures, test causal theories
with statistics and believe in the importance of replicating studies.
In contrast, the interpretive paradigm, also known as anti-positivist or
constructivist, is a philosophical underpinning of a German philosopher and
mathematician, Edmund Husserl (1859-1938) (Mack, 2010; Willis, 2007). Unlike
the positivist paradigm, interpretive philosophical approach assumes that human
social life can be qualitatively studied through an array of means including direct
observation, interviews

and case studies, among others (Neuman, 2011).

Ftirthermore, interpretivists view social reality as subjective and socially constructed,
with both research~s and participants interacting to understand a phenomenon from
an individual’s perspective (Creswell, 2009).
Based on the research model developed, the present study focuses on theory
testing and verification rather than developing a new theory, thus, employing a
deductive researth~ approach. Therefore, drawing on the philosophical assumptions
discussed above, the present study largely adopts the positivist paradigm, based on
objectivism as the underlying ontological and epistemological positions.

3.2 Population of the Study
Amin (2005) defined population as the totality of entities about which a given
researcher wants to measure its variables. The population of this study involved
university graduates executing their careers as self-employed entrepreneurs in the

North-west Geo-political Zone of Nigeria. The studytargeted all university graduates
from both federaland state universities, who graduated between 2010 to 2015, who
were currently self-employed and registered within the seven states of North-west
Geo-political Zone of Nigeria. According to the State Ministries of Commerce and
Industry (2015), there are 24000 students who have graduated from these universities
for the period of five years and are registered with the state ministries of commerce
and industry as entrepreneurs. Table 3.1 shows a distribution of study population.

3.3 Sample Size
According to Bordden & Abbott (2008), studies in social science, including
those in management, can use various methods to determine the minimum sample
size, such as using Krejcie& Morgan (1970) table for determining minimum sample
size, Sloven’s fon~ula and so on. The minimum sample size for this study was
arrived at usingSlovene’s formula. Using the Slovene’s formula, the sample size was
calculated as follows:
N

Where:
n = required sample size
N = the known population size
e= the level of significance, which was fixed to be 0.05
n

240000
1+24000(0.05)2

Z4000
1+2400(005)2
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24000
1+60

n=

24G00
61

The calculation for~ each university in state is as follows;
K aduna

=

Kano=

42000
24000

6W0
24000

x 393

100

x393=69

aa~o

Sokoto

=

Kebbi

24000
24000

24000

x393=63

z 393

2S00

Katsina

=

Zamfara

2600
=24000 ~

Jigawa

=

24000

x 393

39

=

41

=

2350

~ x 393 = 38
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Table 3.1: List of Self-employed Graduate entrepreneurs in North-west Geo-political
Zone, as at December (2010 —2015)
State

Target population

Sample size

Kaduna

6100

100

Kano

4200

69

Sokoto

3850

63

Zamfara

2600

43

Katsina

2500

41

Jigawa

2350

38

Kebbj

2400

39

24000

393

TOTAL

Source: State Ministries of Commerce and Industries and Establishment Offices
(2015)

3.4 Sampling Procedure
According to Muhammad (2014), the basic idea of sampling is to select some
of the units in a population. Accordingly, it is the act, process or technique of
selecting a suitable representative of a population for the purpose of estimating
parameters or char~pteristics of the whole population. This will make it possible to
make meaningful generalisations about the whole populations which are valid and
which allow predictions. This allows the researcher to draw conclusions about the
entire population as it is not possible to collect data from the entire population
because of time andcost.
To arrive at this kind of sample size, which is representative and not biased,
the researcher employed multi-level sampling using stratified, purposive and
systematic random sampling techniques. In the first place, respondents were
~j4~

stratified into seven groups following the seven states found in the North-west
political Zone of Nigeria. This stratification helped to identify the total number of
respondents from each state and the proportionate sample size to be selected each
state, as indicated in Table 3.1. This was done to ensure that there is proportionate
representation of all states.
From the state ministry of commerce of each state, the researcher acquired
the sampling flames or the lists of graduate entrepreneurs. These lists were then used
to select (by ticking) those respondents who qualify.Purposive sampling technique or
researcher’s judgment was applied to select only those individuals on the list who
had the desired qualities. According to Amin (2005), under purposive sampling, the
researcher decides what needs to be known and set out to find people who have the
desired information by virtue of knowledge or experience or some other qualities as
the researcher deenis it fit. In this study, the researcher chose to go to only those
enterprises where the owner had to have the following characteristics; we followed
the idea that the owner of the enterprise...
1) Was a graduate
2) Registered with the state’s ministry of commerce and industry,
3) Graduated from any of the state’s federal or state university
4) Graduated between 2010 and 2015
Using this criterion, the researcher marked all those respondents who
qualified and then ~g~nerated a list of those who qualify. Using the list of qualifying
graduate entrepreneurs, selected using the inclusion/exclusion criterion listed above,
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the researcher applied systematic random sampling to finally select respondents from
each state.
Table 3.2: Sampling procedure
State
Target Population

Sample Size

Qualified population

Interval

= 6100

100

4000

40

Kano

4200

69

3200

46

Sokoto

3850

63

3250

51

Zamfara

2600

43

1500

35

Katsina

2500

41

1458

36

Jigawa

2350

38

2100

55

Kebbi

~2400

39

2150

55

Total

24000

393

Kaduna

Source: Computed by Researcher from Table 3.1

3.5 Research Instrument
The instrument used to collect data for this study was a four point Likert
scaled questionnaire designed by the researcher using concepts from literature. This
instrument had three sections labeled as A, B and C. Section A was made up of
questions on entrepreneurship skills (independent variable) and this was broken
down into three sub-sections as per study conceptual Framework (Fig. 2.1). There
were 28 question items on planning skills, 31 question items on interpersonal skills
and 16 question items on financial management skills. Section B was on Career
Performance (dependent variable), with 20 question items. Section C was made of
nine questions intended to collect data on some profile characteristics of respondents.
All questions in section A and B were based on a four point Likert scale ranging
between 1

—

4, where 4 was for strongly agree, 3 for Agree, 2 for disagree and 1 for

strongly disagree. All questions in section C were closed ended and factual.

3.6 Validity and Reliability of the instrument
Validity ofthe instrument
Validity of instrument is the degree to which an instrument can correctly and
truly measure what it is intended to measure. In this study, the instrument’s validity
was tested using three approaches, that is face validity, convergent validity and
discriminant validity.

Face validity
Using face validity, the instrument’s question items were validated by three
experts at Kampala International University, who helped to eliminate ambiguities in
the phrasing of its words. The suggestions made by the experts were incorporated
into the final copy of the instrument, which they verified before it was finally
administered.
Convergent Validity
Convergent validity refers to the extent to which items truly represent the
intended latent coi~struct and indeed correlate with other measures of the same latent
construct (Hair, Black, Babin, Anderson, & Tatham, 2006). Convergent validity was
assessed by examining the Average Variance Extracted (AVE) of each latent
cçnstruct, as suggested by Fornell and Larcker (1981). To achieve adequate
convergent validity,~Chin (1998) recommends that the AVE of each latent construct
should be .50 or more. The instrument question items were tested for convergence, to
further ascertain its validity. According to Hair et a!. (2006), convergent validity
refers to the extent to which items truly represent the intended construct and indeed
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correlate with other measures of the same construct. Following Chin (1998), all the
AVE values (see Table 3.3) exhibited high loadings (above 0.50) on their respective
constructs, indicating adequate convergent validity.

Table 3.3
Average Variance Extracted for testing convergent validity of the study
instrument
Constructs

Average Variance Extracted (AyE)

Goal Setting Skills

0.66

Business Plan Development Skills

0.64

Resource Mobilization Skills

0.63

Marketing Skills

0.56

Customer Service Skills

0.80

Human Relations Skills

0.67

Leadership Skills

0.71

Networking Skills

0.54

Team Building Skills

0.59

Communication Skills

0.75

Delegation Skills

0.61

Budgeting Skills

0.57

Bookkeeping Skills

0.57

Time Management Skills

0.80

Legal Skills

0.86

Career Performance

0.51

Source: Researcher’s Computation from primary data (2016)
Discrimi,u,nt Validity
Discriminant validity refers to the extent to which a particular latent construct
is different from other latent constructs (Duarte & Raposo, 2010). In the present
study, discriminant validity was ascertained using AyE, as suggested by Fornell
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&Larcker (1981). This was achieved by comparing the correlations among the latent
constructs with square roots of average variance extracted (Fornell & Larcker, 1981).
Additionally, discrirninant validity was determined following Chin’s (1998) criterion
by comparing the indicator loadings with other reflective indicators in the cross
loadings table. First, as a rule of thumb for evaluating discriminant validity, Fornell
and Larcker (1981) suggest the use of AVE with a score of .50 or more. To achieve
adequate discriminant validity, Fornell & Larcker (1981) further suggest that the
square root of the’ AVE should be greater than the correlations among latent
constructs.
As indicated in Table 3.3, the values of the average variances extracted range
between .540 and .724, suggesting acceptable values. In Table 3.4, the correlations
among the latent ~ônstructs were compared with the square root of the average
variances extracted (values in bold face). Table 3.4 also shows that the square root of
the average variances extracted were all greater than the correlations among latent
constructs, suggesting adequate discriminant validity (Fornell & Larcker, 1981).
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Table 3.4
Results ofDiscriminant Validity Test
CF BBS BGS BKS CMS
CF
0.71
BDS

0.52

CSS

BLS

GSS IIRS

LBS

LGS

MKS

NTS

RMS

TBS

0.80
0.68

0.76

-0.52

-0.50

TMS

0.80

BGS 0.00 0.04 0.75
BKS 0.45 0.69 0.09 0.76
CMS 0.46 0.63 0.01 0.61 0.87
CSS -0.6k -0.47 -0.03 -0.43 -0.49 0.90
DLS 0.06 0.04 -0.34 -0.04 0.07 -0.02 0.78
GSS 0.38 0.64 0.12 0.47 0.44 -0.33 0.10 0.81
HRS 0.54 0.69 0.03 0.61
0.74 -0.53 0.05 0.46 0.82
LDS 0.49 0.74 0.08 0.68 0.58 -0.47 0.03 0.50 0.64 0.84
LGS -0.08 -0.01 0.66 0.02 -0.05 0.01 -0.41 0.02 -0.04 0.04 0.93
MKS -0.71 -0.51 -0.02 -0.44 -0.49 -0.76 -0.06 -0.40 -0.51 -0.44 0.05
0.75
NTS 0.07 0.00 -0.45 -0.01 0.06 0.02 0.59 -0.04 0.02 0.03 -0.46 -0.02
RMS 0.02 -0.01 -0.43 -0.03 0.00 0.02 0.66 0.00 0.00 0.00 -0.49 -0.02
TBS 0.02 0.03 -0.37 -0.04 0.05 0.04 0.62 0.02 0.01 0.09 -0.48 0.03
TMS -0.07 0.00 0.67 0.04 -0.02 0.02 -0.44 0.04 -0.01 0.04 0.86 0.05
Note: Entries shown in bold face represent the square root of the average variance extracted.
Source: Researcher’s compilation (2016)
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0.74
0.72
0.71
-0.49

0.90

Furthermore, discriminant validity can also be ascertained by comparing the
indicator loadings with cross-loadings (Chin,

1998). To achieve adequate

discriminant validity, Chin (1998) suggests that all the indicator loadings should be
higher than the cross-loadings. Table 3.5 compares the indicator loadings with other
reflective indicators. All indicator loadings were greater than the cross-loadings,
suggesting adequate discriminant validity for further analysis.
Table 3.5
Cross Loadings
GSS

BDS

RMS

0.46
0.42
0.50
~ 0.68
0.43
0.66
0.42
0.03 -0.01
0.02 0.02
-0.02 -0.04
-0.05 -0.01
-0.26 -0.31
-0.23 -0.34
-0.31 -0.36
-0.29 -0.34
-0.34 -0.45
-0.36 -0.45
-0.29 -0.44
-0.30 -0.41
-0.31 -0.41
-0.30 -0.40
-0.30 -0.41
-0.29 -0.45
0.51
0.67
0.43
0.64
0.33
0.51
0.30 0.51
0.33
0.49
0.38
0.58
0.44 0.63
0.43
0.67
-0.04 0.00

0.01
-0.01
0.04
-0.02
0.03
0.00

~

MKS

j~~j~Jj~
I~~ç~.o7
j~j~
~
j~f~j~J
jI~f~Jj
-0.05
-0.06
-0.03
-0.07
0.03
0.03
0.06
0.02
0.03
-0.04
0.01
0.01
-0.01
-0.07
0.02
0.00
0.04
0.03
0.02
-0.05
0.41

CSS

-0.28 -0.28
-0.24 -0.15
-0.36 -0.27
-0.42 -0.34
-0.43 ~-0.43
-0.39 -0.33
-0.40 -0.38
-0.06 -0.01
-0.02
0.01
0.02
0.02
0.01
0.05
0.46
0.47
0.53
0.45
0.71
0.78
0.69
0.66
0.74
0.69 ~
0.73
0.69
-0.39 -0.38
-0.40 -0.40
-0.43 -0.45
-0.40 -0.44
-0.46 -0.49
-0.36 ~-0.39
-0.36 -0.39
-0.38 -0.42
0.00
0.00

HRS

LDS

NTS

TBS

CMS

DLS

BGS

BKS

TMS

LGS

CF

0.36
0.29
0.31
0.51
0.54
0.57
0.54
-0.01
0.01
0.02
-0.03
-0.32
-0.29
-0.36
-0.28
-0.49
-0.48
-0.47
-0.47
-0.48
-0.46
-0.47
-0.48

0.40
0.32
0.36
0.52
0.64
0.46
0.72
-0.03
0.04
0.00
0.01
-0.33
-0.29
-0.26
-0.22
-0.40
-0.42
-0.43
-0.43
-0.42
-0.38
-0.42
-0.46
0.52
0.55
0.53
0.51
0.51

-0.04
-0.03
0.01
-0.05
0.02
-0.02
0.00
0.60
0.50
0.70
0.51
-0.04
-0.05
0.04
-0.06
0.00
0.01
0.04
0.03
0.03
-0.04
0.03
0.03
-0.03
-0.04
0.03
0.04
0.08
0.08
0.03
-0.01

0.04
-0.01
0.05
-0.01
-0.01
0.05
0.03
0.55
0.49
0.56
0.60
-0.01
-0.02
-0.01
0.01
0.10
0.05
0.08
0.01
0.05
0.01
0.05
0.04
0.05
-0.01
0.02
-0.01
0.02
0.13
0.08
0.03
0.41

0.31
0.28
0.35
0.48
0.54
0.48
0.49
0.02
-0.01
0.04
-0.07
-0.27
-0.26
-0.39
-0.23
-0.48
-0.47
-0.44
-0.44
-0.43
-0.43
-0.44
-0.44
0.55
0.64
0.62
0.60
0.62
0.45
0.51
0.51
0.05

0.12
0.08
0.06
0.07
0.05
0.05
0.00
0.57
0,55
0.51
0.49
-0.03
-0.09
-0.07
-0.11
-0.02
-0.01
0.00
-0.04
-0.01
-0.07
-0.01
-0.01
0.08
0.01
0.03
0.01
0.07
0.05
0.02
0.00
0.37

0.13
0.09
0.03
0.14
0.01
0.04
0.05
-0.33
-0.35
-0.35
-0.39
0.05
0.00
-0.02
0.00
-0.04
-0.06
-0.03
-0.05
-0.03
0.01
-0.01
-0.03
0.03
0.03
-0.01
0.06
0.02
0.03
0.06
0.10
-0.31

0.28
0.35
0.40
0.49
0.54
0.50
0.65
-0.04
0.03
-0.04
-0.03
-0.31
-0.24
-0.26
-0.30
-0.43
-0.42
-0.40
-0.36
-0.39
-0.35
-0.38
-0.40
0.45
0.50
0.50
0.51
0.51
0.59
0.52
0.60
-0.01

0.07
0.03
-0.04
0.06
-0.02
0.01
0.00
-0.42
-0.45
-0.35
-0.50
0.08
0.10
0.05
0.00
-0.03
0.00
0.02
0.01
0.02
0.02
0.00
0.02
-0.02
0.02
-0.08
0.03
0.00
-0.01
0.02
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Reliability ofthe instrument
Reliability of an ii~strument is the degree to which respondents can answer it
consistently. It measures the extent to which the instrument can given similar results
when it is used on two or more occasions to collect data from the same group of
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people (Amin, 2005). This means that a reliable instrument gives the same score
even when it is used several time to measure the same variables. In this study, the
individual it item reliability was tested as well as internal consistency reliability.
Individual item reliability was assessed by examining the loadings of each
construct’s question items (Duarte & Raposo, 2010; Hair et al., 2014a; Hair et a!.,
2012; Hulland, 1999). Following the rule of thumb for retaining items with loadings
between .40 and .70 (Hair et a!., 2014a), it was discovered that out of 55 items, 26
were deleted because they presented loadings below the threshold of 0.40. Thus, in
the whole questionnaire, only 71 items were retained as they had loadings between
0.57 and 0.95 (see Appendix 5) and were used for further analyses in the models of
chapter four.
Internal consistency reliability refers to the extent to which all items on a
particular (sub) scale are measuring the same concept (Bijttebier et a!., 2000; Sun et
al.; 2007). Cronbach’s alpha coefficient and composite reliability coefficient are the
most commonly used estimators of the internal consistency reliability of an
instrument in organizational research, according to Bacon, Sauer, & Young (1995);
McCrae et a!. (2011); Peterson & Kim (2013). In this study, composite reliability
coefficient was chosen to ascertain the internal consistency reliability of the study
instrument.
Two main reasons justified the use of composite reliability coefficient.
Firstly, composite reliability coefficient provides a much less biased estimate of
reliability than Cronbach’s alpha coefficient because the later assumes all items
contribute equally to its construct without considering the actual contribution of
individual loadings (Barclay, Higgins, & Thompson, 1995; Gotz, Liehr-Gobbers, &
Krafft, 2010).
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Secondly, Cronbach’s alpha may over or under-estimate the scale reliability. The
composite reliability takes into account that indicators have different loadings and
can be interpreted in the same way as Cronbach’s ct (that is, no matter which
particular reliability coefficient is used, an internal consistency reliability value
above .70 is regarded as satisfactory, whereas a value below .60 indicates a lack of
reliability). Neverthcless, the interpretation of internal consistency reliability using
composite reliability coefficient was based on the rule of thumb provided by Bagozzi
& Yi (1988) as well as Hair eta!. (201 ib), who suggest that the composite reliability
coefficient should be at least .70 or more. Table 3.6 shows the composite reliability
coefficients of the study constructs.
Table 3.6
Results ofthe Composite Reliability Test
Constructs
Composite Reliability
Goal Setting Skills
0.89
Business Plan Development Skills
0.84
Resource Mobilization Skills
0.87
Marketing Skills
0.88
Customer Service Skills
0.96
Human Relations Skills
0.91
Leadership Skills
0.88
Networking Skills
0.82
Team Building Skills
0.80
Communication Skills
0.92
Delegation Skills
0.86
Budgeting Skills
0.84
Bookkeeping Skills
0.79
Time Management Skills
0.95
Legal Skills
0.96
Career Performance
0.90
Source: Researcher’s Computation from primary data (2016)
As shown in Table 3.6, the composite reliability coefficient of all constructs
ranged from 0.79 to 0.96, with each exceeding the minimum acceptable level of .70,
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suggesting adequate internal consistency reliability of the instrument used in this
study (Bagozzi & Yi, 1988; Hair et al., 201 ib).

3.7 Pilot Study
According to De Vos (2002), pre-testing of the questionnaire involves trying it
on a small numbef of people who have characteristics similar to those of the target
population. A pilot study is conducted to pre-test the questionnaire. Pre-testing refers
to testing the questionnaire on a small number of people who will not be part of the
sample. The purpose is to ensure that the questionnaire meets the researcher’s
expectations in teñns of information that it obtains. In order to determine the
reliability of the instrument, a pilot study was conducted. The researcher distributed
twenty (20) copies of the questionnaire to University of Abuja graduates. The choice
of these graduates is because they are outside the population of the study.

3.8 Procedure for Data Collection
The following data gathering procedure was carried out in this study;

3.8.1 Before the Administration of the Questionnaire
The researcher requested for an introductory letter from the Principal of
College of Higher Degrees and Research, Kampala International University,
addressed to the respective institutions, seeking for permission for the researcher to
collect data for the study. The researcher produced copies of the questionnaire which
were distributed to the respondents. The researcher then trained and educate two
research assistants on the methods and techniques of data collection and
administration of the questionnaire.

3.8.2 During the Administration of the Questionnaire
The researcher and the two research assistants educated the respondents on
how to complete the questionnaires correctly and objectively. The data collection
period lasted for two months. The respondents were asked to: 1) Sign the Informed
Consent Form and 2) Complete the questions unbiased

3.8.3 After the Administration of the Questionnaire
On the receipt of the completed copies of the questionnaire, the researcher
ensured that all the copies of the questionnaire are completed correctly, objectively,
unbiased and error2free. Thereafter, the data was analyzed using Statistical Package
for Social Sciences (SPSS) for the data screening and PLS path modeling for the
main analyses.

3.9 Data Analysis
This section deals with data analysis procedures and the statistical tools used.
Data analysis usually involves reducing accumulated data to manageable sizes,
developing summaries, looking for pattern and applying statistical tools. The present
study assessed the t~eoretical model using PLS path modeling in conjunction with
Smart PLS 2.0 software (Ringle, Wende, & Becker, 2015). In the present study, the
PLS path modeling is considered appropriate technique of data analysis for several
reasons. Firstly, the PLS path modeling is considered to be suitable data analysis
technique in this study because it can simultaneously assess the measurement model,
which describes the link between theory (latent constructs) and data (corresponding
indicators) as well as relationships among constructs, also called the structural model
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(Chin, 1998; Hair, ~Hult, Ringle, &Sarstedt, 2014a; Hair, Sarstedt, Ringle, & Mena,
2012; Tenenhaus, Vinzi, Chatelin, & Lauro, 2005).
Secondly, the goal of the present study is to predict the effect of
entrepreneurship skills on career performance among self-employed university
graduates of north-west geo-political zone of Nigeria. Because entrepreneurship
skills is a multidimensional constructs, constructs consisting of several dimensions,
the present study is causal-predictive in nature where a complex model with many
variables, indicators and relations will be tested. This kind of complex model
requires a path modeling approach to be employed because several researchers (e.g.,
Hair et al., 2014a; Hair et al., 2012; Henseler, Hubona, & Ray, 2016) have
recommended the use of PLS path modeling when the goal of research is to predict
the dependent variable.
Furthermore, since the common goals of all researchers is to “summarize data
so that the empirical relationships can be grasped by the human mind” (Gorsuch,
2015, p. 3), second-order analysis is often quite useful. Specifically, when a
researcher is faced with complex model having a large number of variables and
indicators, conceptualization of the relationships between those variable is extremely
difficult, if not impossible (Becker, Klein, & Wetzels, 2012; Lowry & Gaskin, 2014).
Accordingly, second-order analysis can aid in the conceptualization since one of its
primary functions is to explain the “maximum amount of information from the
original variables in as few derived variables, or factors, as possible to keep the
solution understanci~ble” (Gorsuch, 2015, p. 3).
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Finally, PLS path i4nodeling has been successfully used in the past empirical studies
in the field of management (e.g., Carraresi et a!., 2016; Kura, 2016; Kura et a!.,
2013; Lechner & Gudmundsson, 2014).

3.10 Ethical Considerations
1.

The respondents were coded rather than reflecting their names.

2.

Respondents were requested to sign the Informed Consent Form.

3.

Authors whose works were used have been acknowledged through citation and
referencing.

4.

All results were reported as they are.

5.

The researcher avoided questions on personality identification.

6.

The findings were presented in a generalised manner.
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CHAPTER FOUR
ANALYSIS AN]) PRESENTATION OF RESULTS
4.0 Introduction
This chapter presented the results of the data analysis performed using both
the Statistical Package for the Social Sciences (SPSS) and SmartPLS software. The
first analysis undertaken was the data screening and cleaning using SPSS before
conducting the main analyses to ensure that the statistical assumptions necessary for
multivariate analysis were not violated. Firstly, the chapter presented the response
rate reported in section 4.1. Next, the results of data screening and diagnostic tests
were presented in section 4.2. The results of profile characteristics of respondents are
then presented in section 4.3. Section 4.4 presented the findings of the study on each
of the three study objectives, and finally section 4.5 presented the results of smart

PLS path modeling ~stimation and structural model generated from the study. Also,
in the final section, a summary drawing together the results of the afore-mentioned
analyses was provided, which served as basis for the discussion of findings in
chapter five.

4.1 Response Rate
Overall, 450 copies of survey questionnaire were sent to the self-employed
university graduates in the North-West Geopolitical Zone of Nigeria. However, the
required minimum~amp1e size of the study was 393, but the researcher sent more
copies of the questionnaire to reduce the impact of none returned copies. After
several follow-ups, 329 copies of the questionnaire were received between August
and September 2016. Table 4.1 contained the summary of response rate analysis.
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Table 4.1
Response Rate of the Questionnaires
Response
No. of distributed copies of questionnaire
Minimum study sample size
Returned copies of questionnaire
Response rate as per the sample size
Returned and usable copies of questionnaire
Returned and excluded copies of questionnaire
Copies of questionnaires not returned
Valid Response rate as per the sample size
Source: Researchers Computation from primary data (2016)

Frequency/Rate
450
393
329
84%
319
10
121
81.2%

Hence, as indicated in Table 4.1, an aggregate response rate of 84% of the
required sample size was yielded, based on Jobber’s (1989) definition of response
rate. Of the 329 copies of questionnaire that were retrieved, 10 were unusable
because a substantial part of these copies were incomplete. Accordingly, this yielded
319 useable copies with an adjusted response rate of 81.2%. The response rate of
81.2% in this study was deemed acceptable because Sekaran (2003) suggested that a
response rate of 75% should be considered adequate in survey research. The detailed
responses and response rate were reported in Table 4.1.

4.2 Initial Data Screening and Diagnostic Tests
Before conducting the main analyses of interest, it was necessary to screen
the raw data for common method variance, missing values, outliers, normality,
linearity and multicollinearity. This was done to confirm that the key multivariate
assumptions were ri& violated before conducting the main analyses. Therefore, in the
following section, the key assumptions, including common method variance, missing
values, outliers, normality, linearity and multicollinearity were explored.
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4.2.1 Assessment of Common Method Variance
Given that self-reported surveys were used to collect data at the same time
from the same participants, it is possible that common method variance (CMV) may
be a major issue ii~he present study (Chang et al., 2010; MacKenzie & Podsakoff,
2012; Podsakoffet al., 2003; Podsakoffet al., 2012; Spector & Brannick, 2009). The
CMV, also called monomethod bias refers to the “variance that is attributable to the
measurement method rather than to the constructs the measures represent”
(Podsakoff et a?., 2003, p. 879). Accordingly, CMV “can cause systematic
measurement errors that either inflate or deflate the observed relationships between
constructs, generating both Type I and Type II errors (Chang, Witteloostuijn, &
Eden, 2010, p. 178).
In order to address the issue of CMV, Harman’s one-factor test was used in
the present study (Lindell & Whitney, 2001; Podsakoff & Organ, 1986). This test
involves performing a principal components factor analysis on all items of the
constructs (i.e., Goal Setting Skills, Business Plan Skills, Resource Mobilization
Skills, Marketing Skills, Customer Service Skills, Human Relations Skills,
Leadership Skills, Networking Skills, Team Building Skills, Communication Skills,
Delegation Skills, Budgeting Skills, Bookkeeping Skills, Time Management Skills,
Legal Skills, and Career Performance). If the results of the principal components
factor analysis indicated that the first factor explains less than 50% of the total
variance, it means that CMV is not a major concern (Podsakoff & Organ, 1986). The
summary results of CMV test were reported in Table 4.2.
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Table 4.2
Compressed Results ofCommon Method Variance Test
Extraction Sums of Squared
Initial Eigenvalues
Loadings
Component
%
of
Cumulative
%
of
Cumulative
Total
Total
Variance
%
Variance
%
1
21:14
22.42
22.42
21.74
22.42
22.42
2
16.21
16.71
39.13
3
4.76
4.91
44.03
4
3.94
4.07
48.10
5
2.90
2.99
51.09
.

93
0.08
0.08
99.76
94
0.07
0.07
99.83
95
0.06
0.06
99.89
96
0.06
0.06
99.95
97
0.05
0.05
100.00
Extraction Method: Principal Component Analysis.
Source: Researcher’s Computation from primary data (2016)
As shown in Table 4.2, the principal components factor analysis yielded 97 factors,
with first factor accounting for only 22.42% of the variance. Furthermore, it was
found that no general factor was evident in the unrotated factor structure. As such,
the results suggest that CMV was not a major concern in this study.

4.2.2 Assessment ofMissing values
According to Tabachnick & Fidell (2007), missing values “is one of the most
pervasive problems in data analysis. Its seriousness depends on the pattern of
missing data, how much is missing and why it is missing. Researchers have argued
that overlooking cases with missing values could have serious impact on quantitative
researches, leading to biased estimates of parameters, loss of information, decreased
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statistical power, increased standard errors, as well as weakened generalizability of
findings (Dong & Peng, 2013; Graham, 2009; Peng, Harwell, Liou, & Ehman, 2006;
Schiomer, Bauman & Card, 2010).
Although there is no universal threshold on how much missing data can be
tolerated for a given sample size and a valid statistical analysis (Tabachnick & Fidell,
2007), researchers, particularly Schafer (1999), asserted that a missing values rate of
5% or less is of no impact in multivariate analysis. While Schafer (1999) was
somehow more conservative regarding the rate of missing values in a dataset,
Bennett (2001) contended that when the rate of missing values is more than 10%,
results of subsequent statistical analyses may be invalid and biased. One of the
popular statistical methods for replacing missing values is “the mean scores of all
other subjects for that variable” (George & Mallery, 2001, p. 46). In the present
study, this statistical method was performed using the Statistical Package for Social
Sciences (SPSS). The results for missing values analysis were presented in Table 4.3.
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Table 4.3
Number ofDetected and Replaced Missing Values
Result Variable

Number of Replaced Missing Values

CRF15_l

2

CRF16_i
CRF171
CRF18_i
CRF19_i
CRF2O_l
Gender_i
Age_I
Education_i
Specialization_i
Position_i
BusinessTypei
BusinessSjzel

2
2
2
1
2
5
3
1
3
5
3
3
5

Industry 1

BusinessAge_l

:

2

Total
41 out of 33,814 data points
Percentage
0. i2%
Note: Percentage of missing values is obtained by dividing the total number of randomly
missing values for the entire data set by total number of data points multiplied by 100.
Source: Researchers Computation (2016)
As can be seen in Table 4.3, of the 33,814 data points, 41 were randomly
missed, which represented 0.12%. Specifically, career performance had 11 randomly
missing values. Gender had 5 randomly missing values, age had 3 randomly missing
values, education was found to have 1 randomly missing value, Specialization had 3
missing values, position was found to have 5 randomly missing value, business type
had 3 missing values. Business size had 3 randomly missing values, while industry
having 5 randomly missed values, Finally, business age had 2 randomly missing
values.
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4.2.3 Outliers Detection and Handling
Outliers refer to the “observations or subsets of observations which appear to
be inconsistent with~ the remainder of the data” (Bamett & Lewis, 1994, P. 7). In a
multivariate analysis, the presence of outliers in the dataset represents a serious
problem that could decrease the statistical power of parametric tests, leading to
spurious results (Verardi & Croux, 2008). Hence, exclusion of such outliers from the
dataset is a common practice. Because the PLS path modeling is a multivariate
technique, in the present study multivariate outliers were detected and subsequently
deleted from the dataset. Specifically, the assessment of multivariate outliers in this
study was based on Mahalanobis distance (D2) measure. Mahalanobis distance has
been defined as “the distance of a case from the centroid of the remaining cases
where the centroid is the point created at the intersection of the means of all the
variables” (Tabachnick & Fidell, 2007, p. 74). Results for the assessment of
multivariate outliers indicated no multivariate outliers present in the

dataset.

Hence, the remaining 319 valid data units were finally used for the main the PLS
SEM analyses.

4.2.4 Normality Test
Empirical research published prior to 2000 (e.g., Cassel, Hacki, & Westlund,
1999) traditionally assumed that PLS-SEM results are robust even in situation with
an extremely non-normal data. In other words, although PLS path modeling relaxes
the key assumption of normal distribution (Hair, Ringle, & Sarstedt, 201 ic; Hair et
aL,. 2012), it is important to note that in social sciences, data collected from the field
usually fails to fol1~w a normal distribution (Hair et al., 2014b). Hence, overlooking
the key assumption of normal distribution could reduce the statistical power of the
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analysis (Hair et al., 2014a). In order to ensure that the key normality assumption
was not violated in the present study, skewness and kurtosis statistics were used.
Kline (2011) sugge~ted that the key normality assumption is considered violated
when the skewness exceeds ±3 and kurtosis is above ±10. Results for the normality
test, based on skewness and kurtosis were presented in Table 4.4.
Table 4.4
Descriptive Statistics ofNormality Test

(ii =

319)

Kurtosis

CSSO4

-1.116
-1.134
-1.049
-1.435
-1.221
-.489
-1.650
-1.131
-.660

.239
.028
.181
-.261
.846
.134
-1.047
1.849
.028
-.712

CSSO5
CSSO6
HRSO1
HRSO2
I-LRSO3
I~S04
HRSOS
HRS06
LDSO1
LDSO2

-1.527
-1.655
-1.721
-1.503
-1.448
-1.284
-1.175
-.984
-.707
-.571
-.615

BKSO1

-.704

-.584

LDSO3

-.647

BKSO2
BKSO3
CMSO1
CMSO2
CMSO3
CMSO4
CMSOS

-1.076
-1.167
-1.107
-1.189
-1.038
-.980
-1.061

.333
.322

LDSO4
NTSO1
NTSO2
NTSO3
NTSO4
NTSO5
NTSO6

-1.107
-1.031
-1.397
-.950
-.381
~.577
-1.137

1.207
.718
.633
.104
-.841
-.909
-.907
-.895
.167
-.289
.703
-.026
-1.146
-.933
.513

MKSO1
MKSO2
MKSO3
MKSO4
MKSO5

-1.114
-1.296
-.117,
-.139
-.592

NTSO7
TBSO1
TBSO2
TBSO3

-.602
-.670
-.633
-1.143

-.814
-.594
-.912
.192

TBSO4

-1.070

.033

MKSO6
MKSO7
MKSO8
CSSO1
CSSO2

.087
-.834
-1.312

-1.170
-1.055
-1.026

.315

Items
GSSO1

Skewness
-1.242

GSSO2
GSS03
GSSO4
GSSO5
GSSO6
BDSO1
BDSO2
BDSO3
BDSO4

CSSO3

~

.118

.283
-.067
-.089
-.120
.308
.700

-.966
-.760
-.960
-1.025

-1.640

1.674

DLSO1
DLSO2
DLSO3
DLSO4

-1.700
-1.515

1.806
1.014

DLSO5
BGSO1

Skewness

Kurtosis

BGSO3

-.592
.585

BGSO2

Items
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-1.113
-1.125
-1.190
-.151
-.149

1.172
1.613

1.728
1.036

-.011
-.010

.022
.364
.417
-.966

-.779

BGSO4
BGS05

-.618
-.022

-.906
-1.069

TMSO1
TMSO2
TMSO3
TMSO4
TMSO5
LGSO1
LGSO2
LGSO3
LGSO4
LGSO5
RMSO1
RMSO2
RMSO3
RMSO4
CRFO1
CRFO2
CRFO3

-.888
-1.329
-1.659
-1.699
-1.535
-1.580
-1.665
-1.747
-1.531
-1.443
-1.281
-1.175
-1.573
-.723
.397
.348
.424

-.525
.675
1.734
1.823
1.019
1.334
1.602
1.827
1.098
1.201
.788
.633
1.470
-.791
-1.058
-1.037
-.8 83

CRFO4
CRFO5
CRFO6
CRFO7
CRFO8
CRFO9
CRF1O
CRF11
CRF12
CRF13
CRF14
CRF15
CRF16
CRF17
CRF18
CRF19
CRF2O

Source: Researchers Computation (2016)
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.295
.333
.231
.169
.286
.219
.488
.310
.289
.494
.285
.836
.964
.7~s
.639
.701
.704

-.992
-.948
-.977
-1.114
-.940
-1.036
-.797
-1.007
-1.080
-.83 1
-1.078
-.420
-.052
-.375
-.638
-.675
-.761

As is shown in Table 44, the normality condition was met. Specifically, the
normality test conçlucted revealed that none of the items in the dataset had a
skewness and kurtosis statistics above ±3 and ±10 respectively. To further confirm
the results of the normality test, a graphical approach was also used to determine
whether the data collected normally distributed. In particular, the graphical approach
of the normality test was implemented using normal probability plots of the
residuals. Furthermore, histogram and the normal probability plot (P-P Plots) of the
regression standardized residual were used to confirm that the key assumption of
normal distribution was met in this study. Figure 4.1 reflected the histogram and the
normal probability plot (P-P Plots) of the regression standardized residual,
respectively.
Histogram
Normal P.P Plot of Regres~lon Standardized ResIdual

.i
6
Regression Standardized Residual
Q~)

02

0.4

o~

Observed Cum Prob

Figure 4.1
Histogram ofthe Regression Residuals and Normal Probability Plot (P-P Plots) of
the Regression Standardised Residual
Source: Generated by the Researcher from Primary Data (2016)
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As depicted in Figures 4.1, the data collected for this study was consistent
with normal distribtition curve. Hence, it was concluded that the key assumption of
normal distribution was satisfied in this study.

4.2.5 Linearity Test
Linearity assumption suggests that the relationship between independent and
dependent variables should be a straight-line (Osborne & Waters, 2002; Rovai,
Baker, & Ponton, 2013). Testing for linearity before performing a structural equation
regression model is very important because overlooking it increases the chance of
Type I error (overe,stimation) and Type II error (underestimation) of the relationship
between predictors (entrepreneurship skills) and the outcome (career performance)
variables (Mertler & Vannatta, 2005; Osborne & Waters, 2002).
Theory and past empirical studies (e.g., Barney, 1991; Demirbag, Koh,
Tatoglu, & Zaim, 2006; Li, Wang, & Liu, 2011; Mehmet, Koh, Ekrem, & Selim,
2006; Wang, Chen, & Chen, 2012) suggested linear relationships among
entrepreneurial orientation, total quality management, organizational learning,
competitive intensity and the performance of SMEs. Therefore, it was essential to
ascertain if the relationship between independent variables (entrepreneurship skills)
and the dependent variable (career performance) was linear or not in order to avoid
under-estimating the true relationships among the variables in the present study
(Osborne & Waters, 2002). To test for linearity among independent variables
(entrepreneurship skills) and the dependent variable (career performance), a
graphical method was employed in this study.
Specifically, linearity assumption was examined through scatter plot.
According to Pallant (2010), the linearity assumption is confirmed when the
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residuals have a straight-line relationship with predicted dependent variable scores.
The results of the linearity test were depicted in Figure 4.2. As depicted in Figure
4.2, the residuals had a straight-line relationship with predicted dependent variable
scores, and thus there was no visual evidence of linearity assumption being violated
in this study.

Partial Regression Plot
Dependent Variable: CAREERP

PLANNING
Figure 4.21: Scatter Plot
Source: Generated by the Researcher from primary data (2016)
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Partial Regression Plot
Dependent Variable: CAREERP

Lii
LU
U

INTERPERSONAL
Figure 4.22: Scatter Plot

Partial Regression Plot
Dependent Variable: CAREERP

LU
LU

FINANCIALMS
Figure 4.23: Scatter Plot
Source: Generated by the Researcher from primary data (2016)
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4.2.6 Homoscedasticity
Homoscedasticity assumption suggests that there should be similar amounts
of variance between dependent variable across a range of independent variables that
can either be continuous or categorical (Rovai et al., 2013). Violation of this
assumption in a multivariate analysis is known as heteroscedasticity and it can lead
to overestimation of the relationship between predictors and outcome variables,
thereby seriously affecting substantive conclusions (Rosopa, Schaffer & Schroeder,
2013).
The assumption of homoscedasticity is typically confirmed through a
residuals scatterplot or the standardized residuals against the standardized predicted
values, and homoscedasticity is satisfied, when residuals vary randomly around zero
and the spread of these residuals are almost the same throughout the plot (Rovai et
al; 2013). As depicted in Figure 4.3, heteroscedasticity was not a major concern in
the present study because the residuals varied randomly around zero and scattered
almost the same throughout the plot. In other words, based on Figure 4.3, there was
no visual evidence of homoscedasticity assumption being violated in this study.
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Scatterplot
Vaiiable: Id

w
N
1~

C
4-

C
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0

Regression Standardized Predicted Value

Figure 4.3
Standardized Residuals against the Standardized Predicted Value
Source: Researchei’s’Computation (2016)

4.2.1 Mzdticollinearity Test
Multicollinearity may be present when there is unacceptably high correlation among
the independent variables (Hair, Black, Babin, & Anderson, 2010). Multicollinearity
has become one of the major methodological issues because it can seriously falsify
the estimates of regression coefficients, as well as their statistical significance (Hair,
Anderson, Tatham, & Black, 1998; Keith, 2006; Tabachnick & Fidell, 2007). Hence,
the presence of Mukicollinearity makes it very difficult to determine the individual
contribution of independent variables on the dependent variable because the effects
of the independent variables are conflicting. Thus, it became imperative to ascertain
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whether there is high or low intercorrelation among the independent variables (Hair
et a!., 2010).
Tolerance value, Value Inflation Factor (VIF) and correlation index were
among the methods used to confirm whether multicollinearity assumption was
violated or not (Pallant, 2010). Hair, Ringle and Sarstedt (2011) suggested that
multicollinearity is present when VIF value is greater than 5 and tolerance value is
less than 0.20. Results of Multicollinearity assessment were presented in Table 4.5.
Table 4.5
Results ofMulticollinearity Test
Variables

Collinearity Statistics
Tolerance
VIF
0.63
1.60
0.32
3.15
0.28
3.59
0.53
1.90
0.38
2.60
0.44
2.28
0.37
2.71
0.20
5.04
0.25
3.97
0.34
2.95
0.33
3.08
0.58
1.73
0.37
2.74
0.25
4.07
0.32
3.10

____________________________________________

Goal Setting Skills
Business Plan Skills
Resource Mobilization Skills
Marketing Skills
Customer Service Skills
Human Relations Skills
Leadership Skills
Networking Skills
Team Building Skills
Communication Skills
Delegation Skills
Budgeting Skills
Bookkeeping Skills~
Time Management Skills
Legal Skills
Source: Researchers Computation (2016)

As indicated in Table 4.5, the results suggested that Multicollinearity was not
a big issue in the pxçsent study because for each independent variable, the tolerance
value was more than 0.2, Only one construct (networking skills) had a VIF of at least
5, The rest were below 5, and none of the correlation index exceeded 0.90 (Table
4.6).
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Furthermore, in order to have credible and accurate results, correlation matrix was
examined to re-confirm that the key assumption of Multicollinearity was not been
violated in the present study. According to Hair et a!. (2010), the key assumption of
Multicollinearity was not violated in the present study since all the correlation
coefficients among study variables were less than 0.90 (Table 4.6). As indicated in
Table 4.6, the key assumption of Multicollinearity was met because the highest
intercorrelation among study variables was 0.837.
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Table 4.6
Correlations Matrix for the Study Variables
Variables

1

i

Goal Setting Skills

1

2
3

Business Plan Skills
Resource Mobilization
Skills

~

2

3

4

576**

i

.071

.168**

1

Marketing Skills

-.209

~.3o3**

-.022

1

~

Customer Service Skills

..302**

~.463**

.022

.670**

6

Human Relations Skills

380**

.58o**

-.009

~

Leadership Skills

459**

737**

.126*

8

Networking Skills

.041

.196**

.804**

~

Team Building Skills

.073

.157**

10

Communication Skills

.440**

~

Delegation Skills
Budgeting Skills

.091
.086

-.

l~8*

5

6

333**

1

7

9

12

13

I

-.002

.034

.001

.176**

1

.724**

.035

.080

-.002

.184**

.837**

1

.598**

.004

~.254**

~.507**

.690**

.562**

.024

.022

1

.119*
-.011

757**
~.294**

.030
-.013

.099
-.020

-.031
.018

.084
.035

•743**

739**

.010

344**

.262**

.000

.248**

-.020

-.034

.726**

-.071

.054

-.021

.522**

.604**

.008

-.038
.193**

355**
-.044

.578**
.009

-.033
.249**

.409**
-.020

.630**
~.116*

-.00 1
54Ø**

~.284**
.042

~.492**
.015

.637**
.004

.596**
-.023

.569**

.529**

Legal Skills

-.036

-.089

~.327**

.025

.005

-.033

.017

-

-

Career Performance

.232**

.276**

-.017

~.571**

~.505**

.169**

.264**

.387**
.024

.378**
-.052

14
15
16
**

11

.560**

Bookkeeping Skills
Time Management Skills

Note:

10

~.462**

12
13

8

p< 0.01 level (2-tailed), *p<

0.05(2-tailed).

Source: Researcher’s Computation (2016)
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14

799**
-.098

15

.118*

16

4~3 Profile of Respondents
The demographic profiles of the respondents surveyed were based on gender,
age, educational level and specialisation, business type, number of workers
employed, industry and business age. The data on the demographic profile of the
respondents was presented in Table 4.7.
As shown in Table 4.7, distribution of the gender of the participants indicated
that 203, representing 63.6%, were males and the remaining 116, which made up
36.4 % were female. This was similar to the gender distribution within the general
population of Nigeria where males slightly out-number females. Hence, this reflected
the national gender distribution with majority of men in the labour market, while
women mainly managed home.
Regarding the age distribution of the participants, about 151 of the sample,
representing 47.3% were aged between 20 and 30 years, with 82 (25.7 %) within the
age bracket of 31-40 years. Furthermore, 37 (11.6 %) of the participants were
between 41 and 5O.~ years old, while 49 (15.4 %) who were above 50 years. This
implied that most of the participants in the study were in the early adulthood age.
This corresponded with the time aspect of the respondents selected, who had
graduated between 2010 and 2015
Regarding the participants’ educational level, Table 4.7 indicated that 155 of
them, representing 48.6%, possessed Bachelor’s Degree. Table 4.7 also indicated
that 98 of the participants, representing 3 0.7%, held Master’s Degree and 35 of the
respondents, representing 11.0 % indicated that they had PhD. Degree on the other
hand, 31 % had certificates other than the ones discussed above.
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Table 4.7
Demographic Profile of the Respondents Surveyed
Profile Characteristics
Frequency
Gender
Male
203
Female
116
Age
20-30 years
151
31-40 years
82
41-50years
37
50 years and above
49
Education
Bachelor Degree
155
Masters
98
PhD
35
Others
31
Specialization
Sciences
47
Social Sciences
210
Engineering
40
Others
22
Business Type
Sole proprietorship
36
Partnership
iii
Limited Liability Company
172
Number of workers employed
Less than 50 employees
14
5 0-99 employees ;~
163
100-249 employees
73
250-499 employees
37
500 or more employees
32
Industry
Food and beverages
79
Packaging/containers
26
Metal and metal products
32
Printing and publishing
138
Agro-allied, furniturç
23
Building materials
5
Others
16
Business Age
Less than 3 years
170
3—6years
32
7—9years
61
lO—l2years
56
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Percentage

63.6
36.4
47.3
25.7
11.6
15.4
48.6
30.7
11.0
9.7
14.7

65.8
12.5
6.9
11.3
34.8
53.9
4.4
51.1
22.9
11.6
10.0
24.8
8.2
10
43.3

7.2
1.6

5
53.3
10.0
19.1
17.6

Source: Researcher’s Computation from primary data (2016)
Table 4. indicated that 47 of the participants, representing 14.7%, were
science graduates. Majority, 210 or 65.8% were Social Science graduates.
Furthermore, Table 4.7 showed that 40 participants (12.5%) belonged to the
engineering discipline. More so, 22, representing 6.9%, belonged to educational
disciplines other than those mentioned earlier.
In terms of number of workers employed, Table 4.7 revealed that 14 (4.4%)
of the participants’ firms employed less than 50 workers. One hundred and sixty
three participants (51.1%) reported that they employed between 50 and 99
employees. Only 73 of the participating firms, representing 22.9% employed
between 100 and 249 employees. Thirty seven of the participants’ firms,
representing 11.6% employed between 250 and 499 employees, Only 32 of the
participating firms, representing 10 % employed 500 or more employees.
In terms of industry in which the participants operated Table 4.7 indicated that 79 or
24.8% were operating in the food and beverages industry. Relatedly, 26 (8.2%)
operated in the packaging/containers industry, 32 (10%) operated in the metal and
metal products industry. Additionally, 138 or 43.3% were into in the printing and
publishing industry. Furthermore, 23 of the firms surveyed, representing 7.2 % were
into the agro-allied business 5, or 1.6% operated in building materials, while 16, or
5% operated in othei~ industries not indicated above.
Finally, in terms of business age, most of the participants’ firms, 170
(53.3%), had been in business for less than 3 years. In addition, 32 firms (10%) were
in business for 3

—

6 years, while 61 firms (19.1%) were in business for 7
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—

9 years

only 56 (17.6 %) were in business for 10— 12 years. This complied with the fact that
most of the respondents had just graduated at most five years back, so it is no wonder
that majority of their enterprises were relatively young. However, there were some
whose firms appeared to have existed even before they graduated. These were cases
of those who either inherited businesses, or started their business before they entered
university.

4.4 Description of the Dependent Variable
The dependent variable of this study was career performance of the selfemployed university graduates from North-west Geo-Political Zone of Nigeria.
Career performanàe was measured using 20 items in a 4-point rating scale
questionnaire, Respondents were asked to indicate (rate) the extent to which each of
the measures (indicators) had increased their career performance in the last three
years. The rating scales were as follows; 1
small increase; 3

big increase; 4

very small or no increase at all; 2

=

very big increase. The responses were

summarized using means and standard deviation, as indicated in Table 4.8. The
purpose of descriptive statistics is to summarize and present the raw data collected
from the field in a clear and understandable way (Hanneman, Kposowa, & Riddle,
2013; Stevens, 2012).
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Table 4.8
Means and standard deviations on Extent of Career Performance Among Selfemployed University jrraduates in North- West Geo-Political Zone, Nijjreria
Career Performance
Mean
SD
t_Value* Interpretation
i~i~
General management quality
2.20 0.979
2.247
Moderate performance
i
Ability to stand in competition
2.19 0.984
2.225
Moderate performance
2
Sales volume
2.18 0.949
2.297
Moderate performance
3
Speed in decision making
2.17 0.988
2.196
Moderate performance
4
Customer satisfaction
2.16 0.953
2.266
Moderate performance
5
Competitive strength of your
business
2.15 0.972
2.211
Mo~~r~~e ~
6
Confidence of other staff
2.15 0.991
2.169
Moderate performance
6
Number of customers served
2.14 1.002
2.135
Moderate performance
8
General business improvement
2.13 0.93 6
2.275
Moderate performance
9
Application of modern technology
in business
2.11 0.973
2.168
Moderate performance
10
Clarity of management systems
2.08 0.972
2.139
Moderate performance
11
~ Your confidence in business
2.07 0.983
2.105
Moderate performance
12
Number of people employed
2.03 0.973
2.086
Moderate performance
13
Chances of your business survival
2.06 0.955
2.157
Moderate performance
14
Increase in number of high class
customers
1.91 0.926
2.062
Moderate performance
15
General business profits
1.89 0.963
1.962
~ 16
General business revenue
1.87 0.979
1.910
Moderate performance
17
Contribution to community welfare
1.82 0.889
2.047
Moderate performance
18
Flexibility in business dealings
1.72 0.871
1.974
Moderate performance
19
Innovations into the business
1.69 0.825
2.204
Low performance
20
Overall Mean
2.04 0.367
5.559
Moderate performance
Source: Primary data (2016)
*All t-statistics are significant at 0.05
The following mean ranges and interpretations were used to interpret the means;
Mean range
Response range
Interpretation
3.26 4.00
Very big increase
Very high performance
2.51 3.25
Big increase
High performance
1.76 2.50
Small increase
Moderate performance
1.00 1.75
Very small or no increase
Low performance
-

-

-

-
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Table 4.8 presented findings on career performance among self-employed
university graduates in North-West Geo-Political Zone, Nigeria. Generally,
respondents rated career performance as being moderate, as indicated by the average
mean of 2.04 (SD= 0.367, t

=

5.559), with a low score on standard deviation,

suggesting that scores did not deviate much from the mean. The highest scored
aspect of career performance was general management quality, with a mean of 2.20
and a standard deviation of 0.979 suggesting that graduates viewed their business
management improvement as being the best asset they have. The next from the top
was ability to stand in competition, with a mean score of 2.19 (SD=0.984)
sugge~ting that graduate business owners had the resilience to stand amidst stiff
competition. Other aspects of career performance which rated relatively high, though
moderate included; sales volume (mean
making (mean

2.17, SD

=

2.18, SD

0.949), speed in decision

0.988), customer satisfaction (mean

=

2.16, SD

0.953), business competitive strength and confidence of other staff (mean = 2.15, SD
0.972 & O.99lrespectively). The findings revealed that graduates’ strength were
mainly in areas which are related to their business or entrepreneurship education.
Results in Table 4.8 further indicated that career performance was rated
ldwest on one aspect, and that was innovations into the business with a mean of 1.69
and a standard deviation of 0.825, suggesting low dispersion. The overall picture on
career performance suggested that the self-employed graduates were not very
satisfied with the current level of their performance, since they were not able to rate
any aspect high or very high. It is also important that the graduates were able to
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identify what was not doing well in their enterprises, an indication that they could
improve.

4.5 Study objectives
4.5.1 Objective One: Relationship between planning skills and career
performance among self-employed university graduates in North-west Geo
political Zone of fligeria
The first objective in this study was to establish whether there was a
significant relationship between planning skills and career performance among selfemployed university graduates in North-west Geo-political Zone of Nigeria.
Planning skills in this study were construed into five elements namely; goal setting
skills (with 6 queslfion items), business plan development skills (with 4 question
items), resource mobilization skills (with 4 question items), marketing skills (with 8
question items) and customer service skills (with 6 question items). Using these 27
question items, respondents rated the different aspects of their planning skills on a 4
point Likert scale ~nging from 1-4; with 1 for very inadequate or no skills at all; 2
for inadequate skills; 3 for adequate skills; and 4 for very much skills. Respondents
were asked to rate the extent to which they possessed planning skills on each of the
items! statements in the questionnaire. Their responses were summarized using
descriptive statistics~as presented in Table 4.9:
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Table 4.9: Means and standard deviations on Planning Skills Possessed by

seiy.

employed universit~p graduates in North-west Geo-political Zone ofNioreria

Goal setting skills
Resource mobilization
Stating clear vision and mission of a company
Setting priorities
Making quick and clear business decisions
Identifying clear and achievable business targets
______________________________________
valuating task performance
____________________________________
Sub-Total
Business plan Developmeü~t skills
Making a budge
Evaluating business plans
________________________________________
Making a feasibility study
Writing a clear business plan
Sub-Total
Resource mobilization skills
Mobilizing the best human resources
Identifying the resources needed to a business task
Organizing resources in the different ways
Mobilizing financial resources
Sub-Total
Marketing skills
Identifying new markets
Designing products in attractive ways
Identifying customer needs
Identifying & implementing winning/competitive
strategies
____________________________
Making favourable price negotiations with
customers
Making demand and sales forecasts
Identifying
competitors’
strength
&
weakness(competitive intelligence
Keeping record of sales, stocks, etc.

Sub-Total
Customer service skills

SD
0.907
0.924
0.907
0.93 8

t-Value
3.792
3.603
3.67 1
3.550

3.29

1.011
1.03
1.030

3.254
3.184
3.194

Very high
Very high

0.789
0.948
~973
0.989
0.981

4.474
3.502
3.155
3.063
3.109

Very high
Very high
High
High
High

0.827

4.244

Very high

1

0.802

4.289

0.806

4.205

2
3
4

________

3.966

Very high
Veryhigh
Very high
Very high

3.890
3.997
3.8 18

Very high
Very high
Very high

1
2
3
4

_____

3.29
3.29

_____

______

3.53
3.32
3.07

______
_____

____

3.03

______

3.05

______

3.51
3.44
3.39
3.28

0.847

_____

_____

3.36

_____

_____

3.42
3.41
3.33

_____

0.824

0.879
0.853
0.872

_____

Very high
Very high

5
6
_____

_____

2
3
4
_____

____

3.106

High

3.03
2.76

1.032
0.929

2.936
2.970

High

5

High

6

2.72
2.55

0.889

3.059
2.604

High

0.979

7

High

0.875

3.851

8

Very high

3.56
3.53
3.53

0.806
0.823
0.808

4.416
4.289
4.368

Very high
Very high
Very high

2
3

3.52
3.51

0.823
0.865

4.277

Very high

4

4.057

Very high

5

3.50

0.907

3.858
4.057
3.628

Very high
Very high
Very high

6

3.51
3.32
132

________

Rank
1
2
3
4

1.014

before

Sub-Total
LOverall Mean
Source: Primary data (2016)

3.980
_______

Interpretation
Very high
Very high
Very high

3.15

3.37

_____

Conducting customer satisfaction surveys
Identifying changes in customer needs
Identifying customer complaints
Customer care skills
Customer relationship management
Identifying
customer
attitude/moods
answering their requests

Mean
3.44
3.33
3.33
3.33

0.865
0.915

I

1

____

The following mean ranges and response modes were used to interpret the means in
Table 4.9, 4.12 and 4.15;
Mean range

Response range

Interpretation

3.26 4.00

Very much skills

Very high

2.51 -3.25

Adequate skills

High

1.76 2.50

Inadequate skills

Low

1.00

Very inadequate or no skills at all

Very low

-

-

-

1.75

Considering the mean responses in Table 4.9, respondents rated their
planning skills to be generally very high. This was indicated by an overall mean
index for planning skills, of 3.32, falling under very high on the interpretation scale.
The very high ratings in Table 4.9 suggested that respondents were much contented
with the skills they had, most especially on four elements of planning skills whose
mean scores fell üi~tder very high and these included goal-setting skills (average
mean

=

3.29), resource mobilization skills (average mean

=

3.36), marketing skills

(average mean 3.37) and customer service skills (average mean 3 .51). The high
level of confidence these self-employed entrepreneurs showed indicated that it may
be possible that the framing in entrepreneurship acquired from universities is felt by
these graduates.
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Testing Hypothesis One
In line with the first objective of the study, the researcher hypothesized that
planning skills relate positively and significantly with career performance among
self-employed university graduates in North-west Geo-Political Zone of Nigeria.
This hypothesis was tested at two levels, first using Pearson’s Linear Correlation
Coefficient (Table 4.10) and then Multiple Linear Regression (Table 4.11). The
results of the correlation as indicated in Table 4.10, suggested that one aspect of
planning skills did not have significant relationship with career performance, while
others had.
Table 4.10
Pearson Correlation for Planning Skills and Career performance
Variables correlated

r-value

Sig.

Interpretation

GSS Vs Career perfçrmance

.224

.000

Significant correlation

BDS Vs Career performance

.280

.000

Significant correlation

RMS Vs Career performance

-.024

.671

Insignificant correlation

MKS Vs Career performance

-.570

.000

Significant correlation

CSS Vs Career performance

-.503

.000

Significant correlation

Overall PS Vs Career performance

-.247

.000

Significant correlation

Source: Primary Data, 2016
Legend: GSS~= Goal setting skills
BDS Business plan Development skills
RMS = Resource Mobilisation Skills
MKS = Marketing Skills
CSS Customer Service Skills
PS = Planning Skills
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Based on the results in Table 4.10, the corresponding study hypothesis was
confirmed with the revelation that planning skills significantly correlated with career
performance. However, the hypothesized positive correlation was not confirmed by
the results as it was indicated that the planning skills possessed by the responding
graduates negatively correlated with their current level of career performance. The
postulations of the theory on which this study was based indicated that education and
training enhances human knowledge and skills (Walstad & Kourislski, 1999), further
suggesting that increased knowledge and skills stimulates performance of an
entrepreneur.

No~ doubt
‘~

this

theorizes

a

positive

relationship

between

competencies/skills or knowledge and performance. However, the deviation from the
theoretical assumption may imply that what was received, and therefore possessed,
by the graduates in form of some planning skills was not in line with what was
needed to run their ventures. To further ascertain the results of the Pearson’s
correlation, multiple linear regression was applied to help the researcher determine
and confirm the direction of the predictive strength of the planning skills constructs
on career performance of the graduates. Results are indicated in Table 4.11.
Regression analysisfor Planning Skills and Career Performance
Regression analysis helped to rank influence of the five aspects of planning
skills on career performance of the respondents, with the view of identifying the
most important aspects (Amin, 2004). Under regression analysis, the researcher
wanted to ascertaih the extent to which career performance of the graduates was
affected by the five different aspects of planning skills. In this case, the following
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equations were used to predict the dependent variable (career performance) using the
five constructs of planning skills (goal setting, business plan development, resource
mobilization, marketing skills, customer service skills) as the predicting (exogenous)
variables;

Functional equation
Career Performance = f(GSs, BDs, RMs, Ms, CSs).

1

From equation 1, the mathematical equation was formed as;
Career Performance = fl~ + /3~GSs1 + /32BDs2 + /33RMs3 + /34 Ms4 + /35CSs5

. . .

.2

Where;
=

the constant, or the level of career performance at which the self-employed

graduate was expected to be, when his or her planning skills are taken to be zero;
GSs,BDs,RMs,Ms and CSs refer to goal-setting,

business plan development,

resource mobilization, marketing skills and customer service skills respectively, also
called the predictors or the independent variables in this study.

!~ ~ ./J~

were the regression parameters, measuring predictive strength the

respective explanatory (independent) variables had on career performance
(dependent variable). Thus, /]~ was the parameter measuring the predictive power
goal setting skills had on career performance, /~2 was the parameter measuring the
predictive power business plan development skills had on career performance

fl~

was the parameter measuring the predictive power resource mobilization skills had
on career performance, and so on. Actual regression analysis was done using
results of which were presented in Table 4.11.
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SPSS,

Table 4.11
Regression Analysis for Planning Skills and Career Performance
Variables Regressed
Adjusted R2 F-value Sin. Interpretation
Planning Skills vs. CRF
.346
33.734
.000 Significant effect
Coefficients
Beta
T
(Constant)
3.195
16.281
.000 Significant effect
Goal setting skills
.038
1.152
.250 No significant effect
Business Plan Dev’t Skills
.020
.519
.604 Insignificant effect
Resource Mobilization Skills
-.020
-.755
.451 No significant effect
Marketing Skills
-.322
-6.796
.000 Significant effect
Customer Service Skills
-.086
-2.607
.010 Significant effect

Decision
on Ho
~
Rejected
Accepted
Accepted
Accepted
Rejected
Rejected

The results from Table 4.11 suggested that all the elements of planning skills taken
together significantly affected career performance of the graduates (F~33 .734, sig.

=

0.000). These results indicate that all the five elements of planning skills taken
together accounted for over 34.6% towards variances in career performance of the
graduates (adjusted~ R20.346). This means that the remaining 65.4% was the
contribution of other factors not included in this study.
According to the findings, planning skills were responsible for more than
one-third of the variations in career performance of the graduates in the North-West
Geo-political Zone of Nigeria. Based on these results, it was important to examine
further which elements of planning had the strongest influence on career
performance. For that reason, the researcher considered the coefficients to further
analyse and understand the strength of planning skills in influencing career
performance of the; graduates. Thus from the coefficients section of Table 4.11,
results revealed that only two elements of planning skills significantly influenced
career performance of the graduates and these were marketing skills customer
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service skills. It was indicated from these results that marketing skills (Beta

=

-

0.322), had more predictive powers on career performance than customer service
skills (Beta

-0.086). The remaining three aspects of planning skills were not found

to significantly affect career performance. Thus it can be deduced from the
regression model that, considering other factors constant, a one-unit increase in one’s
marketing skills is likely to decrease career performance by 0.322 and customer
service skills is likely to decrease career performance by a smaller margin of 0.086.
However, the postulations of the theory suggested positive relationship rather
than a negative one, as results of this study revealed. This defeat to theory and
common sense can be attributed to the type of the skills given to the graduates and
their relevance vis-a-vis what is needed in the market. As found out by Pitan &
Adedej i (2012), there was a big difference between the skills graduates possessed
and what the employers wanted. This mismatch may not only affect the employers
who employ those graduates, but also the graduates when they establish their own
ventures. This may therefore explain the unexpected negative relationship between
some elements of planning skills and career performance of the graduates,
suggesting that some of the skills given in this line were not necessary.
4.5.2 Objective Two: Relationship between interpersonal skills and career
performance among self-employed university graduates in North-west Geo
political Zone of Nigeria
The second objective in this study was to establish whether there was a
significant relationship between interpersonal skills and career performance among
self-employed university graduates in North-west Geo-political Zone of Nigeria.
Interpersonal skills in this study were conceptualized with six elements namely;
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human relations skills (with 6 question items), leadership skills (with 4 question
items), networking skills (with 7 question items), team building skills (with 4
question items), communication skills (with 5 question items) and delegation skills
(with 5 question items). Using these 31 question items, respondents rated the
different aspects of their interpersonal skills on a 4 point scale ranging from 1-4;
with 1 for very inadequate or no skill at all; 2 for inadequate skill; 3 for adequate
skills; and 4 for very much skills. Respondents were asked to rate the extent to which
they possessed iiit~rpersonal skills on each of the items! statements in the
questionnaire. Their responses were summarized using descriptive statistics as
presented in Table 4.12:
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Table 4.12: Means and standard deviations on Interpersonal Skills Possessed by
self-employed university graduates in North-west Geo-political Zone ofNigeria
Human relations skills
Working with other people
Controlling behaviours of others
Recognizing the feelings and sentiments of others
Communicating own ideas to and convincing others
Putting employees in appropriate positions
Sub-Total
Leadership skills
Managing and leading teams
Building work teams
Motivating others to work
Evaluating employee abilities/potentials
Sub-Total
Networking skills
Sell your vision and mission to all staff
sell your name to all potential customers you meet
understand your customers by name
Put extra effort to build business connections in local area & beyond
Become member of vital business associations in local area &
beyond
attend all entrepreneurship/business ~vents organized in your area
give out business cards to various people you meet
Sub-Total
Team building skills
Distributing work among team members
Supervising teams work
Creating groups /teams
Leading/managing teams
Sub-Total
Communication skills
looking/searching for relevant business information
Displaying business vision, mission & objectives in different corners
Communicating/sharing information effectively with others
~ommunicating information to different people
Looking/searching for relevant business information
sub-Total
Delegation skills
Defining duties, tasks and specific r~sults clearly for delegation
raining delegated persons & providing resources/ money to them
~ssigning both responsibility and authority to delegated persons
electing suitable persons to delegate
Defining duties, tasks and specific results clearly for delegation
ub-Total
Jverall Mean
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Mean
3.448
3.429
3.387
3.367
3.42

SD
0.882
0.841
0.821
0.806
0.781
0.826

3.3 17
3.128
3.05
3.04 1
3.222

0.903
0.921
1.036
1.022
0.912

3.673 ~ç~y high
3.396 High
2.944 High
2.976 High
3.533 High

3.417
3.354
3.323
3.317

0.927
0.79 1
0.93 8
0.86

3.686 ~ high
4.240 ~ç~y high
3.543 Very high
3.857 Very high

3.028
3.019
2.981
3.176

0.992
1.019
0.984
0.965

3.052
2.963
3.029
3.29 1

High
High
High
High

6
7

3.364
3.313
3.047
3.038
3.180

0.879
0.905
0.962
1.039
0.934

3.827
3.661
3.167
2.924
3.405

Very high
Very high
High
High
High

2
3
4

3.37
3.32
3.31
3.31
3.37
3.313

0.894
0.852
0.916
0.905
0.894
0.924

3.770
3.897
3.614
3.770
3.5 85

Very high
Very high
Very high
Very high
Very high
Very high

I
2
3
4
5

3.37
3.35
3.33
3.32
3.37
3.361
3.272

0.869
0.911
0.861
0.893
0.869
0.857
0.908

3.878
3.677
3.868
3.7 18
3.878
3.922
3.604

Very high
Very high
Very high
Very high
Very high
Very high
Very high

1
2
3
4

3.475

t-value
3.940
4.100
4.177
4.202
4.311
4.140

3.657

Interpretation
Very high
Veiy high
Veiy high
Very high
Very high
Very high

Rank
1
2
3
4
5

1
2
3
4

2
3
4

5

5

Considering the mean responses in table 4.12, respondents rated their interpersonal
skills to be very high. This was indicated by the overall mean index of 3.27, which
fell under very high on the interpretation scale. This high rating indicated that
respondents were very contented with their interpersonal competences, more
especially on three elements for which the mean scores fell under very high on the
interpretation scale; human relations skills (average mean

=

3.42), communication

skills (average mean = 3.31) and delegation skills (average mean 3.36).

Testing Hypothesis Two
In line with the second objective, the researcher hypothesized that
interpersonal skills related positively and significantly with career performance
among self- employed university graduates in North west Geo-political Zone of
Nigeria. This hypothesis was tested using Pearsona’s linear correlation coefficient
(PLCC) Table (4.13). and Multiple liner regression (table 4.14).
Table 4.13
Pearson Correlations for Interpersonal Skills and Career performance
Variables correlated
r-value
Sig. Interpretation
HRS Vs Career performance
.167
.003 Significant correlation
LS Vs Career performance
.271
.000 Significant correlation
NTWS Vs Career performance
.011
.850 Insignificant correlation
TBS Vs Career performance
-.063
.265 Insignificant correlation
CS Vs Career performance
.192
.001 Significant correlation
DS Vs Career performance
-.051
.370 Insignificant correlation
Overall IS Vs Career performance
.127
.026 Significant correlation
Source: Prima,y Data, 2016
Legend: HRS= Human Resource skills
LS = Leadership skills
NTWS Networking Skills
TBS Team building Skills
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CS = Communication Skills
DS = Delegation Skills
IS Interpersonal Skills
The Pearson correlations results in Table 4.13 showed that some aspects of
interpersonal skills had negative relationship with career performance, while others
had positive relationship. On the overall, results indicated that interpersonal skills
positively and significantly correlated with career performance. As indicated, the
study hypothesis was generally supported. However, the results did not support the
hypothesis on three sub-components, which indicated that, as far as this study is
concerned, increase in networking skills (sig.
=0.265) and delegation skills (sig.

=

0.850) team building skills (sig.

0.370) may not increase or improve career

performance of th~se graduates. Basing on this outcome of the result in Table 4.13,
some corresponding study hypotheses were confirmed but not for others.

Regression analysisfor interpersonal Skills and Career Performance
Regression analysis helped to rank influence of the six elements of
interpersonal skill~ on career performance of the respondents, with a view to
identif~’ing the most powerfi.il element in predicting career performance of self—
employed university graduate in North-west Geo-political Zone of Nigeria. As also
pointed out by Kline (2011), the researcher wanted to establish the extent to which
career performance~of the graduates was predicted by the six different aspects of
interpersonal skills. As the case is always in a Multiple Regression (MR), the
following equations were used in this prediction;
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Functional equation
Career Performance

=

f(HRs, Ls, NT, TBs, CMs, DLs).

1

From equation 1,thë mathematical equation was formed as;
Career Performance

= ,~0

+

/31HRs + J32Ls + /33TBs + /34NTs + J35CMs + J36DLs

. . .

.2

Where;
=

the constant, or the level of career performance at which the self-employed

graduate was expected to be, when his or her interpersonal skills are taken to be zero;
fIRs,Ls,NT,TBs,CMs and DLs refer to human relations, leadership, networking,
team building, communication and delegation skills respectively, also called the
predictors or the independent variables in this study.

/~ ~ .f3~
,. .

were the regression parameters used in measuring the strength of the

respective explanatory (independent) variables in predicting career performance
(dependent variable). Results of this multiple regression were presented in Table
4.14.
Table 4.14
Regression Analysis for Interpersonal Skills and Career Performance
Variables Regressed
AdjustedR2
F-value
Sig.
Interpretation
Interpersonal Skills vs.
.082
5.570
.000
Significant effect
Coefficients
(Constant)
Human Relations Skills
Leadership Skills
Networking Skills
Team building Skills
Communication Skills
Delegation Skills

Beta
1.637
-.018
.145
.118
-.131
.030
-.0 17

t
9.530
-.3 19
3.722
1.996
-2.466
.785
-.392

.000
.750
.000
.047
.014
.433
.695

Significant effect
No significant effect
Significant effect
Significant effect
Significant effect
No significant effect
No significant effect

Decision on Ho
Rejected

Rejected
Accepted
Rejected
Rejected
Rejected
Accepted
Accepted

The regression results in Table 4.14 indicated that all the elements of interpersonal
skills taken together positively and significantly affected career performance of the
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graduates (F=5.570, sig.

0.000). The results further indicated that all the six

aspects of interpersonal skills taken together contributed only 8.2% towards variation
in career performance of the graduates (adjusted R2=0.082). This means that the
remaining 91.8% was contributed by factors other than interpersonal skills.
From the findings in Table 4.14, all interpersonal skills constructs taken
together were responsible for less than 10% of the variations in career performance
of the graduates in the North-west Geo-political Zone of Nigeria. This contribution
was on surface, smaller than the minimum suggested by Falk & Miller (1992), So it
is important to examine other factors, which could have had a bigger influence in
explaining variations in career performance of the graduates. For that reason, the
researcher considered a structural equation model to examine the cross relationships
among the study variables, as indicated later in figure 4.5, to further understand the
strength of the different aspects of interpersonal skills in influencing career
performance of the graduates from different directions.
It is also important to note that from Table 4.14, three elements of
interpersonal skills out of six had a significant effect on career performance of the
graduates; leadership skills (Beta
building skills (Beta

=

.

145), networking skills (Beta

=

.118) and team

-.131). The remaining three aspects of interpersonal skills

were not found to~ ~e significant predictors of career performance. Thus from the
regression Table 4.14, considering other factors constant, a one unit increase in one’s
leadership, networking, and team building skills is likely to increase career
performance by 0.145, 0.118 and 0.131 respectively.
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4.5.3 Objective Three: Relationship between financial management skills and
career performance among self-employed university graduates in North-west
Geo-political Zone of Nigeria
The third objective in this study was to establish whether there was a
significant relationship between financial management skills and career performance
among self-employed university graduates in North-west Geo-political Zone of
Nigeria. Financial management skills in this study were conceptualized with four
constructs; budgeting skills (with 5 question items), book-keeping skills (with 3
question items), time management skills (with 5 question items) and legal skills
(with 5 question items). Using these 18 question items, respondents rated the
different aspects of their financial management skills on a 4 point scale ranging from
1-4; with 1 for very inadequate or no skill at all; 2 for inadequate skill; 3 for
adequate skills; and 4 for very much skills. Respondents were asked to rate the
extent to which they possessed financial management skills on each of the items!
statements in the questionnaire. Their responses were summarized using descriptive
statistics as presented in Table 4.15;
Table 4.15: Means and Standard Deviations on Financial Management Skills of
Sdfemployed University Graduates in North-west Geo-poiltical Zone ofNigeria
Budgeting skills
Mean SD
t-value Interpretation Rank
Making a clear and timely budget
3.38
0.853
3.962 Very high
I
Estimating costs of individual activities
3.03
1.034
2.930 High
2
Making budget expenditure schedules
2.79
0.925
3.0 16 High
3
Budgetary compliance evaluation reports
2.74
0.888
3.086 High
4
Making staff pay roll
2.63
0.988
2.662 High
5
Sub-Total
3.01
0.921
3.268 High
Book keeping skills
Interpreting financial statements
3.38
0.859
3.935 Very high
1
Managing cash inflows and outflows
3.30
0.861
3.833 Very high
2
Preparing books of accounts (e.g. cash books, financial
statements
3.06
0.972
3.148 High
3
Sub-Total
3.22
0.916
3.515 High
Time management skills
Making task priority lists
3.56
0.794
4.484 Very high
1
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Applying time saving measures
3.55
0.803
4.421
Determining Isetting deadlines
3.54
0.803
4.408
Allocating time to each and every activity
3.42
0.872
3.922
Making work schedules (defining what to do and when) 3.20
0.999
3.203
Sub-Total
3.38
0.901
3.751
Legal skills
Understanding business forms
3.55
0.79 1
4.488
Understanding contract laws
3.51
0.875
4.011
Understanding business registration procedures
3.51
0.903
3.887
Understanding business legal requirements
3.48
0.8 82
3.946
Understanding consumer protection laws
3.44
0.848
4.057
Sub-Total
3.49
0.819
4.26 1
Overall Mean
3.27
0.889
3.678
Source: Primary data (2016)
The results in Table 4.15, revealed that, like the other two

Very high
Very high
Very high
High
Very high

2
3
4
S

Very high
Very high
Very high
Very high
Very high
Very high
Very high

1
2
3
4
S

entrepreneurship

skills, respondents were contented with their level of acquaintance in financial
management skills. The graduate entrepreneurs rated themselves high on all the four
constructs of financial management skills. For example, respondents rated their
financial management skills to be high in budgeting and bookkeeping, with average
means of 3.02 and~~.22 respectively on the interpretation scale. The remaining two
constructs (time management skill and legal skills) were rated very high with
average means of 3.38 and 3.49 respectively. The overall mean index of 3.27
confirmed that respondents rated themselves as very high on the financial
management skiIl~ tonstruct. Based on this self perceived high level of financial
management skills, it would be expected that graduates can use it to excel in
performing their entrepreneurial careers.
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Testing Hypothesis Three
From the third objective, the researcher hypothesized that financial
management skills relate positively and significantly with career performance among
self- employed university graduates in North-west Geo-political Zone of Nigeria.
This hypothesis was tested using Pearsona’s linear Correlation Coefficient (PLCC)
Table (4.15) and Multiple liner Regression (Table 4.16).
Table 4.15
Pearson Correlationsfor Financial 4’Ianaj’en,ent Skills and Career performance
Variables correlated
r-value
Sig.
Interpretation
ES Vs Career performance
.020
.720
Insignificant correlation
BKS Vs Career performance
.254**
.000
Significant correlation
TMS Vs Career perfónnance
-.085
.134
Insignificant correlation
LS Vs Career performance
-.098
.083
Insignificant correlation
Overall FMS Vs Career performance
.039
.491
Insignificant correlation
Source: Primary Data, 2016
Legend: BS= Budgeting skills
BKS = Book keeping skills
TMS Time Management Skills
LS = Legal Skills
FMS = Finâi~cial Management Skills
The correlation results from Table 4.15 indicated that, generally, financial
management skills were not significantly correlated with career performance. This is
because the corresponding sig. value (0.49 1) is greater than the minimum sig. level
of 0.05. However, ~.rçsu1ts indicated that one element of financial management skills
(bookkeeping) was significantly correlated with career performance. On the overall,
the results suggested that the self-employed graduates did not take financial
management skills as being important in running of their enterprises. The results,
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therefore, did note support the hypothesized positive and significant correlation
between financial management skills and career performance.
Although proper financial management is taken to be the blood of any private
and for profit enterprise, results in this study seem to refute this norm, as they
suggested that financial management skills of the graduate entrepreneurs were not
relevant in their career performance. The results were further confirmed by the
findings from regression analysis (table 4.16) which indicated that of the four
elements of financial management skills, only bookkeeping can significantly predict
career performance of the graduates. Although the F-statistic proved to be
statistically significant, suggesting that, overall, financial management skills can
significantly predict career performance of the graduates, a clear look at the other
coefficients in this table, suggest a weak connection between the two. For example,
con~idering the value of the adjusted R2, it is suggested that all the financial
management skills elements taken together accounted for only 6.8% towards
variations in career performance of the graduates. By virtue of its size, and
considering the value of the betas, one can agree with what the correlation results
(Table 4.15) suggested.
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TabIe4.16
Regression Analysisfor Financial Management Skills and Career Performance
Variables Regressed
Adjusted R2 F-value
Sig.
Interpretation
Decision on Ho
Financial Management vs.
068
6 640
000
Significant effect
Rejected
CRF

Coefficients
Beta
t
(Constant)
1.750
11.023
Budgeting
:.
.069
1.435
Bookkeeping
.124
4.461
Time
-.039
-.864
~ Legal
-.052
-.9 14
The outcome of the results in Table 4.16 was

.000 Significant effect
Rejected
.152 No significant effect Accepted
.000 Significant effect
Rejected
.388 No significant effect Accepted
.361 No significant effect Accepted
that, of all the financial management

skills elements, only bookkeeping skills were important in helping graduates to
improve their career~performance.

4.6 Assessment of PLS Path Modeling Results
Testing of the structural model may be meaningless unless the measurement
model has been evaluated to determine whether the data fits the model (Joreskog &
SOrbom, 1993). Because PLS path modeling belongs to a family of structural
equation modeling, in this study, before testing the structural model, measurement
model was evaluated to determine the extent to which data collected fits the model.
This two-step approach in the assessment of PLS-SEM results has been
recommended by Henseler, Ringle, and Sinkovics (2009), as depicted in Figure 4.10.
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•
•
•
•
~

Assesshigthq~ sigtiifleance ofpath co~dent~
~
D1i~effect~jze
Ascertafrdng the predictivere1eva~ce
~amintngthe~tnode~adng effect

Figure 4.4
A Two-Step Processfor the Assessment PLS-SEM Results
Source: Henseler et al. (2009).

Assessment ofMeasurement Model
An assessment of a measurement model involves determining individual item
reliability, internal consistency reliability, content validity, convergent validity and
discriminant validity (Hair et a!., 201 4a; Hair, Ringle, & Sarstedt, 2011 b; Henseler et
al., 2009). Results of all these tests have been shown in sub-sections 3.6 and 4.2 of
this study.
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Assessment ofSignjficance ofthe Structural Model
Having ascertained the quality of the data in the measurement model, the
present study assessed the structural model. The study also applied the standard
bootstrapping procedure with a number of 5000 bootstrap samples and 319 cases to
assess significance of the path coefficients (Hair et a!., 2014a; Hair et al., 201 ib;
Hair et a!., 2012; Henseler et al., 2009). Table 4.17 therefore showed the estimates
for the model.
At the outset, Hypothesis 1 predicted that planning skills do not relate
significantly with career performance of university graduates in North -west Geo
political Zone of Nigeria. Results (Table 4.17, Figure 4.5) revealed a significant
positive relationship between planning skills and career performance of university
graduates in North -west Geo-political Zone of Nigeria

(f3

0.15, t

3.09, p< 0.01),

rejecting Hypothesis 1.
Table 4.17
Results ofStructural Model
Model
summary
Hypotheses

Adjusted R2
0.24
Relations
Beta
H0l
Planning Skills
0.15
H~2
Interpersonal Skills
0.43
H,,3
Financial Skills
0.Ol
Dependent Variable: Career Performance
Source: Researcher’s Computation (2016)

SE
0.05
0.04
0.05

F
17.659
t-value
3.09
10.47
0.20

Sig
0.000
p-value
0.000
0.000
0.420

Findings

Rejected
Rejected
Accepted

Hypothesis 2 predicted that interpersonal skills do not relate significantly
with career performance of university graduates in North-west Geo-political Zone of
Nigeria. Results (Table 4.17, Figure 4.5) indicated that interpersonal skills had a
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significant positive relationship with career performance

(13

0.43, t

=

10.47, p

<

0.01), rejecting Hypothesis 2.
With respect to Hypothesis 3 which postulated that financial management
skills do not sign~cantly relate with career performance, results in Table 4.17
showed no significant positive relationship between financial management skills and
career performance

(13

—

-0.01, t

=

0.20, p

>

0.10). Hence, this hypothesis was

accepted.

4.7 Summary of Findings
Having presented all the results of the effected of planning skills,
interpersonal skills, and financial management skills on career performance in
preceding sections~ Table 4.18 summarized the results of all hypotheses tested.
Table 4.18
Summaiy ofHypotheses Testing
j~ypothesis

Statement

Findings

Hi

Planning skills relate positively with career
performance

Rejected

H2

Intetpersonal skills relate positively with
career performance

Rejected

H3

Financial management skills relate positively
with career performance

Accepted

Source: Researcher’s computation from primary data (2016)
In this chapter, the justification for using SEM and PLS path modelling to
test the theoretical model in this study was presented. Following the assessment of
significance of the path coefficients, the key findings of the study were presented.
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Generally, self-report technique provided considerable support for the relationship
between planning skills and career performance. A significant positive relationship
between interpersonal skills and career performance was established. Regarding the
influence of financial management skills, results indicated an insignificant
relationship between financial management skills and career performance.
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CHAPTER FIVE
DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS

5.0 Introduction
In this chapter, the researcher discussed the main research findings presented
in the preceding chapter by relating them to the theoretical perspectives and previous
studies related to career performance. Specifically, the rest of the chapter was
organized as follows. Section 5.2 recapitulated the findings of the study. Section 5.3
discussed the findings of the study in the light of underpinning theory and previous
studies. Theoretical, methodological and practical implications of the study were
discussed in Section 5.4. In Section 5.5, limitations of the study were noted and,
based of these limitations, suggestions for future research directions were made. In
the final section, conclusions were drawn.

5.1

Summaryof the Study’s Findings
The main :objective of this study was to examine the link between

entrepreneurship skills and career performance among self-employed university
graduates of North-west Geo-politieal Zone of Nigeria. Overall, this study succeeded
in advancing the current understanding of the key determinants of career
performance by providing answers to three research questions, on the relationship
between; 1) planning skills; 2) interpersonal skills; 3) financial management skills
and career performance of university graduates in North -west Geo-political Zone of
Nigeria.
154

Regarding the direct relationship between exogenous latent variable and endogenous
latent variables, the findings of this study indicated that two out of the three
hypotheses were supported. The results of the PLS path model showed that planning
skills were significantly and positively related to career performance of university
graduates in North-west Geo-political Zone of Nigeria. Interpersonal skill was also
found to be significantly and positively related to career performance of university
graduates in North-west Geo-political Zone of Nigeria. In contrast, financial
management skill was not found to be significantly and positively related to career
performance among self-employed university graduates in North-west Geo-political
Zone of Nigeria.

5.2

Discussion
This section discussed the study’s findings in the light of relevant theory and

findings of previous researchers. The subheadings of discussion section were
structured according to the study objectives.

5.2.1

Planning skills and career performance among self-employed university
graduates in North -west Geo-political Zone of Nigeria
The first research question was intended to establish whether planning skills

can significantly explain career performance among university graduates in North

-

west Geo-political Zone of Nigeria. The hypothesis derived from this research
question, tested using PLS path modelling, revealed a significant relationship
between planning skill and career performance among the self-employed university
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graduates in North-west Geo-political Zone of Nigeria. Based on the results of
Pearson’s Correlations, a negative relationship was revealed and based on the
coefficients of regression analysis results, a positive relationship was revealed for
two constructs (goal setting skills and business plan development skills) and a
negative relationship was revealed on three constructs (resource mobilisation,
marketing skills and customer service skills). All constructs with a positive
relationship were insignificant and only two constructs (which had a negative
relationship with career performance) were significant. These results are partly in
line with common sense or expectation that planning skills can enhance career
performance. However, this is only true if we take the results of the overall general
regression model (Adjusted R2

=

0.346; F

=

33.734 and sig.

0.000). But a

consideration of the coefficients and the Pearson Correlation results, leaves a
question on what is expected and the implication of these findings.
This is serious especially when the postulations of the theory suggested
positive relationship rather than a negative one, as results of this study revealed. This
defeat to theory and common sense can be attributed to the type of the skills given to
the graduates and their relevance vis-a-vis what is needed in the market. As found
out by Pitan & Adedeji (2012), there was a big difference between the skills
graduates possessed and what the employers wanted. This mismatch may not only
affect the employers who employ those graduates, but also the graduates when they
establish their own ventures. This may therefore explain the unexpected negative
relationship between some elements of planning skills and career performance of the
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graduates, suggesting that some of the skills given in this line were either not
necessary or not relevant to the job market.
The findings from the general regression model are not surprising because
they are consistent with prior empirical studies. Specifically, the positive relationship
between planning skills and career performance would be consistent with the
findings by Qureshi et al. (2016) who indicated that possession of adequate planning
skills results into’ enhanced career performance of entrepreneurs. Likewise,
Etonyeaku et al. (2014) found results similar to those of this study. They reported
that planning skills, such as those related to co-ordinating business resources,
significantly and positively influenced career performance of secretarial education
graduates of Colleges of Education in Enugu State, Nigeria.
The findings of this study suggest that various aspects of planning affect
business performance differently or that some aspects of planning are more
important than others. For example, a significant relationship between planning skills
in terms of marketing and customer service skills suggests that planning to attract
more customers is more important that other planning aspects such as business plan
development and resource mobilisation. However, since the findings revealed a
negative relationship, it makes this study unique from most of the previous studies.
For example, Tsve~anka (2010) indicated that skills like customer care are important
in the performance of enterprises. She outlines several ways which enterprises can
plan to use to treat clients in a convincing way, that can positively increase their
sales. Such include treating clients with the utmost respect. Tsvetanka explains that
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customers know the value for money and they always want to know that they are
being treated with the dignity they deserve as a client. That they expect to have
undivided attention to what they are saying, and that way, they can even make
constant referrals.
The findings postulating a negative relationship between some aspects of
planning skills and career performance put a big task on the current researcher and
other researchers in the same field to search more on their possibility. There is a need
for more explanation of such results. This is because, they differ from many other
findings where planning skills were found to have a positive relationship with
business related performance. For example, Simpson et a! (2003) showed that ability
to make a proper business plan positively influenced success of small scale
‘

entrepreneurs in South Africa. However, in this study, the related construct, business
plan development skills, showed no significant relationship with career performance.
In studies like that of Rwigema & Venter (2004) skills like resource
mobilisation and aflôcation were found to be a preliquisite for venture success. They
indicated that resource mobilisation and allocation skills facilitate the entrepreneur
ability to gather and control venture resources, which is necessary in successful
running and growing of a business venture, a finding which this study did not
confirm, but which researchers like Kibuuka (2011) have also explained to indicate
that entrepreneurs who fail to plan the mobilisation of resources are bound to fail.
Other studies in which a positive significant relationship between planning skills and
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business related performance was revealed include Botha (2006), Kunene (2008),
Hayton (2015), Mspjca (2013) and Mayanja (2001) among others.

5.2.2

Interpersonal skills and career performance among self-employed
university graduates in North -west Geo-political Zone of Nigeria
The secon4 ~research objective and question was on whether interpersonal

skills can significantly explain career performance of university graduates in North
west Geo-political Zone of Nigeria. From the findings of this study, the hypothesis
supported the fact that interpersonal skills can significantly predict career
performance

of t~ie self-employed graduates.

The findings

indicated that

interpersonal skills are among the significant factors that have been empirically
supported by various studies to have positive influence on career outcomes. For
example, practice of good interpersonal skills was found to have a strong power
predicting organizational commitment among employees (Ahmad, Basir, & Kitchen,
2010; Bambacas & Patrickson, 2008). Increased employee commitment had a strong
attachment to customer satisfaction and loyalty to the service providers (Guenzi &
Pelloni, 2004; Murakami, Imanaka, Kobuse, Lee & Goto, 2010).
This finding indicated that interpersonal skills were critical in helping
entrepreneurs to address problems effectively and thus improve their career
performance. This was also the finding of Lapefla-Moflux et al., (2014).
Accordingly, interpersonal skills, such as effective communication between
entrepreneur and customers, are considered indispensable conditions for retaining
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such customers, as well as achieving sustained competitive advantage. This is in line
with the report of Baron & Markman (2003) who stated that interpersonal skills
enhanced entrepreneurs’ ability to interact effectively with others, which increased
customers’ attachment to the business and hence improved career performance.
Research also suggests that interpersonal skills help entrepreneurs to interact
effectively with others, and may play a role in their success (Baron & Markman,
2000, 2003). Several other researchers also found a positive significant relationship
between different aspects of interpersonal skills and business related performance,
for example Baron (1998), Levander & Raccula (2001) In describing the correlation
between two variabi~s, Levander & Raccula (2001) indicated that interpersonal skills
involve a set of human skills, which enable entrepreneurs to network and coordinate
most business activities, for example raising capital, attracting good employees,
delegating effectively, monitor, evaluate and retain workers.
In line with the findings of Batjargal (2006), interpersonal skills embody
networking, which enable entrepreneurs to identify and develop strong networks,
which are very useful in developing their enterprises. Hence, a high level of
interpersonal skills that are built on a favourable reputation, relevant past experience
and direct personal contacts often assist entrepreneurs in gaining access to venture
capitalists, potential customers (Baron & Markman, 2000, 2003). Additionally, this
result is consistent with similar results reported regarding the positive relationship
between interpersonal skills and other specific forms of career performance, such as
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entrepreneur& finäflcial success and new venture performance (e.g., Baron &
Markman, 2003; Baron & Tang, 2008; Dacin, Dacin, & Matear, 2010).
Some other researchers with similar findings have tried to explain how
interpersonal skills actually affect career performance. For example, Meager (2011)
indicated that interpersonal skills enable the manager or entrepreneur to delegate
effectively and, according to him, proper delegation relates positively with business
performance. Meager (2011) emphasized the need for proper delegation, indicating
that, despite its importance in making work done with or without the owner, many
small entrepreneurs~ do not know how to delegate. He also identified that to many
entrepreneurs, delegation is a hard thing to implement, which emphasizes the need
for proper delegation skills. It is therefore poor interpersonal skills which make
many business owners, and managers, fail to trust other people or not knowing how
to hold the trusted individuals responsible. In agreement with this study, Acronym
(2008) indicated that delegation is critical in succession planning, personnel
development and promotion, Kibuuka (2011) stated that the failure of many business
enterprises to survive after the owner’s death, is partly attributed to failure of
entrepreneurs to develop good successors during the time when they are around.

5.2.3

Financial management skills and career performance among selfemployed graduates

The third objective and research question was on whether financial management
skills related si~ificantly with career performance among the self-employed
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university graduat~ in North-west Geo-political Zone of Nigeria. In line with this
research question, the study hypothesis was not supported. Unexpectedly, the results
did not provide empirical support for this hypothesis. This finding is somewhat not
consistent with prior research showing that entrepreneurship skills, including
financial manageniéht skills, have an influence on career performance (e.g.,Akande,
2011; Msoka, 2013; Olusola, 2011; Tocher et al., 2012). A plausible reason for this
inconstancy could be due to the fact that finance matters less than interpersonal skills
because with good networking and planning one can be able to perform well.
Whereas, even ifofiç has finance, but while lacking planning skills and interpersonal
skills, it may be difficult for entrepreneurs to perform as expected.
With financial management skills, the findings of this study supported a part
of the hypothesis indicating that bookkeeping skills can significantly predict career
performance. Even~hen, the contribution was small, indicated by a small beta value
of 0.124, and yet the adjusted R2 for the whole construct indicated a small
contribution of less than 10%, which, according to Kline (2011), shows a weak
predictive strength. Despite the fact that finance is commonly believed as the blood
of the enterprise (Kibuuka, 2011), the findings from this study did not stand by this.
This leaves a big need for further studies to be done to confirm the findings of this
study before application of the result on this particular finding.
A study by Alcindele (2016) revealed that 96% of the respondents cited lack
of financial management skills (e.g. budgeting, book keeping skills and legal skills)
as a key area affecting their business performance. This finding is in line with the
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findings of Bradford (2015) and Willoughby & Julia (2001) who indicated that
financial management skills help to anticipate problems and to identify solutions
without trial-and-error learning, manage resources, supply and demand, identify
where to focus effort and attention in different areas and facilitate identification of
appropriate sequences. The findings of these previous studies could have not
classified financial management skills into different specific fields like this study
did. Indeed it may be possible that not all financial management related skills are
equally important in predicting performance of an enterprise. Therefore, while it
can be said that th~ findings of this study disagree with most of the available
studies, it is also possible that they agree on the construct of bookkeeping skills,
which a strong predictive power on career performance, just like many other
studies have revealed.
It is true that some financial management skills like accounting and
financial analysis are more needed in making sure that an organization has what it
needs to operate successfully. For example, budgeting (which is part of planning
skills though) allows business managers to plan, make proper choices and decide
on the mission and~clirection of an organization (Rosilyn, 2007). But in most small
enterprises (where enterprises of most graduates fall) do not apply advanced
financial management, except the basic accounting like bookkeeping. So it may
therefore be possible that the other skills included are not demanded by them, given
the scope of their )~usiness operations. What is not disputable by all standards is
that financial management skills are critical to the success of any business
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organization, as they provide the business plan with rigor, by confirming that the
objectives set are achievable from a financial point of view. They also help the
entrepreneur to set financial targets for the organization and reward staff for
meeting objectives within the budget set (Rubin, 2000).
In supporting the above arguments, Bradford (2007), whose study was on
perceived needs of the business training in South African township. Bradford
revealed that the most desired skill needed was “how to keep financial records of the
businesses” followed by how to market the products of the businesses. This study
implies that for effective performance, entrepreneurs need training and skills related
to keeping and interpreting financial records. Therefore, based on this, the finding of
this study, in which it was indicated that bookkeeping significantly influences career
performance is in no way a contradiction to the previous results, rather an emphasis
that the financial rn~nagement skills needs for enterprises which are still young or
small like those of most graduates, may at the beginning be limited to simple book
keeping.

5.3 Conclusions
Taken together, the present study provided additional evidence to the
growing body of knowledge concerning the effect of entrepreneurship skills on
career performance among self-employed university graduates of North-west Geo
political Zone of Nigeria. Results from this study lend support to the key theoretical
propositions. In particular, the current study successfiilly answered all the research
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questions and objectives despite some of its limitations. While extant research has
examined the effect of entrepreneurship skills on career performance, however, there
is, paucity of empirical studies drawing from human capital development perspective
to establish the hi1 between entrepreneurship skills on career performance in the
Nigerian context. Hence, theoretical framework of this study has also added to the
domain of human capital theory (Becker, 1964; Schultz, 1959; Sweetland, 1996).
Further to the theoretical contributions, the results from this study provide some
important practical implications to policy makers in Nigeria. Regarding the
limitations of the current study, several future research directions were drawn. In
conclusion,

the

present

study

added

valuable

theoretical,

practical,

and

methodological ramifications to the growing body of knowledge in the field of
entrepreneurship development.

5.4 Recommendations and Implications from the study
5.4.1 Theoretical Implications
The conceptual framework of this study was based on the prior empirical
evidences and theoretical gaps identified in the literature. It was also supported and
explained from human capital theory (Becker, 1964; Schultz, 1959; Sweetland,
1996), which postulates knowledge and skills as indispensable tools of
transformation. Accordingly, it is a general belief that education and training are
capable of inculcating competencies, skills and values that can stimulate
performance of graduates as employers and employees, and enables them to
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transform organizations. Based on the research findings and discussions, the current
study made several theoretical contributions

in

the

research

linking

entrepreneurship skills to career performance.
This study ~*ovided a theoretical implication by giving additional empirical
evidence in the domain of human capital theory Instead of focusing on other extant
theories that explain the antecedents of career performance, the present study drew
from human capital theory to argue that knowledge and skills are indispensable tools
of transformation. Thus, this study extended the human capital theory by examining
the impact of entrepreneurial skills on career performance of self-employed
graduates in the Nigerian context.

5.4~,2 Practical Implications
Based on the research findings, the present study has some practical
implications in Nigerian context. Firstly, the results suggest that entrepreneurship
skills acquired through the mandatory entrepreneurship education programme for
undergraduate stu4ents of tertiary institutions in Nigeria, are an important
consideration in helping self-employed graduates to enhance their career
performance.

Thus,

by

strengthening

and

enhancing

the

curriculum

for

entrepreneurship education programme, the number of unemployed graduates in the
Nigerian labour market can be reduced, thereby reducing crime in the society, as
well as contributing to the Gross Domestic Product.
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As stated at the outset of this thesis, several reports indicated the inadequacy of the
graduates to perform as expected due to inadequacies or low levels of soft skills
possessed by these graduates. Graduates, in whatever field they are, require skills,
especially entrepreneurial skills which, have been to a great extent lacking over the
long term (Msoka, 2013). Accordingly, entrepreneurial skills reflect the managerial
competencies but quality and context of the educational systems that have been
existing in Nigeria have not been promoting the development of those required skills
(Fatoki, 2010).
Therefore, the results of the current study suggest that university and other
higher education institutions in Nigeria should focus on the quality of
entrepreneurship training rather than on academic quality and qualifications. This
will graduate entre~feneurs to enhance their career performance, as well as becoming
self-reliance even if they could not secure government job after graduation.

5.4.3 Methodological Implication
The present study has methodological

implications.

Specifically, a

methodological contribution of this study is related to using PLS path modeling to
assess the psychometric properties of each latent variable. Specifically, the present
study succeeded in assessing psychometric properties of each latent variable in terms
of convergent validity, as well as discriminant validity. Psychometric properties
examined were individual item reliability, average variance explained (AVE) and
composite reliability of each latent variable. Convergent validity was assessed by
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examining the value of AVE for each latent variable. Furthermore, the discriminant
validity was determined by comparing the correlations among the latent variables
with the square roots of AVE. The results of the cross loadings matrix were also
examined to find support for discriminant validity in the conceptual model. Thus,
this study managed to use one of the more robust approaches (PLS path modeling) to
assess the psychometric properties of each latent variable illustrated in the
conceptual model of this study.

5.4.4 Recommendation
1. Planning skills training giving to university undergraduate should help in
North-west Geo-political Zone of Nigeria should be maintained as the result of so
that they correlated positively with career performance of the entrepreneur studies.
2. Inter-personal skills training give to university graduate student in North west
Geo-political Zone of Nigeria should be maintained as the result so that they related
positively and significantly with career performance of the entrepreneurs studied.
3. finance management skills training given to university undergraduates student in
North-west Geo political Zone of Nigeria. Should be improved upon as the study
related. They did not significantly relate with career performance of the
entrepreneur’s studied.

168

5.5 Limitations and Future Research Directions
Even though this study provided support for a number of the hypothesized
relationships between the exogenous and endogenous variables, the findings have to
be interpreted with consideration of the study’s limitations. Firstly, the present study
adopted a cross-sectional design which does not allow causal inferences to be made
from the population. Therefore, a longitudinal design in future needs to be
considered to meaau~re the theoretical constructs at different points in time to confirm
the findings of the present study.
Secondly, all variables in the present study were assessed using self-report
measures. Although self-report measures are valid in assessing all the variables,
especially when anonymity was assured during the data collection, however, the use
of self-reports is associated with common method variance (Podsakoff et al., 2003)
and social desirability bias (Dodaj, 2012; Podsakoff & Organ, 1986; Randall &
Fernandes, 1991). Although this study attempted to reduce these problems by
ensuriiig anonymity. and improving scale items (Podsakoff et al., 2003; Podsakoff et
al., 2012), it is possible that the participants in this study might have under-reported
their deviance on survey questionnaires. Therefore, in the future, researchers may
wish to employ other strategies to assess all variables in this study. More
specifically, peer reporting of all variables should be used to control for the common
method variance and social desirability bias.
Thirdly, it is also important to note that the career performance data reported
in this study subjective. While subjective data are valid and reliable for assessing
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career performance, subjective measure is susceptible to many types of judgmental
biases. Although it was not easy to obtain objective data due to the issue of privacy,
the use of objective~measure would have clearly strengthened the results. Therefore,
future research is needed to replicate the findings of the current study using objective
measure of all variables used.
Fourthly, the present study offers quite limited generalizability as it focused
mainly on self-employed university graduates located in the North-west Geo
political Zone of Nigeria. Consequently, additional work is needed to include other
local entrepreneurs who did not pass through formal education system in order to
generalize the findings. Self-employed university graduates should be studied and
compared with oth~er local entrepreneurs who did not pass through formal education
system.
Finally, the research model was able to explain 24% of the total variance in
career performance, which means there are other latent variables that could
significantly explain the variance in career performance. In other words, the
remaining 76% of the variance for career performance could be explained by other
factors. Therefore, future research is needed to consider other possible factors that
could explain career performance ofself-employed university graduates located in
the Nârth-west Geo-political Zone of Nigeria.
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APPENDICES
APPENDIx 1: TRANSMITTER LETTER

Kampala International University College of Economics and Management

Dear Prof/ Reader / Dr / Mr / Mrs / Ms,
ACADEMIC RESEARCH QUESTI0NNMRE
Dear Respondent,
I am a PhD candidate in entrepreneurship management undertaking a research study
on Entrepreneursjjjp Skills and Career Performance among Se~/~employed
University Graduates in North-West Geo-Political Zone ofNigeria. In view of this,
I request you to participate in this study, by providing answers to this questionnaire.
Kindly answer all; questions as per instructions. Please be assured that the
information you gfve will be treated with utmost confidentiality and will be used for
academic purpose only.
Before answering this questionnaire kindly read and sign the informed consent
below.
Thank you very much in advance.
Yours Faithfully,

AminaSanj
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APPENDIX II:

ODUC OR LETTER

~
-

ma~~

KAMPALA

INTERNATIONAL UNIVERSITY

Ggaba Road, Kansanga
PD BOX20000,Kampala,Uganda
Mob +255-. 0772-188.321
Webslte:http:IIwww.kiuac.ug

OFFICE OF THE HOD BUSINESS a MANAGEMENT
COUEGE OF ECONOMiCS AND MANAGEMENT
Friday, August 05, 2016

INTRODUcTiON Lsi tK FOR AMIHA SANI Ph.D 14220711 14/DF TO CONDUCT
RESEARCH IN YOUR ORGANIZATION
The above mentioned candidate is a Ph.D student of Kampala International
University.
She is currently conducting a field research for her dissertation titled
“Entrepreneurial Skills and Career Performance among Self Employed
University Graduates of North- West Geo-Political Zone of Nigena”.
Your organization has been identified as valuable source of information
pertaining to her research Project. The purpose of this Letter then is to
request you to avail her with pertinent information she may need.
Any information shared with her wilt be used for academic purposes only and
shalt be kept with utmost confidentiality.
Any assistance rendered to her will be highly appreciated.

Yourst ly,

Masa ~Richard
HOD - Business & Management

E’pIo.-mg the FkighL~”
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APPENDIX 3: INFORMED CONSENT
I am giving my consent to be part of the research study of Amina Sani that will focus
on Entrepreneur Skills and Career Performance among University Graduates in
North-West Geo-Political Zone of Nigeria.
I am assured of privacy, anonymity and confidentiality and that I will be given an
option to refuse participation and right to withdraw my participation any time.
I have been informed that the research is voluntary and that the result will be given
to me if I ask for it.

Initials:

Date:
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APPENDIX 4: RESEARCH QUESTIONNAIRE
Section A: Entrepreneurship Skills
Considering the entrepreneurship education you received from the college/university
where you graduated from, it is expected that you acquired adequate skills in each of
the following aspects; this study intends to collect data in this regard. Please, kindly
rate your skills/abilIty on each of the following items by indicating the extent to
which you agree or disagree with the statement. Your answers range between
l=strongly disagree (very inadequate or no skill at all); 2=disagree (inadequate
skills); 3= agree (adequate skills); 4

strongly agree (very much skills).

mobilization skills
Identifying the resources needed to a business
task
sing resources in the different
the best human resources
financial resources
Marketing skills
:ifying customer needs
attractive
forecasts
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MKSO4
MKSO5

Identifying
competitors’
strength
&
weakness(competjtjve intelligence)
Makiqg favourable price negotiations with
customers
Keeping record of sales, stocks, etc.
Identifying
and
implementing
winning
competitive_strategies
Identifying new markets
Customer service skills (CSS)
Customer care skills
Conducting customer satisfaction surveys
Identifying changes in customer needs
Identifying customer complaints
Customer relationship management
Identifying customer attitude/moods before
answering their requests
Interpersonal Skills (IS)
Human relations skills (HRS)
Working with other people
Controijing behaviours of others
Recognizing the feelings and sentiments of
others
Communicating own ideas to and convincing
others88p
Putting employees in appropriate positions
Managin~ancl leading teams
Leadership skills (LDS)
Building work teams
Evaluating employee abilities/potentials
Motivating others to work
Managing and leading teams
Networking skills (NTS)
You usually endeavour to...
understand your customers by name
Sell your vision and mission to all staff
sell your name to all potential customers you
meet
give &it business cards to various people you
meet
attend all entrepreneurship/business events
organized in your area
put extra effort to build business connections in
local area and_beyond
Become member of vital business associations in
local area & beyond

1

2

314

_____

1

2

1
1

2
2

1

2

1
i
i
1
1
1

2
2
2
2
2
2

3

4

3
3

4
4

3

4

3
3
3
3
3
3

4
4
4
4
4
4

_____________

MKSO6
MKSO7

___________

MKSO8
AS
CSSO1
CSSO2
CSSO3
CSSO4

CSSO5
CSSO6

______________

B

Bi
HRSO 1
HRSO2
HRSO3
_____________

HRSO4
____________

HRSO5
HRSO6
B2
LDSOI
LDSO2
LDSO3
LDSO4
B3
NTSO1
NTSO2
NTSO3

_______
__________

___________

NTSO4
NTSOS
NTSO6
~ NTSO7
~
[~4

1
1
1

____________

Tearn~uiIding skills (TBS)
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2
2
2

______

3
3
3

_____

______

4
4
4

______

1

2

3

1
1

2
2

3
4
34

1
2
1
2
1
2
12

3
3
~

4

4
4

4

3

4

12
12
1
2

3
3
3

4
4
4

1

2

3

4

1

2

3

4

1

2

3

4

12

3

4

!teams
~te~s
work amon
~gte~ork
Communication skills
Communicating/sharing information effectively
with others
looking/searching
for
relevant
business
~
Displaying business vision, mission and
~ecti~es indifferent corners
Deriving/gathering feedback from employees and
customers
skills
defining duties, tasks and specific results clearly
for delegation
Selecting suitable persons to delegate
Assigning both responsibility and authority to
‘g~t~d persons
training delegated persons & providing
resources! money ~ them
Recognising & rewarding the delegated persons
on task completion
Financial mana~emenf skills

schedules
evaluation i
costs of individual activities
staff pay roll
Book keeping skills
Preparing books of accounts (e.g. cash books,
1
financial statements...)
cash inflows and outflows
1
financial_statements
I
skills
Making work schedules (defining what to do and
1
when’
time to each and
I
~gjsetting deadlines
1
~g task priority lists
1
ring time saving measures
1
skills
business forms
contract laws
- -
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1
1
1
I
1

I
1
1
1
1

derstandjn business re istratiori rocedures

1

2

3

4

derstandjnconsumerrotectionlaws
Performance (CF)1

2

3

4

Considering your business in the last three years, indicate the extent to which
the following aspects have increased/improved; Your answers range between lvery
small or no increase at all; 2small increase; 3= big increase; 4very big increase.

Lc~Fol
LcRF02
~F03

LCRF04
LCRFO5

CRFO6
CRFO7

Nurni of people employed
NumbeI of customers served
Chances of your busmess survival
Abili~ to stand in competition
Competitive stren~h of your business
Sales volume
General management quality

‘1
1
1

2
2
2

Customer satisfaction
business
mai
in decision
:ion of modern
Your confidence in business
Confidence of other staff
Innovations into the business
Flexibility in business
Contribution to c
[ncrea~ in number of”
General business
General business revenue

Section C: Profile of Respondents
Instructions: Please~. tick the right option.
1.
Gender
1.
Male
2.
Female
2.
Age
1.
20-30 years
2.
31-40 years
3.
41-50 years
4.
50 years and above
3.

Education
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[ I
{ J
{
[
[
[

J
I
I
]

1.
2.
3.
4.
4.

5.

6.

7.

8.

9.

[ J
[ j
[]
[ J

Bachelor Degree
Ma~thrs
PhD
Others (please specify)

Specialization
1.
Sciences
2.
Social Sciences
3.
Engineering
4.
Others (please specify)_____________

F j
[ j
[ J
[ J

Position
1.
Manager
2.
Owner

[ J
[ j

Business Type
1.
Sol&proprietorship
2.
Partnership
3.
Limited Liability Company

[ J
[ }
{ j

Business Size
1.
Less than 50 employees
2.
50-99 employees
3.
100-249 employees
4.
250~499 employees
5.
500 or more employees

[
[
[
{
[

]
J
}
J
J

Industry
1.
Food and beverages
2.
Packaging/containers
3.
Metal and metal products
4.
Printing and publishing
5.
Agro-allied, furniture
6.
Building materials
7.
Others (please specify)

[
[
[
[
[
{
{

I
]
J
J
J

Business Age
1.
Less than 3 years
2.
3—6years
3.
7—9years
4.
lO—.l2years

F j
[ ]
[ J
F J
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APPENDIX 5: SOME SPSS OUTPUT
Table 4.10

Results ofFactor Analysisfor Validity and reliability tests
Latent constructs and indicators
Standardized
Loadings
Goal Setting Skills
GSSO2
GSSO3
GSSO4

0.80

GSSOS

0.87

0.89

0.66

0.84

0.64

0.87

0.63

0.88

0.56

0.96

0.80

0.91

0.67

0.75

~.

0.79
0.82
0.80

Resource Mobilization Skills

RMSO1
RMSO2
RMSO3
RMSO4

0.90
0.80
0.77
070

Marketing Skills
MKSO3

0.67

MKSO4
MKSO5

0.70
0.75

MKSO6
MKSO7
MKSO8
Customer Service Skills

0.68
0.83
0.83

CSSO1
CSSO2
CSSO3
CSSO4
CSSO5
csso6

0.87

~

0.91
0.92
0.87
0.91
0.89

Rum~in Relations Skills

HRSO2
HRSO3
HRSO4

Average
Variance
Extracted
(AyE)

0.82

Business Plan Development Skills
BDSO1
BDSO2
BDSO4

.

Composite
Reliability
(pc)

0.80

0.84
0.85
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HRSO5

0.83

LDS01

0.76

LDSO2

0.85

NTSO1
NTSO2
NTSO3
NTSO7

0.71
0.80
0.58

TBSO1
TBSO2
TBSO3

0.60
0.75

0.71

0.54

0.59

~

CMSO2
CMSO3
CMSO4
CMSOS

0.86
0.89
0.91

DLSO1
DLSO3
DLSO4
DLSOS

0.59

BGSO2
BGSO3
BGSO4
BGSO5

0.75

0.61

0.66
0.91

0.72
0.79
0.74

0.57

~
0.57
BKSO1
0.90
BKSO2
0.57
BKSO3
~eMaflagements~j1~—~

TMSO1
TMSO2
TMSO3
TMSO4
TMSO5

0.86
0.90
0.90
0.91
0.90
218

0.80

Legal Skills
LGSO1
LGSO2
LGSO3
LGSO4
Career Performance
CRFO2
CRFO3
CRFO4

0.96

0.69
0.73
0.71

CRFO5

0.74

CRFO7
CRFO8
CRFO9

0.73
0.68
0.69

CRF1O

0.73

0.91
0.95
0.94
0.92
0.90

_CRF13
0.70
Source: Researcher’s Computation (2016)
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0.86

