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ABSTRACT
Purpose
Construction management skills and competencies (CMSC) are of greatest importance for the industry to
succeed and thrive. Some factors are critical to CSMC development. Hence, following the restrictions
occasioned by the outbreak of Covid-19 pandemic, this study reviewed and examined these factors to
understand their level of influence in the remote development of CMSC adopted by the industry within and
post the disruptions induced by the pandemic.
Design/methodology/approach
This study adopted a quantitative and descriptive research method. Data were sourced from 155 completed
and usable survey questionnaires with registered and licensed engineering and construction professionals
practicing in both private and public sectors in Nigeria. Participants were drawn from the membership
database of the Nigeria Society of Engineers.
Findings
The identified critical success factors (CSFs) are categorised into organisational factors which include
leadership, engineering project networks and eLearning, measurement and review system, strategy and
resources, organisational culture, tradition and structure. In addition to individual factors in this order of
influence; willingness to learn, promotion and career development, obtaining certified qualification and
obtaining respect of peers are CSFs of remote development of CMSC in Nigeria.
Originality/value
This study is the first to it identifies and examines the CSFs to remote development of construction
management skills and competencies (CMSC) tailored to developing countries in Africa. It explores the two
categories of CSFs in both remote and traditional CMSC developments and established that the
organisational factors remain positively dominants in traditional as well as in remote development of CMSC.
It further ranked the individual factors in their order of influence in Nigeria offered insights into motivation
of construction management trainees in developing countries and offered areas of improvements like
quality of training and certification.

Keywords: Construction Management, Skills Development, Critical Success Factors, Remote Development,
Engineering Project Networks.

1.0. Introduction
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Since the 60’s, organised and modern construction in Nigeria has largely been dominated
by foreign and imported resources and skills, especially at managerial and technical levels
as against using indigenous skills (Nigeria Bureau of Statistic, 2017). Owolabi et al. (2014)
identified poor quality of materials and human resources as the main challenges in the
industry. The human resources aspect includes knowledge, skills, and competencies of the
construction managers. Incompetent construction professionals were a major cause of
poor construction quality as alleged by the president of the Building Collapse Prevention
Guild (BCPG), Akinola George as published by (Premium Times, 2019). Managing
construction project is a complex process with multiple objectives (Saini et al. 2018). To
manage these complexities in construction projects, Khattak and Mustafa (2019) endorsed
CMSC development to close the shortages and gaps in skills and competencies.
Unfortunately, construction management is yet to be institutionalized in Nigerian built
environment and hence, it is coordinated along other professional lines in an
entrepreneurial style. Although Daniel et al. (2017) noted that entrepreneurs and
academics are important players who introduce innovative planning and managerial
approaches that will provide the industry with intelligence, knowledge, tools, skills and
competencies that are of competitive advantages. Similar to other institutions in built
environment, the two conditions to become an engineering professional in Nigeria is
registration and continuous professional development as enshrined in COREN Act. (2018).
Hence, the focus of regulations toward skills and competencies development in Nigerian
built environment necessitated this research.
While remote or distance and cloud computing learning also known as eLearning or digital
learning is not new as an alternative to traditional skills and competencies development
approach, studies (Almaiah et al. 2020; Micheal, 2020) observed that Covid-19 pandemic
has forced the world into speedy embrace of this alternative learning and development
approach. And the construction industry was not left out. On the other hand, Saraph et al.
(1989) defined critical success factors as those important areas of managerial planning and
actions that must be applied to achieve efficiency. In terms of CMSC development they can
be viewed as those practices and activities when well implemented, ensure the successful
remote development of CMSC. These activities and practices influence every human
activity (Neff, 2017). In the context of remote development of CMSC, Naveed et al. (2019)
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defined CSFs as those factors that remain critical for the success of remote development
through digital technologies, these factors have impact on teaching and learning of skills
and competencies in an immense way and further categorised these CSFs into two groups
organisational and individual. This study through a thorough literature review and data
from the Nigerian construction industry identified and examined these two groups of CSFs
that influences remote development of CMSC. The organisational CSFs are factors
introduced by the cultures, structures and traditions of an organisations around the world
and they include leadership, collaborations and networking amongst project team
members. In contrast, the individual factors are introduced by personal motives of
individuals within the organisation and they include willingness to learn, obtaining certified
qualification, promotion and career development and respect of peers (Onyia, 2019).
Although as illustrated in Figure 1 by Naveed et al. (2019), both organisational CSFs and
Individual CSFs share strong digital influence.

Figure 1: Categorisation of CSFs into Organisational and Individual (Naveed et al. 2019)
Both the organisational and individual CSFs where then tested amongst Nigerian
engineers to determine their influence in the remote development of CMSC following the
outbreak of Covid-19 pandemic and its global restrictions.
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2.0 Literature Review
Leadership defines all organisations; this is why Hickman and Akdere (2018) adjudge that
leadership of an organisation plays an important role in influencing the success of skills
development. Arif et al. (2017) emphasize that leaders should demonstrate strong
willingness to offer and share their knowledge freely with others, to continuously search
and learn new knowledge, skills and ideas which would improve their overall
competencies. Consequently, they deepen their influence on others to imitate them and
increase the inclination of employees’ participation (Bolden, 2016). Leadership conveying
the importance of CMSC development and improvement to organisation is critical (Mittal
and Dhar, 2015). In so doing, they maintain morale and create a culture that promotes skills
development and knowledge sharing (Egbu, 2004). As is the case with all changes, the
support and commitment of top management is critical to the success of every initiative
(Banihashemi et al. 2016).
While leadership is critical to remote development of CMSC, it ushers a clear and well
thought out strategy for CMSC development (Kane et al. 2015). Ebrahimi-Mehrabani and
Azmi-Mohamad (2015) suggest that the strategy of CMSC development should be linked
or integrated with the strategy of the business enterprise as there is always a vision behind
the development of every project and organisation. In support of the notion of strategy,
the development of a vision for pursuing remote development of CMSC should be
compelling and shared. Naveed et al. (2019) referred to this as management support under
institution’s organisational readiness. It is essential that this vision is understood and
supported by all involved for it to work successfully. Hence clear purposes, objectives and
goals should be set. To drive home the importance and value of skills, knowledge and
competences development, CMSC development strategy should be clearly spelled and
embedded into the organisational culture (Ebrahimi-Mehrabani and Azmi-Mohamad,
2015).
Post Covid-19 pandemic, Engineering Project Networks (EPNs) which enables virtual teams
work and learning in a globalised manner with disparate and transient individuals bringing
together skills and competencies across the world is becoming an inevitable strategy in
construction industry (Hosseini et al. 2020). This justifies Zainon et al. (2020) recognition
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of information and communication technology training as one of the current top-ranking
CSFs for construction management professionals. EPNs are sustainable working systems
which facilitates knowledge sharing and was referred by Onyia et al. (2021) as eLearning
and mentoring. EPNs are now the trendy approach for remote development of CMSC and
was inevitably increased by the outbreak of Covid-19 pandemic and the restrictions that
ensued. Its capability has over time evolved from being purely a static archive of
information to being an enormous connector of humans to information and of human to
human (Kuo et al. 2013). It has enabled rapid search, access, discovery and retrieval of
information, it also supports internal and external communication and collaboration
between organisations (Cohen, 2017). EPNs and eLearning as modern learning and
sustainable working systems are easily reviewable and measurable.
As emphasized by Phillips and Phillips (2016), initiatives like skills, knowledge and
competencies development will suffer the risk of becoming just another management
hype, if left unmeasured. Measurement enables tracking of progress made, and helps to
determine its advantages and effectiveness (Alizadehsalehi and Yitmen, 2016). Basically,
measurement and review provide the basis for evaluation, comparison, control and
improvement on the performance of skills, knowledge and competences development
(Wong, 2005). Furthermore, review and measurement are also needed to demonstrate the
worthiness and value of skills and competencies development initiative to top
management and stakeholders (Cohen, 2017). As revealed by Azeiteiro et al. (2015),
without such justification, confidence and support of top management to sustain the
development will diminish. Measurements and reviews are even more critical for remote
development of CMSC as organisation management will need to justify their time and
financial investments.
Two years ago, a study by Onyia (2019) revealed that CMSC development is expensive and
he reported the unavailability of financial resources. This is also critical as the successfully
remote development of CMSC is also dependent on organisational resources. And finance
is inevitable for an investment in a technological and any other developmental programme
to be made (Ji and Zhang, 2019). Time as a resource is also very important and should
receive serious consideration. Organisations should plan to free up time for their workers
5
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who are recognised participants in remote development of CMSC activities like training
sessions, study leave and knowledge sharing. Also, Ellinger and Ellinger (2014) recounted
that creating opportunities and time for workers to improve on their skills, knowledge and
competencies is critical to guarantee good performance. Therefore, proper planning and
budgeting of resources is crucial (Kerzner and Kerzner, 2017). Arguably, one of the key
challenges of the industry in achieving effective remote development of CMSC is resources
management. Which implies understanding how these resources can better be acquired,
allocated and managed for the success of the programme (Noe et al. 2017). Consequently,
any investment decisions in remote development of CMSC must be based on a
comprehensive consideration of available resources, and not on just the belief that it is “a
nice programme to have”.
Another critical factor for the successful CMSC development as well as knowledge
management is organisational culture (Yann et al. 2017; Egbu, 2004). Fellows and Liu (2015)
disclosed that people construct meaning from a process that enables them understand
their situation by making sense of the signals they receive. They further explained that this
is about connecting signals of their work environment. These signals constitute the values
and norms in the organisation known as culture (Fellows and Liu, 2015). Mao et al. (2017)
explained that organisational members bring their individual behaviours; these behaviours
tend to gradually align and become homogeneous when exposed to the vision and
objectives of the organisation to form a culture with the aim of accelerating organisational
goals. It is this culture that Hofstede (1984) defined as “a collective programming of the
mind which distinguishes the members of one organisation from another” which implies
a system of collectively held values and norms that forms a tradition. In the same vein,
Hibbert and Huxham (2010) stated that tradition is the preservation or the process of
preservation of any symbolic content and practice within an organisation, which involves
the development and application of a guiding and constraining authority against possible
change of this process of preservation. Generally, a culture supportive of competence is
one that highly values and encourages skills and knowledge development, transfer and
application (Yann et al. 2017).
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A collaborative culture is a vital condition for knowledge or skills transfer to happen
between different individuals and groups (Yang et al. 2018). This is because knowledge and
skills transfer require different individuals to come together, interact, network, exchange
ideas and share knowledge and skills with each another (Cincera et al. 2018). This is at the
core of what engineering project networks (EPNs) is all about (Hosseini et al. 2020). Not
just that, collaboration has empirically been proven to be the main contributor to
knowledge and skills development (Arif et al. 2015). A fundamental requirement to
developing culture is trust (Lleó, et al. 2018). Lack of well-developed mutual trust will make
people sceptical of the behaviours and intentions of others, thus, causing them to
withhold their knowledge. Improving relationship of trust between different individuals
and groups will help facilitate more proactive knowledge sharing and skills development
process (Arif et al. 2017). Which is critical in embedding the culture of EPN and remote
development of CMSC. Because of how influential culture as a success factor is to skills
and knowledge development, studies (Lleó, et al. 2018; Ebrahimi-Mehrabani and AzmiMohamad, 2015; Egbu, 2004) have insisted that organisations should ensure that their
skills and knowledge development approaches fit and is embedded into their
organisational culture. To this end, is the importance of matching skills and knowledge
development approaches with the culture, strategy and core value of an organisation
(Oyemomi et al. 2019).
There is a link between appropriate organisational structure, culture and performance
(Too and Weaver, 2014). Organisational structure as posit by Maduenyi et al. (2015), has no
meaning without a well-conceived organisational culture and an appropriate system. They
were of the view that the type of structure adopted by an organisation is determined by
the type of the organisation, its goals and objectives. Giving more details, they explained
that the type of organisational structure is defined by the hierarchy, roles, responsibilities,
accountability, distribution of authority and pattern of communication. Simply put,
organisational structure is the established pattern of relationship among components of
the organisation. Organisations are structured to attain and support the development of
cultural values and norms, which enables them attain their goals and objectives (Maduenyi
et al. 2015). This research seeks to understand how these key areas impact the remote
development of CMSC in Nigeria. Although Zbirenko and Andersson (2014) had given
7
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insight that organisational structure is about leadership and communication, and that
leadership affects the entire workforce and how they strive to achieve their goals.
Additionally, they noted that development issues, personal issues, structure,
communication, leadership, and organisational performance, all have effects on each
other. Hence, organisational structure affects remote development of CMSC. This study
adopted a research method to test these assertions in a developing African country.

3.0. Methodology
Following a thorough review of existing CSFs in CMSC across so many countries in section
2. In the context of this study, all identified CSFs that influences remote development of
CMSC were categorised into two groups which are organisational factors which are factors
triggered by the organisational influences and individual factors which are triggered by
personal motives of individuals within the organisations. All the variables that constitute
the organisational and individual CSFs were study by Onyia (2019) however, this study aims
to review them and identify the CSFs in the remote development of CMSC. This study
therefore adopted a quantitative and descriptive research method to count the frequency
of opinions of engineers in construction industry as described by Rowley (2014).

Consequently, data was sourced from 155 completed and usable survey questionnaires
with registered and licensed civil engineering professionals practicing in both private and
public construction sectors in Nigeria. 500 survey questionnaires were initially distributed
to randomly selected respondents. This research employed Nigerian Society of Engineers’
(NSE) homogenous database for the collection of data because NSE has one of the most
updated databases in Nigerian built environment. Secondly, everyone on NSE database
has minimum of five years’ working experience before being registered which is relevant
to the context of this study. Table 1-5 outline the demography of the participants.

4.0. Results and Discussions
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Specialist research data analysis software, such as Statistical Package for the Social
Sciences - SPSS was used to collate and analyse the survey data. Rowley (2014) agrees that
this specialist software data analysing tool is well suited for basic statistical reporting in
profiling and descriptive research such as this.
4.1 Demography of Respondents
Tables 1-5 present the background knowledge of the questionnaire respondents.
Please insert Table 1 here
Table 1 presents the stratification of the questionnaire respondents and their levels of
management in the.
Please insert Table 2 here
Table 2 presents the specialisation of respondent’s organisation and 82.6% are
construction specialist organisations which helps to validates their views on remote
development of CMSC.
Please insert Table 3 here
Table 3 presents range of respondent’s current job position
Please insert Table 4 here
Table 4 presents the respondent’s experience in number of years of practicing
construction management in Nigeria.
Please insert Table 5 here
Table 5 presents the gender and it can be seen that only 1 of the 153 respondents that
answered this question is female and this is less than 1% and shows the degree of gender
imbalance in Nigerian engineering sector.

4.2 Organisational Culture as a CSFs of Remote Development of CSMC

From the result of the survey in see table 6, respondents were asked to rate culture as a
factor that encourage or discourage development of CMSC in Nigeria, from (1) being
strongly encourages to (4) strongly discourages. 60.3% of respondents said culture
strongly encourages CMSC development, 17.5% believe that it encourages which brings the
total to 77.8%. On the other hand, 13.5% opined that culture discourages, while 8.7% said it
9
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strongly discourages CMSC development, bringing the total to 22.2%. This indicates that
77.8% majority of the Nigerian construction professionals surveyed, see culture as an
influencing factor that inspires remote development of CMSC.

Please insert Table 6 here

4.3 Organisational Tradition as a CSFs of Remote Development of CSMC

From Table 7, 60.3% of the respondents assert that tradition strongly encourages remote
development of CMSC and 17.5% noted that it encourages, which brings the total
respondents that believe tradition encourages remote development of CMSC to 77.8%. On
the other side, 13.5% and 17.9% were recorded as respondents that think it discourages and
strongly discourages respectively. This brings the total number of respondents that said it
discourages to 22.2%. It could be observed, as shown in Tables 6 and 7, that practitioners
perceive culture and the traditional values and norms of an organisation as the same, as
shown by the similarity of the figures in both tables. This supports the existing literatures
(Hofstede, 1984; Hibbert and Huxham 2010; Fellow and Liu 2015; Mao et al. 2017) definition
of organisational culture and tradition. In summary, this implies that respondents view
remote development of CMSC as a strategy to increase organisational performance in
their respective organisations. By this, remote development and embedment of CMSC is
part of the overall corporate strategy of organisations. Hence, culture of an organisation
is naturally developed around performance. This literally infers that culture and tradition
encourages remote development of CMSC. This result is important for project and HR
managers, trainers, commercial, advocacy, policy organisations and other stakeholders in
CMSC development to enable the understanding of the influence of their organisational
culture and tradition in their overall CMSC development plans and programmes.
Please insert Table 7 here

4.4 Organisational Structure as a CSF of Remote Development of CSMC
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In Table 8, respondents were asked to rate organisational structure as a factor that
influences remote development of CMSC in the Nigeria with (1) meaning strongly
encourage and (4) meaning strongly discourage. 54% of the respondents asserted that it
strongly encourages, while 23% opined that it encourages, which brings the total number
of respondents that think it encourages remote development of CMSC to 77%. About 14.3%
are of the view that it discourages, while 8.7% see it as strongly discourage. This brings the
total number of respondents that feel it discourages to 23%. The response of construction
professionals supports literature (Too and Weaver, 2014; Zbirenko and Anderson, 2014;
Maduenyi et al. 2015) that organisational structure encourages and promote CMSC
development. This result correlates with that of organisational culture and tradition in
tables 6 and 7. The inference is for trainers, project and HR managers, commercial,
advocacy and policy organisations to recognise their organisational structure as part of
the strategy in remote development of CMSC.
From the survey conducted, tables 9, 10, 11, and 12 reveal factors that individually motivate
construction managers and supervisors in Nigeria. The tables below listed factors that
could either encourage or discourage remote development of CMSC in Nigeria.
Respondents were asked to rate their preference, in a likert scale, with 1, as strongly
encourage factor and 4, strongly discourage.
Please insert Table 8 here

4.5 Certified Qualification as a CSFs of Remote Development of CSMC

From table 9, 71.2% and 16.4% of respondents noted that obtaining certified qualification
is a factor that strongly encourages and encourages them respectively. Only 1.4% and 11%
asserted that it strongly discourages or discourages them. A total of 87.6% of respondents
noted this as the third influencing individual factor. This implies that obtaining certified
qualification is a CSFs in remote development of CMSC among the Nigerian construction
professionals.
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Please insert Table 9 here

4.6 Respect of Peers as a CSF of Remote Development of CSMC

From table 10, 43.2% and 29.5% of respondents noted that obtaining the respect of others
is a factor that strongly encourages or encourages them respectively. While 26% and 1.4%
of respondents noted obtaining respect of others discourages them or strongly
discourages them respectively. A total of 72.7% of respondents asserted that this as an
influencing factor. This implies that obtaining the respect of peers is a critical success
factor in remote development of CMSC in Nigeria. This result implies that professionals
are keen on how they are perceived by others. Construction professionals want to be well
recognised amongst their peer after participation in a remote development of CSMC. It is
then important for training providers and organisation to acknowledge and apply this
revelation for remote CMSC development in Nigeria. This result supports Ojochide et al.
(2018) position that Nigeria is a perceptive society and this culture influences every human
endeavour in Nigeria.
Please insert Table 10 here
4.7 Promotion and Career Development as a CSF of Remote Development of CSMC
From table 11, 87.7% and 9.5% of respondents noted that promotion and career
development is a factor that strongly encourages or encourages them respectively to
participate in remote development of CMSC. Less than 1% noted it does not encourage
them. A total of 97.2% of respondents noted this as an influencing factor. This implies that
promotion and career development is the second individual CSF in remote development
of CMSC in Nigeria. This corroborate Odia and Ogiedu (2013) that professional choices are
inspired by career development in Nigeria. It is important for organisations, project and
HR managers to recognised this in their remote CMSC development strategy. This result
has also implied that Nigerian construction professionals are career driven professionals
as 97% is very significant.
Please insert Table 11 here

12

AAM: Journal of Engineering, Design and Technology

4.8 Willingness to Learn as a CSFs of Remote Development of CSMC
From table 12 above, 89.3% and 9.9% of respondents noted that willingness to learn new
things is a factor that strongly encourages or encourages them to participate in remote
development of CMSC in Nigeria while less than 1% think it does not. A total of 99.2% of
respondents noted this as an influencing factor. This implies that willingness to learn is the
number 1 individual critical success factor in remote development of CMSC in Nigeria.
Please insert Table 12 here

The results from tables 6-12 are fascinating as it implies that the Nigerian construction
professionals are lovers of knowledge and learning. This revelation will encourage
commercial, advocacy and policy organisations, project and HR managers to invest
required resources in remote development of CMSC with the understanding that
construction professionals consider this investment as an opportunity for further learning,
career development, promotion and respect.
From the results in tables 9, 10, 11 and 12, it can be established that the survey respondents
distinguished willingness to learn, promotion and career development, certified
qualification and respect of peers in this order, as the individual critical success factors in
remote development of CMSC in Nigeria. It is worthy to note that willingness to learn
which will produce certified qualification, influences promotion and career development
which guarantees respect in Nigeria. These CSFs influences the minds of construction
managers in Nigeria and should be taken into serious consideration by employers,
professional construction organisations, trainers and academia. This reveals some motives
and motivations of Nigerian construction managers for remote development of CMSC for
training providers, HR managers and organisational leadership to align incentives and
compensations with these CSFs and others discussed in the literature review section.

5.0. Conclusion
This study contributes to skills and competencies development in construction
management area in several ways. First, it identifies and examines the CSFs to remote
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development of construction management skills and competencies (CMSC) tailored to
developing countries in Africa. It explores the two categories of CSFs in both remote and
traditional CMSC developments and established that the organisational factors which
include leadership, engineering project networks and eLearning, measurement and review
system, strategy and resources, organisational culture, tradition and structure remain
positively dominants in traditional as well as in remote development of CMSC. It further
ranked the individual factors in their order of influence were; willingness to learn,
promotion and career development, obtaining certified qualification and obtaining
respect of peers in this order are CSFs of remote development of CMSC in Nigeria. Findings
reveal insights into motivation of construction management trainees in developing
countries and offered areas of improvements like quality of training and certification,
along with the affiliation of training providers with reputable institutions to enable the
award of valuable credentials to trainees. In practice, the findings of the study require
organisations and policymakers to encourage and reward CMSC development participants
with career promotions.

However, due to the following limitations, the findings of this study should be adopted
with caution. Although this study was conducted in a multicultural society like Nigeria, the
application in other developing countries may experience discrepancies due to local socioeconomic and cultural factors. Additionally, the sample size was relatively small and the
respondents were mostly based in the federal capital city and were all civil engineers. As
such, the conclusions may not reflect the perception of a holistic construction
professionals in other disciplines and regions of the country. Furthermore, the exploration
of CSFs was merely from the perception of construction managers of tertiary education
level, thus might be bias towards middle and senior management level. Hence, secondary
and vocational education level construction managers like the foremen who constitute
bulk of the frontline managers in some small and medium scale construction projects may
reveal more insights. These limitations crave for further investigations using larger
samples that covers various disciplines and different sizes. This will incorporate the views
of wider stakeholders in construction management and more value to the findings present
by this study.
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Is your company a construction Specialist?

VALID

Frequency
128
27
155

Yes
No
Total

Percent (%)
82.6
17.4
100.0

Cumulative %
82.6
100.0

QUESTIONAIRE PERCENT LEVEL OF MANAGEMENT
75

48.4%

Site Managers- Supervisors - Line Manager

50

32.3%

Project Managers - Middle Managers

30

19.3%

Project Executives - Senior Manager

Table 1: Stratification of database

Table 2: Specialisation of respondents’ organisation

Which best describes your current job position

VALID

Project Executive/Director
Project Manager/Engineer
Site Manager/Engineer
Supervisor/Foreman
Others
TOTAL

Frequency
9
55
26
40
25
155

Percent (%)
5.8
35.5
16.8
25.8
16.1
100.0

Cumulative Percent
5.8
41.3
58.1
83.9
100.0

Table 3: Range of respondents’ current job position

How long have you been involved in managing construction project?
Less than 5 years

Frequency Percent (%)
7
4.6
22

Cumulative
4.6
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5-6 years
6-11 years
11-15 years
15-20 years
More than 20 years
Total

67
44.4
49.0
49
32.5
81.5
VALID
9
6.0
87.4
8
5.3
92.7
11
7.3
100.0
151
100.0
MISSING
4
TOTAL
155
Table 4: Experiences of respondents in construction management in the NCI

Sex Gender of Participants

VALID

Male
Female
Total

MISSING
TOTAL

Frequency
152
1
153
2
155

Percent (%)
99.3
.7
100.0

Cumulative Percent
99.3
100.0

Table 5: Gender of respondents

Rate culture as a factor that encourage or discourage remote development of CMSC
Frequency Percent (%)
Cumulative Percent
VALID strongly encourage 76
60.3
60.3
encourage
22
17.5
77.8
discourage
17
13.5
91.3
strongly discourage 11
8.7
100.0
Total
126
100.0
MISSING
29
TOTAL
155
Table 6: Culture as a factor Influencing in remote development of CMSC in Nigeria

Rate tradition as a factor that encourage or discourage remote development of CMSC
Frequency Percent (%) Cumulative Percent
Valid
strongly encourage
76
60.3
60.3
encourage
22
17.5
77.8
23
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discourage
17
13.5
91.3
strongly discourage
11
8.7
100.0
Total
126
100.0
Missing 0
29
Total
155
Table 7: Tradition as factor influencing remote development of CMSC in Nigeria

Rate organisational structure as a factor that influences the remote development of
CMSC
Frequency Percent
Cumulative Percent
VALID
strongly encourage
68
54.0
54.0
encourage
29
23.0
77.0
discourage
18
14.3
91.3
strongly discourage
11
8.7
100.0
Total
126
100.0
MISSING
29
TOTAL
155
Table 8: Organisational structure as an influencing factor in remote development of CMSC
in Nigeria

obtaining certified qualification as a CSF remote development of CMSC in Nigeria
Frequency Percentage (%) Cumulative Percentage
VALID
Strongly Encourage 104
71.2
71.2
Encourage
24
16.4
87.7
Strongly discourage 2
1.4
89.0
Discourage
16
11.0
100.0
Total
146
100.0
MISSING
9
TOTAL
155
Table 9: Certified qualification as a CSF in remote development of CMSC in Nigeria

24

AAM: Journal of Engineering, Design and Technology

obtaining respect of peers as a CSF remote development of CMSC in Nigeria
Frequency Percentage (%) Cumulative Percentage
VALID
Strongly Encourage 63
43.2
43.2
Encourage
43
29.5
72.6
Strongly Discourage 2
1.4
74.0
Discourage
38
26.0
100.0
Total
146
100.0
MISSING
9
TOTAL
155
Table 10: Respect of peers as a CSF in remote development of CMSC in Nigeria

Promotion and career as a CSF remote development of CMSC in Nigeria
Frequency Percentage (%) Cumulative Percentage %
VALID
Strongly Encourage 113
89.7
89.7
Encourage
12
9.5
99.2
Discourage
1
.8
100.0
Total
126
100.0
MISSING
29
TOTAL
155
Table 11: Promotion and career development as CSF in remote development of CMSC in
Nigeria

Willingness to learn as a CSF in remote development of CMSC in Nigeria
Frequency Percentage (%) Cumulative Percentage %
VALID
Strongly Encourage 108
89.3
89.3
Encourage
12
9.9
99.2
Discourage
1
.8
100.0
25
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Total
0

121
100.0
MISSING
34
TOTAL
155
Table 12: Willingness to learn as a CSF in remote development of CMSC in Nigeria
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