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Nigeria faces a severe skills gap that costs its economy an estimated $14 billion
annually and contributes to youth unemployment exceeding 33%. Sector-specific
shortages such as a 68% deficit in ICT competencies and a 63% shortfall in agricultural
expertise compound the problem, alongside persistent disparities in access to quality
education and vocational training. While Human Resource Management (HRM)
interventions have gained traction in recent years, there is limited empirical evidence
evaluating their effectiveness across key sectors. This study conducts a narrative review
of literature published between 2015 and 2023, drawing on peer-reviewed research,
institutional reports (e.g., World Bank, PwC, NBS), and illustrative case studies such
as Andela's digital talent model. It benchmarks Nigeria’s HRM landscape against
regional comparators, including Kenya’s Technical and Vocational Education and
Training (TVET) reforms and South Africa’s skills development strategies. Findings
reveal that vocational training programs (with a 60% readiness score) outperform
traditional tertiary education pathways (40%). Sector-specific HRM strategies,
particularly apprenticeships and public-private partnerships, demonstrate significant
promises, increasing job placement rates by up to 30%. However, where structural
inequalities persist, women remain 30% less likely to access upskilling programs, and
rural communities face persistent digital infrastructure gaps. Private-sector models
exhibit high scalability but require robust policy and institutional backing. Addressing
Nigeria’s skills crisis demands context-sensitive, blended strategies such as industry-
aligned curricula, gender-inclusive vocational programs, and rural-focused digital
expansion that could unlock an estimated 5% in annual GDP growth. To accelerate
impact, this study recommends the establishment of a national skills council to
standardize certifications, the introduction of tax incentives for employer-led training,
and strategic investments in digital infrastructure. Bridging Nigeria’s skills gap is vital
to reducing inequality, minimizing economic losses, and transforming the nation’s
youth into catalysts for inclusive, sustainable development.

Keywords: Skills gap, Talent management, HRM interventions, VVocational training,
Nigeria, Youth unemployment, Public-private partnerships
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INTRODUCTION

Nigeria’s economic growth is hindered by
persistent skills gaps and talent shortages,
exacerbated by technological advancements,
demographic pressures, and insufficient investment
in workforce development (World Bank, 2020).
Despite having a youthful population of over 50
million people aged 18-35, employability remains
critically low, with a 33.3% unemployment rate
(National Bureau of Statistics, 2023). Employers
report operational inefficiencies due to skills
mismatches, particularly in high-demand sectors
like technology, healthcare, and engineering
(Okeke & Ezeh, 2022). While national trends
highlight these challenges, sector-specific insights
remain scarce, limiting targeted interventions
(Okorie, et al., 2023). Current HRM strategies in
Nigeria are fragmented, with uneven adoption of
digital learning, apprenticeships, and public-private
partnerships (Adeoye, 2023). Successful models
from countries like Germany and South Africa
demonstrate the potential of structured vocational
training, yet Nigeria’s skills mismatch reduction
rate lags at 15% compared to 40% elsewhere
(World Bank, 2022). Firms such as MTN and
Dangote have implemented corporate training
academies, but these initiatives lack scalability and
systemic integration (Sparrow et al., 2021). The
absence of empirical evaluations further
complicates efforts to identify effective HRM
interventions. The economic impact of talent
shortages is profound, with estimated annual losses
of $14 billion due to unrealized productivity
(PricewaterhouseCoopers, 2022). Sectoral
disparities are stark: urban areas like Lagos face
tech talent deficits, while rural regions struggle
with outdated agricultural skills (FAO, 2022).
Gender imbalances persist, as women are 30% less
likely to access vocational training (Raimi et al.,
2019a). Without granular data, policymakers
cannot design evidence-based solutions to align
education with labor market needs (Organisation
for Economic Co-operation and Development,
2023). Addressing these gaps is essential for
Nigeria’s Vision 2050 goals. Closing skills
mismatches could boost GDP growth by 5%
annually  (World  Bank, 2023a). Youth
unemployment, which affects 70% of Nigerians
under 35, demands urgent interventions like
reskilling programs and job-matching platforms
(International Labour Organization, 2023). Global
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competitiveness also hinges on improving digital
literacy and technical training, areas where Nigeria
trails peers like Kenya and South Africa (World
Economic Forum, 2023a). To drive meaningful
change, Nigeria must prioritize sector-specific
workforce analytics, scalable HRM models, and
stronger industry-education collaboration (Aguinis
et al., 2023). Investments in digital learning
infrastructure and competency-based training can
bridge immediate gaps, while long-term reforms
should focus on curriculum modernization and
policy incentives for employer-led training
(McKinsey & Company, 2021). A coordinated
approach will transform Nigeria’s demographic
dividend into sustainable economic growth. Thus,
this review seeks to answer: How can human
resource management strategies effectively address
skills gaps and talent shortages in Nigeria, and what
contextual considerations must guide their
application across different sectors? While, this
narrative review fills three key gaps in the current
literature:

I. It provides a granular analysis of Nigeria’s
skills gaps, exposing stark sectoral and
regional disparities from urban digital skill
shortages to rural agricultural deficits while
highlighting systemic inequities in access and
education.

. Through empirical case studies (e.g., Andela’s
model) and regional comparisons, it evaluates
the efficacy of HRM interventions such as
digital upskilling, vocational training, and
apprenticeships, identifying  successes,
limitations, and transferable lessons.
It advances actionable policy frameworks to
bridge these gaps, emphasizing blended
strategies (e.g., public-private partnerships,
skills-based hiring) and structural reforms to
align education with labor market demands,
underpinned by economic urgency.

This review is especially valuable for
policymakers, educators, and industry stakeholders
aiming to strengthen talent pipelines in Nigeria.

METHODS

Scope and Boundaries

This narrative review synthesizes empirical
evidence, institutional data, and policy-relevant
literature focused on human resource management
(HRM), skills development, and talent shortages
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within the Nigerian context. The scope extends
across key economic sectors including information
technology, agriculture, finance, and education to
identify cross-sectoral disparities and intervention
strategies. Given Nigeria’s unique demographic
and economic profile, the review also integrates
analyses of youth employability, gender disparities
in access to training, and the degree of alignment
between educational curricula and labor market
demands. To guide the review’s breadth and
thematic consistency, keywords were organized
into three conceptual domains:

i. HRM and labor market themes: “talent
management,” “HRM interventions,” “skills-
based hiring,” “workforce development
Nigeria”

. Sector-specific terms: “vocational training

Nigeria,” “digital skills gap,” “agricultural
workforce shortages”
iii. Equity and demographic terms: “youth
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unemployment,” “gender disparity in training
access,” “rural skills deficit”

This structured approach ensured the inclusion of
both high-impact studies and context-specific data
across diverse economic sectors and social
demographics.

Inclusion and Exclusion Criteria

A multi-source search strategy was adopted to
capture peer-reviewed academic publications,
policy papers, and grey literature relevant to
Nigeria’s skills ecosystem. Inclusion was guided by
the following criteria:

I. Published between 2015 and 2023, with
exceptions for highly cited foundational
works

Focused on HRM practices, workforce
development, or talent shortages within
Nigeria or Sub-Saharan Africa

iii. Empirical in nature or of demonstrated policy
significance

. Addressed one or more dimensions of the
skills gap: education-industry alignment,
digital or vocational training, sectoral HRM
strategy, or regional disparity

Included sources comprised:
I. Academic journals indexed
PubMed, and Google Scholar

in  Scopus,
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ii. Institutional reports from organizations such
as the World Bank, PwC, FAO, LinkedIn,
and the Nigerian Bureau of Statistics

Grey literature including government white
papers, private-sector evaluations, and
illustrative case studies (e.g., Andela,

Decagon, MTN Academy)

Exclusion  criteria  were  deliberately
restrictive to maintain conceptual rigor and
policy relevance:

i. Articles with no empirical or evaluative
content

Studies unrelated to the Nigerian or Sub-
Saharan African context

iii. Papers lacking methodological
transparency

iv. Publications prior to 2015, unless
frequently  cited or  conceptually

foundational (e.g., seminal HRM theories
or global frameworks on skills mismatch)

This layered inclusion/exclusion design allowed for
both analytical depth and thematic breadth while
ensuring relevance to real-world HRM policy
challenges.

Search Strategy

To accommodate the diversity of relevant data
types ranging from peer-reviewed research to
sectoral case studies, a narrative review
methodology was employed rather than a
systematic review. This approach was chosen for its
flexibility in synthesizing multidisciplinary and
non-standardized sources, which are prevalent in
the emerging field of skills development policy in
Africa. While narrative reviews may lack the rigid
replicability of systematic protocols, they offer
greater contextual sensitivity and are well-suited
for mapping complex, policy-influenced domains.
The search was conducted across four major
platforms, Google Scholar, Scopus, PubMed, and
organizational portals (e.g., World Bank Open
Knowledge Repository, LinkedIn Workforce
Insights). Boolean combinations and advanced
keyword filters were applied using the themes
outlined in Section 2.1. The search strategy was
iterative, allowing the authors to refine queries
based on recurring terminology and emerging
patterns in the literature. The initial search yielded
approximately 150 records. After title and abstract
screening, 77 articles were excluded due to
duplication, geographic irrelevance, or lack of
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methodological rigor. The remaining 73 full-text
articles were reviewed in detail. Following a
second-level appraisal based on theoretical
contribution, policy applicability, and data quality,
48 studies were included in the final synthesis.

Initial
identification
of records

150 records
identified

YO0

Screening by
title and
abstract

Duplicates and
irrelevant removed

O

Authors Design

77 records excluded

Figure 1 below outlines the article selection
process.

25 articles excluded

48 studies included

73 articles assessed

Figure 1: Literature Selection Process

RESULTS

Sectoral and Regional Disparities in Nigeria’s
Skills Gap

Nigeria’s skills crisis exhibits stark sectoral and
regional disparities, with urban hubs like Lagos and
Abuja facing acute shortages of digitally competent
workers 68% of ICT & Tech employers lack
software development and cybersecurity expertise,
while 51% in Finance report gaps in data analytics
(Pricewaterhouse Coopers, 2023; LinkedIn, 2023).
Conversely, rural agriculture grapples with a 63%
deficit in mechanized farming and agribusiness
skills (FAO, 2022), highlighting divergent
challenges between high-tech urban sectors and
technically underserved rural industries. These
imbalances are compounded by systemic
inequities: women are 30% less likely to access
vocational training, and only 12% of tertiary
curricula meet industry needs (Raimi et al., 2019a;
National Universities Commission, 2023) (Table
1). Sector-specific gaps further persist in
Manufacturing (54% in machine operations) and
Health (47% in diagnostics) (National Bureau of
Statistics, 2022; World Health Organization, 2023),
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revealing a fragmented crisis that demands tailored
interventions (Table 1).

Bridging Nigeria’s Skills Gap: Mismatched
Education, Weak HRM Interventions, and
Regional Lessons

Despite growing interest in digital learning and
apprenticeship models, empirical evidence on their
efficacy in Nigeria remains scarce. While
initiatives like Andela’s tech training demonstrate
the promise of industry-specific upskilling, broader
adoption is hindered by a lack of contextualized
HRM strategies, as noted by Nwachukwu et al.
(2022). Compounding this issue, comparative
studies of vocational training versus on-the-job
apprenticeships, particularly their impact on
employment outcomes are notably absent. This gap
in research mirrors the systemic inefficiencies
visible in Nigeria’s education-to-labor pipeline,
where vocational training (60% skills readiness;
55% employment) outperforms tertiary education
(40% readiness despite 50% employment), as
illustrated in Figure 2. The stark disparities across
primary, secondary, and tertiary levels underscore
the urgent need for interventions that align
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Table 1: Sector-Specific Skills Gaps in Nigeria

% of Employers

Sector Key Skills Lacking Reporting Shortages Source
ICT & Tech Software development, cybersecurity 68% PwC (2023)
Manufacturing Machine operations, quality control 54% NBS (2022)
Health Medical technicians, diagnostics 47% WHO (2023)
Finance Data analytics, risk management 51% LinkedIn (2023)
Agriculture Mechanized farming, agribusiness skills 63% FAO (2022)

Source: Authors Compilation

education with market demands. These challenges
are further contextualized by Nigeria’s regional
standing, as shown in Table 2. With a talent
readiness score of 42/100, the lowest among peers,
Nigeria’s reliance on pilot programs contrasts
sharply with Kenya’s scaled TVET reforms
(58/100) and South Africa’s sector-specific HRM
policies (66/100). Even Ghana (49/100), despite
trailing regionally, outperforms Nigeria through
vocational curriculum integration, suggesting that
systemic educational adjustments yield measurable
gains. Together, these findings highlight not only
Nigeria’s lag in human capital development but

70 Employment Rate
Skills Readiness

60

b wm
o o

Percentage (%)

20

10

Primary Secondary

also the transformative potential of targeted,
evidence-based interventions to bridge skills gaps
across Africa. In addition, figure 3 illustrates the
lifecycle of a successful private Human Resource
Management (HRM) intervention, beginning with
the input of tech talent. This talent undergoes
training through remote coding bootcamps and
internships, ultimately leading to positive outcomes
such as global job placements and the
establishment of local startups.

Tertiary Vocational

Figure 2: Youth Employment vs Skills Readiness by Education Level
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Table 2: Comparative Talent Readiness Index

Talent Readiness Score

Country (0-100) Major Interventions Used

Nigeria 42 Limited; pilot programs only

Kenya 58 TVET scaling, public-private
models

South Africa 66 Sector-specific HRM reforms

Ghana 49 Vocational curriculum integration

Source: World Economic Forum (2023a)

-

Talent Digital

Skills)

Mentorship &

Sourcing Training Pair Real Project
(Unemploye (Coding, Programming (Cliegt Erlm?jcg?mzrc])ting
d Youth) Soft Remote Base N

( Assignment) Upskilling

Collaboration)

(Job Market
Integration)

Lifecycle of a Successful Private HRM Intervention

Figure 3: Reskilling Pathways in Nigeria — A Case Study of Andela

Economic Imperatives and Strategic
Interventions for Nigeria's Skills Gap

Nigeria faces severe economic consequences from
its persistent skills mismatches, with unrealized
productivity costing $14 billion annually and
creating a 3% GDP drag (PricewaterhouseCoopers,
2022; World Health Organization, 2022) Strategic
solutions could reverse these losses, potentially
boosting GDP growth by 5% annually (World
Bank, 2023b). Current HRM interventions
demonstrate this potential: apprenticeships show
high effectiveness with 30% improved job
placements (Nwachukwu et al., 2022), while PPP
vocational training programs achieve similar

Table 3: HRM Strategies and Their Impact

success (PricewaterhouseCoopers, 2023). Digital
upskilling platforms and skills-based hiring, though
less proven, offer complementary value (Okorie et
al., 2023; McKinsey & Company, 2023). To
capitalize on these opportunities, Nigeria must
combine immediate solutions like blended
apprenticeship-PPP models with systemic reforms
in education and labor policy to achieve both short-
term gains and sustainable workforce development.

HRM Strategy Description

Impact on Skills Gap

Evidence Source

Apprenticeships On-the-job learning with

High (30% placement

Nwachukwu et al. (2022)

stipends increase)
Digital Upskilling Or_1I|ne training for digital Moderate Okorie et al. (2023)
Platforms skills
PPR in Vocational gomt government- High PWC (2023)
Training industry programs
Skills-based Hiring Hiring by competency Emerging McKinsey (2023)

rather than degrees

Authors Compilation

76



Adias and Raimi (2025) / JEPSD, 1(1), July, 71 — 83

DISCUSSION

Disparities in Nigeria's Skills Crisis: A Sectoral
and Regional Analysis

The findings regarding Nigeria's skills crisis,
marked by stark sectoral and regional disparities,
resonate with existing literature that highlights
similar trends in skill shortages across various
economies. For instance, the OECD’s report
“Bridging talent shortages in tech” (Organization
for Economic Co-operation and Development,
2024) underscores the acute demand for skilled
workers in high-tech sectors, aligning with the
observation that 68% of ICT and Tech employers
in Nigeria lack software development and
cybersecurity expertise. Furthermore, the systemic
inequities faced by women in accessing vocational
training, as noted in the UNDP (United Nations
Development Programme, 2023) report, are
supported by the Global Gender Gap Report
(World Economic Forum, 2023b) which indicates
that gender disparities in educational access
continue to perpetuate skill deficits. Additionally,
the Insights into Skill Shortages and Skill
Mismatch by CEDEFOP (European Centre for the
Development of Vocational Training, 2018)
provides a broader European context, illustrating
how skill mismatches can hinder economic growth,
thereby reinforcing the urgency for tailored
interventions in Nigeria’s diverse sectors.
Conversely, the challenges faced by rural
agriculture in Nigeria, with a 63% deficit in
mechanized farming skills, underline a critical gap
that is often overlooked in discussions about high-
tech industries. This disparity is echoed in the work
by Chris Clarke et al. (2022), which articulates the
economic costs associated with socio-economic
disadvantages, suggesting that neglecting rural
industries exacerbates economic inequalities.
Moreover, the fragmentation of skill shortages in
sectors like Manufacturing and Health indicates a
broader trend where systemic issues, such as
inadequate educational curricula (only 12%
meeting industry needs, per National Universities
Commission (2023), parallel findings from the
World Bank (2025) regarding the inefficacy of
education systems in equipping youths for the labor
market. Thus, addressing these sector-specific gaps
is crucial, as highlighted in the Gini index
discussions, which emphasize the need for
equitable  resource  distribution to  foster
comprehensive socioeconomic development.
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Gaps in HRM Interventions and Education-
Labor Misalignment and Regional Lessons in
Nigeria’s Skills Crisis and Private-Sector
Solutions

The findings on the scarcity of empirical evidence
for digital and apprenticeship models align with
broader critiques of Nigeria’s skills development
ecosystem. Like Nwachukwu et al. (2022),
Omoyajowo et al. (2021a, b) notes that 72% of
HRM initiatives fail due to poor localization,
corroborating the observation about
contextualization gaps. The superior performance
of vocational training (60% readiness) over tertiary
education mirrors Okeke’s (2023) discovery that
Nigerian employers value technical certifications
more than degrees. However, the data contrasts
with Emejo et al. (2024), who argue that tertiary
institutions are adapting faster (citing 35%
curriculum updates), though their study focused
only on urban universities. The absence of
comparative  studies on  vocational  vs.
apprenticeship outcomes echoes a systemic
research gap identified by the World Bank (2023b)
in its Nigeria Skills Diagnostic Report, which calls
for rigorous impact evaluations. Nigeria’s lag in
talent readiness (42/100) reflects Oluwatobi et al.’s
(2023) findings that policy fragmentation
undermines skills reforms. Kenya’s TVET success
(58/100) aligns with Ngugi and Were’s (2024)
analysis of its centralized qualification framework,
while South Africa’s sector-specific HRM reforms
(66/100) validate Paterson et al.’s (2023) case for
industry-led standards. Ghana’s outperformance
(49/100) through vocational integration supports
Ansah’s (2023) evidence on competency-based
curricula. The figure 3’s private HRM model finds
partial support in Adetunji’s (2024) study of
Andela and Decagon, though he cautions that such
initiatives reach only 8% of Nigeria’s tech talent
pool. These comparisons collectively justify the
call for blended, evidence-based interventions but
highlight scalability challenges absent in the
results.

Economic Impact and Systemic Reform through
HRM Interventions

Findings on Nigeria's $14 billion productivity loss
align with broader talent management literature that
emphasizes the economic costs of skills
mismatches. Cappelli's (2008) seminal work in
Harvard Business Review confirms that strategic
talent management can yield 3-5% GDP growth
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potential, supporting the World Bank (2023a)
projection. The 30% placement improvement from
apprenticeships resonates  with Bethke-
Langenegger et al.'s (2011) European evidence on
practice-based learning effectiveness. However,
the optimism about digital upskilling contrasts with
Thunnissen et al.'s (2013) contextual analysis
showing limited tech-training ROI in developing
economies. The PPP success aligns with Som's
(2007) Indian case studies on collaborative HRM
models, though the focus on short-term gains
differs from Nilsson & Ellstrom's (2012) warning
about  neglecting long-term  employability.
McKinsey's (1998) “War for Talent” framework
substantiates the skills-based hiring
recommendation, while Brayan & Joyce's (2007)
caution about implementation barriers in emerging
markets tempers expectations. The call for blended
solutions finds theoretical support in Al Ariss et
al.'s (2014) pluralistic talent management
approach, which advocates context-sensitive
hybrid models. The education-labor policy reforms
echo Kaufman's (2007) institutional theory of
HRM system alignment, though they challenge
Friedman's (2007) tech-centric evolution model.
The regional disparity evidence complements
Manpower Group's (2013) global talent shortage
surveys while contradicting Birchall et al.'s (2008)
universal best practices thesis. Patil's (2007) flat-
world talent strategy validates the private-sector
solutions, but Chambers et al.'s (1998) retention
research suggests the model may undervalue
attrition risks. Muhammad & Shao's (2013) African
talent retention studies confirm the sector-specific
intervention needs, while Reilly's (2008) public
sector focus highlights gaps in policy framework
for civil service upskilling.

Implications for Policy and Interventions

1. Sector-Specific Reforms

The stark disparities in skills gaps across sectors
(e.g., 68% in ICT vs. 63% in agriculture) demand
targeted policy interventions. For urban tech hubs
like Lagos, policies should prioritize digital
infrastructure investments and industry-aligned
certifications (e.g., partnerships with tech firms like
Andela). In rural areas, agricultural modernization
programs must integrate mechanized farming
training and agribusiness education (FAO, 2022;
Modupe et al., 2022a; Modupe et al., 2022b;
Omotoso et al., 2021; Oweibia et al., 2024; Jacob
et al., 2023; Modupe et al., 2023, Oshatunberu et
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al., 2023; Asiegbu et al., 2022; Hussain et al.,
2021a; Olalekan et al., 2021; Hussain et al., 2021b;
Morufu et al., 2021a; Morufu, 2021b; Isah, et al.,
2020a; Olalekan et al., 2020; Isah et al., 2020b;
Suleiman et al., 2019; Raimi et al., 2020; Anthony
et al., 2025). The gender gap in vocational access
(30% disparity) calls for gender-inclusive policies,
such as subsidized training for women and mobile
learning units in underserved regions (Raimi et al.,
2019a; Raimi et al., 2019b; Raimi et al., 2019c;
Raimi et al, 2022a; Raimi et al., 2022b;
Abdulraheem et al., 2025; Adias et al., 2025).

2. Systemic HRM Integration

The success of apprenticeships (30% job placement
increase) and PPP  vocational programs
(PricewaterhouseCoopers, 2023) underscores the
need for scaled public-private collaborations.
Nigeria should institutionalize these models
through national skills councils to align curricula
with industry needs (only 12% currently do, per
(National ~ Universities Commission, 2023).
Lessons from Kenya’s TVET reforms (58/100
readiness) and South Africa’s sector-specific HRM
(66/100) highlight the value of centralized
qualification  frameworks and employer-led
training standards (World Economic Forum,
2023a).

CONCLUSION

This review has underscored the pressing nature of
Nigeria’s skills crisis, which costs $14 billion
annually in lost productivity and disproportionately
affects youth (33.3% unemployment). While
vocational training demonstrates promise (60%
skills readiness), systemic failures persist
particularly in tertiary education (40% readiness)
and regional equity, as evidenced by Nigeria’s
lagging talent readiness score (42/100) compared to
peers like Kenya and South Africa. Private-sector
initiatives, such as Andela’s bootcamps, offer
scalable templates but require targeted policy
support to address coverage gaps, including rural
access and gender disparities (30% fewer women in
vocational training). Crucially, the review
highlights the need for coordinated, evidence-based
reforms among policymakers, educators, and
industry leaders, while contributing a sector-
informed lens to the discourse. Future research
must prioritize empirical evaluations of HRM
interventions and contextually adaptable models to
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bridge the gap between Nigeria’s workforce
potential and labor market demands.

Recommendations

Immediate Actions:

e Scale apprenticeships and PPPs: Mandate
private-sector participation in vocational
training via tax incentives (modeled after
Kenya’s TVET reforms).

e Digital literacy campaigns: Partner with telcos
to deliver low-cost upskilling platforms (e.g.,
MTN’s corporate academies).

Long-Term Structural Reforms:

e Curriculum modernization: Align 50% of
tertiary programs with industry needs by 2030,
using Ghana’s competency-based model
(49/100 readiness).

e Gender equity funds: Allocate 15% of
education budgets to women’s vocational
access, targeting rural areas.

Vocational
Training for
Women

Vocational Training for
Women empowers

socially but has limited
economic reach.

Basic Agricultural
Training has minimal
economic and social

impact.

Monitoring & Evaluation:

e Establish a national skills observatory to track
intervention efficacy, using metrics from Table
3 (e.g., placement rates).

Significant  Statement and  Real-World
Implications

Nigeria's potential 5% annual GDP growth through
strategic  skills gap closure would have
transformative real-world implications: reversing
the $14 billion productivity drain could fund
critical infrastructure while addressing 33.3%
youth unemployment. Successful implementation
would reduce urban-rural disparities (e.g., 68% ICT
shortages vs. 63% agricultural deficits) and gender
gaps (30% fewer women in vocational training),
mitigating social inequality. At scale, such reforms
like Kenya-inspired TVET expansion and Andela-
modeled tech hubs would position Nigeria
competitively in AfCFTA markets, turning its
demographic dividend into sustainable
development. Thus, graphically it is represented

(Figure 4 below) as:

TVET Expansion

TVET Expansion offers
high economic and
social benefits by
enhancing skills.

Tech Hubs

Tech Hubs drive
economic growth with
limited social outreach.

Figure 4: Nigeria’s Strategic Growth and Development Initiatives
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