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ABSTRACT. Early career experience can play a significant part in lifelong professional ca-
pability and the support and knowledge gained during the early years of graduate employ-
ment can influence future career direction and success. Whilst there are prescribed models
of graduate development relative to the surveying professions, for example, those relating to
the APC utilised by the RICS, there has been little evaluation in terms of their relative con-
tribution to career success. Through the use of a questionnaire survey, the issue of learning
and development for new graduates in their early career, the extent to which new graduates
perceive themselves to be competent in various major quantity surveying activities and, the
range of graduate training provided by the employer were explored. The main conclusions
drawn from the study are that: new graduates exhibit a high level of self-doubt in professional
competence; task competence is influenced by frequency of application, years of postgraduate
experience and the mode of study taken by graduates in entering the QS profession. There
is a difference between training received by graduates working for consultant and contract-
ing employers. Graduates from full time study mode tend to receive more training from their
employers compared to part time graduates.

KEYWORDS: Assessment of professional competence (APC); Early career training; New
graduates; Quantity surveying (QS); Royal Institution of Chartered Surveyors (RICS)
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1. INTRODUCTION

A particularly challenging task for someone
who is ‘starting out’ in their professional life
is to assemble and integrate several kinds of
knowledge gained from general experience,
education and work. Literature on early pro-
fessional learning is largely restricted to medi-

cine, nursing, teaching and civil engineering
(Eraut, 2005). Also, whilst there are well pre-
scribed models of graduate development rela-
tive to the surveying professions, for example,
those relating to the Assessment of Profession-
al Competence (APC) or from a wide variety
of training programmes established by major
employers, there has been little evaluation in
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terms of their relative contribution to career
success.

Highlighting the potential difficulties of
early career learning, research such as Charn-
ley (1999), Godinez et al. (1999) and Green-
wood (2000) which looks at the role transition
of graduate to staff nurse has shown that the
transition from student to newly qualified
nurse 1s stressful and demanding. In the con-
struction arena, research conducted by Love
et al. (2001) to establish whether construction
managers are able to identify those key skills
needed for the future success of the industry
indicated that there is a need to improve the
skill levels of construction graduates. As learn-
ing in the university environment is, in the
main, limited to classroom activity, the burden
of work-based training for new graduates, rec-
ognised as essential to developing full profes-
sional competence, would naturally fall upon
practitioners. The importance of employer in-
volvement in enhancing professional capability
and career satisfaction is clearly central.

Research by Eraut (2003) that looked at
learning during the first three years of post-
graduate employment, indicated that the sup-
port and knowledge gained during the early
years of graduate employment is a contrib-
uting factor that can influence upon a new
graduate’s decision to continue to stay in their
chosen profession or not. In addition, Gardner
(1992) that looked at retention of new gradu-
ates showed that dissatisfaction with career
advancement opportunities has the largest ef-
fect on deciding to quit a profession. Therefore,
a better understanding of the factors influenc-
ing early career development is a worthwhile
objective. Recognition that early career expe-
rience can play a significant part in lifelong
professional capability and satisfaction is of
relevance to the Quantity Surveying (QS) pro-
fession. It is also of interest for the RICS as
the professional body to understand the ap-
parent hesitance of some graduates to pursue
professional body membership (Perera, 2006).
In the study by Perera (2006) it indicates that
nearly 80% of graduates now seek employment
with contractors and hence possibly may end

up with membership of allied professional
bodies such as Chartered Institute of Building
(CIOB).

This research will add to the understand-
ing of early career development within the QS
profession through the following specific objec-
tives:

1. To explore various types of support need-

ed for early career learning;

2. To investigate the current practices used
in the management and implementation
of early career learning in the QS profes-
sion;

3. To establish the extent to which the pro-
gress of learning is influenced by a range
of possible factors, including; employer
type; employer workload, corporate ethos
and mission, client base; size of employ-
er, location of employer, workplace envi-
ronment;

4. To explore the impact of method of grad-
uate entry on early career learning via
full-time, part-time and sandwich course
study.

This research will also inform new gradu-
ates of ways in which to enhance professional
development in their early career and improve
our understanding of graduate retention and
levels of participation within the RICS. The ap-
proach will also provide a basis for a strategic
review of the way new graduates are trained
in the workplace. The overall strategy of the
research is to adopt the concepts of ‘learning’
and ‘knowledge transfer’, amongst others, to
investigate the issues associated with the ear-
ly career development of QS graduates.

2. EARLY CAREER DEVELOPMENT

Previous research has provided some un-
derstanding of the meaning and significance
of the ‘career’ as a fundamental part of per-
sonal development. The concept of ‘career’ as
suggested by Arthur et al. (1999) is to explore
individual identity and social institutions,
work and other experiences. Extending this, as
careers unfold, there will be a change in the
way we present ourselves to others, treated by
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others and interact with others (Barley, 1989).
The process by which individuals pick up or
cultivate a certain set of capabilities, connec-
tions, confidence, and cognition due to their
work experiences at a particular employer is
called career imprinting (Higgins, 2005), the
focus of this research.

A challenge exists in matching academic
provision with professional needs is well versed
and employers have expressed concerns, for
example, on the apparent gap between engi-
neering education and professional practice
(Dillon, 1998; Florman, 1997; Pascail, 2006).
In accepting this position, a better understand-
ing of the needs of new graduates in the work-
place will help employers in their provision
of training and educators in improving pro-
gramme design. This perspective is supported
by Coupland (2004) who focuses on the tools
and practices of interaction, identified that the
company career structure described by some
participants as lacking in explicit stages and
suggested that the company should take on a
greater role in the individual’s career.

As opposed to the traditional image of a
linear and organizationally bound journey
where graduates expect employers to play a
greater role in an individual’s career develop-
ment (Coupland, 2004), career has also been
conceptualised as having no boundary (Arthur
and Rousseau, 1996; Arthur et al., 2005). In
this alternative view, individuals are expected
to self-manage their own careers rather than
rely on organisational direction (Hall and
Chandler, 2005; Hall and Mirvis, 1995). Ac-
cording to the Social Cognitive Career Theory
(Lent, 2005), the model proposes that people
are more likely to take actions to achieve their
goals if they have access to environmental (or-
ganisational) support and resources relevant
to the pursuit of these goals. However, the
model of proactive behaviour (Crant, 2000)
indicates that an individual’s disposition or
personality will influence the extent to which
they take the initiative to engage in career
management behaviours and achieve career
satisfaction. Thus, the onus of developing one’s
career is on the individual to take up a range

of activities outside day to day work that are
geared towards personal development or on-
going employability. However, the provision of
opportunity for career imprinting should still
lie with the employer.

‘Career’ is linked to learning “in a virtuous
cycle” (Arthur et al., 1999). Learning is rep-
resented as an on-going individual process,
driven by the life-long learning imperative
and focused on the development of learning
and career meta-skills (Hall, 2002; Waterman
et al., 1994) and is treated as an unquestioned
value in itself (Gherardi, 1999). Learning is
unequivocally identified as a proxy for career
success (Weick, 1996). Organisational support
for career development is also called “organisa-
tional career management” or “organisational
sponsorship” and refers to the programs, pro-
cesses and assistance provided by organisa-
tions to support and enhance their employees’
career success (Ng et al., 2005; Orpen, 1994).
Training refers to the formal provision of
learning experiences at work (Mallon and Wal-
ton, 2005). In this research, participants were
asked to provide data on aspects of organisa-
tional career management and to indicate the
extent to which various types of training were
provided by their employers.

Competency is defined by Holmes and Joyce
(1993) as action, behaviour or outcome which
a person should be able to demonstrate, or the
ability to transfer skills and knowledge to new
situations within an occupational area. In this
study, competency is defined as an identifiable
aspect of prospective work behaviour attribut-
able to the quantity surveyor that is expected
to contribute positively to organizational ef-
fectiveness in the construction industry. This
is in line with the RICS who identifies three
types of QS competencies categorised as man-
datory, core and optional with a three level
attainment of each competency (RICS, 2006).
In a study on nurses’ competencies, Meretoja
et al. (2004) found a positive relationship be-
tween competency and frequency of use. This
survey explores this relationship in the con-
text of quantity surveying graduates in the
construction industry.
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3. RESEARCH METHOD

According to Denzin and Lincoln (1994), the
researcher’s ontological, epistemological and
methodological premises (assumptions) are
contained under the research paradigm. These
assumptions are also the core components of
the research process given by Grix (2002) in
his diagram ‘The interrelationship between the
building blocks of research’. There are various
research methodologies which one may employ,
some of them belong to the deductive approach
and others to the inductive approach. The con-
text of this research falls under positivism re-
search paradigm and a deductive approach was
taken where numerical and statistical process
was used to answer questions about early ca-
reer quantity surveying graduates.

Ontological assumptions are concerned
with what we believe constitutes social real-
ity (Blaikie, 2000). According to Tuli (2010),
ontological questions in social science research
are related to the nature of reality and there
are two broad and contrasting positions: objec-
tivism and constructivism. The position held
in this research is objectivism and the philo-
sophical basis is that the world exists and is
knowable and researchers can use quantita-
tive methodology to discover it (Cohen et al.,
2000). Research findings under this strand are
usually represented quantitatively in numbers
(Tuli, 2010; Mutch, 2005; Cohen et al., 2000).

Epistemology focuses on the knowledge
gathering process and is concerned with devel-
oping new models or theories. Two epistemo-
logical positions were identified by Tuli (2010):
positivism and interpretivism. According to
Neuman (2003, cited in Tuli, 2010), positivism
sees social science as an organised method for
combining deductive logic with precise empiri-
cal observations of individual behaviour in or-
der to discover and confirm a set of probabil-
istic causal laws that can be used to predict
general patterns of human activity. Findings
from this research are taken from a positivism
perspective and are explained in quantitative
terms; multivariate analysis and techniques
for statistical predictions are among the clas-
sic contributions of this type of research.

4. QUESTIONNAIRE DESIGN
AND SAMPLING

Survey research methodology was adopted in
this research to investigate the competency
level and training of quantity surveying gradu-
ates in their early careers. The research ques-
tionnaire was designed using variables identi-
fied during exploratory studies.

The survey population in this study is re-
cent graduates with not more than 3 years
of working experience as quantity surveyors.
Non Probability Sampling, whereby the re-
search subjects are chosen for specific attrib-
utes rather than from a random selection, is
adopted in this study as the research primarily
looks at the early career of quantity survey-
ing graduates. Rather than taking a random
cross section of the population to be studied, a
“small numbers of people with specific charac-
teristics, behaviour or experience are selected
to facilitate broad comparisons between cer-
tain groups that the researcher thinks likely to
be important” (Walker, 1985) were selected in
this research. In this case, only recent gradu-
ates from the RICS database were chosen. The
sample frame therefore consisted of all recent
graduates between years 2006 and 2008 regis-
tered with the RICS irrespective of their dis-
cipline. In essence, this is a limitation in the
sample frame, as the sample frame provided
by the RICS did not differentiate graduates
based on their discipline. In order to ensure
that recent non-cognate graduates (non QS
graduates but are working as quantity survey-
ors) were not missed out, questionnaires were
sent to all recent graduates regardless of their
discipline.

In Section 1 of the questionnaire, general
information was sought from the respondents
on the years of experience, their role and the
mode of study to acquire their qualification. In
the following Sections 2, 3 and 4 of the ques-
tionnaire, using a Likert scale of 1 to 5, each
of the respondents were asked to rate their
competency relating to core QS activities, the
frequency in which those activities were car-
ried out in their job and the extent to which
various types of support were given by their
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Table 1. Calculated Cronbach Alpha coefficient in the research survey

Section in the Item / Variable Cronbach

questionnaire Alpha

survey coefficient

2 The extent to which respondents feel they are competent in various QS 0.862
activities

3 The extent to which respondents frequently carry out various QS 0.814
activities

4 The extent to which the respondents’ company provide various QS 0.845
training/support

employer. As Likert scales with odd number
response points are arguably empirically more
valid than forced-choice scales (Ray, 1990),
a b5-point Likert scale was used, being more
cost and time effective than a seven-point
scale (Munchi, 1990). A key feature of the
questionnaire is the use of self-evaluation in
determining levels of graduate competences.
Although this pragmatic approach may raise
doubt over the validity of the data relating to
this aspect of the research, previous work by
Lee and Quazi (2001) found that scores from a
well-constructed self-assessment questionnaire
closely correlate with actual scores made by
independent evaluators.

5. PRELIMINARY DATA ANALYSIS

A total of 4430 email survey requests which
make up the population, were sent to recent
RICS graduate members who graduates be-
tween years 2006 and 2008 in the UK request-
ing them to respond to the online questionnaire;
of which 425 surveys were completed online
indicating a response rate of 10%. Given that,
the normal response rate for most postal ques-
tionnaire surveys of the construction industry
is 20-30% (Akintoye and Fitzgerald, 2000); a
10% response rate was considered low. How-
ever, based on Bartlett et al. (2001)’s calcula-
tion to determine an appropriate sample size
in survey research for a population exceeding
4000 is 198. Therefore, the received response
of 425 satisfies this requirement. In addition,
the low response rate could be explained by

the fact that questionnaires were sent to all
recent graduates from the RICS database and
only respondents working as quantity survey-
ors were targeted and encouraged to reply.

The survey responses were first tested for
the internal consistency or reliability of the
data variables using Cronbach alpha tests.
Ideally, the Cronbach alpha coefficient of a
scale should be above 0.7 (Pallant, 2005) and
the nearer the result of alpha value to 1 — pref-
erably 0.8 or above — the more internally reli-
able the scale is (Bryman and Cramer, 2005).
The Cronbach alpha coefficients calculated in
this survey are tabulated in Table 1.

It is suggested by Cronbach (1951) that if
the scale shows poor reliability, then individual
items within the scale must be re-examined
and modified or completely changed as need-
ed. The reliability test is especially important
when derivative variables are intended to be
used for subsequent predictive analyses. The
survey responses for this research indicate a
Cronbach alpha coefficient of more than 0.7 for
Sections 2, 3 and 4 of the questionnaire. This
suggests that the data variables are reliable.

6. FINDINGS AND DISCUSSION

Respondents were asked to indicate within the
questionnaire survey the total number of years
respondents have been working as Quantity
Surveyors after obtaining their degree. The
level of work experience of the sample is in-
dicated in the analysis of the distribution (see
Table 2).
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Table 2. Number of questionnaires received from
various groups of respondents

No of years of experience No. of response

Less than 1 year 101
1 Year 44
2 Years 93
3 Years 54
More than 3 years 133
Total 425

As the research targets early career QS
graduates (i.e. less than 3 years of graduation)
the analysis found that there were 133 gradu-
ates exceeding this period. This leaves a data
sample of 292 as valid for further analysis. It
should also be pointed out that this data set
is still valid as it clearly exceeds the minimum
requirement of 198 for the population size con-
cerned (Bartlett et al., 2001).

The following analysis and discussion con-
siders the findings relating to: QS activities
and corresponding perceptions of competence,
and; the types of training support and their
extent of use.

QS Activity and Perceptions of
Competence

A list of professional QS activities, which are
basically the primary duties carried out by
quantity surveyors, was provided in the ques-
tionnaire survey which incorporated a wide
range of QS activities, deduced from the RICS
Assessment of Competency Guide for Quantity
Surveying and Construction pathway (RICS,
2006). Respondents were asked to indicate
their own perception of competence and the
frequency of engagement with regard to each
of the QS activities listed in Table 3.

From the survey results as indicated in Ta-
ble 3, the five QS activities which respondents
carry out most frequently and perceived them-
selves to be most competent at are:

1) interim valuation of construction work,

2) preparation of final accounts,

3) cost management to ensure budget com-
pliance,
preparation of tender reports,
management and preparation of varia-
tion accounts.

4)
5)

Table 3. Number of respondents who indicated a Likert Scale of 5 for the QS activities which they frequently
carry out and perceive themselves to be most competent

QS Activities

Number of respondents
indicating a Likert Scale
of 5 for the frequency

of carrying out the QS

Number of respondents
indicating a Likert Scale
of 5 for the QS activities
which they perceive

themselves to be most activities
competent of
Interim valuation of construction work 132 134
Preparation of final accounts 92 61
Cost management to ensure budget compliance 73 88
Preparation of tender reports 69 51
Management and preparation of variation accounts 61 77
Preparation of schedules of works or Bills of Quantities 39 27
involving measurement and estimation
Preparation of feasibility studies 34 27
Advising clients and negotiation with contracting parties 31 29
in contract administration
Recommendation of a suitable procurement route 26 12
Application of value management 26 13
Preparation of life cycle costing data and advice 2 3
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The frequency of use indicated here is very
much in line with usual activities performed
by early career graduate quantity surveyors.
It shows that more advanced activities such
as life cycle costing or recommendation of
suitable procurement route where experience
judgement and intuition play a vital role are
activities that they are less exposed to.

The association between the respondents’
self-perception of competence and frequency
of carrying out the range of QS activities was
investigated using Spearman correlation co-
efficient. The closer the coefficient R is to +1
or —1, the stronger the likely correlation. A
perfect positive correlation is +1 and a perfect
negative correlation is —1. The strength of cor-
relation of r = 0.813 was obtained in this case
which indicates that there was a significant
positive correlation, suggesting a strong rela-
tionship between perception of competence and
frequency of use.

Gibbons et al. (1994) affirmed that the crea-
tion of knowledge is through practice. Graham
and McKenzie (1995), illustrated that the best
learning occurs in real life and for the majority
of new graduates, learning will be achieved by
‘doing’. The concept ‘practice makes perfect’ is
widely recognised in the industry and in apply-
ing this tenet in this situation, it is possible to
assume that frequency of use will result in im-
proved competence. Conversely, activities such
as life cycle costing, value management and
giving procurement advice to clients, in that
they are not frequently carried out by recently
graduating quantity surveyors, and therefore,
will suffer from reduced levels of competence.
It is also recognised that the development of
new graduates is influenced by factors such
as the job content, timing of projects, the at-
titude of the individual and relationship with
line manager (Graham and McKenzie, 1995).
Thus, this reduced exposure to some aspects
of practice could contribute to underdevelop-
ment of certain areas of knowledge and skills
which may be reflected in future hesitance in
application.

The job scope of a quantity surveyor will
directly influence his/her skills. This is illus-

trated by a comparison made between the ser-
vices provided by quantity surveyors in private
consultancy practice and contracting compa-
nies by Male (1990). It indicates services such
as feasibility studies, cost planning, tender
documentation are carried out more frequently
by quantity surveyors working in consultancy
practice than in contracting companies. As
the QS activities listed in this research were
generic, comparison between the competency
and frequency in carrying out the QS activi-
ties with the role respondents play i.e. whether
they are working in consultant companies or
contractors is beyond the scope of this study.

Provision of training support

Respondents were also asked to identify their
role in their current job; whether they are
working as a consultant QS, contractor’s QS,
sub-contractor’s QS or others (see Table 4).
Of the 292 respondents with not more than 3
years’ work experience as QS, 10 were working
for sub-contractors and the 30 identified under
‘Others’ are working on jobs such as employer
agent, development executive, commercial sur-
veyor, contract administrator.

Table 4. Number of questionnaires received based
on roles played by respondents

Role of respondents in their No. of response

current job

Consultant 164
Contractor 88
Sub-contractor 10
Others 30
Total 292

In our analysis, the 10 respondents working
for sub-contractors have been included within
the category of respondents working as con-
tractor QS reflecting their commercial stand
point whilst the 30 respondents identified as
‘Others’ are included in the consultant QS
category, reflecting a client focused advisory
function. Thus, respondents were categorised
under consultant or contractor QS depending
on their employment.

Additionally, respondents were requested to
indicate the extent of various training support



168

C. C. Lee et al.

Table 5. Percentage of respondents indicating a Likert Scale of 4 or 5 for the types of training given by

their employers

Types of training provided by employer Consultant Contractor Difference
(n=194) (n =98)

Help from senior colleagues 70% 56% 13%

Help from assigned mentor 53% 42% 11%
Provision of in-house seminars 49% 38% 11%

Time allowance for attending CPD events 47% 38% 9%
Provision of structured Continuing Professional Development (CPD)  56% 48% 8%
Dissemination of information on the latest development / legislation ~ 39% 32% 7%

in the construction industry

provided by their employer as illustrated in
Table 5 using a Likert scale between 1 and 5.

The total number of respondents under
each employment category who indicated a
Likert scale of 4 or 5 for each types of training
support given by their employers were divided
by the total number of respondents under each
employment category and expressed in per-
centage in Table 5.

There is a clear indication of greater satis-
faction in the types of employer support given
to graduates working for consultants as com-
pared to contractors. This is a direct compari-
son between the two types of employers. An
in-depth analysis indicates that for most types
of support (with the exception of dissemination
of information on the latest development/leg-
islation in the construction industry) given by
their employers, approximately 50% or more of
the respondents employed by consultants indi-
cate a Likert Scale of 4 or 5. The picture is
significantly poor when graduates employed by
contractors are examined with only two types
of support above or approaching 50% (Table 5).

A comparison between the employment
category of the respondents and each type of
training support received by the respondents
in Table 5 indicates that help from senior col-
leagues, ‘whereby a more experienced person
helps a less experienced person develop their
capacity’ (Provident, 2005), is a preferred ap-
proach for employers in the training of new
graduates. This preferred method of training
1s outlined by Kalinauckas and King (1994) as
coaching and is important for enhancing the
performance of new graduates.

The relationship between the extent of
training respondents received from their em-
ployer and the role they played was analysed
using the Kruskal Wallis test.

Table 6. Kruskal Wallis test result on the relation-
ship between role and training received by respond-
ents from their employer

Mean 9 Significance
Rank df x (p)
Training 1 8158 0.004
received
Consultant  151.30
Contractor 121.91

* results are statistically significant at p < 0.05

As indicated in Table 6, a significance level
of 0.004 was obtained. As any level < 0.05 is
considered significant the value 0.004 suggests
that there is a significant relation in the train-
ing received by respondents whether they are
a consultant QS or contractor QS. An examina-
tion of the difference in the extent of training
received by consultant and contractor QS as
indicated in Table 5 and the mean rank calcu-
lated in Table 6; where the higher mean rank
was associated with more training received. It
indicates a difference in the amount of train-
ing received between graduates working for
consultant and contractor. The mean rank of
the extent of training received by respondents
working as consultant QS is 151.30 and is
more than respondents who are working for
contractor with a mean rank of 121.91. This
indicates that consultant QS received more
training than QS working for contractor.
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Impact of years of post-graduation
experience

The Kruskal Wallis test was also applied to
the questionnaire survey data in considering
the following relationship:

— Years of experience and the respondents’
level of competency for various QS activi-
ties.

— Years of experience and the respondent’s
frequency of carrying out the various QS
activities.

— Years of experience and the extent of
training the respondents’ received.

Table 7. Kruskal Wallis test result on the relation-
ship between years of experience and competency,
frequency and training

Mean  df «? Signifi-
rank cance (p)
Competency 3 13.890 0.003
Less than 1 year 125.55
1 year 114.28
2 years 148.35
3 years 165.94
Frequency 3 7.481 0.058
Less than 1 year 121.05
1 year 119.94
2 years 144.56
3 years 149.15
Training 3 3.504 0.320
Less than 1 year 149.73
1 year 144.09
2 years 127.82
3 years 142.06

* results are statistically significant at p < 0.05

The results (as shown in Table 7) indicate a
significance level of 0.003, 0.058 and 0.320 for
all 3 relationships. As any level <0.05 is con-
sidered significant and only the relationship
between years of experience and competency
is less than 0.05, it suggests that there are no
differences between frequency of use of QS ac-
tivities and training compared to early years
of experience. However, there is a difference
between perceived competency and early years
of experience. This suggests that respondents

perceived themselves to be more competent
the more years of experience they have.

The mean rank obtained from the Kruskal
Wallis test in Table 7 compares the compe-
tency level, the frequency in which various QS
activities were carried out and the training re-
ceived by respondents with different levels of
early experience. The higher values suggest re-
spondents with that particular years of experi-
ence feel more competent or carry out various
QS activities more frequently or receive more
training. An inspection of the mean rank sug-
gests that respondents with 3 years work expe-
rience perceive themselves to be more compe-
tent than the other respondents who have had
less than 3 years work experience. This obser-
vation could be due to the fact that people with
less years of experience in quantity surveying
have yet to accumulate enough work experi-
ence which they think is adequate for them
to be competent in their activities. Very often,
tacit knowledge is accumulated and acquired
through ‘learning by-doing’ (Mascitelli, 2000).
Such form of non-formal learning is termed
“implicit learning’; where there is no intention
to learn and no awareness of learning at the
time 1t takes place (Eraut, 2003).

Additionally, a very thorough inspection of
the mean rank suggests that respondents with
less than 1 year experience and 3 years expe-
rience tend to carry out various QS activities
more frequently than the others.

Further inspection of the mean rank in Ta-
ble 7 between years of experience and train-
ing suggest that employers tend to focus their
training on respondents with less than 1 year,
1 year and 3 years’ experience. It indicates that
there is lesser emphasis on the year 2 trainees.
The greater emphasis on training for respond-
ents with 3 years’ work experience could be
because most such new graduates are close to
their APC for Chartered Surveyor status.

Mode of Study

Respondents were requested to indicate the
mode of study in which they followed to enter
into the QS profession. The distribution of re-
spondents based on the mode of study is shown
in the Table 8 below:
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Table 8. Mode of study respondents take to enter
the QS profession

Mode of study taken by respondents No. of

to enter the QS profession respondents
5 years / 6 years part-time study 60

3 years full-time study 37

4 years sandwich course 75

2 years distance learning 31

Others 86

Missing data 3

Total 292

A relatively large number of responses in
the ‘Others’ category reflect the range of aca-
demic entry routes, including graduates from
Scottish universities who gain their qualifica-
tion through 4 years full-time study, graduates
holding HND qualification, graduates who did
a 2 years part-time masters conversion course,
etc. Therefore, it can be assumed that QS
qualifications can be obtained through various
routes and forms of education.

The respondents were then categorised un-
der ‘Full time’ and ‘Part-time’ study and the
group of respondents with ‘Others’ responses
were categorised under ‘Full time’ or ‘Part-
time’ based on the responses specified by them.

Mann-Whitney test illustrated in Table 9
was carried out to look at the differences be-

tween respondents who entered the QS pro-
fession via full time or part-time study and to
compare the training support they received
from their employers. Using a non-parametric
0.95 confidence interval, a significance level of
0.054 was obtained. As the value is only 0.004
more than 0.05, the result suggests that there
is very little difference in the training sup-
port received by respondents entering the QS
profession via full time or part-time mode of
study. However, an examination of the mean
rank where the higher mean rank was associ-
ated with more training received, it indicated
that respondents who entered the QS profes-
sion through part-time study receive more
training support from their employers than
respondents who entered the QS profession
through full-time study.

Similarly, Mann-Whitney test was con-
ducted to look at the relationship between the
respondents’ competency level and the mode of
study they take to enter the QS profession via
full-time or part-time study.

As illustrated in Table 10, a significance
value of 0.002, which is less than 0.05 was
obtained, indicating that there is a significant
difference in the competency level and mode
of study. As a higher mean rank was associ-
ated with higher competency, the mean rank

Table 9. Mann-Whiteney test result on the differences between mode of study and training

N Mean Sum of ranks Mann- Wilcoxon VA Significance
rank Whitney U W (o)
Training 8256.500 19431.500  -1.927 0.054
Part-time study 149 130.41 19431.50
Full-time study 128 149.00 19071.50
Total 277

* results are statistically significant at p < 0.05

Table 10. Mann-Whiteney test result on the differences between mode of study and competency

N Mean Sum of ranks Mann- Wilcoxon  Z Significance
rank Whitney U W (p)
Competency 7297.000 15425.000 -3.118 0.002
Part-time study 147 151.36 22250.00
Full-time study 127 121.46 15425.00
Total 274

* results are statistically significant at p < 0.05
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Table 11. Comparison of self-perceived competence level between graduates from full-time

and sandwich course

QS Activities

Number of respondents
graduate from
sandwich course
indicating a Likert
Scale of 5 for the
frequency of carrying
out the QS activities

Number of respondents
graduate from full-time
course indicating a
Likert Scale of 5 for the
QS activities which they
perceive themselves to be
most competent of

Interim valuation of construction work
Preparation of final accounts

Cost management to ensure budget compliance
Preparation of tender reports

Management and preparation of variation accounts

Preparation of schedules of works or Bills of Quantities
involving measurement and estimation

Preparation of feasibility studies

Advising clients and negotiation with contracting parties
in contract administration

Recommendation of a suitable procurement route
Application of value management

Preparation of life cycle costing data and advice

43 51
36 40
28 29
34 26
29 27
17 19
21 12
19 12
22 12
17 12
2 2

indicated that respondents who enter the QS
profession via part-time study tend to perceive
themselves to be more competent in the QS
activities listed in the survey than respondents
who complete their education via full-time
study. This could be due to the fact that quan-
tity surveyors on full-time work and part-time
study tend to be learning while on their job
and so feel more competent in the QS activi-
ties. However, most QS programmes now tend
to include modules on ‘reflective practice’ and
‘work based learning’ with industrial mentors
as a measure to compensate for such issues.

In addition, a comparison on the self-per-
ceived competency level between graduates
from full-time and sandwich courses was made
in Table 11. As compared to graduates from
full-time courses, graduates from sandwich
courses tend to feel more competent in carry-
ing out the following QS duties:

— Interim valuation of construction work;

— Preparation of final accounts;

— Cost management to ensure budget com-

pliance;
— Preparation of tender reports;

— Management and preparation of varia-
tion accounts;

— Preparation of schedules of works or
Bills of Quantities involving measure-
ment and estimating.

A reason to explain the fact that there is
less significant difference in other QS activi-
ties listed in Table 11 is that these activities
are often carried out by more experienced QSs.

7. CONCLUSION AND FURTHER
RESEARCH

This research informs the wider audience of
the perceived competencies of new gradu-
ates in their early career, the influence of
post-graduate experience and mode of study
on competencies and training of new gradu-
ates. The research also provides a basis for a
strategic review of the way new graduates are
trained in the workplace and provide an in-
sight for the RICS in future re-structuring of
graduate pathway and its training and devel-
opment regime.

Findings of this study show that there is a
strong relationship between perceived compe-
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tence and frequency of carrying out the QS ac-
tivities. Early graduates perceived themselves
to be more competent on the QS activities
that were carried out more frequently in their
course of work. There is a significant disparity
between the extent of support given by con-
sultant and contractor employers. The private
sector consultants tend to provide better sup-
port for early career quantity surveyors they
employ. Additionally, graduates who entered
the QS profession via part-time study receive
more training from their employers than those
who entered the QS profession through full-
time study. This study also reveals that grad-
uates with more years of experience or those
who entered the QS profession via part-time
study tend to perceive themselves to be more
competent in QS activities and tend to have a
greater degree of confidence. Employers utilise
a range of support methods with a preference
for mentoring through experienced staff. The
development of new graduates is somewhat
subject to opportunity and timing of projects.

This survey has identified a number of is-
sues which are worthy of further exploration,
which is being undertaken through extended
analysis of the data obtained for this research
and additional survey activity. As this re-
search only explore the self-perceived compe-
tence of early career graduates, it would be
beneficial to also explore the employers’ view
on the competence of new graduates. A re-
cent report produced by Perera and Pearson
(2011) analyses the achievement of competen-
cies by graduate QSs from both the industry
and academic perspectives. The next stage of
this research will identify the specific types
of support early graduates require from their
employers and explore whether these training
support requirements differ between gradu-
ates working for consulting or contracting em-
ployers. Additionally, the difference in compe-
tency level and frequency of carrying out QS
activities by surveyors working in consultancy
practice and contracting companies is also an
area worth exploring. Further research will be
carried out to map the level of competence of
QS graduates with that of the RICS Quantity
Surveying pathway.
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