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ABSTRACT 

Technic a 1, Industrial and Business education is gaining 

momentum in Kenya's rap1dly chang1ng educa non system . The 

growth of our 1ndustry partly depends on the quanttty and 

quality of skilled manpower in all sectors of the economy . 

The Industrial I nstructor Training programme at 

Kenya Technical Teachers College was started to up-grade 

the quality of in-service technical, industna 1 and bus mess 

instructors in public , parastatal and private sectors of the 

industry . 

This study was set to survey the reaction of former 

trainees to the training programme and to determine the 

application of knowledge, skills and attitudes acquired from 

the training programme . The survey was centered on the 

former trainees' reaction to the course content, the resources 

and facilities used; and the general administration of the 

programme. 

The results of the study show that the training 

programme ts playing an important role 1n developing the 

Jnsin.:c.c r' 1n the tndustr:. . lhe programme. hcwever, 

could st.ll be tmproved and expanded to cater for the 

large number of Instructors not yet trained . 
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The study has also emphasized the Importance of 

evaluating training programmes. The author recommends 

that evaluation of training programmes should be encouraged 

as a method of justifying the effectiveness of training . 

Recommendations for further research in evaluating training 

and development have also been suggested . 
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1 . 1 . IN'TRCDOCTI~ 

Kenya Techmcal Teachers College became operational 

tn 1977 , hinng The Kiarrbu Institute of Technology . 

The ultra-modern carrpus at G1giri was carpleted and 

opened in 1978. 

The long-range objective of the College is t o 

provtde a series of educational and training progranmes 

designed to meet the needs for sktll ed Technical , 

Industrial and Business teachers and instructors tn 

schools and other training institutes throughout 

the country . Before the opentng of Kenya Techntcal 

Teachers College, such teachers were tramed at Kenya 

Polytechnic for Technical Education teachers , Kenya 

Science Teachers College for Industrial Education 

teachers; and Kenyatta College for Bus iness Education 

teachers . Whereas the graduate s of these co lleges 

were rm inly posted i n Secondary School s and Techn ica l 

schools , t here was no college oftenng tndustnal 

Instructor traimng progra:rr.~es for tn-servtce 

mdustnal 1nsi ruciors tn both publt c and pn vat e 

sectors of the Industry . 
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The Department of lndust nal lnst ructor Training was 

started to prov1de a variety of courses to meet the needs 

of 1n-serv1ce tndustrial, technical and business instructors 

in the private, parastatal and publ1c sectors of the 

tndustry. S1nce 1977, the department has offered and conttnues 

to offer such courses to vanous government mini st n es 

and departments such as The Ministry of Labour, The M1m st ry 

of Transport and Camunicat ions, The Ministry of Wat er 

Development, The Youth Development Division in the Department 

of Social Services, The Department of Defence, The National 

Youth Service and The Kenya Police. 

Examples of parastatals served by the department include 

the Kenya Railways, The Kenya Ports Authority, and The Kenya 

Power and Lighting Carpany. A lot of private coorncrc1al 

and manufacturing carpanies also send their industrial 

1nstructors to the training programme at Kenya Technical 

Teachers College . 

The broad objective of the Indus tnal Instructor Tra1mng 

programme at KTTC 1s to equ1p the 1ndustr1al 1nstructors 

Wlth the knowledge , sktlls and auttudes required m planmng 

and conduct tng t ramtng programnes and evaluating the 

perfoll'Mnce of the1r trainees . 
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The t ram1ng programne covers s1x BROAD SUBJECT AREAS: 

1 . Effect tve Camunication Solls 

2. Genera 1 Princtpl es of Learning and Teachmg , 

tncludtng Learning Theories and Adult Educatton . 

3. Tratning Methods and Techntques . 

4 . Curn culum and Schemes of Work Development . 

5. Preparat ton and Using Training Aids . 

6 . Micro-Teachtng Exercises. 

Wlerea s the ob) ect 1ves of the t ratning progranrne include 

follow-up and assessment of the performance of such instructors 

in their respective institutions, this has not been done 

due to financial const ramt s, the large nuni:>er of instructors 

already trained throughout the Republic, and lack of enough 

and qualified staff to carry out the exercise. 

It is for thts reason that the researcher selected 

one of the largest clients- The National Youth Service 

(NYS) to conduct a survey of the reaction of former trainees 

about the industrial instructor training progr~; and 

appllcation of the skills , and knowledge acquired from the 

ecorse . 

The survey study focussed on the content of the course 

~ntch was the tndependent vartable tn the study . The dependent 

vanabl es 1 n the c.tudy were the reactl ens of the former 

trainees abcot tn~ course content; and, appltcauon of the 

knowledge and sktlls acquired dunng the course . 
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1.2. Objectives of the Study 

The spec1f1c objectives of the study were two-fold: 

1. To determine the reactioos of KTTC lndustnal 

lnst ructors Traintng Programne' s f onner 

trainees at The Nat ima 1 Yooth Serv1 ce 

on the cootent and relevance of the course 

to their dut 1es as mdust nal instructors . 

2. To detenmne the application of knawledge 

and skills acquired from the tralntng 

programne . 

1.3. Signi fi canc e of th e Study 

All training programmes should be evaluated. 

The results of such evaluation exerc1ses can be 

used to tmprove the content and administration 

of the t ratning programmes. 

1. The study wi 11 hopefully reveal to 

both the Kenya Technical Teachers 

College and The National Youth Serv1ce 

the contribUtion of tht s programme 

to the de\elopment of tnduqnal 

1 n s t ru c t or s . 

2 . The study w1ll also lt 1s hoped 1dent1fy 

the areas of the programme that need 

to be emphastzcd or Impr oved. 
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3 . Th1rdly, it will act as a ready reference 

model for other 1nst1tutions that 

have benef1ted from th1s programme . 

4 . F 1 na 11 y, the study cou 1 d act as a mode 1 

for academics and prov1de impetus to 

evaluate other professional and general 

courses such as in Supervision , Management , 

Human Relations , Accounting, Marketing and 

Engineering . I t could also serve as a 

base for further research especially 1n 

beh avioural and functional (result) areas 

of training p r ogramme. 
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CHAPTER Tt«l 

EVALUATION OF TRAINING 

2.1. Overview of Training and Development 

Tra1n1ng and Development process 

15 a comb1nation of many subprocesses 

whtch are designed to 1ncrease the 

capab1l1t1es and performance of indivtduals 

and groups so as to attatn both 1ndiv1dual 

(career) and organizational goals . Tratntng 

15 an important staffing funct1on in organtza

tions wht ch should be composed of three 

ma1n components consecutively . 

I. Determination of traintng needs. 

II . Developing and admtntstertng a 

t ra 1 n 1 ng programme . 

111. Evaluattng the effectiveness of 

the tratning programme based on 

the objectives set earlter . 

T ra 1 n 1 ng act 1 v 1 t 1 e s 1 n organ 1 zn t 1 on s 

1ncludt>: 

l. Onentatton (1nductton) tra1n1ng 

2 . Sktll (Vocattonal) tratntng 

3 . Coachtng on-the-Job by the supenor 

L. . Human relattons and attitude tratntng 
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S. Appratsal interview and counselling . 

6 . Career Plans and other prograrrvnes 

for tra1n1ng and development of all 

emp 1 oyees . 

Training deals with current needs, 1s 

job-oriented and is concerned with systematic 

development of knowledge , skills and attitudes 

requtred for job performance currently or in 

the near future . Development, however, is 

person-oriented , it deals with predicted needs 

and 1s concerned wtth the total preparation 

of indivtduals to perform whole groups of complex 

tasks in t h e future . 

1 n d u s t r i a 1 1 n s t ru c t o r t r a i n i n g i s t h e ref ore 

a vocattonal training programme aimed at equiping 

the tratnee instructors with knowledge , skills 

and attitudes requtred in order to become effec t 1ve 

Instructors in technical, tndustrial or business 

subjects. 

Stnce ll 1s usually atfftcult to draw a 

clear l1ne bet~een traintng and developmen , 

thts programme also prepares the tratnees for 

future long-term manpower development responsibilt

ttes tn thetr !'espective tnstttuttons . 
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Ltke any other functioo man orgamzatioo , training shoold be 

evaluated to JUStify success, effecuveness and contribution to the 

achievement of organi za t i ooal goals . 

2. 2 . DEFINITlCJJ <F EVALUATICJJ CF nAINlt«i. 

Ramos has dehned evaluauon as ''The systenBtic appraisal 

by ..tlich we detennine the worth, value and meaning of sanething . "1 

To a trainer therefore, evaluation means det ennining the value 

and worth of the traintng activ1t1es/prog~ . 

According to Harrbl in , "Evaluation of t rammg is used in a broad sense 

to mean an atterrpt to obtain m f omBtioo (feedback) oo the 

effects of a training programme , and to assess the value of the 

traming in the llght of that infonnat1on . "
2 

1Franci sco T. Ramos, Evaluat mg Training Progranmes . 

Paper presented at the Regional Seminar on 

Agricultural Training Methodology and Techniques , 

Spterrber 19- October 14, 1977, UPLB, College, 

2A.C . Ha.rrblin, Evaluation of Training, in An 

lnt roductory Course in Teachtng and Tra imng 

Methcds for Management Development (International 

Labcur Orgamzation , Gene·:a, 1982) , p . 21 - 3. 
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We should ho~ever dlstingutsh validation and 

evaluation. Tra1n1ng val1dat1on refers to the 

assessment of ~hether the tratntng has achieved 

its laid-down objeltives whereas evaluation 1s 

the measurement of the total effects of the tratntng 

programme. In practice however, this distinction 

is not always meantngful since tt may be impossible 

t o ob t a 1 n i n f o rma t i on on t h e t o t a l e f f e c t s of 

training (~hich may be extremely complex) . Therefore, 

any evaluation exercise involves selection bet~een 

evaluat1on criteria and thus (by implication) the 

establishment of training objectives. 

According to Goldstein, the evaluation of 

training is "The Systematic collection of desc riptive 

and judgemental information necessary to make effective 

training decisions related to the selection, adoption 

value , and modification of various 

a c tivitte s " 3 

In s t ru c t i on a 1 

3 Jrwtn L. Goldstein , T ratnln,Q. In Wo r k Organizations . 
tn Wendell L . French . Th e Personne l Management 
Process: Hu mttn P.esources Admtntst r atton and 
Developmen t (1:\th t.duton) (Houghton Mi f flin 

Company , Boston , 1982) . P . 370 . 
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Eva 1 u a t i on of t rain i n g i s a v i t a 1 p a r t of 

any tratntng endeavour. ln fact it 1s one of the 

major activities which comprise the enttre job of 

a traintng programme . The other two carpon<!nts are 

programme determtnation and programme tmplementatton . 

2.3 . PURPOSE OF EVALUATING TRAINING. 

A training prograrmne by means of its vanous 

devices, methods and subject matter attempts to 

b r ing about changes in what people do, and changes 

in their knowledge, skills, attttudes, values, 

interests and general understanding . Evaluation 

seeks to determine the extent and the wa~· r:hanges 

are accompli shed . It seeks to find out wnether 

actions or activities have led to the desired 

out comes. 

Evaluation shows the degree or extent of 

progress or accomplishment. Wtthout an evaluation 

of the train1ng p rogramme, the trainerCs) and the 

organ1zat1on cannot deter•n1nt' how well the programme 

has succeeded or what should be accompl1 shed in 

the fututt. . 
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Evaluaum ts also basic to the irrprovement of a 

traintng prog~. 

A pertochc apparaisal helps to determine the progress 

of the programme and posstble adjustments of training methods 

and techniques, factltties, and subject matter to suit the 

changing si tuati ens . 

Learning is e&sent ially a process. If a t r-aimng scherr.c is 

to provide the op trrum conditions for learning, then it rru st 

be adaptive to the changing requirements . Training ..tlich is 

nn.~lded to a fixed pattern socn gets rut of twch Wlth 

requirements . Therefore, to ensure that training is 

periochcally adapLeu to the needs of both th(· individual 

and tte organization, procedures fer reviewing the 

effectiveness of training are necessary. 

As d1 scussed by King~, the irrportance of reviewing 

tramtng ircludes: 

1 . the cont nbut ion rrade by t ramin~ to the 

organtzattuna1 perfonmanc~ . 

of 
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2 . the effecuveness of the trammg serviC(;s provided 

~ether by an intemal or external body. 

Despite its importance to the Indivldual tratnee~. 

and to the organization, seve~~l ~iters have carrrr~n ed 

that evaluation of training 15 cot cammcnl} done; or 1f 

done, is usually done poorly with no usabl£- results. 

As F1nmgan has statec' ill his book, 

"There car b-: no di sagreemenr aboot the need to as~ess 

the effect1veness of training and little doubt that it is 

ooe of the neglected areas of tre training scene . Industrialists 

have madr little attempt, in general,to check up en the value 

they are getting for their training rooney•:
5 

In nany trait ing natters, the trainer or tratmns manager 

is dependent upcn his rranager colleagues for infornBtion about 

tratmng ~1ch he can rarely get readily. The ttatners, 

however, Sttll have to rely on the tnfonmation from the ltne 

rranagers en the effectiveness of tratmng pt<Jframnes. 

5 J . Fmr tgan, lndustnal Trammg ~~nagement, (Busmcss 
Bocl<s Lu::11 ed. London. 1970), I'. 6i. 
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Wendell has also stated that "Research on the extent 

to ..tlich traimng does actually contnbute to the 

attainment of organizational objecttves ts compltcated 

and frequently expensive to carry out. However, it is 

posstble to destgn srrall studies that will contribute to 

an organizat ton's understanding of their va1ue'.'7 

This hO"Wever does not and shoold not discoorage 

orgam zattons fran conducting training evaluation . It 

shoold be encouraged and as Wendell has furt her enphaf · :-cd; 

"Gocxi cesearch oo the consequences of varioos training 

progra.mnes is 1n woefully short supply ••.....• Carefu, 

development of criter-ia , the u se of control groups; 

pre-and post measurements , and an examination of the context 

tn ..tlich the traintng takes place are among the important 

features of careful prograrrme research"7 

6wendell L. French op . c1 t . p. 370. 

1 1btd . p. 370 . 
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Dessler 1n his book asserts that: "It is unfortunate 

but true, that most rranagers do not spend rruch time 

h 
. . ,.8 appraising the effects of t eir tra1mng programnes . 

He further discussed the issue that sanet imes the t raimng 

may seem to have failed ~en in fact the real1ty I'TBY be 

that training was not the appropriate solution to the 

exist1ng problem. 

All training programmes should be evaluated . As 

Kirkpatnck has stated, "All training professionals agree: 

evaluation should be done . Few persons argue with the 

desirability of evaluation, they do however, disagree 

reganjing the method to use , or else contend that the 

cost of e•:aluation exceeds the benefit s to be gained'.'9 

2 • 4 • _STAGES CF IRA IN IKi EVAI.UATIOO 

Trc:atninQ can be evAluated at any of three stages: input 

throughput or output . ln tenns of input, the costs (expenses) 

of training can be assessed , either in comparison ~ th other 

proqr~s or against a budgeted figure . In tenns of 

throughput, organizations often merely assess the numbers 

of t ra1nees passed in a given time period. 

8 Garv Dessl er 
(Prentice-Hall 
198L) , P • 2L8 . 

Personne 1 M:mag emen t , Th 1 rd Ed 1 t 1 on, 
1 n t e rna t i ona 1 Ed i t 1 on s, Rest on , V 1 rg 1m a , 

9o~nald K1rkpatrick, Evaluation of Training,in Robert L.Gratg 
Editor, Tra1n1ng and Development Handbook : A Guide to Hurran 
Resources Deve 1 opmen t Second Ed 1 t 1 on, ( McGraw-H 111 Book 
Carpany, New York, 1976); P. 18 - 2 
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2.5: CRITERI A FOR I:.VALUATlNG TRAINING OUTPUT . 

Far more efrecttve , n ·ever , ts the evaluaoon 

cf ~Jtput, wh1ch can be assessed by one or ccmblnntton of 

·he leur cntena ltsted by Ktri<patnck as :"
10 

1. Reactlon -Haw well d1d the tra1nees ltkc the 

prograrrme ? 

2. Learning -What principles, facts and techniques 

were learned ? 

3. Behaviour -What changes in job behaviour 

resulted fran the progranme ? 

4 . Results -What were the tangibles of the programme 

in terms of reduced costs , improved quality, 

improved quantity etc . 

A brief di scussioo on each of these en teria follows: 

2.5.1. The Reaction Creterim: 

This ~sures the emotional response of the 

trainees to the prograrrme. This can be done through 

at t1 tude surveys , typically shortly after the 

progranrne, or nuch later after the programne 

especially if there is also emphasis on the application 

of the knowledge and sk1lls acquired fran the training 

programne . 

1%onald L . Kirkpatrick op. cit. p . 18- 2 



-16-

Tht s '-L 1 ten on measures the t ra1nees ' r eact ton 

abou t the ccntcnt . the tralt\ers , the methods used , and 

the su rround1ngs tn ~htch the tra1n1ng took place . 

Thf! spec1flc r tnees re1cttons wtn ch the tratner 

or orgam zatt on 1s Interes t ed m examt mng shou ld be 

dec ided upon tn advance at the ttme the tra1n1ng 

programne is betng developed. 

The trainees' reactions should preferably be 

detennined by using a cannent sheet or questionnaire 

which pennits anonymrus anS\1/ers, and also allows the 

trainees to ~ite additional comments not covered 

by the questlons. The trainer can also conduct 

individual or groop oral interviews to soltclt roore 

infonnatton or to reinforce the reactions in the 

questionnaires . 

A good reaction assesgnent should concentrate 

on participants' reactions to the utility of the 

training, the relative value of different carponen ts, 

and the effectiveness of the resoorce persons, 

facilities and the general environment in which the 

training took place . 
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As d1 scussed by ~fexley and Latham. "Favourable 

reactions to a tramtng programne do not guarantee that 

learnmg has taKen place or that the b hav1our of t ramees 

11 has changed as a resu1i. of the programne'.' Neverthe l ess . 

reacucn results are sttll tnportant for several reaso:1s : 

1. Pos1t1ve reactions ensure organtzattonal support 

for the progranrne. NegatlVe reac tions of 

course would have the opposite effect. 

2. The results can be used by the trainers to 

assess the success of their efforts and to 

provide them with i nfonnation which rra.y help 

in i111>roving current programnes as well as tn 

planning future programnes. 

3. Favourable reactions can be used to guage 

the trainees' rootivat ion to 1 earn especially 

in tenns of the usefulness of what they learn. 

Tht s 1nfonnat1on can be used to plan any 

subsequent t raimng the t ramees might take 

in future . 

11Kenneth N .. Wexley and Gary P. Latham, DevelOPing and 
Training HUJ'l'Dn Resources i n Organizations (scot t 
Foresnan and Call>any, Glenview, 1lhno1s, 1981, ) P. 81 
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t. . The 1 n f onra t1 on cnn be used to COCI'l>a re t ra 1 ne es 

from d1fferent groups or Lrades , or levels wtthtn 

the organtzatton ,or even from dtfferent age 

groups . 

5. When conducted several months after traintng, 

it allows the trainees to realtstically assess 

the effectiveness of the training to their 

jobs. The training staff can also coopare 

the ratings ~th those collected i~iately 

after training (if any) to find out if there 

is any consistency. 

All the above reasons for conducting reaction 

survey of a t raimng programne wi 11 hopefully be 

justtfied by this study . 

The Learni ng Cri t ericn 

This criterion measures the acquisition of 

knowledge and skills as a result of the training . 

This is usually measured by subjective or objective 

tests admintstered to the trainees . 

The paper-and-penctl tests stmilar to those 

taken in college courses can take different forrrats such 

as rrultiple choice questions , true- hlse questions , 

lllltching i terns and essay quest ions . 
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Perfonrn.nce tests are u sed to deternnne tf the 

tra1nees have rm stercd part 1cular skd l s for 

perfcrnance of spec1 ftc tasks or jobs . At the 

supecvt sory/rmnagen al levels , t ratnees mtght 

be asked t o part t c tpat e in vanous ro l e-play s , 

bu s tness games or case studtes t o measure thetr 

hUI11ill relatioos and conceptual skills . 

Regardless of the learning tests used , it is 

essential that the test is based directly on the 

training progranme's objectives ..ttich themselves 

must have also been detennined through job analysis 

and training needs analysts . 

This cri tenoo is regularly done by the 

Department of lndust rial lnst ructor Training 

at Kenya Technical Teachers College both during and 

after the course and the grades earned by the 

trainees are usually carmtn i cat ed to the trainees 

and their sponsors . This was therefore excluded 

fran this study. 
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2.5 . 3. The Behavioural Cri terioo 

\</hereus leamtng era tenon is based on the 

trainees ' kn ·ledge and sklll perfornance tn the 

tra1nmg envtronment usel f: behavtou ra l cnterton , 

on the other hand, 1 s conce rned Wl th the perfonmnce 

of the tra1nees tn the job environment. There rray 

be a big difference between knowing the facts, 

pnnciples and skills and using them oo the job . 

It 1s also possible that trainees may do well on 

wr1tten and performance tests administered during 

or Immediately after training , yet not be able and/or 

willing to exhibit these same knCMledge and skills 

on their jobs. Such a situation is nonnally referred 

to as zero transfer of learning . 

It is, therefore, ii'J1)ortant that mfonration 

be gathered on heM a trainee behaves in the 

environment . This can be dooe by observing the 

t ramees 'wtnl e they are wori<1ng . It can a 1 so be 

done by developing behaviourally oriented questionnaires 

to obtain Inforna.tion fran their subordinates, 

co-workers and/or supervisors . ln this study such 

a questionnaire \' was: developed and administered 

by the researcher on the fonmer trainees' sampled 
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students . The researcher also observed and assessed 

the vnnous rratert ls prepared by t he 

folT.'le r t ramees to scpport them m theu· Jobs . 

Due to t i mc; ~>sou rces con ra1nts , the study was 

ltmned tn obse r1at1on of the fonne r t ramees ' 

on the job as well a s i nt e rv1ews and/or ques t ionna1res 

for the instructors' bosses . 

The Result Cri terim 

The Result Criterion measures the organizational 

effect of tratning . This asses~nt emphasizes the 

cost-related results or behavtoural outcomes such as 

reduced turnover, reduced absenteeism, reduced 

accidents, increased sales, and increased quantity 

and quality of the units produced depending on the 

set objectives of the training programme . 

This is, however, a difftcult area and can be 

unreliable since even when such data is available, 

it 1s often difftcult to detenmtne whether changes 

tn these measures can be attributed to training 

or to fact ors unrelated to training such as 

increased pay , changes in the weather, better 

facilities and worktng conditions, better selection 

of staff , self motivatton, or changes in methods 

of operat~ons, or changes in rre.nagement and 

administration - the list of possible variables 

is almost infinite . 
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Desp1te these problems, the tratntng 

spectaltst would sttll seek cost-related 

measures ustng control groups where p~sstble 

tn onler to give htgh-lev~l management evtdence 

that train1ng has an tmpact on organtzattonal 

effectiveness . 
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ow>TER TIIR.EE 

snJDY DES lGN AND lw£'I10X)L(X;Y 

3 .1. Study Destgn 

Surple random sarrp!tng us1ng the lottery method 

"'3.5 used to obtain a sa.":'ple of 30 former tratnees frre. 

the total populattcn of 100 tnstructors already tratned . 

Since the NYS has several training units, the population 

in each untt was sampled proportionately and the samples 

fran each unit were catbined to form the total sanple 

of 30 former tratnee instructors. The tnstructors who 

have been promoted to non-training administrative 

responsibilities or have left the NYS; were replaced 

throogh the same sampling procedure in order to nBintain 

a sample of 30 . Tht s probability sampling technique 

provided an objective measure of the reliability and 

representation of all the former trainees of the 

National Youth Service . 

Stratified Probability Sampltng technique was used 

to obtain a sample of student s trained by the Instructors . 

This was necessitated by the fact that the NYS instructors 

are in various units-Nairobi, t.brbasa, Yatta, Gilgil, 

Natvasha and Turbo . Once the sarrple of the 1nst ructors 

was knChll'l, the various strata (unt ts) were coobined 

to form a total sample of 60 students . 
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3 . 2 . Data Collcctton Methods 

The ~econdaty data used 1n the study was 

1nf .. rnat ton en the struc ture and ccuro;;e con ent 

(Syllabt) fran the lndu st nal Instructor Tr tning 

Depa rtment at Kenya Technt ca 1 Te'"'c:her!' Col i ege 

and Course lnfonm.tton fran the National Youth Service . 

The prirmry data on the reactions aboot the coorse 

by fo~r trainees , and application of knowledge and 

skills acquired fran the course was collected using 

questionnaires coost sting of both closed and open-ended 

questions for both former tratnees and their students 

(Appendices A and B). 

All the questtonnaires were personally 

adrmni stered by the researcher. This provtded 

covera~t: of any relevant infomation not expltci tly 

covered in the questionnaire as well as explaining 

especially to the students any parts of the questionnaire 

not clear to them. 
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The researcher also cbserved(tnspected) the 1esson plans , 

tnnmng a1ds . Schemes of \lork , handout/notes . and students' 

perf-"rnance records prepared oy the farme r tra mees to assess 

the qua 11 ty of th e work and recorded on a pre-det ennined check 

sheet (Append ix C) . 

The questionnaires were pretested with 30 Instructors 

fran vanous lnst i tut ions attending an lndust ria 1 lnst ructors 

Ccurse at KTTC; and their cannents were incorporated in 

con struc t mg the final quest ionna 1 re for the fanner t ra1nees . 

3.3. Data Analysis and Findings 

The data analys1s was through comparative statistics 

using simple and cross-tabulations; and percentages to 

describe the relationships and observations and findings . 

This together with the results from the structured 

questions and researcher's inspect ton was u sed to rra.ke 

conclusions and recoomendat ions f ram the survey study . 
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(V) The fo r me r tratnees ' ov e rall reacttons to : 

( ::- l Lenoth o f the cour-se 

(VI) 

(Vlll 

(VIII) 

(b) ~ompetence 

( Lectu re r s) 

of r esource persons 

(c) Performance of r e::.cu r ce pe rson ~ (Lecture r s) 

(d) Training facilities at Kenya Technical Teachers 

College . 

The for-mer trainees ' reaction to accommodation> 

meals and general administration of the college . 

The overall perfor-mance of former trainees (on 

the average} as perceived by their students . 

The quality of Lesson Plans , Training Aids , 

Schemes of Work, Training Notes and Students' 

Performance Records as prepared and kept by 

the fo["me[" t["a inees . 

4.1. Objecti ves of the Course 

The first step m preparing a traimng programme 

should be to se t spectflc goals and objectlves for the 

training involved - in e ther words, what the partic1pacts 

are expected to accomplish from the training programme . 
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Goals and objecuves prov1de the tr mers or t r atntng 

lnstnuuon wnh spectftc gutdance tn preparmg and conducung 

the tr·amtng . 

The overall obJ ec t ive of the l ndustnal Instructor s 

Tratning programme at Kenya Techmcat Teachers College 

i s to provide a variety of courses to meet needs of in-service 

industrial, technical and business tnstructors in the 

Kenyan Industry . Through such courses , the industnal 

1 n s tructors are equipped with the knowledge , skills and 

attitudes required in planning and conducting traimng 

progr ammes , as well as evaluatmg the performance of 

their students . 

The data on this aspect was collected to fi n d out 

whether the participants were clear about the objectives 

of the course p r ior to Joining; and whether the objectives 

had been achteved by the end of the course. 

NB/- The terminologies former trainees, participants , or 

respondents are used in the findings 

interchangeably. 
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Table 1: Attendance of any Instructor Training Programme 

Before Gotng to Kenya Techntcal Teachers College. 

Rat 1 ng Frequen cy ( f ) Pe r cen t a ge (%) 

Yes 2 6 . 7 

No 28 93 . 3 

30 100 

Source: Research data. 

Out of 30 former trainees interviewed, 28(93 . 3 .%) 

reported that they had not attended any Instructor 

Training programme prior to going to Kenya Technical 

Teachers College . 

Table 2: Teaching Experience Prior to Attending the 

KTTC Course 

Years ( f ) (%) 

1 - 2 11 36.7 

3 - 4 10 33.3 

5 - 6 5 16.7 

6 - 7 4 13.3 

TOTAL 30 100 
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The ft ndmgs tnd1cate tha t p r acu cally a ll the 

Inst r uctors h 1d had some leach1ng cxpenence prior to 

a ttend1ng the KTTC Course and so were able to compare 

thet r expenences and roolems as 1ns t r u ctors bo h 

befor e and afte r the course . 

Table 3 : Objectives of the Course 

Clarity before Achieved after 
Rating 

the course the Course 

(f) % (f) % 

Yes 29 96.7 29 96.7 

No 1 3.3 1 3. 3 

TOTAL 30 100 30 100 

Source : Research data 

29( 96. 7) reported that the objectives of the course 

were clear to them when they joined the programme . 

29 C96 . 7%) also reported that after attendmg the 

course the objectives were achieved. 
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From the above daL:l lt 15 npparent that t h e Instructors 

who came for lhts traunng programme had not attended any 

stmtlar course somewhere before . Also , the KTTC brochure 

and oiher documents such as Regulations and Sy ll abuses 

for lndustnal In s t ructor tramtng programme explain to 

the poten tla l par t tc t pants the obj ecttves of the programme 

clearly . 

The design , content and conducting of the t raimng 

programme also meet the already pre-determined goals and 

o bjectives . 

4.2. The Difficulty and Relevance of the Training Programme 

The Industrial Instrctor traintng programme admits 

instructo rs from the middle-level technical , industrial 

and commercial instttuttons in pubhc, parastatal and 

private sectors of the mdustry. Although the majonty 

of such i nstructors normally have "Ordinary Level" a cademic 

background a s shown in table 4 below; they usually 

have vaned post-seco ndary semi-profe sstonal qualificat ions 

at Craft, Technictan or Diploma leve ls from other 

institutions depending on the field of training . 
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Table 1. : Educational (Academic) Qualifications 

Level f 

Form It or below 3 

Form tV ("0" level) 26 

Form Vl ("A" level) 0 

Diploma 1 

Degree 0 

TOTAL 30 

Source : Research data . 

26(86 . 7%) of the respondents had form four 

(Ordinary level) educational qualifications. 

% 

10.0 

86.7 

0 

3 .3. 

0 

100 

The purpose of th1s section was to flnd out the level 

of difficulty of the individual subjects covered in the 

course; and also the overall difficulty; relevance, and 

contnbution of the course to the instructors trammg 

acuviues. 

• 
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Table 5 : Level of Dtfftculty of Subjects 

Level of 
i'hff1cul ty The Subjects 

Effecttve Educa- T ra 1 n 1 ng Scheme learn 1 ns Mt cro 
Communt- t 1 on a 1 Met hods of Wori Psychol Teachmg 
ca t 1 on Medta ogy 

f % f % f % % f % f % 

Very 
Difficult 0 0 0 0 0 0 l 3 .3 5 16.7 0 0 

Difficult 
4 1 13. 3 2 6 . 7 6 20 .0 12 ~0.0 12 40 .0 3 . 3 

Average 21 70.0 ~5 pO.O 17 56.7 16 53.3 12 40 .0 18 60 . 0 

Easy 
5 16.7 13 ~3.3 7 23.3 I 3 . 3 1 3.3 11 

TOTAL 30 100 po 100 30 100 po 100 30 100 30 

Source: Research data 

The above data indicates that majority of the respondents 

reported that all the subjects taught in the course are average 

except Psychology of learning which was reported by 12( 40%) as 

difficult, and 5( 16. 7%) as very difficult. 

36 . 7 

100 



-3!-

All subJects except Psychology of learnmg are made 

us practical and tratnee-orien ed as posstble thus allowt ng 

the tratnees to uttltze more of theu· experiences und talents . 

Psychology of Learmng demands more cogmnve 

and intellectual involvement whtch most tratnees ftnd 

relatively difficult especially after being out of 

school or college for several years . 

Table 6 : Ove r a ll Course rating 

Rating f % 

Very Difficult 0 0 

Dtffi.:ult 14 46.7 

Average 16 53 . 3 

Easy 0 0 

TOTAL 30 100 

Source: Research data 

On the overall , the former trainees reported the 

course as follows: 

16(53. 3%) reported that the course was average . 

14(46 . 7%) reported that the course was difficult. 
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Th ts compares posuwely wtth the ftndmgs from a 

sepa rate Indepe nden t que!)non (Question I L 1n Appendix 

A) whtch also sou g ht to flnd ou t the over all dtfftculty 

o f the course ( Ta ble 7 below) 

Table 7: Overall Difficulty of the Course 

Rating 
f % 

Very Difficult 0 0 

Difficult 3 10.0 

Fair 26 86 .7 

Easy 1 3.3 

. 
TOTAL 30 100 

Source: Research data. 

26(86. 7%) participants reponed that the course 

was "Fair" which is equivalent to "Average', however, 

only 300%) reported that the course was difficult. 

----------~--------------~--------~----~--------------~------
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Table 8: Overall Rating of the Industrial Ins tructor 

Training Programme 

Rating f % 

Outstanding 12 40 .0 

Satisfactory 18 60.0 

Unsatisfactory 0 0 

TOTAL 30 100 

Source : Research data . 

The overall rating of the programme was reported 

as follows: 

18(60%) said it wa s satisfactory . 

12(40%) said it was outstanding . 

Table 9: The E,xtent to Which the Programme Has Helped 

the Ins tructors to do a Better job. 

The £xten t f % 

To a large extent 22 73 . 3 

To some extent 8 26 .7 

Very little 0 0 

Not at all 0 0 

TOTAL 30 100 

Source ; Research data . 
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22(73.3%) s a id tha t the programme had he l ped 

them to a large extem to do a better JOb . 

8(26 . 7%) sa1d that the programme had helped them 

to some extent. 

The flndtngs from thts sec tion indicate that: 

( 1) The subjects covered, and the overall level of 

( ll) 

(Ill) 

the course is suitable for the intended parttc1pants; 

except Psychology of Learning which could be 

simphfied/mod1fied so that the concepts are easier 

for the part1c1pants . Th1s could be ach1eved by 

making the subject more illustrative and practical

oriented so that the participants can draw more from 

their past experiences as instructors . 

The overall course is rated as average (fair) 

The overall Industrial Instructor Training programme 

is sa tis factory . 

(VI) The programme contributes to a large extent in 

helping the Industrial l nstructors to do a better job . 
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4.3. Relevance and Frequency of Us1ng Traimng Methods 

and Techniques Covered in the Course . 

A very wtde range of l'i1fferent tra1n1n13 

methods and techniques are p\"rtcttsed today: 

and new ones are constantly being developed and 

evaluated . There is now an increasing emphasis 

on partic1pation in the learning process by the 

students themselves. It is important that until 

more research has been done on the effect 1 veness of 

various training methods and techmques , it is 

desirable for training courses to contain a 

balanced programme of methods and techniques . 

It is because of the reason given above that 

the Kenya Techmcal Teachers College Industrial 

1 nstructors training programme exposes the trainees 

to a w1de range of different training methods and 

techniques. This is also justif1ed by the fact 

that the trainee instructors themselves have varied 

profess1onal backgrounds. The tra1nee instructors 

are coached and encouraged to select approriate 

methods and techniques, or any combinations which 
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would make the1r courses more effective . 

The purpose of lhis section therefore . was to find 

out the relevance and frequency of using the various 

training methods and techniques covered in the course . 
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Tltbl<" 10 RC'l <>vancc of Trnin•ne P-i<>thod s and Techniques Covered in the Course. 

Rating Training Methods and Techniques 

Dcmonsl r- Group Question-
Role Case Business Experimen- Field Prograr 

Very D 1 scu ssion Projects ed 
Lcctu re lllton ing Playing Study Games tat ion rrips 

lns t r u c Relevilnt 
ion 

f % r % f % f % f % f % f % f % f % f % f % 

Very 

Rcleva n t 11 36.7 2l 80 . 0 5 16.7 18 60 .0 4 13.3 2 6. 7 1 3.3 5 16.7 10 33 .3 6 20 .0 8 2( 

Re levl1 n t 18 60.0 6 7.0 .0 19 63 .3 12 40 .0 19 63 .4 16 53 .3 8 26.7 16 53 .3 19 63 .4 16 53 . 3 16 s. 

l~ot 
Relevant 1 3 .3 0 0 6 20.0 0 0 7 23 . 3 12 40 .0 21 70 .0 9 30.0 1 3 .3 8 26 .7 6 2( 

TOTAl. 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 l OC 

Source: Resea rch data 
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i\1ajorny of form~r lratnees reported th~ follow1 ng 

~1ethods and Techniques Very Relevant. 

Demonstration -24(80%) of former tratnees 

Questioning - 18(60%) of former trainees . 

The rest of the Methods and Techmques were reported 

Relevant except Business Games . 
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Table 11 : Freguencl o f Using Training Methods and Technigues . 

Rat fng Training Methods and Tec hniQues 

Demons- Gr·oup 
Questton- Role 

Case Bu siness Fteld I Program• 
Lt"!cl u rc t rn t 1 on Ex peri-

Projects 
Ins tru e 

D1 scuss-
ing Playing 

Study Garnes men tat ion Trips on 
ion-

f % f % r % f % f % f % f % f % f % r % f % 
i':'rl'qucntly IL. 46 .7 2S 83 .3 2 6.7 24 80 .0 4 13 .3 2 6.7 0 0 2 6. 7 0 0 6 20 .0 5 ~6. 

De en stonn 11 v 13 43 .3 5 16.7 12 ~(J . O 5 16. 7 8 26 .7 7 23 .3 0 0 11 36 .7 1 1 36. 7 4 13.3 2 6. 

Rn rPiy 3 IO.C 0 0 12 40 .0 1 3.3 10 33. 3 11 
I 

36 .7 7 23 .3 8 26 .6 60 .0 8 26 . 7 12 40 .• 

"ever at 

all 0 0 0 0 (. 13.3 0 0 8 26 .7 10 ~3.3 23 76 .7 9 JO .O 1 3.3 12 ~0 . 0 11 36 . ~ 

1-

rorAt. 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 30 100 

)ou r c:c : R~scllr·ch d<1ttl 
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The ftndmgs tndtcate that the '-iethods and T hntques 

used frequently are: 

Demonstrnnon - 25(83 . 3%) respondents. 

Questtonmg 2t.(80 .0%) respondents. 

The Methods and Techniques used occastonally 

(but wtth a bias towards frequently i.e . 40% and 

above) are : 

Lecture - l3(G3 .3%) respondents 

Group D1scussion - 12(40%) respondents 

The rest of the Methods and Techntques are etther 

rarely used or never used at all respectively as follows : 

Busmess Games 7(23 . 3%) or 23(76 . 7%) respondents . 

Programmed L nstruc::twn-12 ( 40%) or 11 (36. 6%) respondents . 

Field Trips/Vistts - 18(60%) or 1(3.3) respondents . 

Role Playtng - lO( 33 .3%) or 8(26. 7%) respondents . 

Case Study - 11(36 . 7%) or 10 (33 . 3%) respondents 

Experimcn tation/Learmng by Discovery- 8( 26. 7%) or 

9(30%) respondents . 
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Th1s has a posttive correlanon "Wlth the flnd1ngs from 

the students percepuon of the frequency of usmg the common 

tra1n1ng Methods and Techniques (see table 12 belo"'•) 

Table 12: The Frequency of Us ing Common Training Methods 

and Techniques a s Pe r ceived by -~tudents . 

Rating Training Methods and T echnique s 

Demonstr- Group Question- Role Projects 
Lecture Discuss-

ing Playing at 1 on 1011 

f % f % f % f % f % f % 

Frequency 33 55 35 58. 4 8 13. 3 49 81.6 7 11. 7 29 48 . L. 

Occasion-
ally . 

11 18. 3 16 26 . E 22 36 .7 7 11. 7 17 28. L. 14 23 .3 

Rarely 13 21.7 8 13. : 21 35 .0 4 6.7 1L 233 11 18 .3 

Never at 

all 
3 so 1 1.7 9 15.0 0 0 22 36 . 6 6 10.0 

60 100 60 100 60 100 60 100 60 100 60 100 

Sourc<.-: Research data 
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The students reported the frequency of using Tra1mng 

Methods and Techniques by their instructors as follows: 

Questioning - l9(81 . 6%) respondents. 

Demonstration - 35(58 . l%) respondents. 

Lecture - 33(55%) respondents . 

From the standpoint of lndustnal Technical and 

Busmess training; and from the objectives of The Nationa 1 

Ycuth Service ( NYS) training school , some observations and 

recommendations can be deduced from the findings: 

(1) Lecture, Demon at ration and Questioning 

methods and techniques are used frequently 

which is cons1stent with the NYS training 

programmes ; and the level of the students . 

( 11) Case Study method is rarely used or never at 

all possibly because all the NYS students are 

pre-service . However, towards the completion 

of their traimng, this method could be used 

occasionally to expose them to more real 

situations before they graduate and seek 

employmen· t~~ · ~:de. 



(I I I) Role Playtng and Independent Study/Projects are 

used rarely or never at all . These methods 

and techniques however, could be encouraged 

particularly since one of the goals of the NYS 

training programme is to train craftsmen who 

are eventually expected to start and run their 

own workshops and to be self-employed after 

completion of training . 

(VI) Group Discussion Method could be em_phastzed More 

in order to help the students learn to communicate 

and express themselves; as well as learn to 

appreciate other people and thei r points of view; 

and consequently their future workmates after 

graduation. 

( V) Business Games and Expe rimentation/Learntng by 

Discovery are rarely used or never at all. This 

could be explained by the fact that the training 

at the NYS is mainly technical oriented with 

empha s i s on safety a nd so ma y not be cond uc 1ve 

tc learn m g by disccvery . Al so Bu s in ess Gilmes 

.s r~· r.~a 1r.ly u~ec! in b.:smess and mana gerr~:-; 

:rcunt ng. 
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(Vl) Although field trips are rarely used at the NYS, 

this could be emphasized (used occasionally) 

since it is the only method -which gives the 

students an opportunity to relate -what they 

learn at the training units to real life in the 

field. 1 t also enables the students to see how 

various parts are assembled together to form a 

whole unit for example in Construction work, 

motor vehicle mechanics, electrical installation 

and manufacturing . 

(Vll) Programmed Instruction is a relatively new training 

method which emphasizes individual trainee-oriented 

learning at his own pace . The learning packages 

are usually divided into learning modules ranging 

from simple to complex and the learner has to 

go through the modules sequet.~.i o.lly, and 

continuously self-assessing his performance. 

This method is rarely used at the NYS or never 

used at all. The explanation to this could be 

the large nurroer of students mvolved; the 

meth.:-c! 1"' Gwl·e Ct>mandrng 1n terms of facthti.es 

( pac:kag~c a·c t>~.~:;gh quallfted staff. However, 

the r:;e:t.oc c~-lc be considered i.n the long-term 

planntns 5ln.:e 1t gtves the students .opportunity 

to learn <nrcugh self-1nvolvement, self-assessment, 

a:-.c a· · e .ea:-:-.e:s' pace . 
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4.4. Relevance and Frequency of Using Training Aids 

Cove red i n the Course. 

There is nothing intrinsically new about audio

visual training aids . They have been used for many 

years as teachmg-learning devices. However , in recent 

years, there has been a tremendous increase in the 

variety and sophistication of such training devices . 

Audio-visual training aids are of great value 

in improving effective commumcation between the 

trainer and the trainees , but they should not be used 

to replace the trainer-trainee relationship . Learning 

aids range from such relatively simple devices as 

chalkboard , charts, posters and handouts , to more 

sophisticated and expensive aud1o , visual, and 

audio-visua 1 equipment such as projectors, recorders 

and closed circuit television system. 

The Industrial Instructor Training programme at 

Kenya Technical Teachers College 1ncorporates a s many 

of these aud1o-visual traintng a1ds as poss1ble 1n the 

course. The trainee instructors are encc-uraged to 

1den:t!) and make use of as. many c: tr.c:-e ce-.t<::es 

as p~~stble wlthtn their hmtted rescu:ce~- A: the 

same ttrr.e, the sources and procedures f~r acqu1nng 
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the more sophisucated training atds are dtscussed 

during the course. 

The data tn this section , therefore , was to ind icate 

the relevance and frequency of using the various training aids 

covered in the course . 
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Tabl~ 13 : Relevance of Training Aids 
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The following training aids were reported very 

relevant to instructional assignments: 

Chalkboard - 29(96 . 7%) respondents. 

Handout Notes - 29(96 . &%) respondents. 

Overhead Transparencies - 19(63.L.%) respondents . 

Models and Cutaways - 16(53.3%) respondents . 

The rest of the training aids were reported relevant 

especially Flip Charts, Sound Films and Video Cassette 

Recording and Playback. 
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Table 1' . -. Frequency of Using the Training . Aids . 

~anog Training Aids . 
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( 1) The . Tra imng A ids used frequently are: 

Chalkboard - 30( 100%) respondents. 

Handouts Notes - 21(70%) respondents . 

Charts and Posters - 15(50%) respondents. 

(ll) At least 10(33.3%) of the respondents reported that 

Overhead Transparencies, Flip Charts, Models and 

Cuta'Ways are used occasionally. 

( Ill) Ma)onty of the respondents reported that the follo'Wing 

training aids are rarely used or never at all respectively : 

Photographs/Camera - 2(6. 7%) and 27(90%) respondents . 

Sound Films - 9(30%) and 19(63.4%) respondents . 

S l1de Tapes - 6(20%) and 15(50%) respondents. 

Opaque Projectors - 6(20%) and 19(60%) respondents . 

Vtdeo Cassette Recording and Playback -3( 10%) and 

27(90%) respondents . 

The findings have a positive correlation 'With the 

fi.nd1ng s from the students' perception of the frequency 

of usmg the common training aids ( see tab le 15 below) . 
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Tn blc 1'5 : T h t> Fr<'quc nc y of Us ing Training Aids as Perceived by 

t h •• S tud e nt s . 

fl ~l l trH' Tra ining Aids 

C'h. •l k- Charts & Fhp Overhead 
Sound ~1odels & Handouts 

T ran c.pa - Sltde 

fl\)d l d Post cr s Charts No tes 
rency Fi lms Cu taw:1 y s Tapes 

r % f % f % f % f % f % f % f % 

Frcqllc nt ly 51 8.) .0 31 51. 7 11 18 .3 9 15.0 2 3.4 28 1..6 .7 4 6.7 39 65.0 

8cca s 10na 11 v 5 8.3 18 30 .0 9 15 16 26 .6 3 s.o 8 13.3 7 11. 7 14 23.3 

R<~ rely I. 6 .7 8 13 .3 18 30 7 11.7 10 16 .6 15 25 .0 ~ 2 20 .0 4 6.7 

Nc•vcr cl I 0 0 3 s.o 22 36 .7 28 46 .7 45 75 .0 9 15 .0 ~7 61.6 3 5.0 

a l I 
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.....__ . 
Sou rc<' : J•, • ., , • .~n· h data . 
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The follo..,1ng Training A1ds were perceived by 

students as used frequently.: 

Chalkboard - 51 (85%) respondents . 

Handout Notes - 39(65%) respondents. 

Charts and Posters - 31(51. 7%) respondents. 

Sound Films and Slide Tape packages were reported 

as never used at all by the students as follows: 

Sound Films - 45(75%l respondents. 

Slide Tapes - 37(61.6%) respondents . 

Some observations and recommendations can be deducted 

from the findings: 

• (I) Overhead transparenc1es are very relevant in such 

a traimng programme but are only occasionally 

used. 1 t is recommended that the instructors 

and their respective training units should 

emphasize the use of this training a1d. During 

the course at KTTC, the tra1nee mstructors are 

usually well tramed 1n makmg and us1ng overhead 

transparencies . Tne cverhead prOJt'ctors once 

acqu1red. are rela u vel v en eli p to rna tnt a 1n. 

Transpa re:1e1es are usually effecu ve and motlva n ng 

as tratntng atds and also save the mstructot:s ttme. 
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(11) Models and Cutaways were also reported as very 

relevant in industrial and techntcal traming, yet 

they are only used occasionally. The 1nstructors 

should emphasize the use of models and cutaways 

during training . They are usually very effective 

since they represent the actual object ; as a lot 

of models and cutaways can be made from •crap 

pieces of materials. The institutions should also 

make the facilities for making such models and 

cutaways available to the instructors . Those 

models and cutaways which may be too complicated 

to make in a regular workshop, but would make 

training - learning more effective could be 

purchased when the resources are available . 

(III) The trainees normally _go through very comprehensive 

and practical-oriented exercises in planning, preparing 

and using slide-tape packages as training aids 

during their course at Kenya Techntcal Teachers 

College. 

S 1 ide- tape packages can be very effective in the 

NYS training scheme . The instituti ons could arrange 

to purchase only one good camera and a couple of 

slide projectors and tape recorders per trami.ng 

untt. The cameras, projectors and recorders once 
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acquued are relatively cheap to matntatn. The 

Instructors should then be encouraged to use their 

sktlls and knowledge acqutred from the course to prepare 

photographs, and slide-tape packages whtch can be used 

for quite a long time before they are obsolete . 

(IV) Sound films are admittedly very expens1 ve. However, 

lt i.s not necessary for the institutions to purchase 

a lot of such films . Instead , once the mstitutions 

have a film projector in each tra imng unit, educa nona 1 

and training films are usually available from film hbranes . 

cultural 1nformation centers and large commercial 

corporations either at a minima 1 fee or free . Some 

sound-motion pictures if used carefully can have a good 

impact on the learner especially in areas such as Safety; 

Manufactunng and Construction . 

4.5.1 . Former Traine e s Overall Rea c tion to le ngth of Course 

The lndustnal Instructors Tra1ning programme has 

been dt v1ded 1nto three parts namely Course C (Baste 

Level). Course B (Intermediate level), and Course A 

(Advanced level) . Hns hae recentlv been mod1f1ed 1nto 

Part 1 and Part 11 . The purpose of dtv1d1ng the 

programme •nto par;." IS ;.o enable the tramees to attend 

a part of the course; and then have an opportunlt~ to 

apply the kno\o.•ledge and sk1lls acqutred before rewrnmg 

for the nexl level . 



-58-

The purpose of this sectton was to find out the 

former trainees' reaction to the total length of the course 

as conducted at the college. The C, 8 , and A, parts 

have been 5 weeks long each ; whereas parts 1 and I I 

are now 12 ~eeks long each . 

Table 16: Length of the Course 

Ratin g f % 

Too Long 1 3.3 

Long 0 0 

Satisfactory 18 60.0 

Short 11 36 .7 

TOTAL 30 100 

Source: Research data 

18(60 . 7%1 participants said that the length of the 

course is satisfactory . 
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~.5.2. The Former Trainees Reaction to Competence 

and Performance of Lecturers ; and Training 

Facilities. 

The success of a training programme 

also depends on the competence and performance 

of the resource persons (lecturers) who are the 

lea r ning f acilitators in the programme . 

Competence an<! performance of resource persons can 

be eva 1 ua ted fr om t he point of v1ew of thetr 

qualifications , experience, preparedness , 

presentation of sessions , and commitment to thei r 

work . 

Another critical f actor in a training 

programme are the facilities used d uring training . 

Facilities include the traimng rooms , course 

materials , a udio-visual trainmg aids and 

equipment used to make learmng more effective . 

The objecnve of th1s sect ion was to find 

out (on the average) the former tra1nees 

reaei~c-n 10 cor::?e<ence and performance of resource 

per:-ons: as well as the ~ratntng facthtles u-.ed 

lri i.he course . 
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· Table 17 : Competence and Performance of Resource Persons; 

and Training Facilities Rating. 

Lecturers ' Lecturers' Tr a tntng 

Rating Competence Perf o nrance Factlities 

. 
f % f % f % 

Excellent 5 16 . 7 2 6 .7 15 50 .0 

bood 19 63.3 21 70 .0 11 36 .7 

!Avera ge 6 20 .0 7 23 .3 4 13 .3 

Poor 0 0 0 0 0 0 

TOTAL 30 100 30 100 30 100 

Sourcer Research data. 

The flndwgs i n table 17 a bove indica t e th at t he leng th 

of the cou rse , competence and perfor mance of r esource pe r sons, 

an d the training facilities at Kenya Technical Teac hers 

College a re a ll above a verage . 

These unponant components of the tratnmg programme 

c:hould be ma 1ntatn ed and tf poss i b le , tmpr·oved by the 

college m order i.O mainta i n the high qualtty of th e mst r uctors 

t ra1mng p r ogr a mme betng offered . 
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4 .6 . The Former Trainees Reac t ion to Accommodation , 

Mea l s and General Admini s tratto n a t the College. 

1 ndust na 1 J nstructors t ra tning programme at 

Kenya Techn tca l Teachers College ts an tn-servJcc 

residential training programme . I t as therefore 

tmportant that the college matntams certain standards 

of accommodation, meals and genera l adm tntstrallon 

whtc h ts acceptable to the parttctpants . 

The purpose of this section was there fore , to 

find out the reaction of form er trainees to 

accommodation and meals o ffered by the college ; and 

the genera l administration of the college wh1ch 

includes cleaning, laundry f acilities , sccut'lty of 

the premtses and property, sport s ct ncl ot he r co-

curncula r recreational faci 1i tles . 

Table 18: Accommodation , Mea Is and Gcrwra I 

Admini s tration Ratang . 

Genera l 
, 

Rating Accommod a I ton Men Is 
~w.nuu · t r:iJ..l.J..a.ll. 

f % f % f % 

Excellent 7 23 .3 3 10.0 14 46 .7 

!Good 20 66 .7 21 70 .0 lL. 46 .7 

Average 3 10 .0 5 16.7 1 3 .3 

Poor __Q_ _u_ 1 1 .3 _1 L1J 

TOTA L 30 100 30 100 30 100 

Source : Research data 
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The findings indtcate that accommodanon, meals 

and general admimstratlon of the college are all 

above average . This IS quite conducive to effectlve 

learmng; and maintains the already established 

good pubhc Image of the college . These facihues 

should be maintained or even improved by the college 

in order to attract more clients In the future . 

~.7. The Overall Perfonmance of Former Trainees as 

Perceived by their students at National Youth 

Service. 

The primary goal of any training programme 1s 

the application of knowledge, skills and attitudes 

which have been acquired by the participants 

from such a programme. ln training, such 

applications can be evaluated at the levels of 

Preparation, Presentation and Students Evaluation/ 

Follow-up. 

The purpose of this section was to find out 

the Nationa 1 Youth Servtce students' percept 1on 

of he perform a nee of their instructors who have 

already a aendec he 1 ndustna 1 Instructors Tram1 ng 

progr amrr:e . 



Performance m the workshop/classroom could 

be evaluated from the following general factors : 

( 1) Communication skills of the instructors . 

( 11) Preparedness by the instructors pnor to 

presentanon . 

( 1 I 1) Presentation techniques . 

( 1 V) Emphas1s on 1mportance of the toptc, key 

pomts , and safety . 

( V) Instructors personality, sense of humour, 

friendliness and self-enthusiasm. 

(VI) Group Motivation and Control. 



-64-

Table 19: Instructors ' Performance (on the average) Rating . 

Raung Item/Behaviour 

>. -0. 
E -Ill 

f % f % f % 

Yes 39 65 .0 38 63 .3 40 66 .6 

Somettmes 20 33 .3 20 33 .3 17 28.t. 

No 1 1.7 2 3.L. 3 s.o 

TOTAL 60 100 60 100 60 100 

Source: Research data 
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The findings indicate that the tnstructors 

(on the average) apply the knowledge, skills and 

atntudes acquired from the course to enhance their 

performance in the classroom/workshops . However, 

there is an apparent need for the mstructors to be 

more enthusiastic and recognise the good performance 

of thetr students. There are several techniques for 

recogmsing learner performance including oral 

praising which can have a positive motivating 

effect on the learners . 
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Table 20: Class Motivation Rating 

. 

Raung 
Class Motivation Technique 

Recall Askmg Use of 
Explaining Allowtng 

from last Quest 1ons Importance of Tratnces Oral 
Exarrp les Demonstration 

less on Topic Pan 1 c 1 pd t1on Prd1~1ng 

r % f % f % f % f % r % f % 

frequently 33 ss .o 44 73 .3 34 56 . 7 31 51.7 31 51.7 44 73.3 21 35 .0 

pccasionally 18 30 .0 15 25 .0 20 33 .3 14 23.3 16 26 . 6 9 15 .0 17 28.L. 

Rarely 6 10 .0 1 1.7 3 s.o 7 11.7 7 11.7 3 s.o 11 18 .3 

~~ever at 

a ll 3 s.o 0 0 3 so. 8 13.3 6 10.0 4 6.7 11 18 .3 

-
TOTAL 

60 100 60 100 60 100 60 100 60 100 60 100 60 100 

Source: Research data 
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The fmd1ngs tncicate that the mstructors (on the 

average) mouvate theu students ustng the sktlls acqutred 

from the course . However , there ts an apparent need for 

the mstructor to develop and utlhze sktlls 1n apprectattng 

or recogmstng good students performance for ex£tmplc , 

through ora 1 praising . 

4.8. Quality of Lesson Plans, Training Aids, Schemes of Work, 

Teaching Notes and Students PerfornBnce Records 

Since Industrial Instructor Trainmg programme 1s 

practical-oriented and emphasizes tramee tnvolvement, 

the participants are usually comprehenstvely coached in 

making: 

( 1) Lesson Plans 

( ll) Training Aids 

( 111) Schemes of Work 

( l v) Teaching Notes 

( V) Students Performance Records . 

These mate rials make preparation; pre sen tat ion ; 

and eva luauon of students' performance more effecttve. 

In order to establish the quality of these materials , the 

researcher inspected what the former tratnees have 

made and recorded the results in a pre-determtned 

inspection sheet . 
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Table 21 : Quality of Training Materials 

R.rung Item/Behaviour 

T r ain ees 

l.f'~"Oil l'la ns Tra1ning Aids Sche mes o f Work Teaching Notes Pe r f o nrance 

Records 

I % f % f 

-
OJ 
10 f % f % 

\<1 t' II 11 3'1 .7 6 20 .0 9 30 .0 20 66 . 7 30 100 

Pt'C!>IIIt'd 

... 
t\ VC t lH' ('I v 66 . 7 7 23 . 3 0 0 

" lb 53 .3 18 60 .0 20 
l'l l!fldi'Cd 

Poorlv 
P I'CJ'd red 1 3.3 3 10 . 0 1 3 .3 3 10 .0 0 0 

No1 
Pr "parPd 2 6 .7 3 10 .0 0 0 0 0 0 0 

0 

'101 AL 30 100 30 100 30 100 30 100 30 100 

Sou r ce : l?t'.., c>.rrc: h da1a 



-69-

The findings indicate that the quahty of all the 

supportive training materials 1s above average . The 

reasons for these findings were : 

(I) The instructors at the Nattonal Youth Servtce 

training units have held '*'Orkshops tn '*'htch 

each section developed 1 ts own scheme of '*'Ork 

(according to the trade) wh1ch is followed by 

all the instructors in the respective sections . 

( 11) The National Youth Service has established a 

uniform format for recording the students' 

performance both in class and in the '*'Orkshops. 

The format shows detailed records of both 

continuous and terminal performance as kept 

(111) 

by t h e instructors within each section (trade). 

Majority of the instructors (66 . 7%) showed a 

lot of enthusiasm in preparing their teaching 

notes '*'hich they also pass over to the students 

as handouts or notes copted from the chalkboard . 

{ JV) There Is; however, a need for the Instructors 

to emphasize regular preparation of tndtvtdual 

lesson plans . 



, 
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(V) The National Youth Servtce Workshops are 

relatively well equipped wtth hand tools and 

power machines. However, as already 

discussed earlier, there is a need for the 

instructors to get more involved in preparing 

more training aids in order to make ~. tudents 

learning more effective . 
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CHAPTER FIVE 

LIMITATIONS, CONCLUSIONS AND RECOMMENDATIONS 

5.1. LIMITATIONS OF THE STUDY 

Due to time and other resources constraints , 

the study was limited to a survey of the reactions 

of former trainees to the industrial instructors 

trai ning programme ; and the application of knowledge 

skills and attitudes acquired from the programme 

as perceived by t heir stu dents and the researcher . 

The researcher was a ware that the r eactions of 

t he former trainees could be affected by other 

independent variables . These could mclude the 

changin g admini stration of the college, the former 

trainees themselves (academic and professional 

backgrounds, work exper ience, age, sex a nd other 

private experiences) which were not surveyed 

in the study . 

The researcher was also aware that the 

application of knowledge , skills and attuudes 

acqutred from the course could be affected by 

other independent van a bles ""llhln the respective 

training umts such as administration, a va ilabtli ty 

of resources and faciltnes, Instructors I remuneration, 

the background of thetr students and the former 

trainees 1 self-initiative and mouvatton a 11 of 

whtch were not surveyed m the study . 

..... 
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The study was also limited tn determtntng 

the amount of learmng and changes in behav1our 

as a result of the training programme . These 

areas could be further investigated in such 

future studies especially by using homogenous 

and control groups if posstble. 

5 .2. CONCLUSIONS 

The goals and objectlves of the 1 ndustnal 

Instructor Training programme at Kenya Techmcal 

Teachers College seems to be clear to the in-service 

industnal instructors and the sponsonng agency . 

Also the programme seems to be achiev1ng 1 t s set 

goals and objectives as reported by the former 

trainees who have gone through the programme . 

The subjects covered in the course are relevant 

and suitable and are meenng the instructors ' 

training needs . However, the curriculum could 

still be improved to keep pace with the changes 

in training; and the industry in genera 1. 

The resource persons (lecturers) in the 

l ndus~na 1 l ns~ructor Training Department at 

;.he .::d!e;e are ccmpei.ent and thetr performance 

1 s ab0ve average . Also the traintng factllttes 

are quiie adequate for the training programme 

bewg cffered at the college . 
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Accommoda non, meals and general admtnistranon 

of the college 1s quite acceptable to the course 

participants . However , such facilities could still 

be improved m the future . 

The training programme 1s helping the in-service 

industrial instructors to perform a better job as 

instructors wh1ch include preparati.on, presentanon , 

and evaluation of students' performance . 

5 . 3. RECOMMENDATIONS FOR FURTHER RESEARCH 

Due to almost i.Dfinite list of possible 

variables affecting the behaviour of participants 

from a course, further research could be conducted 

preferably with homogenous and control groups in 

order to establish more accurately the impact 

such traming progammes have on the change of 

behaviour and attitudes of the participants . 

The researcher also recommends that wlth 

availability of more time and other resources, a 

stmtlar study could be done wlth instructors 

both before and after the tnnning programme . 

The resul~s of such a study could be uc;ed to e s tabhsh 

the effec~ of ihe traming programme . 
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It is also recommended that further studtes 

could be conducted especially usmg the Behavioural 

Criterion so as to establish the contribution of the 

training programme to the performance of the former 

trainees on the Job environment. Thts could mean 

that the researcher( s) have to spend more ttme with 

the former trainees in their planning rooms; classrooms , 

and workshops when the sessions are on . This way, it 

could be more accurate to study the practical application 

of the acquired knowledge, skills and attitudes 1n 

the job environment. 

Further research could also be done using the Result 

Criterion to measure the tota 1 orgamza tiona 1 effect 

of the training programme. This is, however a 

difficult area since even when such data as 

quality and quantity of product1on, reduced 

accidents and good examinatlon results are available • 

it is often difficult to determine whether such 

changes can be attributed to :ratning or 

other factors unrelated to the trairing programme . 

For the academics and p racti toners , simtlar 

studtes could be conduc ed in other tns~i tutio:"ls 

beneftttng from thts pr0g!·amme ; or to evalua<e 

ot her p r o fe ss.:mal and general courses . 



-75-

APPENDIX A 

Questionnaire for Former Trainees. 
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APPOOIX A 

21/3/87 

Dear Respondent, 

Evaluation of training programmes is an important exercise since 
1t enables the trainers and sponsors of such tra1n1ng programmes 
to obta1n 1nformat1on ~1ch can be used to assess the effectiveness 
of such programnes as well as improving them in the future. 

Since you have at tended the lndust rial Instructors 1 Course at KITC 1 

1 am calling on you to participate in this exerc1se wtnch ts also 
ITo/ M3.nagernent Research Proja::t as a partial fulfilment of the 
requirements for the degree of Master of Business and Admini st rat Ion 
of The University of Nairobi. The title of this project is "A 
Survey of the Reaction to and Application of Kenya Technical Teachers 
College Industrial lnst ructors 1 Training Programne : The Case of 
Fonner Trainee Instructors of The National Youth Service. 

The attached questionnaire is specifically designed to obtain 
infonnation 'Which will shed light on sane of the ways in \tohich this 
progranrne can be irrproved and so will be of benefit to both KTTC 
and your organization - The NYS . 

The informatioo you provide will be collated with that obtained 
fran others and yoo as an individual will not be identlfied with the 
results of the study in any way . In fact yoo are not requtred to 
wrlte your names or any form of identification on this questionnaire . 

So, please respond to this questionnaire to the best of your 
knowledge , experience and honesty . 

A copy of the findings and reccmnendat ions wi 11 be sent to your 
organization . I would like to thank you sincerely for your 
contribution to this exercise . 

Yours sincerely, 

.--9"T'"'~ ~ 
D. . _ h.:-:c-
Fa-.~ l · . "'l -cnnerce (MBA) 
UNIVERS11Y OF NAIROBI. 
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~estiamaire for Fonner Trainees. 

1 . Had yoo at tended any other lnst rueter Training Coorse bef ore 

caning to Kenya Technical Teachers College {KTTC) ' 

If yes, please state ~ere, and for how long ? -----------------------

2. On joining the Industrial Instructors Course at K.T.T .C . were the 

objectives of the course clear to you ? 

If no, please state why not ________________________________________ __ 

3 . After attending the course, do yoo think the objecttves of the 

course were achieved ? 

1f no, please explam 'why not ----------------------------------------



-78-

1.. The Instructors' Crurse at KTTC covered s1x broad subject areas. H"*' 

~ould yru rate the subjects taught ? 

Very 
Average Easy 

Subject Area Difficult Difficu1 t 

1.1.1 (1) (2) (1) 

Effective 

Cormun 1 cat i on 

Educa t 1 ona 1 

Media 

Training Methc:xis 

and Techniques 

Scheme of Worl< 

Deve 1 opmen t 

Psychology of 

Learning 

M1 cro-Teaching 

Exercises . 
i 
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S. Below is a list of vanous training methods and techmques 

covered in the course . Please rate the1r relevance to 

your instructional assignments . 

Very 
Relevant Not Relevan 

Relevant Method & Technique (3} (2) 
( 1 \ 

Lecture 

Demonstratlon 

Group Discussion 

Quest1omng 

Role Playing 

Case Study 

Business Games . 

Ex penmen ta 11 

Learmng by Discovery 

F1.:>ld Tnp~/V 1 s1ts 

Independent 

S:udy/Projects 

Programmed 

l~struc:1on 



6. For the same list of traming methods and techniques in number (5) 

above, please indicate how frequently you apply them durtng 

traming_. 

Occasionally Rart.•ly 
Never 

Method and Frequentl) at all 
Techn1que ( 4) (3) (2) (1 } 

Lecture 

Demonstrauon 

Questiomng 

Role Play 

Case Study 

Business 

Games 

Experimental/ 
Learning by Discovery 

Field Tnps/ 

Visits 

Independent Study I 
Project 

P r og rarruned 
I nst ructton 
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7. During the course at KTTC,you were trained in the preparat1on 

and use of the following training aids . Please rate their 

relevance to your instructional assignments . 

Very Not 
Relevant 

Train1ng Aid Relevant Relevant 
(3) (2) (1) 

Chalkboard 

Charts 

and Posters 

Flip Charts 

Overhead 

Transparancies 

Photographs/ 

Camera Use 

Sound Films 

Sl ide Tapes 

Models & 
Cu t a ways 

Opaque 
ProJector s 

Vtdeo-Cassettes 
Recordm~ 8-
Pla-v back 

Prepa r ation 
of Handouts 
or Notes 
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8. For the same hst of training aids in number (7) above , 1nd1cate 

how frequently you use them dunng training. 

Frequently Occasionally Rarely Never 

Training Atd (4) (3) (2) all 
( 1) 

Chalkboard 

Charts & Posters 

Flip Charts 

Overhead 
Projector & 
Transparemes 

Photographs/ 
Camera 

Sound Films 

51 ide-Tapes 

Models and 
Cutaways 

Opaque 

Projectors 

V1.deo-Cassenes 
Playba ck 

Issue of 
Hancou • s 
or r o~ e c 

at 
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9. How would you rate the length of the course ? 

Too long (4) D 
Long ( 3) D 
Satisfactory ( 2) D 
Short (1) D 

10. How would you rate the competence of resource persons 

{ Lecturers) who trained you during the course ? 

Excellent (4) D 
Good ( 3) D 
Average (2) D 
Poor (1) 0 

11 . How would you rate the performance of resource persons 

(Lecturers} who tratned you during the course ? 

Excellent 

Good (3) 0 
Average (2 0 



12 . How would you rate overall the tra1ning facihues 

13. 

at I(TTC e . g . tra1mng rooms, course matenals, aud1o

v1sual training aids etc ? 

Excellent (4) D 
Good (3) 0 
Average ( 2) 0 
Poor (1)0 

Any suggestions for improvement 

How would you rate accommodation, meals, and general 

administration of KTTC when you attended the course ? 

Accommodation Meals General 
Admm i stration 

Excellent (4) 0 wO ~)o 

G~cd ( 3' D (3)0 (3'0 
Average (2 D (2)0 (2) 0 

Poor (1) D (1)0 (I)D 
Any ~uggestlOn' fer ~•?:-.:-vement: 

C2 l Accomr:-.~ca ' 1.:-r 
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(b) M!ils : --------------------------------------

(c) General Admimstration: -------------------------------

14. On the overall did you find the course: 

Very Difficult ? (f.) D 
Dtfficult ? (3) D 
Fair ? (2) D 
Easy ? . (1) D 

15 . Constdering everything , how would you rate this Industrial 

1 nstructor Traintng Programme ? 

Outstanding (3) D 
Satisfactory (2) D 
Unsatisfactory (1) D 

16. To what extent has the programme helped you d o a better 

job as an industrial mstructor ? 

To a large exier.i (!) D 
To some extent (3) D 
Very httle (2) D 
Not at a 11 ( l ) 0 



17 . 
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Please indicate your: 

Male 
{1) Sex D 

( 11) Age years 

(Ill) Highest Educational quahfication, 

Form 11 or below D 
Form IV(Ordmary) level D 
Form IV (Advance) level D 
Diploma D 
Degree D 

Female 

D 

( 1 V) Number of years experience as an industria 1 instructor 

prior to attending KTTC course . 

1 2 years D 
3 - L years D 
5 - 6 years ~ 

Above s1x <t>lease state) ----------------------------------
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(V) Please tick the courses you have attended at KTTC: 

and the year 

Year 

Course C 

Course B 

Course A 

Part I 

Part II 

18 . Any other suggestions for improving the training programme 

not included in the questionnaire . ---------------------------
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APPENDIX B 

Ques tionnaire for Students . 



APPENDIX B. 

19/3/87 

Dear Respondent . 

Evaluation of tramtng programr.tes is an tmportant exercise s1nce 
1t enables the trainers and sponsors of such training programmes 
to obtain informauon whtch can be used to assess the effecnve
ness of such programmes as well as improving them in the future . 

One of the objectives of this study is to evaluate appllcation of 
1 nstructors 1 knowledge and skills by your trainers who have 
attended 1 ndustria 1 1 nstructors 1 Course at Kenya Technical 
Teachers College . 

1 am, therefore , calhng on you to participate in this exerctse 
by responding to the questtonnaire attached. Thts exerctse ts 
also my Management Research Project as a parttal fulftlment of 
the requirements for the degree of Master of Business and 
Administ ration of The University of Nairqb1. 

The information you provide will be combined with that obtained 
from other students and you as an indtvidual wtll not be 
idenufled wtth the results of the study in any way . 1 n fact 
you are not required to write your names or any form of 
identification on this questionnaire . 

So please respond to this questiOnnaire to the best of your abtlity 
and honesty . 

1 would like to thank you sincerely , fo r your contribution to this 
exercise . 

Yours sincerely , 

lY1A p . 

Du:-1can ,. · d ~. Ochoro 
Fscul·\ of Co ...... · .erc:e ( 1-:BA 
UNIVERSITY OF NAIROBI. 
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Questionnaire for Students 

1. Below is a list of the most common traimng methods and techn1ques 

used by mstructors in the classroom or workshop. Plea~e rate 

how frequently these methods and techniques are used by your 

instructors ? 

Method & Technique Frequently Occasion all~ Rarely Never 
at all 

( 4) ( 3 ) ( 2) ( 1 ) 

Lecture 

Demonstration 

Group Discussion 

Questioning 

Role Playing 

Projects 
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2. Below is a list of training aids commonly used by instructors 

in the classroom or workshop. Please rate how frequently 

these aids are used by your instructors ? 

Training Aid Frequently Occasionally Rarely Never 
at all 

( ~ ) (3 ) ( 2 ) ( 1 ) 

Chalkboard 

Charts & Posters 

Flip Charts . 

Overhead 
T ran spa rencies 

Sound Films 

• 

Slide Tapes 

Models & Cutaways 

I ssu e of Handou ts 

I or Notes 
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3 . Please rate your Instructor's performance (on the average ) on 
each of the following points accordmg to your observauon 

and experience . 

1 tern/Behaviour 

1. Communicate simply 

and clerical 

2. State lesson objectives 

at start of lesson 

3. Usually prepared and 

ready to teach 

4. Emphasize key points 

in the lesson 

s. Ask questions and allow 

questions in the lesson 

6. Emphas ize safety in 

handh n g matenals 

and mach i nes 

7 . Encourage you to learn 

even d1fficult po1nts/ 

steps 

8 . Gtve assignments and 

test con tinuously 

Yes 
( 3 ) 

D 
D 
D 

D 
D 

D 
D 

D 

Someumes 
( 2) 

D 

D 
D 
D 
D 

D 

D 

D 

No 
(1 ) 

0 

D 
D 
D 
D 

D 

D 

D 



9. 

10. 

11. 

Are humble and friendly 

Control class disturbances 

Recognise and reward good 

performance 

12 . Summarise lessons before 

closing 

Yes 
(3) 

0 
D 

D 

D 

Sometimes No 
( 2) (1) 

D D 
D D 

D D 

D D 
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I.. 1elow are several techniques instructors use to mottvate 

tramees to learn . Please rate how frequently .tnese technique·s 

are used by your Instructor ? 

Frequently Occasionally Rarely Never 
at all 

Technique ( ~ ) ( 3) ( 2 ) ( 1 ) 

Recall from 
the last 
lesson 

Asking 
Questions 

Use of 

Examples 

Demonstra-
t1 on 

Explaining 
Importance 
of the 
topic 

Allowing 
trainee 
partici-
pat ion 

Oral 

Praiswg 
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APPENDIX C 

Observatim. (Inspect ion) Check Sheet 



APPENDIX C 

Observation (Inspection) Check Sheet. 

Well Averagely Poorly Not 
Item Prepared Prepared Prepared Prepared 

( l) (3) (2) (1) 

Lesson Plans 

Training Aids 

Schemes of Work 

Training Notes/ 
Handouts 

Trainees' 

Performance 
Records 
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APPENDIX D 

Kenya Technical Teachers College Industrial 

Instructor:s Crurse Syllabus 



APPDIDIX D. 1: 

EF"Fl!LilVE CXMIJNlCATl~ SYU.AilJS . 

The purpose of Effective Camunicatioo Subject IS to enable 

the instruc tors to develop skills in oral, wntten and noo-verbal 

cormunication, as well as discussing those aspects of camunicatioo 

'which are relevant to their operational responsib1llties as 

instructors. The broad topical areas are : 

- The Cormunication Process 

Barriers to Effective Communication 

- Oral Communication Skills 

- The Art of Listening and use of Non-verbal Cues 

H"""' to Use the Library 

- Givmg Effective Instructions 

Report Writing and Presentation 

Role Playing 

~ Group Discussions 

Business Correspondence 

Filing Systems and lnfornation Retrieval for Decision 

Making 

Abstracting lnfornatlon frcmCa talogues , Writing 

Speciflcoil~~s and Requ1s1t1ons 

lnterprc·1ng dnd Us!ng Tec~~1cal Data 

V.'n·1~1g eq!...1;:-teni or lnstrJ.ment Operanonal M~nual 

Behav1ou:-al ?at terns - Indivtdual and groups 

Cc.r.r.a i t ee 0 rgan 1 za t 1 on 

C.:-nduct 1:-.g Meei.mgs 

Pro!:lle.-:-1 Solv1ng Techniques 
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APPFliD IX D. 2: 

EDOCAT lClW. lED lA SYLu.BUS 

Thts subject is designed to familiarize the tramee 

instructor with the irrportance of usmg various inst ructt ona 1/ 

teaching aids . The subject also helps instructors to 

identify the different types of instructtonal aids, and 

their avatlability . The preparation and use of such aids 

to rrake training effective is enphasized m the subJect . 

The topics covered are: 

lrrportance of using Training Aids . 

Sources of Training Aids. 

- Chalkboard as a Training Aid. 

- Preparation and Use of Charts and Posters. 

- Preparation and Use of Overhead TransparenCl es, 

and Project or . 

Preparation and Use of Different Types of Handouts . 

- Acquisition and Use of Mbdels , Prototypes, 

Cutaways and Sirrulat ions . 

- How t o Us e Opaque , Fi lms t np and 16mn. Sound 

Proj ec t or s ; and Handling Troubl e Shoott ng. 

- The Use of 3Smn. camera a s a Tratni ng A td . 

- Preparation and Usc of Sltde-Tape Traintng 

Packages . 

- Preparat ton and Use of vtdeo-Casse< te Tratnmg 

Packages . 
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APPDI>IX D. 3: 

TEitOf n«.; t£110)5 SYLLAJlJS 

This subject is designed to expose the trainee 

instructors to the methods and techniques of instruction 

that increase the effectiveness of the learning experience . 

It also helps the instructor to develop ski 11 s in planning , 

presenting, managing and evaluating the teaching/learning 

process. The broad topical areas are: 

- Definition of Teaching and Learning. 

- Principles of Teaching and Learning# 

- Qualities of a Good Instructor. 

- Developing Instructional Objectives. 

- Types of Lessons and Lesson Planning. 

- Trainee/Learner Motivation. 

Instructional Methods and Techniques. 

- The Art of Questioning. 

- Progranrned lnst ruction/Learning. 

- Trainee Performance Evaluation. 

- Purpose of Evaluat ton. 

- rypes of tests (evaluation tools) 

- Constructton of Test Items. 

- Adrnmi st ra t1 on of Tests . 

- Assessment and Grading Methods. 

Stattstical Analysis of Test Data 

- Attitude Assessment. 

- Course Evaluat 100 Methods . 
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The subject 1s designed to develop the planning 

sk1lls of the trnmee instructors so that they can design 

effective schemes of work and lesson plans . The subject 

also a1ms at advancing t h e trainee mstructors skills 

in programme design, planning , implementation and evaluation 

including follow-up . The topics covered in this subject 

are: 

- Purposes of Instructional Planning . 

- Terminologies used in Instructional Plann1ng. 

- Training Needs Analysis . 

- ] ob Ana 1 y s i s • 

- Tasks Analysis and Cl assification . 

- Training Classification . 

Identification and sequencing of Lesson Tules . 

- Lesson Planning . 

Writing Lesson Objects 

Identifying Key Points . 

Li s t i ng Tram1ng Aids . 

Les!;on summry and Tra1nee Eva luat t on . 

Scheme cf \\'.:-:-k Developmeni. . 

- Admtms<rai.lC:l of a Tratmng P rogra~ 
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- Budgeting for Training . 

- Organizing Training Factl it i es and Materials . 

ldent Hying and lnvlt tng Resrurce Persoos . 

- Time-tabling. 

- Evaluation of a Training Programme . 

- Follow-up of a Train ing Programme . 
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APPENDIX D. 5: 

PSY()(UX;Y OF LEARN It«; SYllABUS 

This subject 1 s designed to develop the tra i ned 
• 

inst ructors• awareness of the learning processe s and shO\olo' 

how teaching can be adapted to the learning processes 

and princip le . The subject a 1 so aims at mt rcxiuci ng 

the partictpants to psychology of adult learning , 

theories of learning and internal and external factors 

affecttng learning and behaviour modiftcatton . The topics 

covered are : 

- Process and Principles of Learning . 

- Theories of Learning . 

- Learning Darains . 

- Learning Rates and Curves . 

- Memory - Retention and Retneval. 

- Transfer of Learning . 

- Psychology of Adult Learntng . 

- Theon e s of Mo t 1 va t 1 on . 

- He redt ~ory and Env1 r onrnental In flu ences on Learnmg . 

- A 1 tude C i(lnge . 
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