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THE FORMAL INDUSTRIAL TRAINING SYSTEM AND POLICY IN KENYA:
QUANTITATIVE, QUALITATIVE AND DISTRIBUTIONAL EFFECTS

By

Irmgard Nubler

ABSTRACT

An economy requires a labour force with the appropriate levels
of skills to perform its main functions. In general, skilled manpower
is created by education and training. In 1970 the Industrial Training
Act was enacted by the Kenyan Govermment to make provisions for the
regulations of the training of persons engaged in industries and to
establish training schemes.

This paper describes the formal industrial training system
and training policy in Kenya, its aims and instruments. The paper
presents data from a study aimed at determining the effectiveness of
the formal industrial training system in achieving its stated objectives
It presents data on guantitative, qualitative and distributional effects
of the training system and policy. Data are presented on the number of
trainees and the level of training in seven selected industrial sectors,
and on the number and characteristics of companies which perform formal
industrial training. Data are also provided on the financial situation
and on the distributional effects of the levy funds,
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1. Introduction i

In 1970 the Industrial. Trainingo Act was enacted by the
Kenyan' ' Gavernment to mwmake provigions for the reguiations of the
training of persons engaged in -cindustries and to establisn
training ‘schemeg. 1 The aim of the ltraining policy va=s to improve
both © the .guentity . and: the  gqguality  of industrcial training.
furthers,  to engure.-a more egual shace of training costs betveen
firweg  and to promote training within the peivate sector of the
econony. S S e e e
The two main ingtruments by which-these aims are to bhe achieved
are - e : R - :

a. - the “tripartite and hierarchical organigations of the National

Industrial Training. Council,. the Industrial . Training
Committees and: Supb-Committees and . . .
b.  the Training Levy Funds: . ... i

The purpose af thig. study ig to determine - the
effectiveriepes ofi ithe .formal, industriel . training ayaten ia
achieving i1ts stated: objectives, The  paper presents. dats from a
study on some resulie and effects of the formal training system.
Data ace presented on the ~number-ocf trainees, ancd on what level
thal have been trained in seven selgoted industrcial secltors
during ‘the - period af 3979 Lo, 1985, The number of . .cowmpanies
irnvolved io:formal treaining and their characterigtics in terwns of
size (nunber of enplévees) and bHwaecship wvas also studied. Data
are provided an-the distributiohal effect uf the Levy Funda. |

2. Literature Review: . - s mE

" The ' theee - :basdc  rvesouvrces necessarcy . for | ecanomic
development are financial . resouvrces (money), physical
regources. (mateciali oand -humao resources . {(manpaver).
Although . all three w..- ., are closely related ~and wutually
dependent  in  the .proacess +oaof econgmic devejiopment,
wanpover appeare to be the: .. most fundamental resourge. . A
countey  wiith rvich natural . - resovrcee and amnple. financial
resources wannot - necessacilys achieve steady. economnig
development 1if 4i - does . not have .. enough | . . manpowver to
vtilize and develop them.. & country with well « L educated
manpoeveEr “hag e chancerto obtain econonic sucgoess, L. Beven
Lf it hag poor matural resources" (Inoue, 1985, p. 1). P

T With  thiie - statement Inoue is . referring.ta , the dmportant.
rale that vocationsl educaticon. and . training ,.and . manpower
development have played 4in the context of Japan’s economic
developwment.
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The imgportance of industrial training has been recogoized
by many econamists. Shultz (19531 pointed asut the important role
af human capiteal in the fast recocstruction of EBEurope after Worid
War II, and in the economic development process of the United
Ytates of America. Concerning developing countries’ he congiders »
shortage of skilled wmanpower az a bottlensck that way hiader
econonic growih and development. Many other auvthors assert thab
industrial develapment and economic growth din developling
couvntrieg have lagged behind due to the ander-supply of qualified
manpovey . Collier wand Bigeten (1980} state that "human capitsl
represents a more poverful asand less tractable coanstraint upon the
growth of the non-agricuiturzl sector then physical capital...”.
Bowman (1980) defines developssat in terms of a dynamlic  and
innovative process; the egsefice of developing man and wvoman is a
readiness and ability +to asdapl to changes and to grasp or  two
create nev opportunities. Thizg attitude and ability is promoted

by education and training. Mikkelsen (1980 describes - the
importance of shkilied wanpover and training in directing
independent technological innovetions and contralling the

industrial development procesis of a country. A lack of qualifiied
manpover means losing control or hampering thet proceses.

A econowmy redquires a labour force vwith ‘the appropriate
levels of skills to perforwm its main funclions. The demand for
varioug " levels of ekille depends on the state of development - of
Lhe economy,  its slructure and rates of growth. As the economny
hecomes more complex and diversified 'in the development process
it needs different types of sgkills 3in greater or legser
quantities.

In general, skilled manpover is created by education and
training and they are at +the center of human TeRCuree
development. Education invoives the acgquisition of genecal
knowledge and the development of basic wental ability. Trainlng
on the cther hand wmeans the develooment of specific skills whizh
are needed to perfore o particularc job or smeriesg of dobs.  Thoe
training systewm ig nmore specifically oriented to the production

of the skills reguired 1in +the economy & (Harbiszoan, “AEel) .
Industrial +training is defined asg vocational and techanical
training which prénpares individuals "for enployment 1dn: ' an

industrial cccupation. The training systew'is, din contrast to the
general’ education system, more specifically oriented to tbe
development of skills required in the economy. 'Here the laws of
supply and dewand apply in determining the  ‘types, levels and
gquantities of skillg +that the training system produces. “The
objective of treining can vary fréom country to country and from
time to  time. In many countries it has been the process ol
industrialization +that hag stimulated the growth of technical
education and vocational training. Co s
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Types and Nethods of Training

According - to  Zymelwman. C197E;ped<¥1). and  Inoue  (1987)
training “in industry can be alasszified an followe:

B. On-the-job training, both fornzl) and informal

Ou~the-job training iz an deportant aelthod of eoployes education
and Lraining-in a company.. . The advaotage of on-the-job tralaing
ie that it can be pecformed indivddually hazed on the  employes’'s
educational  background and the trainee acquires the. =zkills and

knowiedge which are directly cvelsted to ner/his job.
. Tradvniong off the job or institutional training

Tnsgtituetional training can be defined as vooatioval eduvcation and
training hased on a gsystematic cucrciculum Lo a certain period in
A oertailn olass. Inwtdtutional tradning ie pravided in  public
tradining institutions, private training instituwtions, forma
aducation institions,and private training schools . of a fire or a
graoup of firms.

c. Cowbination of both types «f treaining

Appreaticeshipz  emnbody combilined training includicng instructions
off-the-job and on-the-job training; on-~tha-jobh training with
zome related instrovctions acd formal instibutional education with
requiremnents of practical wvovl in companies.

3. The Formal Industrial Training System In Kenye
3.1. Historical Development

In  the gardise stages of Kenye’s ‘dndustrial development,
traaning for industey was controllied by the Industrisal Training
Ordinance of 1998, being.inteanded to provide the skilled manpower
needs of industry.  After Keaya’s polilical dndepsndence, an IL.O
SUTVEY on the country's manpovwer training requicement and
Lraining facilities was carvied ovt, . the Keport wag published in
1965 One consequence was bthe establishment of a trade .testing
aystem and of the HNairobi Trade Testing Centore. In 1968 & plan of
operation for a National Induszstrial Vocational:Training Centre
(NIVTC) was signed by ithe Kenyan Government with the ILO. The ILO
praject was to assigt Kenya in the establishment of "a onational
praogram of industrial . training.:- f
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In 1970 the Kenyen Government eaacted the Industrial
Training Act "to wake provigsions for the reguliation of the
training of persons engaged in indastcies" and ta eatablish
tyaining  schemes under the: Directorate of Industcial Training in
order to "encourage and to asgist industries in o their traianding
effort™ (The Industrial Training Act, 19833). In 1971 the National
Industrisl Training Council (NITC) was creeted uader the . Act and
an Industrial Teaining Levy was established. "Any group of
emnployers with mutual interest in training will he permitted Lo
organize themselves and nomianate a Board to plan and operate a
trarning scheme financed by a 'levy on “themwselves (Development
Flan 1970-1974, p. 123). - . 3 ‘ : :

In 1979 +the Curriculum Developmenlt, HNational Co-ordination
Rervices and Technicsl Support Branch of +the Directorate ot
Industrial Training wvas establighed. This branch, with the
aggistance of ‘UNDP/ILO, develoged the Kenya Integrated Tralning
Systew (KITS). KITS enbraces -all industrial +tralaning, the
principal components of which ars:

‘the Inderitured lesrner system (operatives)y &~ -~ .

the Craft Apprentice systewm (skilled workers)

the Technician Apprentice system (technicians and supervisaorn)
the systew of National Trade Tests

ingtitutional training (national training centres, ' techuical
schools, Polytechnics, KTTI)
KITS "training materials e
‘other learning materials

L]

3.2.0rganisation Under The Industrial Training Act

The Iandustrial Training Act represents the legislative
foundation for the industrial treining system:’’ The: two -basic
egtablishments under the Industriml Training Act are the
Directorate of Industrial Training (DIT) within'the Mianistry of
Labour and the Hational Indugtrial Training Couacil (NITII). "The
DIT and the Mational' Indusgtrigl Training Council'play important
roles in assisting and monitdring teaining activities  undertaken
to seérve the private sector" {(Development Flan, 1979-1983, p. 489).

Within' the trainling system the NITC is +the ' body which
represents’ policy, ‘makes final decisions and approvals. - It has
adthority tao approéve 'nev Training HBchemes and Levy Ordders. - The
NITC" forms ' Industreial’ Training Committees and creates: Sub-
Committees' for etk of the 1l sectors of the Industry. The
Industrial Training Committees recommend to the NITC-the farmula
for levying ite industey, the types and amounts wuwf fees and costs
for wrefunding and the amount of fixed training grants. The
technical Sub-Comwmittees are to identify training needsg and, in
co-aperation with the DIT, establish treining =yllabi and
programnes.



NITC e T e n - (lengizlative body)

Industyry’ Training Comeilttees
I
Technical fub-Committees

The DIT was stablished in 1971  uvnder +the Industrial
Teaindng Act to sdwminister, coordinate and promote dndustrial
training. The DIT 3is responsible to the NITC and actz es  its
executive hady.

oIt oo (executive body)
T SToTTTE T S
Training 0 Administration of - Curriculun Development
Trade Testing Industrial Training Netional Co-ordination
Certification Levy ‘ Technical Support

There are three major Fuvnctionz of the DIT:

13 It i the responsibility of the DIT to provide trainiog
praogerammes and facilities for the private and public sector of
the industries. it haz 1o organize and coocdinate training
courses for craft spprenticeships, techoician apprenticeships,

indentured leacnecship and skill improvewment courses, and it has
to supervive  training preogrammes performed within companlies
(ingpection of idin-plant <Lraining? and within the Training
Centres, both the NIVTC and company-operated Training Centres.

A further function of the DIT is Lhe Trade ' Testing & aod
Proficisncy  Testing to standardize the measurensnt o and
certification of skills., The Trade Testing Svstew grades’ craft
skills dvom Grade I1L (lovest) to firade I for an YArtisan®. Each
person who "hazs the  theoreticsal and practical skills can
participate d4in  the trade tesltiag. The Proficiency Testing is
related to “the traininy function of the DIT in course of the
formal apprenticeshigs and courses.

2 The DIT is responsible for the administration of the Levy
Fund, =~ the actual dissving - of levy oarders, maintenance of
sccounts, collection and disbursements of the levy funds.,

Ay The +third hreanch of the DIT iz the Curciculum - Development,
National Cocrdination and Technical Support System, which, with
assistance from the UNDFPA/ILG implemented the KITS., Thig is a
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unigque system  that sterts with an occupaticanl analysis to

determine the varitforce reguirced. New®xt, detailed Jjob
specificationg for each pogition . are develapedy © Trainlting
proagrammnes and materials are desigrned, follaved by the
implemerntation of the progranme,’ the validation - of ite
effectiveness and feedback dinto the systen. The training

pragramnme design isg based on the ILO's tMadules of Enmployable
Skills (MES) concept which the Governwent has adopted Ifor all
foture curriculum development in technical training, wherever
applicahle.

4. Government Policy Towvards Industrial Training

In the Developmenbt Plan (1974-78, p. 443y, a geneval summary
of the Ggvernment’s policies on training ise provided.  : Caoncerning
industrial training the objective ig to train' aad- -t continously
upgrade a mnodern industeiasl labour force and a cadre of wedium
and high level managers. The aim is to increase both the quantity
ancd the guaelity of training. An adequate supply of trained
manpower at  all levels in indvetry and the greatest possible
improvement 1n the guality and efficiency of industrial training
is to be ensured. A third aim is the sharing of costs of training
hetween the employers and thus the reduction of the risk of
training.

Accorcding Lo, Kenyas - Development Plans, =~ more
responsibility for trainiaog wiil be . given to privale  comsanies.
"The Governwment "will - contlinue to encovrage teaining  @rogram:s
conducted by private ficrws" (Development Plan 1974-78,p.443) and
f... bt encourage campanies in the privete sector to train beyond
their own staff requirements®. "There will be  a - greater
Government regulation of private sector training te ensure
harmonization betwveen the intereasts of indugtry, the requirements
of the individusl and the nesds of the esconomy® (Development Plan
1979-83, p. 489).,

There are twoe mwmain establisghments wilthin the training
syatem Lo reach the ainme of Government Policy.: The aims are to
improve the guantity and quality of treining, ensure a more equol
share of traiving costs bhetvween the firms and promote:training in
the private sector.

The two bodies are:

a) the ltripartite and hierarchical organisation .af the National
Industrial  Training Govocii, Industrial Trainding Committees
and Sub-Committess and

b) the Industrial Training: Levy Fund
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a) Tripsrtite Qrganimatilon

Az described before, the NITC iz the legislative body in
the training system that makezm the final decisions and appraovals.
The HNITC has formed 11 industrial sectors and has et up  an
Indugterial Training Committee for each sectocr. Each ITC crestes
a technical Sub-Comeittees vhich are suppoged to ddentify the
training needs of the icndugstry. "In addition to the 11 ITCs of the
industrial sectors, an ITC was esstablished vhich deals with the
management training in 2ll indusitries. Rach of these three bodies
in the hierarchy is a tripacrtite, wilth representatives from the
favernamernt (LITy, employees {(Trade Unions) and enplayers
(Federatioa of Keanya Emplovecrs!).

ThHe emplover representatives are euwpected to establish a
direct communication with the lakhoue marivel and shovw the training
needs of the dindustey and eamure a fast adiustment of +training
programs  to changes in training 'needs. For 4t is8 a8 crucial
factor in manpover develdpmenl that the quality of treining is
congistent " with the needs of the industcey. The RITC is also
taking  acticn to proméate tramianing within private dodustry by
providing - information to private Firme on the benefite of
training and the provided treaining cvourses and programe by the
digltrihotion  «of panrphlets, advertisments in the media and hy
sending ouwl training  inspectors. o ! s :

b Training Levy Fund

In &addition to the ITC there im a Training Levy Fund for
zach of the 11 dindustrisl sectors. EBach company registered in the
fund has Lo pay levy according to the formula of its industry.
Reimbursement for some of the training cost is given for approved
in-plant and in-centre training programs. The levy fund covers

craft apprenticeship, technician apprenticeship, indentured
leacrnership, skill improvemenltl courses and wanagewent and
supervisor couvrses. The Indugtrial Trainiag Levy covers

gystematic and forme) training within the modern formal sector,
both in-plant snd in-center. The levy system intends to promcte
the training of firms and to give them wore regponsihility for
the development cf skilled manpower. Therefore, all trainees in
the approved treining programs have to be sponsored by employers.

Poaching (externalities) ss an obstacle Lo training

The enployers’ main argument for not providing lLtraining is
that of ’poaching’ {(suternalities). To meet its need for skilled
manpower, every company hag the option of training vunsgkilled
labour or upgrading skilled manpover, recruiting already trained
labour frow ouvtside (pomaching) or & mixture of boath. By puaching
the costs of training ace avoided but sesrych and recruitment
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533

costes appesni. Roth coste are pogitively related to skill level
and poaching occurs if the training costs exceed the search and
recruitment costs.  Fiewe  that poach inflict costs on training
firme which now face higher average costs because they lose newly
trained workers to the poaching firm. This fact discouvages
training firms, and reduces their training mRctivities in quantity
and/or guality.

The underlyiag principle of the levy-grant system:

Firms that do little or no training, but instead recruit
gkilled labeour trained by others should contribute Lo the costs
incurred by those ficrwms that did train in substantial  nusbecs.
Firms that do train will be corpensated for, and encouraged to
increase their training of manpover. . Thus the risk of training,
i.e. invesling in training and losing the skilled worker before
naving regained the benefits, will be cveduced. Ag a&a result the
average cogts of training will deccease for the training fivm and
the gurantity aand/or guality of training way rise. - Companiles thatl
haven't trained thus far may have an incentive to train in order
to get back a part of the paid training levy. The Davselopwent
Plan (1970-74, 0.122) points out the need to "...praovide for an
industrial +training levy system wherehy ewnployer training costa
will he nore equitably shaved by employers'.
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S. -Data on Results”and.Eiiech of the Described Formal Industrial
Training System and Training Folicy

The OGovernment Policey alns to promote forwmal industrial
training by the established training systenr and the levy funds.
The . indugtrial training system consumes a lot of resourcesz hoth
from the Governwent and the companies. The Government nrovides
training facilities and runsg training courses. Private industry
contributes learge amcunts of money to the training levy funds.

Thia paper presents some data from a study aof the formal
training system and its success in prowoting industrial training
and  giving 1incentives to campanies. The study focused omn tine
number and type of companiea that are actually involved in farmal
industrial ‘training and on the quantity and level of trainiag
which is provided by Lhese companies. The digtributional effect
of the levy funds vas also of intecregt. Data were collected on
the reimbursement of the levy and Lthe companies +that actually
received the refunds.

S.1. HMethodalogy

The Industrial Training Acl has identified 1t industcial
gegltors. These are HMNotor Engineering, Trangport and Allied
Industrial (MET}); Banks and other Financial Institutions; Textile
and other Allied Tadustries (TEX); Savw Milling, Timber, Furniture
ard Allied Industries; Food Processing and Alliled Industries
(FQODJ; Frinting, Publishiug, Faper Manuiacturing and Allied
Industries (PRINT); Engineering and Allied Industries (ENG):
Chemical Hanufacturing, OGeneral Processing and Allied Industries
(CHEM) ; Commercial, Distributive and Allied Trades and Industries
(COMN); Flantation, Agriculture and Allied Indugtries; Buvilding,
Congtruction, Civil Engineering and Allied Industries.

Out of these 11 mectorgs the author aelected 7 sectors far
the purpose of her study. These are MET, TgX, FOCD, PRINT, ENG,
GHEHM, and COMM. The selection criteria were the gize pof the
gector and Lthe financial situation of the levy fund. Data were
collected for each ofi the 7 seclors. A seperate analysis allovs a
comparigon of the resulig in the different industries. Ta get a
reiiable number. of figures, dats was collected for the period of
1979 to 1985,

Data prezented in this paper was mainly collected at Lhe
Directorate of Iandustrial Training, National Industrial Tralning
Counecil, Federation of Kenya Emplayer, cther employer
organisations, companies, Ministey of Tadustry and CGCommerce,
Industrial and Commercial Development Corpovation (ICDC) and the
Central Bureau of Statistica (CRI).
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S5.Z. Quantity and Level of:Training in the Formal Training Systen

S5.2.1. The companies

One agpect of guantibty  in training isg :the aumber of
companies. which arce actually inveolved in the formal industrial
training system. In every sector those cumpanies have heen
recarded which have been acktive in training at least cance during
the period of 1979 to 1985, either dio0 training of craft
apprentices, technician apprentices, indentured learners,
managemnent staff or =sponsors overseas tralning.

These  training companies ace only a fracgtion of the DIT-
registered companies. All cowpanies in.the economy vhich qualilly
for vegiztration in one of the industrial sectors are supposed Lo
register at the DIT and to pay the training levy accordiag to the
levy formule of its industry.

The number of cowpanies which are actually registered at
the DIT has ta ke seen in relation ta the gualifying companies in
the ecaaomy. The snnual enumerastion of establisnments of the CAS
is done accoarding ta the Intevnativnal Standard TIndustrial
Claszification, which classifievs the egteblishwents according to
their economic activities. * As the Industrial Training Act lists
comprehensively the activities which gqualify a company for a
certain industrial seclor, the nunber of companies in the ecanony
that are to bhe related ta each sector could -be calculated. As
anly companies with mare than 4 ewmployees have to e registered
vith the DIT, anly esteblishmeats with moce than 4 employvees
vere cansidered from the CBS data as well.

Table 1 presents the figures for the 7 melected dadustrial
gecltors on the total number:of establishments according ta the
CRS, the nuunber of companies which are reqistered at the DIT, the
nunber - of companies which @ actually train and finalily the
peccentage of training companies of the DIT-registered companies.

According to takle 1, the DIT was rather successful - in
registering companies. Though the companies are obliged Lo
regigter at the DIT and to pay the training levy ag soon as they
ful¥ill the reqguirements, gome try to avelid registration and the
levy payment. Levy ingpectcrs werse sent out to reach these
companies. In the HMotor Engineering and Transport Sector and in
the Coomeccial Sector the rate of registration i=2 only acvound
fifty percent. R '
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Table 1 Number of conpanies in the industrial sectors

TOTAL REGIZTERED  FORMAL FERCENTAGE OF
AT DIT - TRAINING TRAINING TO
e REGISTERED
TEX 211 178 35 20
PRINT SRR 202 s 16
FOOD 258 247 42 17
CHEN 400 387 74 19
MET 798 452 91 20
ENG 577 468 146 a1
COMM 2083 355 64 07

T o ——— T~ P bt T T = b S Mo St B W T P e S M b S e Mt S . S S . G e . o S W ) e G B i e S W B T S o b S

The aunber of conpanies that wvere inavolived in  industrial
teralning at least once during the last 7 yeacs 18 rather swall.
The absolute figures show that only a liwmited number of cowpanies
vere acltually involved in formal training, especially when it is
considered that the period coavers 7 years. Tf the companies which
have tyesined only one per=on Jduring this period are subtracted,
there remaing only 24 cowpanies in Tewxtile, 24 in Printing, 34 in
Food, 623 in Chemical, 58 in MHotor Engineering, 94 in Engineering
and 43 in the Conmnercial sector.

. .

The percentage of the +training companieg wvut of the
registered conpanies ghows that the Engiseering Sector has the
highest rate, whereas in itheé Commercial Sector only 7 pevcent of
the levy paying companies do treining. In the remalning =ectors
about 20 percent of the levy paving firms are dinvolved in
training.

What are +the characteristics of the companies - which are
actually doing formal Ltraining? They vere characterized by theirc
gize according to ithe number of permanent employees and by Lheir
ownership.

The companies were oclasgified into 7 . size groups. An
additional clasts was farmed whexre all oryganisations, co-
operaltives snd Departments of HMinistries are included.  They are
alse registered at the DIT and refunded for training.

Table 22 shows the sire distribution of the  companies. fn
the Hotor Engineering and Transpgoct, Enginesering and Commerccial
sectors, the largest group is formed by compesnies having between
5 and 2 employees. Companies wyhich employ . less than S0
enployees are considered to e small-scale industries. -According
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te this definiticn, 42 percent of the treianing firws in the Hotovr
Engineering, 4¢  percent in the Printing and 37 percent 1in the
Engineering belong to the small-szale gsectocr of the economy. In
the Textile and Food sectocs about 10 percent and in the Chemicasl
sector 17 percent can be grouped in the small-scale smeclor. T
these two sectors the largest group of companies is  formed by
the growp with 100 to 250 ewployees. Group O figures the
percentage of Lthe co-operatives and Hinigtries oot of the tdtal
number of training cowpanies and organisations.

Table 2
Size Distribution of the Training Comnpanies

- mm e e me Ew am A B et sw A R A ae mm e AW EL e vm e v e M e M me e e e ke b i e A e A M em e e e e e e A e A e e

NUmMBiER OF TEX FPRINT FOOD CHEH MET ENG COMN
EMPLOYEES
Q) 4. 35 4. 16 2. 24 7. 28 5. 08 G. GO
S-20 4.88 15,22 8. 33 6.45 26.3& 45,21 26,21
L21-50 4. 88 30. 43 2. 048 9.34 15.43 11.86 16.05
51-100 14.63  17.392 314.5%8 17.78 10.00 10.73 20.435
104 =250 29,27 ,17.39 . 52,08 36.14 10.92 1&.3&8 17.05
250-500 7,32 10,87 G. 75 14,43 13,63 5. 66 5. 68
S00- 100 21.95 - 4,17 &. 77 9. 09 1.6% 4. 35
> 10400 17.07. 4,35 A. 35 4. 65 7,25 d. 39 3. 41
100 100 100 100 100 160 160

M s e ke ae e A i i e am e e MM v e e W e e s e e me el e s Em A i el e e ] e e b e MR et e e e Gh ML e b W e Wb e S e e G e e

Ovnership

Four types of ownecship have been distinguished. The wcamnpanies

vere cansidered to be either

a. Public: vhen the Governwmeat contrals more than 50 percent of
the shares

b, Lacally owned: when more than 50 pecrcent i1i& controlled ' hy
Kenyen mzitizens

. Foreign oavwned: when wmore than 530 percent is controlled by
Non-Kenyan citizens

d. Co-operatives and Minigtry Departmentis

The. information on the ownership was received Irom various
a2mbhassies,s Hinistry of Conmerce and Industry, the ICDC and
directly frow the companies.
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Table 3 indicatesz Lthat in the MNotour Engineeriag, Textile,

Printing and Engineering sector the locally owned companies form
the largest group. in the Food and 4in the Commercial and
Distributive sector the foreign avned and locally owned companies
are about the zamnme number, whereas in the Chemical sector 62.79
percent of all training. companies are fareign owned.
In the Textile and Food Processing sector arcund ten percent of
formal industrial training is performed by public companies. In
the Mator Engineecing and Transport sector the Ministry
Departments aand co-operatives are training more tLthan seven
percent of the traineess.

Table 3

ovnership distribution of the conpanies

onverahip TEX FRINT. FQOGD CHEN MET ENG CanM
public 9,75 --- 10. 4% 6. 79 4. 55 2.82 790
local. CA33.65 54.35 0 44,75 29.00 0 61.82 62,71 29.00
foreign J1.71 91.30 41,67 &2.79 26.326 GL.07  40.97

Min. /Co-op. - --- 4. 16 Lo16 P27 d. 59 5. 68

S.2.2. The Trainees

, . A further aspect of the gquantity of training ig the naumber
af trainees and the level al which they wvere trained.

The initisl intentian in the establishment of the formal
training system and the levy fund was toe promote. training at the
crafts and techniciaa level. Since 1976 training or management
level is also reiwmbursable. Training overseas is also covered if
there ig no equivalent course affered in Kenya.

Table 4 ghows the number of people vho have been formally
trained din the 7 selected sectors between 1979 and 1985, Fox
management training, data were only available for the peciod
19683-1985. Only 33.1 percent of all training is done an  the
crafts and technician level, vhich was the initial target group
of the formal training system. Though the figures for management
training cover anly 3 years, together vith overseas tcaining, it
counts for 6G66.9 percent.
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Taple 4
Number of Trainees on Diffevent Levels, 19279-1985

- am e e Am e e e e e s e v e e e e e g e e e e e A el S e A dn e e v U e e e e e e v e i e G M e e e AR 4 e e e e e e

Number of Percentage Annual

Trainees Average
Indentured Leacrners 1800 15 287
Craft Apprenticeship 2440 =Q 249
Technician Appreanticeship Qs Q& 142
Managewent Training ) [ e a3 2156
Overseas Training 459 04 €&
Total 12158 160 2970

+)} Data covere anly the periad of 1983-196%5

In the follawing, figuresz are split for the 7 sectocs in
order to gee the difference in the training activitieg in  the
various sectors.

Takle O provides data on the quantity and level of training
in each sector. In the Food, Cammercial , Chemical and Printing
sector wmore than 70 percent of all training was done in
nanagement training and less than 4.5 percent in  the technical
training. In the Motor Engineering snd Engineering sector craft
and tecnhnician training accounts for abovt 76 percent. The
Engineering =sectur has the highest recruitment of . technician
apprentices. fetwveen 1979 and 1985 it recruited 353 technician
apprentices which is 36 percent of all the training on this level
in the 7 indugtrial sectors. The Tewtile industry is notable for
the high recruitmwent of indentured learners, the lavest level of
training whithh less than . siy wmonths.
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Table S
Buantity and Level of Training in eacnh Sectoc, 1979-19835
In Percent

TEX PRINT Foan CHEM MET ENG COMK

Indentuvred L. SE. 8 4.3 - -- - 1.4
Craft Aopr. 5.9 12,3 7.8 8.6 Gl.4 46. 5 Q. 2
Technician Appr. S. 4 4.1 4. & 3.8 14.2 28.7 0.3
Managment Triain. 26, 4 67.5 83, 4 ac. a 23.7 20,9 96G. Z
PDuerasas Train. R Pt 11.6 4.2 7.2 Q.7 2.5 2.6
Total - 100 100 100 100 100 100 100
Craft/Techn. App. 27.1 17. 5 12,4 12.4 75.6 76.23 1.2
Manag. /Overseas F2.4 82,5 &7, & &7.6 24.4 23.7 28. 8
S5.2.4. Training Activitie=s and Size of Cowmpanies

In +the previous chaglter, the absolule numnber of companies

and trainees involved in the formal industrial training systen
for every gector haz heen provided, f course, the Jlarger
conmpanies (train more than the smaller do in abselute tecrms. The
author was interested if this holds true in relative terms , too.

Is +there a difference in the amount or level of training between
the compenies, if the nunber of trainees is related to the number

1

o enployeest

Table 2 showed the esize distribution of +the +training
companies, in the folloving +the number of trainees in the
different size groups vas set in relation to the number of
employees of Lhe companies in the corresponding sizé group.

Table 6 zhows the relation of the nuaber of traineesg to the
numbher of ewployees Zfor each =size grouvup of the 7 industrial
aectors. The traineses vere grouwped into two levels: araft and
technician. training (C/T) and managemnent and overseas training
(MO0,
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Table &

Reintive guantity oi training

Relation of ausber of trainees to nurber of emnplovee
size group

In 1710040

v s em mm e s em mm e . iEx e A e e ce wm e e b B e WA wm sw A A mm MR e M e e W cm mm i e M Am A bm e am A A mn e b v e m b ke e e e e e e e

q

=] in  each

i

TEX PRINT Faar CHENM
c/T M/0 /T MO cC/sT MsG /T WO
S5-20 O ae 20 41 0 210 20 230
21-30 O a0 4 128 G 110 4 S0
51-100 12 pe 25 0 90 5 110
101-250 2 14 4 1357 4 110 S 0
251 -500 A 154 ] 17 A 40 a 140
B01-1000 4 4 - a7 190 24 a0
>1000 20 50 L& o S0 40 & 12

o e e me e Ak Me M e o m a m e e AL e e b e e Me T e A M A W e A AR s e T Te ] En Al e ke S Em et Wi e i M e me e e S e bw e

Table & cont.

MET ENG COHM

CrsT Mmoo cC/T M0 A Ms0

520 314 4 43 25 S 45
21-50 | 1& 10 54 2! o 230
51-100 17 & 17 16 0.7 150
101-250 14 23 € 24 0. 4 50
251 -500 18 =24 24 7 .6 A7
501 ~1000 29 15 / e 0 =
>1000 b 5 28 <4 0.4 (=]

s a1 et e ami e s e e e S e A o e e e e e el e e e A e S Mm M= M i ee em AN e e e e e e v ke e o .

C/T: Craft and technician training
M70: Management and oversezs training

Twe cases are considered:
a. Small-scale companies congared Lo large-scale companies

Caonpanies with less than 30 employees are cowmpared to  all
these training companiee vhich employ more than S0 peaple. Table
7 shows that the small-scale cowganiss in the Hotor EBEngineering
and Transport and in the Engineering sector do more training on
the craftemen and technicaan Jevel in relative terms  than the
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larger companies da. . They train 4 anag 4.8 times as- mnuch. This
number ' is. .also vecy high: in the Commercial. - and Distributive
Sector, but. craftemen and rechnician training is wnly - 1.1 percent
of ite totel training activities.

licre Managewment and . Overseas training is done: by the: large-scale
canpanies both in absalute and in relative terns.

Takble-7. . R - ' ‘
Numnker of trainess in relation to enmployees in swmall-scale . and
large-scale companies . -

NMUMBER OQF TEX FRINT FOOT CHEM
EMFLOGYEES

C/T M0 C/T M0 Cs7T /0 CsT. MAG
5-50 oo O T 02400 L A6 Lo 0 o2 0 L0240 03
>SS0 : o L OG1 L Z230 LO27 - .385% 0 - L 183 .47 .04 L 4a82
Tabile 7 cant.
NUMBER OF MET ENG COMM
EMPLOYEES

€/ T n/0 c/T M/0 C/T nsQ
S-30 L300 L0114 . 396 - .046 Losa (275
»50 L0833  ,Q8as 0 L0822 (0S99 L 002 647

e M me M A tm e e M e Em e e R s e A ae MM e R L A e PN b B e M4 A A am AR e e G A e i e dm, e M Sm G e me e mw hem b m s en 0 wm em we Am mm e

CrsT: Craft and technician training
M/0: Management and overseas training

b. Compsnies with less than 250 enmployees compared to thase with
more than 250 ewmplayees... . . 1 Ced : S

Thie s=ize was chozsen to make a more useful distinction for
the management training. Are the larger companies doing more
training in management than the gmaller ones when the number of
trainees in relation Lo the nunber of ewployees is considered?
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According to table:é&, - the companies in.the group with less
than. 250 ewnploveesg do more wanagement training which is sapproved
anc . refunded by the itraining: levy than Lhs cowpanies. with. -more
than 250 enmploveess when congidered in relative tterma. - This ig
true . for the Food, Chemnicald, Engineering and Printding sectocrs: In
the Motor Eagineering and Transport eector, the Textile  sector
and the Commercial and DMstributive sector the management
training in relative terme is sbouwt the same.

The araft sad technician training iz done relatively.  wore
by the smpaller companies in the Wotor Engineering and Transport
and Engineering sector ag slready seszn in the small-scals sector
and there is almost no difference in the Chemical and Printing
secror. ot : A |

Tahie 8 ' o KR
Number of trainees in relatiun to employees in the size group of
3-480.8ad in the group with more. than 250 emplovees
NUMBER QF TER FEINT FOOD CHEH
EMPLOYEES

csT N0 o/ HrG CrT HeQ C/T M0
S5-250 L0004 L 122 03 . 351 L0004 520 N B L
2250 LOEF O L1584 L0210 L0023 LiEs V27 L 035 L zZ3E2
_________ e e e e o et e o A i e = = i o a1t e o g e
Table & cont.
NUMBER GF - .= o METS 0 gNG Ca GV
EMFLOYEES

oo MA0o . O/ T MeGo @/ T M40

5-250 L3GY 045 L4190 L0 SOEL 4TS
>250 L0520 L 044 L0590 014 001 L 447

C/T: Craft and technicaran training
M/0: Hanagement and overseas tceainiag
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5.2. Distributional. Effect of the Traininyg Levy Fund

.The ... training . levy - fund ., was established to . promote
industrial training and to share the costs of training mors
equally among the companies of an industry. The first levy fund
was established. &n 1971, -.the last one in 1980. Large amounts of
money have. been collected. since then. S5ome funds have accumulated

i. large-. sum=. as the industry hssn’t performed wuch training which

is to. be refunded. by the levy fund. - Some funds are short of woney

 and for years. they have not been. able to pay the: refunds claimed.

LodAppendix - 1. shovs the financial. situation of the different levy

funds. . . ye -

The +training levy is to be paid by all companies which are

. registered at the DIT. ~ The amount of levy. to be pald depends: on
.the wnumber of permeapent. employees and the: levy  fdrmula.. which

differs bhetween .the wvarious = industrial sectors. .. Many amall
companies pay the levy:.d1ike a taw. For various reasons they never

..train people in the formel training system and +therefore - never
. c¢laim any reimbucrsements.

The, . gquestion is which companies actually get: the wmoney  of
the levy fund. - For thne periad of 1979 to 1985, .the refunds being
given to. the companies and toa lMinistries and Co-operatives- vere

- recorded.  and analysed. . The companies are grouped by their size

according: to che aumber of. swployees.

g -Table .9 showe the refunds received by the companies in - the
different sirze grouvps. . : St - N T T

-y -

Table:9 . - ., . ... = R R I A
Refund of training levy asccording. to-the size groups . of conpanies
In Thousand, af KShs s e - : Coa R T

[N S A

SIZE GERGOUP TEX PRINT Faon CHEM HET ENG CGMMH

S-20 G.7 2C7.9 306. 9 &d. 4 233.3 aGs. & 196.

21-50 7.2 356. 6 29. 3 €0, 4 136.8 270.9 731L.
S1-100 162, 2 70,7 AT 713.1 lza.7 847.1 446.9
10y-250 136.9 1707, 2 2440.1 22713.8 416.1 J326.7 490.4
2351-50G 480. 2% 1405, 4 211.2 3140.9 3542.2 ala. & 1280, 0
501-1000 3679, 6 4419.0 515&8.1 2044.6 134, 4
>1000 2211&8.3 0 1719.9 0 12616.9 1022.1 1894.3 1Z25374.6 993. 4

Min. /Co-op a.7 d44¢. 3 3037.0 - 3449, 9 1097.9 1606.3

e e am e e ke e e G e a e e e e e e e em Em e M e A e e A e A e e me i wae e de e e ae e e ] e R e e e s e ma
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The amount of levy vwhich was refunded to the Ministries and
Co-aperativés ig rather high in sectore wvhere they get a refund.
In the HMotor Eagineering and Transpoct and in the Cowmnercisdl
sector mare Lthan 27 perccent of refunds have been paid to thisg
group. In the Food and Frinting sector oaly 13.% and 7.6 percent
have' tieen refunded,  respectively.

Table 10 shawe the figuvree for the cuwmmulative percentags
of the numnbers in table 9. The tabulation begins with the saize
group  *1O00  and goes dova to the grouwp of 5-20 employees. The
first line ghovs what percent of Lthe levy refunds the companies
with more than 1000 enployees  reteived.  Correspondingiy, - the
gecand line showeg whal percent of the levy crefunds have. heen
given ta the companies which hove wmore than 500 soployees.

The companigs - with more than 500 enployees are to be
considered now. In the Teuxtile sector 13 companies helong Lo this
group.  These conmfianiss received 96.7 ypercent of al¥l the refunds
heing paicd from 1979 Lo 1935 by the levy fund. - This comes Lo an
amount of 25,797, 923 k3hs. If one cangsiderg only the & largesth
companies that swplay more than 1000 people,  ane finds that Lhey
received 22,9 pervcent of the refunds, a sun of 22, 118, 293 KShs.
In +the Food sector the & companies vith wmore than 500 enplayees
have reckived 73.7 percent of the refunds and the one company in
thet size group in the' Printing sector received 29.1 percent.: .n
the Engineering sector the 4 largest firms received G4.1 perczent
of the refunds. Irn the Motcr BEngineering and Traasport sector and
in the Chemical eector woore companies are involved in this sgire
group. Seventeen companies in the Chemical sector have ceceived
48. 1 percent of the refunds, wvheress in the  Mobtor SEagineering
sector, 146 companies have been pald 33 gpecoent.

The smalill-gcele companies {(less than 50 ewployees) accouni
for 15.9 percent aof the refunds in tne Commercial and  Distribu-
tive gector and far 2.5 percent in the Printing sector, hovever
in all other sectars refunds have not been wmore than 509 percent.

Table 10

Cummulative percentage of levy refund according to the siz
grouns

TEX PRINT Taow CHEN HET ENG CCGMH
>10G0 B2.9 29.1 Sid, & 8.1 15.9 B4, 1 16.9
SOL-1000 96, 7 - 72,7 48, L 33,z 19, 2
251 -500 a8.5 B d 74. 6 72.5 Gd. 1 57,3 40. G
101-250 99. 0 81,7 5.1 a4, 5 G666 g4, 2 49.0
51 =100 99. & 52,9 a5. 4 949. 0 7.7 8.6 S6. 6
21-50 9%, 9 8e. 9 a%. 5 99. % 68,9 89.9 69. 1
S-20 100. 0 G924 6.8 100.0 7Q.9 2 1 P 72,5

3
Min. /Co-op. - 100, G A0G. 0 - 106.0 100.0 10G.0
p
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3. 4. Summary

The =aims of the furmal indusgtrisl training system are +to
improave the cuality of training, give incentives to companies to
increase +the guantity of treining and to ensure a imore ecqual
ghare of the costs between the companies.

The quantity of +training was measured by the number of
campanies - and the number of trainees in 7 selected dndustrial
sectars. In thege 7 sectors, a total of 2889 companies are regil-
stered at the DIT. Gnly 474 companies have been involverd in for-
mal industrial training betwveen 1979 and 1985, which is 16.5 per-
cent aof the registered firms, The training ievy fund does not seem
to be an incentive to da training for the remaining. 83.5 percent
of the compenies. Companies consider the levy es a tax and they
are reluctant to pay a= a long list of defaulters proves.
Smaller cowmpanies which sponsored training in the past becowe
frustreted hecause of the irregular refunding due to the sunortage
of money in the funds. Many large-scale companies have tneir own
training schaols and 3t seems that they do training irrespective
of the levy fund. The levy refund wight however be en incentive
for them to train some more peopie than they would otherwise.

The total number of trainees in the 7 sectors during the
periad of 1979 to 198% was 12158, vhereas only 3dJ432 have been
trained at the craft and technician leveil, the iaitial. . target
group of the training system. Though data are availahle only for
the period ox 39835 to 1965 for manasgement training, o467 people
have been trained at that level. Since 1983 wanagment . training
institutes have mushroomed. L management training courses are
very expensive gome companies have found ways to get high refund
sums from the levy fund. In the Textile seector 59 percent of all
training 31s done in the form of indentured learnerships which
comprise brief and law-level +training. But the costs are
reimbursed and some companies received millions =f KShs as a
result of this type of training.

Congidering the distributional effect of the levy fund,
there seems to be a redistribution from the small to the large
conpanies. All ccowpanies which are registered at the.  DIT . are
obliged to pay training levy. Bul a few companies in every sector
with more +than 3500 employees have received enormous  refunds.
Swall-scale companies, with less than 50 emgployees, account for
an average of only 5.4 percent of the refunds. S

The author has  presented data on +the  quantitative,
qualitetive and distributional effects of the formal @ industrial
training systemn. The data will be analyzed and.interpreted to
drav canclusions. Interviews and discussions with personnel at
selected companies, training institutes, the DIT, the Ministry
of Labour and with other people involved in industrial +training
will ke used to put the data collected in its proper content.



Appendix 1

Financial Situvation of the Levy Fundsxs

Industry Levy Fund Ralance
s on H1.12. 1985

1.Motear Engineecing, 1,061, 72
Transport and Allied
Induetries

2. Ranks and other l&, 254, 369
Financial Instit.

3. Textile and other S0, 439, 524
Allied Industries

4., Saw Milling, Timbher, 14, Q50,775
Furniture and Al1l. Ind.

%. Food Procegsing and 2, 302, 748
Allied Industries

&. Frinting, Publishing, 3,774,791
Faper Manufact. and
Allied Industries

7. Engineering and T, 143, 738
Allied Tadustries

&, Chemical Wanufacturing, 27,2285, 064
fieneral Procesging and
Allied Industcies

9. Connercial, Distributive, 2,870,173
and Allied Trades and
Industries

L0, Plantation, Agriculture 2,294, 939
and Allied Industries

11. Building, Coastruatican, 3, 384, 208

Civil 'Engineering and
Aliied Industries

Source: Direclorate of Industrial Training

IDG/WP 444

Gutstanding Cliains
as on 3. 198G

7,619, 757

v, BTT7, 029

5, GA7, 891

A, 7ad, 3EE

3, 351, s44
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