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ABSTRACT 

The study examined the factors that influence the choice of information and 

communication technology (ICT) trainer among firms listed on the Nairobi Stock 

Exchange. The need for the study arose from the fact that companies are continuously 

seeking to improve ICT skills among their employees by sending them for training in 

various ICT training institutions and consultancy firms . The objectives of the study 

were to determine the critical factors that organizations consider when selecting ICT 

training institutions for their workforce, and to establish the different types of ICT 

training being sought by organizations listed on the Nairobi Stock Exchange. 

A survey design was used and data were collected using questionnaires , which were 

administered using a "drop and pick later" method . The respondents were HR managers 

or heads of training in 41 firms . Data was analyzed using descriptive stati sti cs, cross 

tabulati on and factor analysis. 

Analysis revealed that the critical factors tha t influence an organiza tion 's choicl! of ;m 

ICT training provider include the profi!l! and stability of the co llege, the cl!rtifi at l!s 

offered, the flexibility of the courses offered in terms of comsc ttm ing, how frequently 

each new intake occurs, the ability of the college to offer tailor-made courses and offe r 

~he courses in-house, the location of the college, the number of computers and ho\\ 

modern the ICl equipment are, the lCT trainers' ac d~.:mic profik, le~al and financia l 

considerations. DIT registration was found to be an imJ on. nt • ctor in sdn tin.• an JC r 

trainer. 

'Panizations seek 1 tr inin • in b th t hnt n I n n t hni .tl om ~..: { Olll!I isint• 
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CHAPTER ONE 

INTRODUCTION 

This chapter highlights the background of the study, ICT adoption m Kenya, the 

statement of the problem and the research objectives. 

1.1 Background 

Infom1ation Systems (IS) have become a vital component of successful business firms 

3nd other organizations. Today, ICT is part of the mainstream business strategy and has 

bas ically reshaped the basics of business. Customer service, operations, product, 

marketing and di stribution strategies are heavily or sometimes even entirely dependent on 

TCT. According to O'Bri en (2006), ICT has become an everyday part of business. 

Compani es in the pub li c and private sector have invested heavily in ICT equipment, 

technologies and ICT trai ning for their workforce. 

Informati on TeclHlOiogy (lT) IS broadly defined as hardware, sof'lwm , 

telecommunicati ons, database management and other info11na tion procl'ssin ) 

technologies used in computer-based information systems ( 'Brien 1997). The 

Information Technology Association of America (ITAA) defines IT as the stud , de ·ign, 

development, implementation, support or management of computci-basrd information 

systems, particularly software applications and comput r hardware. In ~~cnc!al, lT 

encompasses application of computer hardwar and oflw:m.: ll: hnolo11 to thL: 

management, processing and dissemination of infonn ti n. ln p. niL ul. r, IT tkab ' 1th 

the 11 e of electronic computers and comput r to p1 )l ct, plot t ss, 

tran tllit and retrieve mfonnati n ( chulth i 

r ut 
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people together to manage information important to an organization's mission (Schultheis 

et al, 1999). 

Information and Communications Teclmology (ICT) merges computing with high speed 

communications links carrying data, sound and video (Spencer, 1992). Thus the te1m ICT 

refers to the convergence of IT with telecommunications technology. 

Telecommunications technology consists of electromagnetic devices and systems for 

communicating over distances for example, telephone, radio, broadcast television and 

cable television (Williams et al, 1999). 

According to O'Brien (2006), IT plays three fundamental roles in business. Firstly, IS 

are used to support business processes and operations for example, recording customer 

purchases, keeping track of inventory, managing payroll, stock control and evaluating 

sales trends. Secondly, IS play a vital role in supporting decision making in business 

enterprises for example decisions on what lines of merchandise need to be added or 

discontinued, or what kinds of investment they require. Thirdly, lS an; u. cd to su pport a 

business' competitive advantage through the innovative usc of 1 'T fore ·ample lluough 

innovations that attract new customers and build customer loyalty. 

IS therefore play a vital role in the business success of an enterprise b • providing the 

information a business needs for efficient operation effccti\'c mana •emcnl and 

competitive advantage. O'Brien (2006) stctes that th I function in an oro, mzation 

represents a major functional area of the I usiness th t i a imp t1:mt to th bu. incs as 

the functions of accounting, finance, op r ti n m. 1 htin • , nd hum:m 

tcsources. It also rcpr s nts n imp rt nt I lli lll:tl 

employ ·e pr luctivuy, t tf m 

ytm 111 , u d in • II 
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ICT, they need employees who are computer literate. There is therefore a need to train 

both technical and non technical employees in ICT and thus enhance their productivity. 

1.2 ICT adoption in Kenya 

In order to use infonnation and communication teclmologies effectively to enhance 

productivity in Kenya, IT literacy needs to be strengthened across all sectors and 

professional qualifications (Kenya National ICT Policy, 2005). This will also stimulate 

growth and employment for the country as a whole. The Kenyan Govenm1ent has 

recognized the role of ICT in the social and economic development of the nation and has 

promulgated a national ICT Policy based on the Economic Recovery Strategy for Wealth 

and Employment Creation (2003-2007). As per the National Information and 

Communications Technology (ICT) Policy, the Government's vision is to make Kenya 'A 

prosperous ICT -driven society'. The Kenya's national ICT paper provides a recipe for the 

rea li zation of the full benefits of using ICT in all sectors of the economy. In the national 

I 'T poli cy the usc of J 'T as an empowerment tool, its role in s cial, cultnral , nncl 

environmental issues, poverty eradication, government and the general wclf'ar · o th ~..: 

population is recognized. 

Many large firms in Kenya view ICT as being potentiall · capable of bringing in some 

benefits. This is evidenced by the high rate at \".'hich organizations an: investing in l T 

technologies, the growing number of ICT firms dealin with dtrtcl hardware and 

software sales as well as provision of ICT scr ·icc 

etwork ompanics and JC'l Con uhants. ln th 

(2002), Kipng'ctich (1991 , 1y n ier (20 2 

)I adoption of JC'l by Kcny, n om1 
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the extent of use of ICT on firms listed on the Nairobi Stock Exchange(NSE), Taneja 

(2006), established that extent of ICT usage in fim1s listed on the NSE is quite high with 

most fim1s having a dedicated ICT depa1iment. He argued that ICT has been adopted by 

firms listed on the NSE for purposes of gaining competitive advantage and hence 

increasing the shareholder value. 

1.2.1 JCT and Companies Listed in the Nairobi Stock Exchange 

The Nairobi Stock Exchange (NSE) deals in the exchange of securities issued by publicly 

quoted companies and the Govemment in Kenya. The NSE started in the 1920s when the 

country was still a British colony. The Kenyan capital market is organized into three 

independent market segments: the Main Investments Market Segment (MIMS), 

Altemative Investments Market Segment (AIMS), and Fixed Income Securities Market 

(FISMS). Companies listed on the MIMS are further classified into four sectors namely: 

agricultural, commercial and services, finance and investments, and lastly, industrial and 

allied. 

Companies listed in the stock exchange form significant sectors in most ' otld cc tl0111tcs 

and therefore their development is regarded as an Important issue for most fO -rnmcnts 

and economics. The companies listed in the Nairobi Stock E ·change account for mor · 

than 50% of manufacturing gross domestic product (GDP) and it is estimated that the 

account for GO% to 70% of the national income (Daniels ani h:ad, 199 ). 'I he L. tent or 
I T use amongst these companies varies. nd is detcnnin d by industry practice and other 

socio-economic factors. In his study on the c ·tent fu 1 '11101\l lllll ' list don 

the NSI!, 'I aneja (2006) establish d th t m ~ li t on th s h h:\\'l 

adopted I I in Ill nn ti n, 

tim fill' products, imp10' m nt 10 . n I Ill hu in 

c p r. lton 1 h · findu • 11 111J n nt 
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1.2.2 ICT Training for Organizations in Kenya 

ICT literacy among employees can be achieved through training. Training refers to the 

art of imparting knowledge and skill (Khan.ka, 2003). Computer literacy is the 

knowledge and ability to use computers and technology efficiently. According to 

O'Brien (2006), Computer literacy does not deal with how the computer works (digital 

circuits), but it implies having knowledge of how the computer does its work for 

example, calculate, compare and copy. A computer literate user needs to have hands-on 

ability to work with the operating systems such as Windows, Mac and Linux and other 

common applications including spreadsheets, word processors, database programs, 

personal infom1ation managers (PIMs), e-mail programs and Web browsers(Schultheis et 

al, 1999). 

Training for organizations in Kenya is regulated by the Directorate of Industrial Training 

(OTT). DIT is a government department within the Ministry of Labour and Human 

Resource I evelopment that was establi shed in 1971 alter the ov rnm nt amended the 

Industrial Training Act to make provision for the regulation f tra inin , f p rs ns 

engaged in industry (Industrial Training Act, 1983). Dff's mission is to ~c urc the 

greatest possible improvement in the quality and efficiency of Industrial Trainin ' and 

ensure an adequate supply of properly trained manpower at all lev ls in indu~try by 

working in partnership with industry, trainers, educational institutiOn. emplo er~ and 

workers' organizations and other relevant local and int rnational b dies. Training 

institutions and consultancy finns that offer or facilit trainin, • n.: rcqunul to rct?,is t ·r 

with DI1 Employers pay a training l 'Y to Dl1 t\11 1 'tquin.n cnt. PIL\'iousl , 

l I"J rnamly regulated the clcliv of n n I 

motor vehicle mechanic , I b 
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levels of staff in the organizations. A list of trainers registered by DIT and generic 

courses for senior and middle level managers and supervisors is appended at the end of 

this report as Appendix III and IV respectively. 

The institutions registered with DIT offer different programs targeted at different levels 

of users in organizations. While some of the institutions specialize in technical courses 

only, others offer non technical courses aimed at improving the ICT literacy of their 

students such as use of word processors, database programs, spreadsheet, email 

applications and desktop publishing software. 

1.3 Statement of the Problem 

The benefits of ICT to organizations are enormous. As a result, companies have invested 

and continue to invest heavily in hardware and software technologies. To reap the 

benefits of ICT, organizations require a workforce with the relevant technical and hands

on ski ll s to operate and work with I 'T equipment hence the different training packages 

from which to choose. 

In their quest to have productive employees, many organizations that ar · usuu• I 'T 

technologies have had to recruit employees with computer skills inespectivc of their I ·vel 

of training in specific professions, for example accounting, audit, bankin 1 , cu ·tonH.:r 

service among many others. Further, a large number of ad\'erti cd \'acancic · in th~.: loc,ll 

dailies require proficiency in the use of computers. 

ome orgamzations have , de lie, ted IT tr inm 

training , nd I 1 re r her out 

tu lent to attend v, ri 

IJ I 

fum 
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challenge for most organizations is to select an ICT training provider for their employees. 

This challenge is further compounded by the numerous consultancy firms and training 

providers offering ICT training, the large number of ICT courses avai lable in the market 

and the different costs charged for the courses. Therefore, the questions that this study 

seeks to address are: What types of ICT training are being sought by organizations listed 

on the NSE and what are the critical factors to consider when selecting an ICT training 

institution? 

1.4 Research Objectives 

The objectives of the study were: 

1. To determine the critical factors that organizations consider when selecting ICT 

training institutions for their workforce. 

2. To establ ish different types of ICT training being sought by organizations listed 

on the Nairobi Stock Exchange. 

1.5 Importance of the Study 

The study will be important to a range of interest groups. Employers scekin: to improve 

the IT ski lls of their staff wi ll be enlightened on factors that they shou ld consitkl when 

select ing I T institutions to sponsor their employees into. 

IC'J 'J raining institutions can use the research work to detem1inc ho\\' th • c:m respond to 

specific needs of their clients. From the findings of thi n.: l. rd1 , u h institntions will 

also get insight into programs that ar mo t ou ht fl r fi r 

Dirccto1 ate of In u tri II '1 r tin in, I 1 

c 1, bh hin ur 
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CHAPTER TWO/! __ 
"'"' LITERATURE REVIEW 

This chapter discusses the concepts of training, staff development, education and 

computer literacy. The training strategies that may be adopted by finns and the factors 

that may influence the choice of an ICT training provider are also discussed in this 

chapter. 

2.1 Training, Development and Education 

In the context of Human resource development, training is defined as the process of 

teaching new or present employees the basic skills they need to effectively perform their 

jobs (Flippo, 1984). It is the act of increasing the knowledge and skill of employees to 

enab le them to do their jobs. According to I<hanka (2003), training refers to the 

acquisition of knowledge, skill s, and attitudes as a result of the teaching of vocational or 

practical skills and knowledge that relates to specific useful skills . It includes all the 

teaching and learning activiti es carried on for the purpose or helping mt;mbers of an 

organ tzation to acquire and also to apply the n.:quired knowledge, ski ll s and attitudes to 

perform their jobs effectively. Training is the systemat ic moclificatiou of hrhaviot 

through learning which occurs as a result of education, instruction, de\ clopmcnt and 

planned experience (Armstrong, 1992). K11anka (2003) argues that training is a process 

that tries to improve skills or add to the existing level of know led 'e o that employee. <II· 

better equipped to do their present job, or to mould th m for a hightrjob involvin,• hi 'her 

responsibilities. Training and development in or aniz lion.! ontt' ·t fhum:m r somt'l~ ts 

:he field concerned with workplace I amin t impto 

I unum Rc ourcc I v Jopm nt IIRI on th • ht ) t r 
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actualization of their potential. Development is an ongoing continuous process while 

training is a one-off deal. Education is also wider in scope and broader in purpose when 

compared to training. It is a life-long process of increasing the general knowledge and 

understanding of the people about a subject or theme or environment. 

Training and development is seen to be critical to the satisfaction and performance of 

employees. Herzberg (1959) refers to training opportunities as 'motivational factors' and 

satisfiers. They are occasions in the job that inspire people to feel good about who they 

are and where they are. According to Bruce (1992), a motivator is essential to acquiring 

and maintaining skills for optimal job performance. Dessler (2004) concurs by adding 

that training and development has long been seen as a way not only to ensure highly 

skilled staff but also to increase self esteem, commitment, motivation and embed a 

leaming culture. 

In a study on the relationship between training and job satisfaction for different 

categories of staff' in microfinance in stitutions, Agala (2002) found that the higher th per 

capita expenditure on training, the higher the level of job satisfaction among mploy cs. 

Azegelc (2005) concurred that training improves job satisfaction amon' employe·· and 

established that the main training and development programs undertak n in th · hot ·I 

industry in Kenya are customer care, leadership skills, computer packages and hospitalit 

training. 

'J he major issue affecting training in Keny, i I k f 

training in organizations. In their stud1 

central •ovcrnmcnt of Kenya n I 1 riv 

20 2), Olung. 200 ), 

tr unin • r minim I 

th II h 
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persom1el for improved job satisfaction, Mududa (1983) observed that the performance of 

those trained improves considerably where training needs are identified. 

Computer based IS can only have a significant impact on an organization if the fim1 

provides adequate training for all levels of end users (Kiprono, 2006). Furthem1ore, lack 

of training reduces the employees' performance and exposes them to errors that pose 

risks to the organization. Training is therefore essential to minimize risks during the 

employees' interaction with the systems (Brown et al, 1994). The effective use of ICT 

now demands computer literacy not just in computer service depariments but also 

throughout the organization (Senker, 1992). 

2.2 Computer Literacy 

Computer literacy has been defined as an understanding of computer characteristics, 

capabilities, applications and having the ability to implement this knowledge in the 

skillful, productive usc of computer applications suitable to individual roles in society 

(S1monson ct al, 1987) . This includes having a basic understanding of th fil e 

man agement processes such as formatting a disk and how to save, copy, dch.:te, op ·n, and 

print docum ents. It also involves using computer applicati ons software to pet ro1111 

personal or job -related tasks, using web browsers and search engines online, nnd being 

able to use emai I. 

Computer literacy does not deal with the digital cir uitr ' of how thl: comJm!ct works, but 

it imp lies knowledge of how the computer doc it 

and copy. It also implie hand -on abilit ' t ' 

WOJd procc sors, 

op 1atin • sy t m 

in •Jm, ti 
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Laudon (2006) asserts that computer literacy refers to knowledge about information 

technology focusing on understanding how computer based technologies work. 

Computer literacy is fmiher described as the set of knowledge and skills needed to use 

information technology at a level appropriate to a person's position, work environment 

and discipline and the ability to continue to develop them into the future. Aspects of 

computer literacy include: plugging in and tuming the computer on, composing, editing 

and printing documents and the ability to communicate with others using computers 

through electronic mail (email) or instant messaging services. Proficiency in the use of 

the World Wide Web including locating information on the web and having an 

understanding of social issues related to computers and the web including intellectual 

property, privacy and security, and legal issues related to computers and the Intemet are 

also impotiant concepts for computer and Internet users in organizations to appreciate. 

This level of computer literacy can be acquired through training. 

Today's corporations look for JT savvy professionals and with good reason. This is 

because information is the lifeblood of any organization and is cssenttal to sound probkm 

solvi ng and decision making, upon wh1ch business success is built. 1\ccorclin • to C 1 

(2006), a professional who does not stay informed is of diminishing value to an 

organization. Therefore he argues that all knowledge workers, professionals, scientists, 

managers and others who create new infonnation and knowlcd •c in their work must be 

familiar with JCT. 

Managers must at all times maintain a cle r pictur of th tr r ani1. tion :md tht: outsitk 

business cnvtronment. 1 hey mu t kn v \ h t r m . . il hi~: t th m • nd tht.ir 

competitors 'I pro ,id ll and 

pte cntin f: ct 'Bri n, tll\l 1 ht: 

11 , mpul t 

mclu 

II till 

Ul 

n d Ill} Ul I 



Managers must be able to define infmmation requirements effectively and have an 

understanding of decision suppo1i tools, such as query languages, report writers, 

spreadsheets and financial plmming systems (Laudon, 2006) . According to Oz (2006), 

managers need an appreciation of how ICTs impact their company's business operations 

and management. They also need to know which ICTs are available to their 

organizations and how they might be developed in the future. 0 'Brien (2006) asserts 

that training is a vital implementation of any IS activity, and both managers and end users 

should be educated on the ICT technology implemented in their organization and how it 

impacts the organization. This knowledge should be supplemented by training programs 

for any new hardware devices, software packages, and their use for specific work 

activities. 

2.3 Training Strategies 

In the organizational con text, training is seen as subset of human resourc development. 

Kenney and Reid (1988) idcntificcl five major training strategies 

The first strategy is training on the job, which may take the fotm of coach in • ami ad vic· 

from immediate superiors and colleagues. The main method umh.:r tillS ~trat · •y include 

on the job training (OJ'f) and Job Instruction 'I raining (Jl'l). On th~; job tiaining ts a 

common training approach whereby a new emplo •c is plncnl on a job an I tau 1ht thl! 

skills necessary to perform it. A trainer or sup rior t . ht:s th~: tmplo 'Ct.: who karns by 

observing and copying (Khanka, 2003). \ 'ith j b in 1111 tion 1r. inin , :1 ttaincr or 

SUJH;rvisor gives instruction to , n mplo 

trainin ' is , ppropriat for tmJ t1in 
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The third strategy is through in-house courses that are likely to transfer learning from 

internal rather than external courses. For example following the installation of a new ERP 

system, an organization may organize a user training session for all employees in the 

affected departments. 

A fourth strategy identified by Kenney and Reid (1998) is planned experiences outside 

the organization which involve seconding employees to other organizations which supply 

services to the organization or are customer organizations so that they may learn a new 

concept or experience another way of doing things. 

Lastly the organization may also employ the training strategy of sponsoring employees to 

external courses run by consultants, colleges and universities. Such courses typically 

lead to a qualification external to the organization. Most organizations have a training 

policy that determines the method of training used unifom1ly across the organization. 

Kenney and Reid (1998) argue that there arc fom decision criteria to usc in dct<.:m1ining 

the appropriate training strategy. 'I he first criterion is compatibility with ohj ·ctiv<.:l' 

arising from training needs analysis. Secondly, management may also ·onstdct th · 

estimated likelihood of transfer of learning to the workplace. n imporl:mt fa tor to 

consider is available resources and lastly trainee related factots such a family 

comm i tmcnts. 
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considerations, and interactions among many people at many levels of the organization 

(Kotler, 2006). 

The major factors that may influence an organization's choice of a ICT training provider 

include financial resources, profile of the training institution, the training institutions ICT 

infrastructure, the location of the training institution, the profile of trainer or course 

facilitator, availability of leaming resources, course evaluation, quality of training, 

advertising and flexibility in course timings and venue. 

2.4.1 Financial Considerations 

A major factor that will influence an organization's choice of ICT training 1s the 

availability of funds . Organizations are likely to prefer institutions that offer ICT courses 

at cost that is affordable according to the organization's available resources (Kenney et 

al , 1998). 

According to z (2006), the budget is the mam factor limiting thl' scr ic ·s and 

IIJformation that computers can provide within an organization. Laudon ( OO(l) ·xpou11d~ 

that the cost of owning ICT technology resources includes tra111mg I r info1111ati n 

systems specialists and end users and further stresses that hardwur • and soflwan: 

acquisit ion costs account for only twenty percent o f the total cost of ownership of 

technology assets while training, support, maint nance, infrastructurt:, space and cncrg • 

accou nt fo r the remaining eighty percent of th tot I co t o own rship of I Ts. In an 

organization, the cost of sending cmpl ' 
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In his study on the relationship between training practices and performance of publicly 

quoted companies, Gakuru (2006) found that most finns consider the cost of training 

when choosing a company trainer. Research on training in parastatals and private 

companies in Kenya (Olunga 2004, Lutomia 2004) reveal that the budgetary allocation 

for training in most organizations is minimal. Therefore, training institutions that charge 

unreasonably high fees may tend to loose corporate clients whereas those which charge 

reasonable will tend to attract large number of clients. 

2.4.2 The Organization's Decision Making Process 

The selection of an ICT training college is a typical decision that an organization's 

management needs to make. In an organization's decision making process, Kotler (2006) 

identifies major players who play a role in the organizational buying process as users, 

innuenccrs, buyers, deciders and gatekeepers. Users arc members of the organization 

who will usc the product or service, in this case employees who arc to undergo ICT 

trai ning. Kenney and Reid (1 998) argue that trainee related factors, in this case, the users , 

arc one of the four decision criteria that firm s usc in dL:t nnininr th approprint lt"1inin, 

strategy. In some organizations it is the employees who initial· trainin' by t ·qu ·s tin • r·)r 

I 'T training (Khanka, 2003) and they may bear in mind trainet: related ra ·t rs su ·h as 

family commitments. In the selection process, influcncers, main! kchm al personnel 

often help to define specifications and also provide information for 'Valuatin' 

alternatives. In this case, technical personnel and IS sp~:cialist ma • recommend lC J 

training programs for themsclvt:s and or nd u r 'Bt icn 20 . ). 'l he m:~01 role of 

selec ting vendors and n goti ting is pi, • d b 
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and individual factors (Ivancevich et al, 2006). Environmental factors relate to the 

economic outlook, cost of money; technological, political and competitive developments 

in the environment. According to Kotler (2006), each organization has its own objectives, 

policies, procedures, structure and systems which play a crucial role in organizational 

buying behaviour. As part of the organization policies and procedures, training needs 

assessments (TNA) may be used to guide the selection of ICT courses to be offered and 

subsequently the ICT training institution to contract. Kenney and Reid (1998) argue that 

compatibility with objectives arising from TNA is a major decision criterion that firms 

use in detem1ining the appropriate training strategy and this may be part of an 

organization's decision making process (Ivancevich et al, 2006). Firms may also 

consider the estimated likelihood of transfer of leaming to the workplace as part of the 

decision criteria. Interpersonal factors relate to pmiicipants in the buying process who 

influence the selection process because they control rewards and punishments, have 

special expertise or have a special relationship with other important participants. Kotler 

(2006) argues that interpersonal factors arc very subtle. ·ach participant in the decision 

process also brings in personal motives, perceptions and prefer nee th<lt m~,; nf~ 't d by 

personal characteristics such as age, income, education. pr fcssion;li idcntif'i '<Ilion, 

personality and attitudes towards risk and all these factors may pia a rol • in the choi e 

of an ICT training provider. 

2.4.3 Profile of the Training In titution 

In selecting an ICT training provider, an or 1 niz. ti n i. lik I • to :l ·s~:, the profile of the 

institution includmg its reputation, hO\ 1 n it h b t n in ;i~tt n ~.: in the market, it, 

experience in other simil r und rt kin 
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by the institution as perceived by the customers and the public as a whole. An ICT 

institution's reputation may influence the number of enrolment in its training programs or 

course. Highly reputable institutions tend to attract very large numbers off applicants 

compared to those of low reputation institutions. Prospective clients seck infmmation 

about the quality of lecturers an institution has from published information such as from 

newspapers, journals, periodicals. In an organization such information may be acquired 

from employees who have previously been enrolled in such institutions. 

2.4.5 Future of the Institution 

The organization of the future is an ultimately adaptable organism (Miller, 1979). For an 

institution to have a future its shape and appearance will have to change as its 

environment changes. The institution must adapt to the new realities every clay. It should 

anticipate changes in the environment in which it operates (Hitt et al, 2004). No rational 

person would continue attending an institution whose going concern seems questionable 

or doubtful. Prospective students before joining the c institution evaluate th ir past and 

tremendous improvement th e institution has under gone thmugh nnd nn rwm his or h 1 

findings assess the going concern or it. Lik<.!wis~.:, coipomtion· will sck·t thos· 

institutions whose ability to continue offering services is not questionnbl ·. 

2.4.6 Legality of the In ·titution 

hanges in government policy can bee ·pected to hav~ an dfcct on the L'ducation sec tor. 

Political forecasts arc usually seen to h ve n impa t n b th L onlmi and t clmologica l 

variables, wh1ch may in lUm h v , n influ n 
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awarded the tender, they have to be registered with the registrar of companies and 

produce a tax compliance certificate. 

2.4. 7 Modernity 

Firms that do not adapt to technological advancements in their environment are likely to 

lose their market share to their competitors (Kotler, 2006). ICT training institutions 

which invest in the latest computers and other modem ICT peripherals such as projectors, 

flat screen monitors, LCD screens and laptops are likely to attract more clients as they are 

perceived to be more modem. 

Customers demand the most modem and recent technology and therefore institutions 

which have not adapted to the required level of teclmological advancement stand to loose 

their market share as they can not compete adequately with those institutions which offer 

ICT training services using modern technology (Wiggins, 2002). 

2.4.8 Collrgc Area of Spcciali:ration 

'J he area of specialization is a critical consideration in establishing the span o! conttol at 

all levels of management. It is generally accepted that ·v ·r · pt..::rson has his or ht:r pnstlion 

in a particular passion (Gibson et al, 1994). 

Specialization enhances both the qualified comp t nc 'ofru1 in tituti m's. r\'ices. 'I his is 

because the institution is able to conccntr te nd put mor f[l rt ~md ti11J ha is on what it 

can deliver best to its chent ( usi k, 19 ). . nd t m ult:mc lirm. an:: 
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2.4.9 Profile of the Trainer 

The profile of the trainer is an impo1iant factor in as far it has an effect on the trainer's 

ability to effectively deliver the course and also affects the institution's corporate image. 

Trainers who are qualified perform better thus satisfying their clients (Bruce, 1992). 

In a study on the relationship between training practices and performance in publicly 

quoted companies in Kenya, Gakuru (2006) found that firms consider the ability to speak 

well, ability to convince, and ability to inspire as some of the factors considered when 

choosing a company trainer. The trainer or facilitator who delivers the programs brings 

with him or her individual and interpersonal factors that may have an effect on the 

trainees' attitudes and therefore choice of training institution (Kotler, 2006). 

Employees who interact with customers, have individual characteristics such as age, 

education, personality and attitudes all of which affect the way the organization is 

perceived by its corporate clil!nts(Olins & Wally, 1990). 

2.4.1 0 Advertising 

Kotler (2006) defines advertising as any paid form of non-personal 1 n:s~:ntati n and 

promotion of ideas, goods and services through mass media su h as newspapers, 

magazines, television or radio by an identified sponsor. dv rtisin 1 is carried oul \Vllh 

the objective of infom1ing, reminding or p rsuadin~ cu tomt r about 1 roducts or sen ll cs 

availability (Kotler, 2006 . In their q 1 t t t1 ainin!' institutions ar~ 
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(O'Brien, 2005). In a study on challenges facing users of computer based systems, 

Kiprono (2006) argued that IS can only have a significant impact on an organization if 

the fim1 provides adequate training for all levels of end users. According to O'Brien 

(2005), training may involve only activities such as data entry, or it may also involve all 

aspects of the proper use of a new system. He asserts that managers and end users must 

be educated in how the new technology impacts the company's business operations and 

management. This knowledge should be supplemented by training programs for any new 

hardware devices, software packages, and their use for specific work activities. In a study 

on deploying trained personnel, Mududa (1983) established that the perfom1ance of those 

trained improved considerably where the training needs were identified. 

The Directorate Training Institute (DIT) in Kenya depicts two categories of training as: 

ICT courses for senior and middle level managers, and ICT courses for the supervisory 

level staff. The list of courses offered for each group is annexed in Appendix IV. 

However most of the training institutions listed in Appendix III of this rcp011 categorize 

the types of training they offer into cithc1 technical r non technical courses. 

The non technical courses are geared towards enhancing comput~.:1 lit Ta ·y. Tit '1i • 

courses improve the end user's hands-on capability to wOik "ith apphcL1lion progmms 

such as word processors, spreadsheets databases. presentation, commtmicalion sofiw,11c 

and the basics of operating S)Sicm such as Windows lac l inu · ,md common 

applications such personal infonnation man. t:r PI! 1 t -mail pm~>J ams and Web 

browsers (Schultheis et al, 1999) , nd r m 
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Systems analysts and programmers require skills in analyzing business needs and setting 

up business applications and IS for the organization (O'Brien, 2005). Training in the 

software development environment and tools is necessary for these professionals to 

perfonn their work effectively. The development, acquisition and management o [ 

organizations' databases as well as deciding how organizations' data will be used is a 

specialty for database administrators (Oz, 2006) who need tcclmical training in specific 

database platfonns in use their organizations such Oracle, SQL and other Database 

Management software. 

Oz (2006) argues that among the many IT areas, networking and telecommunications has 

seen the most exciting development in recent years and also _the greatest increase in 

corporate allocation of IT resources in many organizations. Network administrators 

therefore need to be well versed in the emerging new teclmologies such as fiber optics, 

Voice over JP (VoiP), Wireless Communication and the Wi-Fi standards as they are 

n.:sponsible for acquiring, implementing, managin •, maintainitw and troubleshooting 

networks in tl1<.: organization (Laudon, 2006). 

According to Oz (2006), webmasters who arc responsible: fo1 cn.:atin • anJ maintaitlin' 

organizations' websites, intranct and extranei pages an.:: be omin' in n.:asingl ' involved 

in creatively deciding how to present the organization on th~: w b. II~: mainatains that 

training for web specialists should include I mcnt of m.uhtin, and graphic design as 

well as concepts of ccommerce. inc m n 
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organizations require training in IT security management and control (Oz, 2006) and a 

number of ICT courses available in the market address security management. 

Organizations have realized the strategic roles of ICT and arc increasingly embracing 

ICT as an integral component of business processes, products, and services to help them 

gain a competitive advantage in the global marketplace (O'Brien 2006). The role of 

information officers in organizations reflects the importance that companies are placing 

on IS as a strategic resource. They are charged with the responsibility of integrating the 

IS strategic plan into the organization's overall strategic plan. Information officers 

require business knowledge, technical understanding of cunent and developing ICTs and 

how different teclmologies can improve business processes or aid the creation of new 

products or services (Oz, 2006). Specific training programs targeted towards top 

managers and infonnation officers in organi zations focus on the strategic uses ofiCT. 

User support professionals man organi za tions' help desks and require technical skills in 

hwdwarc and soft wan.:. This catcvory o f taff r quin.:s tcchni al skill s in hnr lwnr and 

software troubleshooting as wdl as systc..:m · admin ist ration skill s which can b n ·quir ·d 

through train ing (07, 2006). 

O'Brien (2005) concludes by strcs ·ing that trainin i · a vital acti \ 1l and that th · I " !' 

knowledge of employees at all le\'els in the organiz.ttion should be suppknH.:n tc I b ' 

training programs for any new harowarc de\ i • so t". re. nd !L' hnolo~• •. 

2.6 Conclusion 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

The research design, data collection method and data analysis are discussed m this 

chapter. 

3.1 Research Design. 

The study used primary data which was collected through questionnaires. A survey of all 

the finns listed and trading on the Nairobi Stock Exchange in June 2007 in the Main 

Investment Market Segment (MIMS) was carried out. The total number amounted to 41 

finns excluding those firms whose trading on the NSE was suspended. Four of the 

companies are classified in the agricultural sector, nine in the commercial and services 

sector, twelve in the finance and investment sector and sixteen in the Industrial and 

Alli ed Sector. Appendix II li sts the companies trading on the NSE MIMS as per June 

2007. 

3.2 Data Collection Method 

A structured questionnaire (sec Appcndi: I) was used to co llect lh · n:k <lilt dal:t . Th · 

questionnaire contained three sections. ection A rapturul information pertaining to th , 

company profile and its classification on the ... b. ~ let ion n r.tplmed spe 'i fi 

information pertaining to types of ICT tr, inin~ u ht b • 01'~1 !111i7:ltinns :md hm the 

training is organized while Section on m the fa t r that inilu n c thl selec tion or 

an IC1 training pro •id r. The qu ll heads of ll ainin • 
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required (Schindler, 2006). Data was coded and entered into the computer usmg 

Statistical Package for Social Science. 

Data from Section A and B was analyzed using percentages, descriptive statistics and 

cross tabulation. Tables, graphs and charts were used to display the results. Graphs and 

tables were used to display the results in order to identify trends and patterns. The data 

from Section C of the questionnaire was analyzed using factor analysis to identify critical 

factors and to establish if there was a relationship among factors that influence ICT 

training in companies listed on the NSE. 



CHAPTER FOUR 

DATA ANALYSIS AND FINDINGS 

This chapter presents analysis and findings of the study. 

4.1 Profile of Respondents 

Out of the 41 copies of questionnaires distributed, only 26 were filled in and returned, 

constituting a 63 % response rate. The fi1ms, from which respondents were drawn, were 

analyzed in terms of the sectors of the NSE. Table 1 shows that the Industrial and Allied 

sector most had the highest representation of 69%. 

Table 1: Respondents' Response Rate According to Classification on the NSE 

Sector No. of Respondents Total No. of Companies Percentage 

in the Sector 

1\-gricultural 2 4 50% 

/Commercia l and Services 6 9 67% 

- ·~ 
,_ 

58% ~ 

Hnc:mce and Investment 7 1?. 

1
1ndustrial and Allied 11 1G -- ·~ (.)90/.l ~· 

!fotal -
-- 26 -41 

-- ·~ ~ 

4.2 Distribution of Respondents by Number of Employees 

From the finns that responded, 81% h. d O\' r 200 emplo •ee . Tnhlr shows the 

distribution of respondents on the ' ~ b 'th number fcmpl y t' . 
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4.3 The Tendering Process and the Training Mode 

The tendering process may affect the decision making process concerning which ICT 

training provider to contract. Only 9 out of the 26 respondents use an elaborate 

tendering process for the selection of ICT trainers. This constitutes 35% of the 

respondents . The remaining 65% indicated that they do not go tlu·ough an elaborate 

tendering process in the selection of ICT trainers. External training appears to be the 

most commonly used mode of training at 62% compared to in-house training at 38%. 

Table 3 shows the responses with regard to companies' preference for in-house or 

external training. 

Table 3: In-house versus External Training 

In house training External training 

Total 

lassification Responses Percentage Responses Percentage Responses 

- --- - --
Agricultura l 1 50% 1 50% 2-

Commercia l and Services 
- - 33% 

- GG% - i -· · ~~ 

?. 4 6 

1nancc and Investment 4 ~7% 3 43CYu 
1-

7 
~~ 

Industrial and Allied 
. 

27% 
,_ 

1 3'7~ 
I~ -

3 8 , 1 

-- - 62%~ 
·~ 

10TAL 10 38% 16 2G 

As indicated in Table 3, 62% of the finn mainl~· u e t: . t ·mal tJ ,tinin' in om pari son to 

38% of the firms which prefer intern, I tJainin 

among fim1s listed in the Agricultur I (50Yo) 

l•rrms in the lndustri, I and Alii d nd n m 

external tr, ining t 73o/c nd 6 or 

<1.4 Cour 

% . ln-hou e tl. inin~~ i · pn::valent 

. nd lm t: tm nt cctors (57%). 
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Table 4: Course Session Timing .. 

Session Timings 
Frequency Percent 

Full time(8.00 am -5.00 pm) 
13 50.0% 

Morning hours(B.OO am-12 .00 noon) 6 23.1% 

Afternoon (2 .00 pm -5.00 p~ 1 3.8% 
--

---- --
Evenings (After 5.00 pm) 

5 19.2% 
--

Lunch hour (12.00noon- 2.00pm) 1 3.8% 

Total 
26 100.0% 

4.4.1 Comparison of Session Timings and Classification on the NSE 

A comparison of the course timings against the number of employees reveals that firms 

with over 400 employees opt for full time training sessions. Majority of the respondents 

training staff on full time basis were listed in the Industrial and Allied Sector. Table 5 

compares the findings across the four categories of firms on the NSE. 

Table 5: Comparison of Preferred Session Timings Across Finns on the NSE 

Commercial 

Agricultural & Service 

Full time 8.00 arn-5.00P.!!l)__1 
_ _..1 (._.7_%~) _ 3(23%) 

1(100% 

-t-----1- 3 0'* l 

1 100% 1(3%1 
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4.5 DIT Registered Trainers and Generic Courses 

Appendix III of this report lists 30 ICT training institutions that had been registered by 

the Directorate of Industrial Training (DIT) as ICT training institutions as per June 2007. 

Out of the 30 firms, 18 were cited in the question11aires as having been used by the 

respondents, representing 60% of the firms registered by DIT as institutions that have 

offered ICT training to the respondents. The respondents were further required to 

indicate how they learnt about the particular ICT trainer they had used for I T training in 

their firms . Table 6 shows how the respondents learnt about the ICT training institutions. 

Table 6: Source of Information About ICT Training Institution 

Source of Information No of Responses Percentage 

Advertisement 
!2 31% 

Door to door marketing 
3 8% 

Through employees 
6 !5% 

-
lndustJy 

2 5% 

Long association with institute 3 8% 

--- - -
Pre-qualification of suppliers 

2 
0' 
/0 

~ 

I~ 

Dming the supply of ICT equipment 4 IO% 

- I ,~ 

Word of Mouth 
7 li'}o 

-
fn the analysis for factors that influence the choi e of a COlllJ.my's 1 T t1ai 11c1, 1)1'1' 

registration, as a factor that influences the choi of lntiniu fJOvici r tlft'd a llll'llll 0 r· 

4, rating as a 'very important factor. Figure 1 ho' how firm rat d Dl .r H: 'i . t 1 ~ 1 tion as 

a factor in influencing their choi e of I T tr in r. 
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4.6 Types of ICT Courses Offered 

The findings indicate that 95% of the compames train their employees in office 

productivity software including Ms Word, Ms Excel, Ms Access, Ms Outlook, and Ms 

PowerPoint. Apari from training staff in office productivity soil ware, all the respondents 

had sponsored some of their staff for technical and other non-technical ICT courses that 

are recognized by DIT. The generic courses listed by DIT are listed in Appendix IV of 

this report. The respondents indicated that they had trained their staff in 85% of the 

generic ICT courses listed by DIT. Figure 2 shows the most popular DIT generic 

courses. 

Figure 2: The Most Popular DIT Generic Courses 

I o Datati'ase Manag-ement 

8% 

21% 

• IT Security and Audit 

o IT in Fin. nee, liRM, op r lion 

tr, n· port & ducntlon 

t J W b 1), 1gn . nd lnt rno t 

• Oth r. 

Other generic courses that are listed by DlT including comput 1 as ·isted manu racturim• 

desktop publishing, IT in project management, sp i liz I ITs' trm, in a qj 'tlltmc. 

health and education, computer aiel d design, pro r mming. nd o1t\\\lr d vllOpmcnt 

have been trained among fewer fespond nt · 

•1.7 J•actors that lnflu ·nee th 
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4.7.1 Correlation Matrix 

A conelation matrix was generated from the data. This is a matrix which returns the 

values of conelations between all pairs of a data set. In a correlation matrix of variables ' 

the existence of clusters of large correlation coefficients between subsets of the variables 

suggests that the variables could be measuring aspects of the same underlying dimension 

or factors. Table 7 shows the correlation matrix of factors that influence the selection of 

an ICT trainer. 

Table 7: Correlation Matrix 

F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 F12 F13 F14 F15 

1.00 0.39 0.26 0.20 0.33 -0.18 -0.04 0.08 0.09 -0.47 -0.13 -0.08 0.08 0.28 0.39 

0.39 1.00 -0 .38 -0.33 -0.04 -0.09 0.39 0.49 0.20 -0.18 -0.04 0.47 0.00 0.43 0.38 

F3 0.26 -0.38 1.00 0.28 -0.01 -0.17 -0.04 0.07 -0.19 -0.25 -0.13 -0.28 -0.14 -0.12 -0.17 

F4 0.20 -0.33 0.28 1.00 0.50 0.21 0.17 0.11 -0.08 -0.08 0.15 -0.62 0.24 0.22 0.31 

F5 0.33 -0.04 -0.01 0.50 1.00 0.29 -0.05 -0.12 0.24 0.16 0.08 -0.30 0.75 0.47 0.27 

F6 -0.09 -0.17 0.21 0.29 1.00 0.23 0.24 0.43 0.50 -0.20 -0.42 0.44 0.34 0.41 

-0.04 0.39 -0.04 0.17 -0.05 0.23 1.00 0.76 0.05 ~ 0.24 0.03 0.15 0.64 0.59 

0.08 0.49 0.07 0.11 -0.12 024 0.76 -0.08 0.03 0.47 0.60 

0 09 0.20 -0. 19 -0.08 0.24 _.QE_ 0 05 -
·0 41 0.25 -0.08 _QJ2.. 0.50 -0.29 - - -
-0 13 -0 13 ~ 0.08 -0.20 0.24 - - -
-0.08 0.47 -0.28 -0.62 -0.30 -0.42 0.03 

F13 0.08 0.00 -0. 14 024 0.75 0.44 

F14 0.28 0.43 -0.12 0.22 0.47 0.34 047 0 22 

F15 0.39 0.38 -0.17 0.31 0 27 0 41 0.59 060 0 30 

0.31 -0.13 0.30 0 11 0.44 0 75 0 23 

0.02 -0.17 -0.07 -0.15 002 0 05 

·0.14 -0.26 -0.11 0.34 

-0.09 -0.15 0.02 017 

0.14 -0.26 -0.08 019 

-009 0 33 



Table 7: Correlation Matrix (Cont.) r---r-~,r~~~~~~~~~~--k-~---r---,----,----.----.---,----,----.--~ 
F16 F17 F18 F19 F20 F21 F22 F23 F24 F25 F26 F27 F28 F2 ~---~~~-~~~~~~-+~~~~,_----r--~~~~~-+~~~~~~~-~~9~1~ 

F1 0.15 -0.38 0.00 0.08 0.04 -0.20 0.49 0.35 0.07 0.47 0.43 0.79 0.52 0.09 0.30 

F2 0.31 0.02 -0.14 -0.09 0.14 0.13 0.25 0.21 0.37 0.23 ~0~ _ 0.23 0.18 0.08 ~0. 18_ 
F3 -0.13 -0. 17 -0.26 -0.15 -0.26 -0.33 0.12 -0.19 -0.18 -0. 15_1-0.23 0.32 -0.07 0.20 0.30 

F4 0.30 -0.07 -0.11 0.02 ~ 0.09 -0. 11 0.20 0.05 -0.09 1-0.25 ~- 0.18 0.15 o. 2~-
J'5 0.11 -0. 15 0.34 0.17 0.19 ~33 0.07 -0.02 -0.19 0.13 ~ 0.33 0.07 ·0.03 0.16 

_!'6 0.44 0.02 -0.08 0.46 0.44 0.22 0.33 -0.03 -0.29 0.00 0.33 -0.08 0.05 -0. 14 -0.30 

F7 0.63 0.52 -0.45 0.17 0.08 0.42 0.34 0.30 0.34 1-·0.i!_,_.:..O,_?~_Q.:Q? 0.33 0.31 -0.48 

F8 0.75 0.02 -0.50 0.31 -0.04 0.45 0.27 0.13 0.26 -0.29 -0.16 0.21 0.28 0.1Q_ -0.1.§__ 

F9 0.23 0.05 -0.15 0.23 0.80 -0.02 0.45 0.32 0.14 0.25 0.34 0.06 0._17-f--"0..:...:.4.::o-8 _
0

_
05 

F10 0.18 -0.05 0.04 0.17 0.49 0.19 -0.12 -0.39 -0.41 0.13 0.36 -0.20 -0.31 -0.05 _
0

_
28 

F11 
0.24 0.46 -0.23 -0.07 0.37 0.16 -0.06 0.11 0.06 -0.19 -0.01 -0.08 0.13 

0.69 -0.12 

F12 -0.18 0.32 -0 .35 -0.33 -0.27 0.22 -0.12 -0.17 -0.04 -0.24 -0.51 -0.36 -0.01 0.02 _
0

_
06 

F13 0.19 0.28 -0.06 0.27 0.12 0.51 0.28 0.12 -0.18 -0.18 0.13 0.10 0.31 0.03 _
0

_
16 

F14 0.37 0.35 -0.28 0.17 0.11 0.46 0.58 0.44 0.24 -0.01 0.01 0.34 0.53 0.16 _
0

_
41 

F15 0.86 0.15 -0.34 0.59 0.34 0.42 0.58 0.53 0.20 -0.05 0.12 0.48 0.74 0.45 _
0

_
30 

F16 1.00 0.0
1 

-0.28 0.61 0.42 0.46 0.35 0.25 0.14 -0.11 0.18 0.37 0 44 0.42 _
0

_
32 

._F:!l_l~ 1.00 -0.44 -0.29 -0.08 0.16 0.07 0.08 -0.03 -0.49 -0.50 -0.40 013 0.16 -0 .57 

F18 -0 28 -0.4
4 1

.00 0.14 0.18 0.01 -0.29 -0.24 -0.08 0.38 0.34 0.10 -0 40 -0.24 
0

_
14 
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1
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Table 8: Communalities (Cont.) 

Factor 

Training Cost 

Credit facilities 

_Other types of training 

In house training 

Tailor made courses 

Promotional material 
-
f-Evaluation by other managers 

Feedback from employees 

r-5?ther organizations 

,_!'rainers academic profile 

1-Workbooks/course material 

f-No. of computers 

Flexibility of timings 

Modern Equipment 

DIT registration 
1--

1-Registered with Registrar of Companies 

,_Duration in the Markel 

Financial Statements 

Si?c of Institution 

Courteous staff 
~ 

~ax compliance certificate 

1--Area of Specialization 

f-lnternational Certificates 

~ocal Certificates 

r!requency of Intakes 

Duration of the course 

Reputation of Institution 

Initial Extraction 

0.918 

0.983 

0.948 

0.931 

0.972 

0.939 

0.84 

0.987 

0.991 

0.956 

0.963 

0.895 

0.957 

0.966 

0.924 

0.977 

0.964 

0.923 

0.965 

0.988 

0.893 

0.918 

1 0.988 

1 0.9G5 

0.929 

1 0.985 

0 98 
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should be considered (Schindler, 2006). Eigen values indicate the relative importance of 

each component in accounting for a particular set. 

Table 9: Total Variance Explained 

Initial Eigenvalues 
Ext.ract.ion Sums of 
Squared Loadings 

-Component Total %of Cumulative Total %of Cumulati ve 

Variance % Variance % 

-
1 7.344 24.481 24.481 7.344 24.481 24.481 

- 2 4.634 15.445 39.927 4.634 15.445 39 .927 

I--

3 3.673 12.243 52.17 3.673 12 .243 52.17 

1-
4 2.83 9.433 61 .603 2.83 9.433 61 .603 

5 2.285 7.617 69.22 2.285 7.617 69.22 

6 1.94 6.465 75.685 1.94 6.465 75 .685 

7 1.76 5.866 81 .551 1.76 5.866 81.551 

8 1.428 4.76 86.3 11 1.428 4 .76 86.31 1 

9 1.308 4 .359 90.67 1.308 4.359 90.67 

10 1.191 3.971 94.641 1.191 3.971 94.64 1 

11 0.747 2.489 97 .13 

- 12 0.546 1.819 98 .949 

13 0.303 1.011 99 .96 

14 1.21 E-02 4.03E-02 100 

-
15 1.12E-15 3.73E-15 100 

16 7 .09E-16 2.37E-15 100 

-
17 4 23E-16 1.41E-15 100 

18 3.71 E-16 1.24E-15 100 

19 2.75E-16 9.16E-16 100 

-
20 1.88E-16 6.25E-16 100 

21 8.46E-17 2.82E-16 
100 

-
/2 3 .83E-17 1.28E-16 100 

,_ 

23 -1.74E-17 -s.aoE-11 
100 

- 24 -1.40E-16 -4.66E-16 100 

-
·- 25 -1.54E-16 -s.f4E-1G 

100 

·- ?.6 -2 acfE-16 
9]2E-1'G 100 _.,.... = 

- 27 -4. 12E-W 
1-37E:{5 100 
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'" 1==- -
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Therefore, according to Table 9, only 10 components were considered sig ifican t for our 

analysis as they had Eigen values that were greater than one and were therefore 

considered to be important in measuring the underlying concept. This is supported 

further by the Scree plot in Figure 3. 

4. 7.4 The Scree Plot 

This is a plot of the factor Eigen values against the component numbers. According to 

Scree plot in Figure 3, only ten components should be considered because the curve tends 

to flatten out from component I 0 onwards, due to the relatively low factor Eigen values 

of less than one. 

Figure 3: Scree Plot 
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Table 10: Rotated Component Matrix 
Com anent 

1 2 3 4 5 6 7 8 9 10 

Accessibility through public 
trans ort 0.83 0.09 0.23 -0.17 0.22 -0.08 -0.28 -0 .06 -0.04 0.19 

Availability of social amenities 
e.g. hotels hospitals, cyber 
cafes 0.27 0.54 0.26 0.06 0.08 -0.65 0.02 -0.29 -0.10 -0.17 

Relevance of the JCT course to 
0.28 -0.03 -0 .26 -0.30 -0.15 0.41 -0 .17 -0 .11 -0.02 0.59 

0.74 0.22 0.09 -0 .09 0.35 0.78 -0.24 -0.15 0.19 0.09 

0.26 -0.01 -0 .14 0.10 0.85 0 .25 -0 .19 0 .01 0.09 -0.24 

Other t es of train in offered -0 .13 0.27 -0 .14 0.66 0.30 0 .31 0.16 0.20 -0 .39 0.08 

Ability of the training Institution 
to offer in-house trainin -0.14 0.77 0.27 -0.10 0.13 0.06 0.44 -0 .03 0.12 0.13 

Ability of the training Institution 
to offer tailor- made courses -0.01 0.95 0.05 -0.08 -0.03 -0 .08 0.03 0.14 -0.12 0.17 

Number of promotional material 

e .. adverti sin 0.12 -0.02 0.24 0.86 0.20 -0.13 -0.05 -0.04 0.22 0.15 

Evaluation by other managers 
in other organizations e.g. 
competitors! su liers -0.18 -0.03 -0.49 0.72 0.07 0.00 0.03 0.15 0.08 -
Feedback from previously 
sponsored employees -0.1 1 0.04 0.04 0.18 0.05 -0.03 0.10 -0.05 0.07 - - - ------~-
Lis ts of other organ izations 
trained b_y the institution -0.22 0 01 -0.09 0. 11 

Tra iners '/facili tators' academic 
and profess ional profile -0 05 0.02 -0.02 0.19 0.08 

The availability of 0.33 
workbooks/course material_ 0.17 0.42 0.01 0.68 -0.04 0.09 -
The number of com uters 0.24 0.62 0.32 0.19 0.3'1 0.04 0.12 0.34 01l 

1-lexibili.!Y._ of course tim in s 0.13 0.82 0.07 0.26 0.05 0.14 0.04 0.02 

The use of modern equipment 
e.g. latest laptops, LCD 

0.03 0.10 
_projectors and TFT screens -0.45 -0 .12 0 69 0.28 

Hegistration with DIT 0.19 0 .14 

Institution registered wath 
registrar of com ,11nies 

0 15 

The college duration an the 
Mark t 
Ttl • 1n tiiUIIon' fananc1 I 

tat m nt 



Table 10: Rotated Component Matrix (Contd.) 

Component 

1 2 3 4 5 6 7 8 9 

Duration of the course 0.07 0.12 0.62 0.23 -0.06 0.02 0.02 0.26 0.67 

Reputation of Institution -0 .02 -0 .25 0.11 -0.18 0.01 0.11 -0.92 -0 .12 -0 .01 

Extraction Method: Principal Component Analysis. 

'---
Rotation Method: Varimax with Kaiser Normalization. 

4.7.6 Factor Isolation 

Factor isolation was carried out to isolate each of the variable factors from the rotated 

component matrix and group them according their factor loadings on each component. 

By considering the highest loadings for each component in the rotated matrix, the factors 

were grouped as follows in Table 11 . 

Table 11: Isolation of Factors 

COMPONENT GROUJ> 

omponcnt 1 

Componcnl 2 

omponcnt 3 

ornponcnt 4 

mpon nt 

VAlUABLES 

Accessib ility 

Local certifica tes 

College aroa of spcc1aliw tion 

Interna tional ccrltfic<:~tos 

Size of Institution 

Registration with D IT 

Ability to offer tailor-madeCQLj"fsus 

Flexibility of timings 

Ability to offer in-house Imming 

I" umber or comput rs 

Frequency of course int k s 

Social An n ti 

10 

0.04 

0.08 



Table 11: Isolation of Factors (Contd.) 

COMPONENT GROUP VARIABLES 

Component 6 
1 . Training cost 
2. Reputation of the institution 

Component 7 
1. The use of modern equipment e.g. latest 

laptops, LCD projectors and TFT screens 

Component 8 
1 . lnstituti~n registered with registrar of 

compan1es 
12. Financial statements 

Component 9 
1. Feedback from the organization's 

previously sponsored employees 
2. Duration of the course 
3. Lists of other organizations trained 

Component 10 
1. Relevance of the course to job performance 

Extracted component one consisted of the accessibility of the training institution, local 

and international certificates offered, the size of the institution, the college area of 

specialization and registration with DJT. The factors in thi s component point to 

ccllification, the location of the training institution and the profile of the college. 

The loading factors on component two included the ability of the colic •c to of!c1· in 

house training and tailor-made courses, the flexibility of session timings and llw mJmbcJ 

of computers. A closer look at these fact01s shows that they relate to the comsc in 1 •rms 

of whether it can be tailor-made, offered in-house, and fle iblc in tnms of timinPs and 

frequent intakes. 'J he number computers and availabilit~· of o ial . mcniti .H"L' also 

contributing factors in this component. 

ll oup f:tciOJ s in component 3 mclud th un 
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the market, how it is evaluated by other managers and other types of training offered in 

the training institution . 

The trainer's academic profile, ability of the college to give credit and the availability of 

workbooks/course materi al are the group factors for component five . The availability of 

credit facilities points to financial considerations while the trainers' academic profile and 

availability of workbooks and course material each stand out as important factors. 

Component six relates to the cost of training and the reputation of the institution. The 

reputation of the training institution contributes equally to both component three and 

component six. The cost of training points to financial considerations. 

Modernity is the single underlying factor in component seven. The level of modemity is 

measu red by the college's usc of modern equipment such as the most recent laptops, 

LCD projectors and TFT screens. 

Component eight addresses the fi nancia l sta tements of the I 'T train ing instituti on and 

whether it is registered wi th the registrar of companies. '1 l ws~; fac tors dwe ll 0 11 th t.: 

legality and stabil1ty of the JCT training institution. 

Group factors for component nine include feedbacl· from the organization's previous] , 

sponsored employees, lists of other organizations trained b~· th I T training in ·titution 

and the duration of the course. 

Component ten relates to the relevance of J 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents the summary of the findings, conclusions, recommendations and 

limitations to this study along with suggestions for fmiher research. 

5.1 Summary of findings 

5.1.1 Profile of Respondents 

The highest numbers of respondents were from the Industrial and Allied sector (39%) of 

the NSE. The response rate for the Industrial and Allied sector was the highest at (69%) 

followed by the Commercial and Services sector (58%), Finance and Investment (58%) 

and lastly Agricultural Sector (50%). 

Majority of the firms (81 %) employed over 200 employees and all finns indicated that 

they had conducted I T training for their staff in the last three years. The number of staff 

employed in the organization may impact whether trainmg is onered in house or 

externally and may also determine whether firms arc willing to sponsor staff into full 

time ICT courses. From the findings, majority of the firms (50%) sponsored their starr 

into full time courses, while the rest of the firms sponsored staff into half da · sessions 

(23%) and evening sessions (19%) respectively. 'I he finding· al o show tlwt m:tiorit , of 

the respondents (62%) prefer external training compared to m-hou s~? trainin , (3 %). 

An elaborate tendering process is used in the deci ion m kin on which IC'l 

training programs to train staff and I T tr, inin in tituuon t ontr. t in <x 0 tht: 

firm s. 'I he rest of the resp nd nt (65~) d n t tJ r u h 

p1oecss. '10 I of the fim1 ] dflll b Ul J f I tht nt 
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5.1.2 Critical Factors in the Selection of an ICT Trainer 

This section addresses the first objective of the study which was to determine the critical 

factors that organizations consider when selecting ICT training institutions for their 

workforce. From the findings, several factors were found to have high correlations with 

each other and greatly impact a firm's selection of an ICT trainer and these include the 

accessibility of the college, local and international ce1iificates, the size of the institution 

and registration with DIT. The college's ability to offer in-house training, flexibility in 

te1ms of course timings, frequency of intakes, tailor-made courses are also seen to be 

critical factors alongside the modernity of computers and other ICT equipment such as 

laptops and LCD projectors, financial and legal considerations. 

Other factors that are significant include advertising, an ICT training institution's 

duration in the market, reputation, college area of specialization and the types of ICT 

training offered, eva luation by other managers and the trainer/faci litator's academic 

profile. 

5.1.3 Types of Training 

The findings indicate that firms train their staff in both technical and non technical 1 T 

courses. Non technical courses arc mainly targeted towards end users who usc JCT in 

their work while the technical courses are targeted towards 1 ·1 profcs ionals. hom tht= 

data, 95% of the companies train their employe s in th of o fi c produ tivity 

software including word processors, spreadsheets, communi . ti n 

software and desktop publishing. Techni I ou 

'J professionals. hom the findm , 
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5.2 Conclusions 

This study reveals the critical factors that influence an organization's choice of an ICT 

training institution provider as; ceriification offered after training, the location, profile 

and stability of the college, the flexibility of the course in terms of course timing, 

frequency of intakes, tailor made and offered in-house, the number and level of 

modernity of computers and other ICT equipment, the courtesy of staff and the ICT 

trainers' academic profile. Financial and legal considerations are also important 

determining factors in the choice of an ICT trainer. 

From the analysis, fim1s train their staff in both technical areas of ICT as well as general 

office productivity software. Most firms (95%) train their staff in general office 

productivity software such as word processors, spreadsheets, presentation, desktop 

publishing, communication and database management software. Generic ICT courses 

that arc registered by DJT arc widely pursued by organizations in the NSE. Finns also 

considc1 registration with I 1T to be a very important factor when choosing nn 1 'T 

training institution . Based on this lindmg, it could be concludt:d that a DIT rc •i stration 

plays an important role in determining which I 'T institutiOn will be selected by a (i 1111 . 

5.3 Recommendation to Decision 1\Ial crs 

5.3.1 Firms Sccl ing JCl Training 

Decision makers of fi rms seeking IC'I trainmg should v ]u 

based on the fac tors identified in thi study. Jn, ddition t 

the training to joh performance , nd 
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5.3.2 ICT Training Institutions 

ICT training institutions can enlarge their market share by ensuring that they meet the 

critical factors under their influence. Training providers should pay attention to the 

academic profile of ICT trainers, the availability of workbooks and course material, 

flexibility of course timings, certifications offered and the reputation of the institution. 

From the study, it can be concluded that word of mouth and advertising play an important 

role in informing potential clients about possible ICT training institutions . However, 

advertising alone is not considered as a critical factor in selecting an ICT training 

institution. In addition to advertising, ICT training institutions should provide quality 

training because word of mouth, feedback from other employees who have been trained, 

the relevance of the training on the job and evaluation by managers of other institutions 

arc all considered to be important factors in selecting an ICT training institution. 

5.3.3 Recommendation to cholars 

The study reveals cri ti cal factors in the selection of IC 1 trainers as ccrtiftcatcs, the 

location of the college, the profile of the college, the flexibility of the course in terms of 

course timing, frequency of intakes, tailor made and offered in-hou ·c, the numbc1 of 

computers, the level of modernity, legal considerations, the I "l trainer ·' academic 

profile and financial considerations. It may be prudent to in\'esti , tc to \\'hat c. tent the ·~ 

critical factors influence the selection of an lCT trainer. 

It may also be necessary to investigate the role o 

an l 'I trainer. ·r here is al 

til hoicc of l 'J ti, in r . 
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of the targeted respondents could not provide information as their company policies do 

not allow them to participate in such studies resulting in a lower response rate. 

Questionnaires did not allow for probing to get fmiher infonnation. Face to face 

interviews could be considered for future studies 
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APPENDICES 

APPENDIX 1: INTRODUCTION LETTER AND QUESTIONNAIRE 

Anne Muhu 
P.O. Box 5428-00200 
N11irobi 

[Date] 

[Respondent's address] 

Dear Sir/Madam, 

RE: RESEARCH INFORMATION FOR AN MBA PROJECT 

I am postgraduate student underiaking a Master of Business Administration (MBA) 

degree at the School of Business, University of Nairobi. As partial fulfillment of the 

requirements for the award of the MBA degree, I am conducting a survey on "I T 

I raining in the firms li ted on the Nairobi tock Exchange". Yom fim1 is ne of them 

and 1 would like to kindly request f01 information regarding I 'T training practic 111 yout 

firm. 

The information you provide in this study will not be used for any other purpose apart 

from its intended academic use. I hereby undertake not to make any reference to ·our 

name or that of your organization in any presentation or 1 epor1 hitherto the stud •. 

1 am aware that filling the questionnaire is tim on umin nd 1 ' ill ltL.tl • apprt.:ciat 

your assi. Lance Any additional information in form th.ll 

you dec111 necessary to make my re • r h fin hn .m 1 

r fle tiveofthc tudy,r, rllb hr 

1 h. nk 



QUESTIONNAIRE 

The information provided here is for acad emic purposes only and will be treated with 
maximum confidentiality. 

SECTION A (GENERAL INFORMATION) 

NAME (Optional) Use Surname & Initials DATE 

I I 

FE OF THE COMPANY: 

1. COMPANY CLASSIFICATION ON THE NSE TICK 

Agricultural [ ] 

Commercial and Services [ ] 

Finance and Investment [ ] 

Industri al and Allied [ J 

2. I I as your organization conducted ICT training or sponsored staff into I T training in 

the last 5 years? 

DYes 

l f answer to Question 2 is yes, please proceed to section B 

TI01' B 

I. Total Number of employees in your organiz. tion 

0 0-50 

[J 51 100 

[J 101-2 

lll I ' Ill/ Ill I ll I ll IIlii 

D No 

[ 

r 

I - 0 

0 

I I 



3. Please indicate the most commonly used mode of ICT training that has been conducted 

for your staff in the last five years 

D In-house D External 

4. Has your organization trained its staff with any of the following colleges in the last five 

years? (Please tick all applicable) 

Adaptive Management Consultants 

College of Insurance 

Computer Consultants Ltd 

Computer Learning Center 

Computer Pride Ltd. 

Computerways 

Consultants for Effective Management 

Data Centre Limited 

Datalinc International Limited 

DcvData Ltd . 

Diju Investments Ltd . 

Focus Business Institute 

raffins co llege 

Impact by Design Ltd. 

Jnfotcch Training Institute 

Institute of Advanced Technology 

Institute of Certified Public Accountants of Kcnya Ken '· olk 1c of 

Accountancy) 

Institute of omputcr l:ducation 

Institute of Pc..:rsonnel M, nagcment 

Kenya Sch >ol of Monctmy tudi 

K nya 

h cr I nt 



Techno Brain Ltd.(New Horizon) 

United States International University(USTIJ) 

Universal Group of Colleges 

Vision Institute of Professionals 

Zenith Management Consultants (ZMC) 

Any other (Please Specify)---------------------

5. How did you learn about the existence of your selected institutions in question 3 

above? (List the college and source of information e.g. advertisements, word of mouth, 

employees, e. t.c) 

G. Which of the following application packages has your compan_ trained employees in 

during the last five years?(Ttc/c each that applie::.~ 

0 Ms Word 

0 Ms Excel 

U Ms J>owerPoint 

Any Othcts (PI n c li st 

0 

0 

ClCS 

utlook 



7. Which specific type of ICT comses has your organization trained employees in during 

the last five years?(Please tick all that apply) 

E-B usiness/Commerce/E-G overnment 

Development and trends in IT 

IT Security and Audit 

Use ofiT for non-technical managers/ IT program for executives 

Enterprise Resource Planning (ERP) systems e.g. SAP, BAAN 

Customer Relationship Management(CRM) systems 

Organizational IT policy formulation 

Decision Support Systems(DSS) 

IT in Finance, HRM, Marketing, Operations, Transpm1ation etc 

IT in Knowledge Management 

Managing business and trade information services 

Information systems development and implementation 

IT in project management 

Computerized Purchasing and Supply Chain Management 

Specialized IT systems in Agriculture, IIealth, Environment and Education 

Database Management 

Business Process Operations and all Centers 
Document Management 

Business IT Assets Management 

Computerized Record Management 

IT m crime investigation and management 

Use of Computer in marketmg and sales management 

Web design and Internet 

Web programmmg 

Computer networking and admmt trat10n 

Computer Aided D · ign (CAD) 

omputcr Assi ted Manufacturing A 1) 

omputcr programming nd ofiw 1 d 

I) ktop pub It hm , 

ANY J 11/ H<.(PI > tf b I 



8. When sponsoring employees for ICT training, what are the usual course timings (Tick 

the session timings during which employees attend the course) 

0 Full time (8 am-5 

pm) 

0 Aftemoon(2pm-5pm) 

0 Weekends 

0 Morning hours (8 am- 12 pm) 

0 Evenings(After 5 pm) 

0 Any Other (Specify) ____ _ 

9. What is the frequency of attendance for the course (Tick each applicable option) 

0 Monday 0 Thursday 

0 Tuesday 0 Friday 

0 Wednesday 0 Saturday 

0 



SECTION C 

10. How do you rate each of the following factors when selecting an ICT Training 

institution/trainer? (Tick as appropriate) 

...... ...... ...... 
~ ~ 

~ 
...... 

C'j C'j c: t ...... C'j 1-< t 0 0 ...... 0 t 
0.. 0.. ~ 0.. 0 
8 8 8 0.. 

....... ....... t ....... 8 ...... c 0 ....... 
(/) 0.. C/l ...... FACTORS 0 8 C/l 

<1) <1) 0 
~ > ....... .......) z 

1. Accessibility through public transport 

2. 
Availability of other social amenities e.g. hotels, 

hospitals, cyber cafes 

3. Relevance of the ICT course to job perfonnance 

4. Cost of training 

5. Ability of the institution to give credit facilities 

G. 
Ability of the college to offer other types of 

training apart from ICT courses 

7. Ability to offer in house training 

8. Abi lity to offer to tailor made courses 

9. 
Number of promotional material e.g. advertising 

through the mass media 

!::.valuation of the coli c by oth r m n r in 

10. other or '• nizati n lllJ tit 
' 

u J li :r:; 

rurd partn r r , niz, t1 n 

1-

I· lb k I Ill 
II. 

ur 1HZ tl I p I ly 

p n I I n 1 I y 



+-' +-' +-' ~ ~ ~ +-' ro ro ro ~ 
t t +-' ro 
0 0 

.... t 
+-' 0 P.. P.. ~ P.. 0 

8 8 ro 8 P.. 
+-' 8 >-< >-< .... >-< 

+-' c 0 Cll 
>-< 

Cll P.. +-' 
FACTORS 0 Cll 

Q) 8 Q) 0 
~ > >-< .....:l z 

List( s) of other organizations using the ICT 
12. 

trainer/College for their staff ICT training 

13. 
Trainer/facilitator's academic and professional 

profile 

14. Availability of workbooks/course material 

15 . The number of computers in the institution 

J 6. Flexibility of the course timings 

17. 
Usc of modern equipment e.g. L D projectors, 

laptops and flat scrccns(TFT) 

Registration with Directorate of Industrial 
18. 

Training 

Col lege/Institution registered with the 
19. 

Registrar of companies 

20. J low long the ICT training institution has been 

in the market 

'J hL: Financial statements .g. balan e h t f 
21. 

thL: l ·r tr. ining in titution 

-
22. Siz ofin tituti n 

- -
12 \Ill ll I· l • I 1 tt m t nd 

I llll I 
1-
124. ( 1111 n h l I I It I I I I 



...... ...... ...... 1=: 1=: c ...... ro ro ro c 
t ...... ...... ro 1-< :..... t 0 0 ...... 0 0., 0., c 0., 0 s s ro s 0., 

....... ....... t ....... 8 ...... c 0 Vl 
....... 

Vl 0., ...... 
FACTORS 0 Vl 

~ 
(1) 8 (1) 0 

> ....... .......) z 
25. College area of specialization 

26. International certificates offered 

27. Local certificates offered 

28. Frequency of intake 

29. Duration of course 

30. Reputation ofinstitution 

Any Othcrs(Plcasc pccify) 

II. What recommendations would you make to J 1 trainin pro id 1 ffr: in~.:r~ to impttW~.: 

the quality of ICT training? 



APPENDIX II: LIST OF FIRMS REGISTERED AT THE NAIROBI STOCK 
EXCHANGE 

Industrial and Allied 

Athi River Mining 

Bamburi Cement 

British American Tobacco (BAT) 

Crown Berger 

East African Cables 

East African Portland Cement 

East African Breweries 

Eveready East Africa 

Kenya Oil 

Kenya Power and Lighting Company 

Kengen 

Mumias Sugar 

Olympia Capi tal 

Samccr Africa 

Total Kenya 

Unga Group 

Agricultural 

Umlever Tea 

Kakuz1 Ltd 

Rea Yipingo Plantations 

S:Jsmi Tea and Coffee 

Finance and Investments 

Barclays Bank 

ere Bank 

Diamond Trust Bank 

Equity Bank 

Housing Finance 

ICDC Investments 

Jubilee Holdings 

Kenya Commercial Bank 

National Bank of Kenya 

NIC Bank 

Pan Africa Insurance 

Standard Chartered Bank 

Commercial and Allied 

Car and General 

CMC holdings 

I Iutchings l3iemer 

V enya Air"' ay 

1ar hall (E.A) 

tton 1edJ G up 



APPENDIX Ill: ICT TRAINING INSTITUTIONS REGISTERED BY DIT 

• 

• 

Adaptive Management Consultants 

College of Insurance 

• 

• 

• 

• 

• 

Computer Consultants Ltd 

Computer Learning Centre 

Computer Pride Ltd. 

Computerways 

Consultants for 

Management 

• Data Centre Limited 

Effective 

• Dataline International Limited 

• DevData Ltd. 

• Diju Investments Ltd. 

• Focus Business Institute 

• Graffins college 

• Impact by Design Ltd . 

• Infotech Training Institute 

• Institute of Advanced Technology 

• Institute of Ce1iified Public 

• 

• 

• 

• 

Accountants of Kenya (Kenya 

College of Accountancy) 

Institute of Computer Education 

Institute ofPersormel Management 

Kenya School of Monetary Studies 

Kenya school of Professional 

Studies 

• Petroleum Institute of East Africa 

• Sheer Logic Management 

• SKF Kenya Ltd. 

• Strathmore University 

• Techno 1 rain Ltd. 

• United tales lnternational 

University 

• Umversal Group of alleges 

• Vision Institute of Professional 

• Zenith 1anagcmcnt onsultants 

(Z 1C) 



APPENDIX IV: GENERIC COMPUTER COURSES LISTED BY DIT 

SENIOR AND MIDDLE LEVEL SUPERVISORY LEVEL 

MANAGERS 

• E-Business/Commerce/E-Govemment 

• Development and trends in IT 

• IT Security and Audit 

• Network Administration 

• Use ofiT for non-technical managers 

• Enterprise Resource Planning (ERP, 

CRM, SCM) systems 

• Organizational IT policy formulation 

• Decision Support Systems 

• IT in Finance, HRM, Marketing, 

Operations, Transportation etc 

• IT in knowledge management 

• IT program for executives 

• Managing business and trade 

information serv1ccs 

• Information systems development and 

implementation 

• IT 111 project management 

• IT Security and Audit 

• Business IT Assets Management 

• Computerized Record Management 

• IT in Finance, HRM, Marketing, 

Operations, Transportation etc 

• IT m cnme investigation and 

management 

• Use of Computer m marketing and 

sales management 

• Computer application 

management systems 

• W cb design and Intemct 

• omputcr 

admim tration 

nctworkmg 

to 

• 'omputcr Aided Des1gn ( :A D) 

data 

and 

• Computer programmmg and softwan~ 

development 

• Desktop pubhshing 

• Advanced web programming • Computer Assisted 1\lanufa ·tur1ng 
• omputenzed Purchasmg and Supply (CA 1) 

hain Management • Sp ci, liz~:d IT ystcm , nd 

• SpeCJaltzcd n systems and programm~.: 111 A n llltlllC, I It: lth, 

programmes Ill manufactunng, 

Agriculture, I fcalth, blVmmment, • 
Education, rim Detection etc • 

• bncrgin' i uc mil 

• n 1tab. • mil 
• I u m II 

• 111 nl 


