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ABSTRACT

The purpose of this study was to investigate the influence of institutional factorson
access to County Vocational Education and Training institutions in Makueni
County, Kenya. The study was informed by the existence of a large number of
youths in the County who have not enrolled in County Vocational Education and
Training Institutions (CVETISs). Thisdeniesthem an opportunity to acquire rel evant
employable skills, which contribute to significant dependency ratio, high
unemployment cases, engagement in drug and substance abuse and other social -
evils. They are vulnerable and poorest in a total population of (26%). The youths
are left with no option but to destroy their environment to survive. Technical
Vocational Education and Training (TVET) remains the first paramount step from
being unemployable to employability. The study was based on four specific
objectives; to find out the extent to which relevance of training courses, adequacy
of training facilities and equipment, career guidance and adequacy of competent
instructors influences access to CVETIs. Adopting the Human Capital Theory
(HCT), the study employed descriptive research design. The study targeted 28
registered Public Vocational ingtitutions in Makueni County. Stratified simple
random sampling and purposive sampling techniques were used to obtain arandom
sample of 21 managers, 87 instructors and 316 trainees drawn from 21 randomly
selected Vocational institutions. Questionnaires, interview schedule and an
observation check list were used to collect data. The instruments gave both
gualitative and quantitative data. Reliability of the research tools was determined
by computing the Cronbach’s alpha reliability coefficient using Statistical Package
for Social Science (SPSS). A coefficient of (0.772 to 0.92) was obtained. The data
was cleaned, coded, processed and analyzed. Quantitative analysis used descriptive
and inferential statistics computed using a computer programme (SPSS version 23
computer package). Descriptive statistics were generated and used in describing
and discussing the research findings. Statistical tests were done using a T-test and
one-way analysis of variance (ANOVA) at 95% Confidence Interval of the
difference (0=0.05). The finding of the study revealed that, vocational training
courses have not kept the phase of advancing technology in the industry and they
less meet the labour market requirements, hence not attracted prospective trainees
who meet the minimum admission requirements. The training facilities and
eguipment in most vocational institutes are inadequate, technologically irrelevant
and not meeting the standards of the industry. Most of the vocational institutions
have no organized and functional career guidance departments to provide in-depth
information on individual courses which is an ingredient for successful career
progression. The instructors were found to be inadequate and missed industria
experiences, which are an important ingredient for knowledge and skills transfer.
The study recommends that; the institutions should provide technologically
relevant training equipment and establish functional career guidance departments.
Reviewing the vocational education and training curriculum to create a sustainable
linkages and collaboration with the private sector, employers and the labour market
isnecessary. Refresher training programme and industrial attachment would enrich
the instructors’ training capacities.

XViii



CHAPTER ONE

INTRODUCTION
1.1 Background to the Study
The process of career decision-making is both acomplex and an involving moment
in one’s life especially for the adolescent. It is a critical decision that basic
education graduates need to make at the end of their compul sory basic education to
decide between an academic or Vocational Education and Training (VET) pathway.
To make an informed decision on career choice, the student should be carefully
guided with the changing nature of jobs and work place requirements in mind.
Making an insight career decision is an important undertaking that creates an
opportunity to acquire quality training and relevant skills, knowledge and other
attributes that enables a graduate to participate competitively in the knowledge
economy and remain competitive in the 21% century labour market (Carnevale,

Smith, & Strohl, 2013).

This was supported by a study carried out in the republic of Tgjikistan to examine
the factors influencing students’ decisions to enroll in Initial Vocational Education
and Training (IVET) lyceums. The researcher administered a paper-based survey
to collect data from a stratified random sample of n = 541 students in IVET
lyceums. The study findings indicates that, a well thought education and training
pathway based on the student’s abilities and interest has a significant impact on
one’s career success, career progression, job satisfaction and efficient service
delivery (Farid, 2019). Quality and affordable Technical and V ocational Education

and Training (TVET) isone of the United Nations Sustai nable Devel opment agenda



items for ensuring equal access to education and training for all by the year 2030
(United Nations, 2015).This implies that, the youthful population across the world
should acquire quality and relevant employable skills, for employment in both
formal and informal sectors, create job opportunities for others and promote
entrepreneuria culture. In this regard, an al-inclusive education and training is a
right regardless of gender, age, religion, disability or ethnic background, every
person has an equal opportunity to education and training as outlined by various
Sustainable Development objectives (United Nations, 2015). Nevertheless, as the
fundamental right to accessing education and training is being recognized within
educational reforms frameworks across the world, young people and adults still
face difficulties in accessing TVET progranmes largely associated with

discriminatory career guidance practices (Garcia, Toledo, & Rodrizguez, 2020).

The significant recognition of the importance of TVET in international discourse
and policies is yet to shape up the image of TVET when compared with the
academic education track. The challenge is experienced more in the third world
Countrieswhere it has been observed that the enrolment in TVET has not improved
significantly. Many basic education graduates continue to prefer the academic
education track as their first choice. Thishas made TVET to have alow image and
therefore making it a universal concern (UNESCO-UNEVOC, 2018). Due to
negative public image of VET, enrollment in TVET is maor concern for
educational stakeholders and the education sector at large. According to Farid

(2019), some ingtitutional related factors have a direct contribution to the low



enrolment witnessed in VET. Some of these factors include inadequate VET
instructors with inadequate industrial experience, insufficient training facilitiesand
skewed career guidance programs to learners while at the basic education level of
schooling. Globally, TVET has significantly influenced the development of
knowledge, skills, competencies and expertise necessary for development
initiatives which are critical for sustainable societies and economies. To this end,
the quality of skill development process determines the quality of the generated
human capital in terms of knowledge, skills and appropriate attitudes (UNESCO-

UNEVOC, 2020).

Basicaly, the acquisition and effective application of these attributes results to
sustainable economic development, enhances social mobility, national cohesion
and development. The skills and knowledge that youthful population acquire must
therefore be relevant to the current economy, meet their needs and aspirations.
Consequently, it is important to ensure that, this training sub-sector undergoes
continuous technological development to cope with current global trends, enhance
equity in access and develop resilient training courses so as to equip the fast-
growing youth population with modern industrial skills for economic and social
progress (Otero, 2019). A report by UNFPA (2014), on the future of sustainable
development with the youth at the centre indicated that, a skilled youth, creative
and innovative may have innovative solutions to the socia problems facing most
of the third world countries and fresh ideas for their economic development and

resilient environmental changes (Gupta, Engelman, Levy, & Luchsinger, 2014).



Thisimplies that the soft skills and technical skills the young people acquire must
be relevant to the current economy to enable the country to realize demographic
dividend. TVET sector has been considered to be the foundation for any successful
economy since it boosts the value of the products produced in an economy as
indicated in the Global Education Report 2016 (UNESCO, 2016). A study
sponsored Management & Training Corporation (MTC) on the principles and
strategies of a successful TVET programmes found that, an effective TVET sector
in any country should be based on quality labour market information, industry
demands and the employees’ needs mostly in key trades and occupations
(MacDonald, Nink, & Duggan, 2014). The partnership between the employers and
TVET sector whereby the employers design the curricula and courses of study
which meets labour market requirements addresses the issues of mismatches

between the technical education system outcomes and the job market requirements.

Globally, VET has produced a significant mass of well qualified human capital in
the history of economic development in the industrialized countries where strong
labour demand-driven approach has been effectively used to design and implement
training programmes that provide required skilled workers. Basically, TVET has
enabled the production of goods and services that meet world market standards
hence regarded as a key development strategy by international agencies (Chun &
Kyu, 2012). With the adoption of TVET reforms in South Korea, her economic
development since 1950s has been attributed to the establishment of skill

development programme focusing on industrial trades and enhancing access to



quality training opportunities to improve individual’s productivity (Chun & Kyu,
2012). This was achieved through establishment of training infrastructure,
provision of quality training environment, capacity building and ensuring adequate
linkage between labour market needs and training programmes by projecting future
skills requirements. The implementation resulted to modernization and expansion
of TVET institutions to address skill gap in the job and employment market,
connected the industry and the sustainable development needs with TVET
programmes, improved TVET institutions through teacher training, qualification
and curricula reform and provision of pedagogical resources and equipment. The
public private partnership (PPP), improved the perception and attractiveness of
TVET pathways through appropriate career guidance and counselling (Chun &

Kyu, 2012).

Similarly, Vietnam which has addressed most problems facing TVET sector
established policies which encouraged industry participation in TVET which
enhanced innovative economy through technological innovation. The TVET policy
in Vietnam requires trainers to have the ability to prepare training curricula based
on theindustrial standardsin order to produce ateam of well-trained human capital
(Asian Development Bank, 2013). The implementation of Vietham TVET policies
enhanced access to vocational training and promoted relevance of training
programmes. China’s advancement in TVET sector has been achieved through
ensuring regular training of trainers whose minimum qualificationisadegreeinthe

vocation they train to upgrade their training capabilities and abilities to meet the



dynamic industrial needs. The TVET policy based on industrial requirements
subjects the trainers to one month practical refresher course in the industry which
enhances their career progression in the field of specialization every year or after
every two years (Mehrotra, 2015). This keeps the trainers informed about the
evolving labour market requirements so asto address future skill gap requirements.
Career guidance in China is a primary means for effective integration of youth
population in the world of work through guided career paths that enables them to
purse vocational education. The China policy framework, Modern Vocationa
Education System Construction (2014-2020), creates opportunities for lifelong
learning making vocationa training more attractive which enhances career
progression with open pathways for higher education and training. This has
contributed to the production of quality TVET graduates whose capacities make
them more competitive locally and internationally to promote the county’s
productivity which has led to increase in her real income and improved standards

of living (People's Republic of China, 2018).

The socio-economic advancement of Taiwan, Singapore, and Hong Kong, is
attributed to the strategic mechanisms of linking the world of skill development
and the world of work. This made training and skill development a priority to meet
their economic aspirations and a close alignment between the vocational training
system and labour markets, increased access, equity and quality to TVET
programmes and the ability to maintain the links through time was considered

essential (Gopinathan, 2011). Basically, Singapore’s TVET sector offers career-



oriented education and training focusing on remaining relevant and responsive to
industrial manpower demand which promotes public perception on importance and
value of TVET. The Government of Singapore has highly invested in TVET to
provide quality education and training which address the training needs of her
population and ensuring that the acquired skills remain relevant to the job market
(ENESCO-UNEVOC, 2020). Its significant achievement in skills development has
been necessitated by the equal participation of both the academia and the industry.
The skillsdevelopment isdriven by various TVET strategies and policy documents,
which include; Skills-future Singapore Agency Act 2016 (No 24 of 2016),
Workforce Singapore Agency Act 2003, Industry Transformation Maps 2016. The
professional trainers have industrial experience and constantly update themselves

with the advancing industry requirements through industrial attachment.

The strategies in VET have resulted to high enrolment in post-secondary non-
tertiary vocational education to 78.1% in 2017. Accessto VET at different levels
recorded an increase in youth population (15 years and above) literacy ratesto 97.3
% in 2018. As a result, the unemployment rate was 2.1% in 2018 (ENESCO-
UNEVOC, 2020). High demand for VET is a milestone achievement to the
Singapore Government, which led to a multi-sectoral participation in the
development of their education and training, where an Education and Career
Guidance (ECG) is integrated in their general education curriculum at the early
levels of schooling. Officialy, ECG helps the Singaporean’s young population to

understand themselves better, make an informed choice on career options and



establish personal goals and how to achieve their future aspirations. The young
people are guided to develop self-awareness in various areas of one’s interest,
abilities, values and career aspirations (Ministry of Education Singapore, 2016).
The holistic career guidance has enabled the Singaporean’s youthful population and
adults to navigate the world of work confidently and to develop the capacities to
manage career transitions. In Australia, VET is directly linked to employment
where the trainees are required to undertake apprenticeship throughout their
training. This enables graduates to get employment opportunitiesimmediately. The
training is highly demand driven designed to meet both the immediate and long-

term industria requirements (MacDonald, Nink, & Duggan, 2014).

The VET sector emphasizes on training graduates who are well equipped with
employable skills with no need for on-the-job training. The industry in this caseis
highly involved to enhance market oriented training courses. Through collaboration
and coordination, the employers are involved in determination of the training needs
to meet the industrial demand gaps while keeping pace with the changing
technology and therise of new sets of training skills (MacDonald, Nink, & Duggan,
2014). It is evident that, employers’ collaboration and coordination is essential for
an industry driven training. In this regard, in a responsive VET sector, the
employers determine the educational and training needs to address the unmet
demand which is a dynamic process thus making it necessary to keep pace with the
ever-changing technology. The upgrading and review of the VET packages in

Australia is based on the industry skill requirements. The training courses are



regularly revised to address the needs of the industry and prospective trainees
seeking qualification opportunities. Through the Australian skills Quality Authority
(ASQA), the training packages have been designed to address the trainees needs
(delivering training experiences and qualifications that are relevant to employers
and the industry) that has resulted to the development of confidence in the
Australia’s training sector (UNESCO-UNEVOC, 2018). Australia VET sector by
2018 had an estimated enrolment of 4.2 million students and 4200 registered VET
ingtitutions. This large number of trainees’ enrolment is attributed to the

Competency-Based Training (CBT) (UNESCO-UNEVOC, 2018).

Research done by Acakpovi and Nutassey (2015), on adoption of competency-
based education (CBE) in TVET institutions in Ghana, indicated that most of the
vocational institutions in Africa are inadequately equipped with training facilities
and equipment, the linkages with labour user institutions do not inform the
curriculum development and reforms, which do not respond to the labour market
needs and therefore has led to low enrolments and high levels of educated
unemployed among young graduates of TVET over the years. The few graduates
who get employment opportunities have to beretrained in their industry to improve
their capacities and productivity (Acakpovi & Nutassey, 2015). In astudy to review
work-based learning programmes for young people in the Republic of Egypt,
enrolment in Egypt in VET has remained low. The observed that there exists an
historical vicious cycle of negative image of VET mostly by the students and their

teachers. In the Egyptian society, VET is seen as a choice for those who fail to get



admissions in the academic track which has made it to remain alast option for the
young people. He further it was noted that, VET and its related occupations has
been positioned by the society as being of low status and worth. This has made the
young people and their parents to make deliberate choice to pursue education along
the general education pathways. Though the phenomenon is well documented and
acknowledged, it was reported that the Government has done little to create
awareness in order to change this perception (Billet, 2018). Education in Kenyais
anchored on the Constitution of Kenya as a fundamental human right. This has
informed policy provisions developed to address the constitutional requirements
and direct national aspirations (Republic of Kenya, 2012). National aspirations and
the critical role of education are articulated in the Kenya Vision 2030, which
advocates for the link between training institutions and the job market in order to
create stock of human capital with relevant skills, competencies, soft skills and

attitudes essential in the work place (Republic of Kenya, 2014).

In Kenya’s education system, TVET largely includes trade tests in vocational
centres, artisan, craft and diplomacoursesin Technical Training Institutions (TTIs)
aswell as craft and diploma coursesin national polytechnics, leading to trade tests,
certificates and diplomas in various disciplines. The prospectivetraineesfor TVET
includes youths who drop out of the basic education system either at primary or
secondary school levels, primary level graduate who fail to enroll at secondary
school level and secondary level graduates who perform below the university

admission requirements. The TVET sub-sector in Kenya, like any other Sub-
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Saharan African Country has witnessed institutional related challenges that may
[imit training opportunities for the youth to enable them cope with the dynamic
labour market requirements, industrial and technological development. Inspire of
the large variety of training progranmes in VET in Kenya which ranges from
hairdressing to electronics and automobile repair, the place of TVET in the overall
education system in Kenya is marginal in terms of enrolments. The vocationa
education pathway has had the negative perception of being alast option, asfar as
academic progression is concerned. Furthermore, it is considered only for those
pupils who are unable to continue to higher education (Republic of Kenya, 2019).
The training environment whose key components are; relevant training
programmes, training facilities and equipment, competent trainers and career

progression information are critical for labour market-oriented training.

The TVET Policy Act of 2013, provides directions on the promotion of access to
VET without compromising quality and relevance of the training programmes
(Gonvernment of Kenya, 2013). Its implementation and other relevant strategies
within TVET drivethe strategic development of relevant TVET programmeswhich
creates a relevant training space to achieve sustainable skills development. It is
evident that Kenyan youth continues to face unemployment chalenges and
therefore it is important to plan for them to acquire the requisite skills and
knowledge relevant to economic expansion. This can only be achieved through
enhancing access to TVET and providing quality and relevant training

programmes. Currently, in Kenya there is a high percentage of youth population
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who are legible for training in Vocational institutions as a result of mass Basic
secondary education graduates whose performance is below the university entry
requirements and other tertiary institutions (Ministry of Education, 2019). VET in
Kenya is a devolved function of the County Government as outlined in chapter
eleven (Devolved Government) of the Constitution of Kenya (2010) in the fourth
schedule of the Constitution (Republic of Kenya, 2010). Makueni County
recognizes access to VET as an important avenue for creation of a well trained
workforce for the County’s sustainable social economic transformation. Makueni
County has rebranded the village youth polytechnics to County Vocationa
Education and Training Institutions (CVETIS) in an attempt to upgrade them in
light of the advent of technology and align the VET with the needs of the job market

(County Government of Makueni, 2016).

Most of the youths in the County have not enrolled in CVETIs denying them an
opportunity to acquire employable skills. VET remains paramount to enable one
make a step from being unemployabl e to employability. Most of them areidle. This
has increased dependency on working population, led to high cases of
unemployment, engagement in drugs and substance abuse and other social-evils.
They are vulnerable and poorest in atotal population of (26%). The youths are | eft
with no option but to destroy their environment to survive. Access to CVETIs
remains an issue of concern in Makueni County (County Government of Makueni,

2016).
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Table 1.1 Enrolment in Vocational Education and Training Institutions 2015 — 2019

2015 2016 2017 2018 2019
National Grade D+ - E 203051 212720 376414 438914 441367
, Enrolment 73695 77465 80,905 104,441 114,484
Enrolment ratio 0.363 0.364 0.216 0.238 0.259
Makueni GradeD+-E 7,910 8,652 13,893 15,943 16,321
County Enrolment 2,729 2,929 2,933 3,609 3,867
Enrolment ratio 0.345 0.339 0.211 0.226 0.237
Kitui GradeD+-E 10,284 6,738 11,089 13,029 13,336
County Enrolment 3,141 3,578 3,878 4,040 4,316
Enrolment ratio 0.327 0.531 0.344 0.310 0.324

Source: Department of Education and ICT County Government of Makueni. 2019; Kenya National Bureau of Statistics

2019
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Table 1.1 indicates that, the National enrolment in Vocational Education and
Training Institutions (CVETISs) dropped from 36.4% in 2015 to 21.5% in 2016
despite a mass number of prospective trainees who had scored D+ and below in
KCSE 2015 (Kenya Nationa Bureau of Statistics, 2019). Makueni County
vocational centres, registered an enrolment decrease from 33.9% in 2015, 21.5%in
2016 and 22.6 % in 2017 despite the County Government’s efforts to establish new
CVETIswhich have not attracted the prospective trainees (Kenya National Bureau
of Statistics, 2019). This empirical evidence as stated in Table 1.1 shows that,
training courses offered by CVETIs in Makueni have not attracted most of the
prospective trainees even after devolution where vocational training institutions are
being revitalized by the County Governments (Kenya National Bureau of Statistics,
2015). This has raised concern and calls for an investigation to unearth the
underlying issues influencing the low trainees’ access to CVETIs in Makueni

County.

1.2 Statement of the Problem

As the fundamental right to accessing education and training is being recognized
within educational reforms frameworks across the world, young people and adults
still face difficulties in accessing TVET ingtitutions, hence making it a universal
concern. This could be largely associated with discriminatory career guidance
practices at the lower levels of schooling, as well as at the vocational education
ingtitutions. It has been noted that, prospective trainees continue to prefer the
academic education track as their first choice, regardless of their inability to meet

the minimum university and other tertiary level of education and training entry
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requirements. Despite the benefits associated with TVET, Vocationa Education
and Training in Kenya for a long time has lacked the esteem when compared to
academic path ways. Currently, the enrolment in TVET institutions has remained
low both nationally and in Makueni County. The low enrolment is worrying
prompting a question, what could be the cause to low enrolment. The idle
unemployable youthful population has increased dependency on the working
population, led to high unemployment cases, engagement in drugs and substance
abuse and other social-evils which isamajor development challenge. These makes
the youth more vulnerable hence they are left with no option but to destroy their

environment to survive, causing a continued environmental degradation.

Notably, low skills endowment has made the youth to engage in agricultural
expansion activities and charcoal burning that has led to destruction of trees and
soil cover leading to adversarial environmental degradation in Makueni County.
Consequently, the participation in these economic activities has resulted to
continued landslides causing displacement of households, loss of property,
destruction of crops and loss of life is some parts of the County. Little empirical
evidence exists on whether institutional factors influence enrolment in CVETIs
especialy in Makueni County. In view of this gap, this study investigated the
contribution of institutional factors on access to CVET institutions so as to re-
strengthen the practical skills, knowledge, provide a pathway to higher education
and reduce wastage. TVET remains the first paramount step from being

unemployable to employability.
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1.3 Purpose of the Study

The purpose of this study was to investigate the influence of institutional factorson

access to County Vocational Education and Training institutions in Makueni

County.

1.4 Resear ch Objectives

The study was guided by the following specific objectives.

To investigate the extent to which relevance of training courses influence
access to County Vocational Education and Training institutions in
Makueni County;

To assess the extent to which adequacy of training facilities and equipment
influence access to Vocationa Education and Training institutions in
Makueni County;

To evauate the extent to which career guidance influence access to
Vocational Education and Training institutions in Makueni County;

To find out the extent to which adequacy of competent instructors influence
access to Vocationa Education and Training institutions in Makueni

County.

1.5 Null Hypotheses

In order to test the four independent variables, four null hypotheseswere devel oped.

Hyl. Thereisno statistically significant relationship between relevance of training

courses and access to Vocational Education and Training institutions in Makueni

County;
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Hy2. There is no statistically significant relationship between the adequacy of
training facilities and access to Vocationa Education and Training institutions in

Makueni County;

Hy3. There is no statistically significant relationship between career guidance and

access to Vocationa Education and Training institutions in Makueni County;

Ho4. There is no dtatigtically significant relationship between competency of
instructors and accessto Vocational Education and Training institutionsin Makueni

County.

1.6 Significance of the Study

The study’s findings may be useful to civil society and other actors in education to
seek for more sustainabl e strategies and coherent solutionsto the low TVET image
which has contributed to low enrolment. The study findings may be useful to the
Ministry of Education to plan on the expansion of the pool of experts particularly
in critical or priority trades. The study may aso inform the County Governments
on the need to increase the number of relevant instructorsin Vocational institutions
and more importantly to improve their quality for the delivery of Job ready
graduates, undertake sustai nabl e interventions to enhance the competenciesof VET
instructors, design a strong system to train, recruit and maintain quality instructors.
The study findings may be used by TVET policy makers to establish policies that
support public private partnership to link the academia with the industry for

relevant training courses that meet the labour market needs, address the issues
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surrounding discriminatory career guidance and enhance TVET attractiveness. The
study is significant since the findings might be used by technical education planners
for the alocation of VET resources to boost the quality of training and increase
access to CVET ingtitutions. The study is also significant to the Vocational
institutions managers, instructors and the trainees as it has documented the
challenges resulting to poor quality of training and the suggested measures to

provide market-oriented training and to address low enrolment concerns.

1.7 Limitations of the Study

In this study, the researcher could not control the informant’s attitudes on the data
collection exercise, but the researcher assured them of anonymity and
confidentiality. Respondents may not be truthful when answering survey questions.
The study did not involve the prospective trainees though they are the best placed
to reveal the reasons that hindered them from transiting to CVET institutions. This
could create aresearch gap. TVET in Kenya s offered in both public and private
ingtitutions. This makes TVET alarge area of research and therefore the focus on
CVETIs could not account for the prospective trainees who could have enrolled in
these other TVET ingtitutions. The study used questionnaires limited to Likert
scales and future studies should use more open-ended questions to generate more
qualitative information and help the subjects to express their views clearly. The
choice and wording of questions on a questionnaire may influence the descriptive

findings.
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1.8 Delimitation of the Study

The study covered the whole Makueni County focusing on the 28 registered public
VET ingtitutions that have been operational for at least six years of devolution
(2014 - 2019). The study was delimited to institutional factors that influence access
to CVETIs. The data collection instruments used were an interview schedule,
guestionnaires, document anaysis, and observation check lists. The study
considered the views of the Vocationa institutions Managers, instructors, and
trainees on the influence of institutional factors on enrolment in vocational

education and training institutions.

1.9 Basic Assumptions of the Study

The study was carried out on the basis of the following assumptions:

I.  The mass of prospective trainees graduating annually from the secondary
school system do not enroll in the private vocational institutions or other
vocational institutions outside Makueni County;

ii.  The participants would participate willingly in the study and the given
responses presented the actual situation about vocational education and

training institutions.

1.10 Definition of Significant Terms

Access refers to enrolment in vocational education and training institutions.
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Attractiveness refers to the capacity of VET institution to encourage individuals
to make a deliberate choice and enroll for training course that open up their career

expectations.

Competency refersto knowledge, skills, attitude, values and experiences possessed

by an instructor as aresult of past training in the field and work experiences.

County Vocational Education and Training Institutions refers to institutions
offering training courses for artisan and certification under the governance and
management of County Governments (formally known as village youth

polytechnics).

Civil society refers to community groups, non-governmental organizations,
charitable organizations, faith based organizations, professiona associations and

foundations.

Institutional factors refers to training infrastructure, instructor’s competency,
training courses, career guidance services, and other aspects within the vocational

institutions that may influence accessto CVET.

Manager refers to the administrator of avocational training institution.

Quiality training refers to the value of skills development in vocational training
ingtitutions measured by the capacity of the vocational training graduates to

participate productively in the work place.

Soft skills refers to the trainee’s personality traits and behaviors that may include;

effective communication skills, conflict solution ability, leadership skills,
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adaptability, team work, flexibility, problem solving ability which are essential

ingredients for both formal and informal employment.

Transition rates refers to the number of trainees admitted to artisan course grade
Il of Vocational Education and Training as compared to the prospective trainees

(KCSE graduates who scored grades D+ and below in the previous year).

1.11 Organization of the Study

The study report is organized into five chapters. Chapter one contains the
introduction to the study. The subsections under this chapter include the
background to the study, statement of the problem, purpose of the study, specific
objectives of the study, hypotheses, significance of the study, limitations of the
study, delimitations of the study, basic assumptions of the study, definition of
significant terms and organization of the study. Chapter two consist of related
literature review, covering introduction, An overview of Vocational Education and
Training programmes and accessibility, training courses and access to CVETIs,
adequacy of training facilities and access to CVETIs, career guidance on TVET
and accessto CVETIs, adequacy of competent instructors and accessto CVETIs,

theoretical framework and the conceptual framework of the study.

Chapter threeison research methodology covering introduction, research design,
target population, sample size and sampling procedure, research instruments,

validity of instruments, reliability of instruments, data collection procedure, data
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analysis techniques and ethical considerations. Chapter four is on data analysis,
presentation and discussion. The sub sections include the questionnaire return rate,
demographic information of CVETI Managers, demographic information of
CVETI Instructors, demographic information CVET] trainees, relevance of training
courses and access to CVETIs, adequacy of training facilities and equipment and
access to CVETIs, career guidance on TVET and access to CVETIs, adequacy of
competent instructors and access to CVETIs. Chapter five is on summary of
research findings, conclusions, recommendations and suggestion for further

research.
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CHAPTER TWO
RELATED LITERATURE REVIEW

2.1 Introduction

The purpose of this study wasto investigate the influence of institutional factorson
access to County Vocational Education and Training institutions in Makueni
County. This section presents areview of related literature to the study. It consists
of introduction, an overview of VET programmes and accessibility, relevance of
training courses and accessto CVET institutions, adequacy of training facilitiesand
equipment and access to CVET ingtitutions, career guidance on TVET and access
to CVET ingtitutions, adequacy of competent instructors and access to CVET
ingtitutions, summary of related literature reviewed, theoretica framework and

conceptual framework.

2.2 An Overview of Vocational Education and Training and Accessibility

TVET institutions are categorized in terms of the course-levels they offer.
Vocational Training Centers (VTCs) offer artisan courses and award artisan
certificates. VET in Kenya is managed and governed by the County Governments.
Youths can enroll for VET courses after successfully completing their basic
Primary or basic Secondary education. Most of the training courses offered by the
VTCs (formally youth polytechnics) are open to accommodate those who drop out
of school at any level. The Vocationa Training Centres offer artisan and trade test
courses leading to trade test certificate which accommodates the secondary level
graduates who score grades E, D- and any other interested youth. (Ministry of
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Education, 2019). In some cases there are some artisan trade that do not require a
minimum qualification for one to enroll. Some of the courses offered at this level
of training include; building and construction technology, carpentry and
woodwork, electrical and electronics, metal work and fabrication technology,
artisan in motor vehicle mechanics, fashion design, garment making, hair dressing,
beauty therapy, government gradetest 11 &1, leather work technology, knitting and
embroidery, food processing, information communication technology (ICT) among
other courses. The current education and training structure which is being phased
out to adopt a Competency-Based Curriculum (CBC) has both academicand TVET

path ways.

The academic paths starts with Early Child Devel opment Education (ECDE), Basic
Primary education, Basic Secondary education, TVET, which includes VET
centres offering artisan courses (trade test courses), (TTIs) and institutes of
technology offering craft and diploma courses, aswell as craft and diploma courses
in national polytechnics, leading to trade tests, certificates and diplomas in various
disciplines and University education, Masters and Doctorate Degrees (Ministry of
Education, 2019). Figure 1.1 illustrates the structure of the education system in
Kenya detailing al paths from Early Childhood Development Education (ECDE)

to higher education.
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Figure 1.1 Structure of education systemin Kenya
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Education and Training for Sustainable Development in Kenya.

The Government has provided policy direction for education reforms to address
prevailing training gapsin TVET sub-sector which encourages a strong public and
private sector partnerships (PPPs). The Kenya Vision 2030 underscores the critical
role played by TVET in generation of human and social capital necessary for
sustainable social, political and economic development (Republic of Kenya, 2014).

The reforms are aimed to provide a stock of labour force with market-oriented
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qualifications, linked to the economic and socia priorities as well as private
benefitsto anindividual. Thisis based on the premise that, for a country to achieve
its objective in industrialization and technological development should ensure that
it has adequate skilled manpower with up-to-date employability skills, creativity,
problem solving skills and ethica values which are essential to sustainable
productivity in todays’ work place and its global competitiveness. Kenya Vision
2030 demands that TVET should significantly contribute to the development of
middle level professionals comprising of engineers, technologists, technicians,
crafts-people and artisans who are key for development initiatives needed for

sustainable economy and social stability (Republic of Kenya, 2017).

Vocational Education and Training (VET) when relevantly linked with the
industry requirements is considered to be the primary means for an innovative
economy realized through technological innovation. This equips the young
population with entrepreneurial skills, values, competences, and attitudeswhich are
key for competitive participation in the labour market for social and economic
progress (Ministry of Education, 2019). Technological advancement and
entrepreneurial development in developing countries will depend on the kind of
education and training programmes which promotes entrepreneurship, lifelong
learning, social stability and private returns to the individuals who make a
deliberate efforts to invest in their education and training. The current TVET sub-
sector in Kenyato a large extent is based on theoretical training which overlooks

the assessment of competence that isan important aspect in the world of work. This
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kind of training insufficiently prepares them for the requirements of the industry
(Ministry of Education, 2019). A study carried out in Nakuru County and published
by the Institute of Economic Affairsin 2017, to examine the quality of training gap
between student’s expectations and perception of service delivery in assessing the
effectiveness of polytechnicsin the county identified the need to make TVET more
attractive. Based on the study findings, the large number of secondary graduates
were found to have enrolled in cheap irrelevant training courses that do not prepare
them to the world of work. The training courses were considered irrelevant since
they were more of theory than hands-on-practical training (Oduor, Kubutha,

Tabuche, & Masese, 2017).

Industrialized and middle level countries have over the years made deliberate
efforts to improve their national cohesion, social mobility and economic progress,
by reforming their education and training sector and creating a link between the
government, industry and TVET sub-sector to address the impact of globalization
which has increased interdependence between states (Afeti, 2015). Consequently,
the development of Competency-Based Education and Training (CBET) Policy
Framework (2018), which offers policy guidelines for implementation at the
ingtitutions offering TVET programmes, has been adopted to deliver requisite skills
and address issues related to relevance of training programmes and enrolment in
VET institutions. Basically, the CBET framework aims at mitigating the gaps
between the TVET training programmes and align them to the needs of the job

market (Ministry of Education, 2019). Industriaization and improvement of the
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quality of life for a county’s citizens is enhanced through production of adequate
middle level professionals who are essential in production of goods of industria
nature to increase the country’s real income. It is evident that the quality training
and other skills development processes plays a significant role in human capital
development to produce a stock of human resource necessary for development
initiatives needed for sustainable economies (UNESCO, 2016). Based on this
evidence, continual reforms to cope with the current high rate of increasing
graduates from the secondary school level and to create relevant training

opportunitiesis of great importance to enhance relevant skills devel opment.

VET remains the first paramount step from being unemployable to employability.
It has demonstrated social, economic and private benefit in the industrialized
countries were TVET has been considered a skill development option. In the
European labour market, vocational qualifications constitutes about 60% of al
middle level qualification (Cathleen, Raffe, Georg, Ammerman, & Watters, 2014).
Despite these benefits, VET in Kenyafor along time has lacked the esteem when
compared to academic path ways. According to TVETA Strategic Plan 2019 —
2023, negative perception in TVET as a mgjor threat to realize the TVET sector
agenda. It has also been noted that, county governments are giving low priority to
VET which has negatively impacted on quality and relevance (Republic of Kenya,

2019).
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2.3 Relevance of Training Courses and Trainees’ Access to CVETIs

Education for Sustainable Development (ESD) Policy (2017), points out that,
TVET and higher education institutions are yet to move beyond the provision of
individual courses and specialist training to offer more Education for Sustainable
Development, relevant content and learning practices (Ministry of Education,
2017). Kenya Vision 2030 has specia interest on the role played by TVET sub -
sector for the prosperity and growth of other sectorsin the economy that contribute
to the country’s efforts to become a middle — income country, with the ability to
provide high quality life for its people. This objective can be achieved only if, the
CVETIstraining courses are industry driven so as to produce well qualified CVET
graduates needed for the socia stability and economic progress. Kenya’s tertiary
education has not significantly developed in the last 50 years to produce adequate
skilled human capita for its social and economic take-off (Ministry of Education,

2019).

This is based on the premise that, the relevance of vocational training courses is
significant to the requirements of the job market. Relevance of a training
programmein this case, increases the chances of an individual’s employment. This
makes it necessary for the government to create an environment that encourages
industrial and academia participation to inform the establishment of labour demand
driven training courses, to address the prevailing vocational training and industry
mismatch which could beacritical contributor to the prevailing low enrolment rates

invocational institution, high levels of unemployment and others social instabilities
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(Republic of Kenya, 2012). To enhance the relevance of TVET courses, the
Government of Kenya has made a commitment to streamline management and
assessment of industrial attachment process to promote practical experience
required for practical skill development, increase the employability of TVET
graduates, enhance their career progression, and increase their productivity and
lifelong earnings. This deliberate move was meant to create link between the
training courses offered by the TVET institutions, use of relevant training
equipment and the labour user institutions in all sectors of the economy so as to

boost accessto TVET (Republic of Kenya, 2013).

A study done in Nakuru County to assess the Youth polytechnic student’s
perception of vocational training found out that, the demand for the TVET
programme that meets trainee’s expectationsis determined by the relevance of the
curriculum in place. A curriculum that focuses on practical lessons as opposed to
theory, meets the work place requirements, prepare one for self-employment and
able to provide additional soft skills like communication skills and life skills was
found to have a major contribution on trainees expectations and needs which
increases the enrolment in VTCs (Oduor, Kubutha, Tabuche, & Masese, 2017). In
recognition of the need for industrial attachment to enhance quality training and
attractiveness of VET, section 19 (1) of TVET Regulations statesthat, an institution
shall make necessary arrangements for having certain classroom sessions taken up
by suitable faculty or experts from the respective industries and may from time to

time arrange industria attachment for the students (Government of Kenya, 2015).
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This arrangement would make VET gain socia acceptance and address the
historical misconception which has made VET non-attractive as compared to the
genera education pathways. This is justified by the fact that, the maority of
countries across the world have appreciated the critical role played by TVET
towards social-economic development (Oduor, Kubutha, Tabuche, & Masese,
2017). Yegon (2016), asserts that, as devolved governments articulate their
mandate to regulate and coordinate technical training function, the focus on policy
should be aimed at linking the TVET programmes with industry needs, use of
advanced technology, provoke invention and innovation, enhance collaboration,
enhance participation of professional bodies in the training programmes design to
enable TVET sub-sector to provide skills that are required to meet the dynamic

business environment.

His argument holds that the level of training skills and knowledge possessed by a
nation is significant to drive a sustainable devel opment process. It isfor this reason
that, a country should ensure that access to VTCs not only a second option for
admission in regular academic path ways but also people with sound general
education. According to Ifeyinwa & Serumu (2016), the kind of curriculum in place
has an influence on the attractiveness of Vocational training. In their study carried
out in Nigeria to establish the constrains and remedy to quality vocational skill
development they reported that, the low social recognition of vocational skill
development in Nigerian vocationa institutions which has trandated to low

enrolment was attributed to; poor staffing, poor quality training in terms of training
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facilities and equipment inadequately trained VTCs instructors, use of outdated
vocational training curriculum which wasrated to be obsolete and irrelevant to meet
the labour market requirements. Further, the curriculum had not been reviewed for
more than 20 years which made the vocational training courses moreirrelevant and
non-attractive to prospective trainees (Ifeyinwa & Serumu, 2016). To investigate
the relevance of VTCs training courses in Makueni County, this study sought to
investigate whether, the relevance of training courses has an influence on access to

public vocational education and training institutions in Makueni County, Kenya.

2.4 Training Facilities and Trainees” Access to CVET Institutions

Ingtitutional infrastructure is considered to be an important base for effective
training in TVET. The main goa of adequate and operational infrastructure is to
increase the institutions’ enrolment, enhance staff motivation and improve the
education and training outcomes. Ingtitutional infrastructure includes, the
classrooms, training facilities and equipment, workshops and other physica
facilities necessary to support enrolment and provision of quality education and
training (Umar, 2019). Accordingto TVET regulations (2015), atraining institution
to be legible for licensing, it’s required to establish adequate training physical
facilitiesfor the training programmes. In Section 8 it states that, an institution shall
provide adequately equipped workshops or |aboratories where these are required
by the curriculum offered, and where the institution offers courses regulated by
professional bodies (Government of Kenya, 2015). Training for high-quality skills

reguires standards on the appropriate training equi pment and tools, relevant training
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materials, operation manuals, CBET curriculum and trainers. This has often been a
weakness in both public and private TVET providers (Republic of Kenya, 2019).
The skills mismatches experienced in most third world countries could be attributed
to the quality of the training environment which goes beyond the industry and
academia participation and collaboration. The adequacy of quality, relevant and
operational training facilities is paramount. The opposite compromises the
relevance of training. In line with the important role played by industries in socio-
economic development in many African Countries, ill-trained TVET graduates
could less contribute to a sustainable growth and social-economic development of

most of the Sub-Saharan Africa Countries (Y egon, 2016).

To provide quality and relevant training programmes in TVET, the training
environment should be aimed at producing a stock of human capital who are
innovative and creative to contribute substantially in sustainable development
(Ayonmike, Okwelle, & Okeke, 2014). According to Oduor et al 2017,in a study
done in Nakuru County to assess the youth polytechnic student’s perception of
vocational training found out that, the quality of TVET programme that meets the
trainee’s expectations is determined by the quality of the training facilities which
is part of the training environment. It is at this point that the institution that is
committed to meet the trainees’ expectations should focus on improving their
training facilities and equipment. The study observed that, the perceptions of these
training facilities and equipment contribute to VET image and prospective trainees

put into consideration thisimportant aspect in their evaluation processto decidethe
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kind of institution to consider for enrolment (Oduor, Kubutha, Tabuche, & Masese,
2017). The inadequacy of training facilities/ infrastructural resources coupled with
inadequate career counselling, socia stigma towards VET graduates, inadequate
job education has been associated with low enrolment in TVET ingtitutions in
Malaysia. InMalaysia, VET isconsidered alast option training choice as compared
to the main academic track which has contributed to low enrolment for VET
training courses (Muhd, et a., 2020). VET’s fundamental aim is to equip the learner
with practical skills. Gaining such appropriate design, construction and repair skills
calls for a well-functioning infrastructural and machinery facilities to ensure
effective, efficient and resilient employable skills for learners. Inadequacy of such
important facilities would negatively influence students’ enrolment in vocational

institutions (Muhd, et al., 2020).

A study carried out by Ifeyinwa & Serumu (2016), in Naigeria on constrains and
remedy to quality vocationa skill development established that, the training
facilities in most of the vocational institutions were different from the ones in the
industries where the TVET graduates are expected to seek for employment and
participate productively. According to the study, the training facilities were
observed to be inadequate, outdated, and non-operational. The status of thetraining
infrastructure was found to be a key contributor to low social recognition of VET
which translated to low enrolment across the vocational institutions (Ifeyinwa &
Serumu, 2016). According to TVETA Strategic plan 2019 — 2023, the tools and

equipment being used by some TVET ingtitutions are in Kenya are often
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inadequate, inappropriate, outdated or broken. Some TVET ingtitutions have
challenges in acquiring appropriate tools and equi pment due to limited funding and
lack of mechanisms to mobilize funds. This state of affair has affected the quality
of the trained graduates from these institutions because there may not be enough
equipment for each trainee to have necessary time for practica sessions and
expected level of quality and technological know-how required by the growing
market. In most TVET ingtitutions, training facilities which include; classrooms
used for theory sessions and workshops used for practical sessions and also
sanitation facilities are mostly inadequate in terms of numbers, capacity and how
they are equipped. The obsolescence of training equipment and tools, the
inadequacy of teaching and learning facilities contribute to the poor quality of

TVET délivery.

Research done by Anindo, Mugambi and Matula in Nairobi County (2016),
indicated that, most of TVET ingtitutions in the County had inadequate training
facilities and equipment, less industry participation and limited flow of market
information. The fore stated challenges were noted to have negatively influenced
the training and skill development to VET graduates leading to poor acquisition of
market oriented skillsamong the graduates which compromisestheir employability
(Anindo, Mugambi, & Matula, 2016). This was supported by a study carried out
Aguda (2015), at Ramogi Institute of Advanced Technology in Kisumu County to
establish the influence of teaching-learning resources on transition rates of diploma

students which found out that the cost of buying training materials was a burden to
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the trainees and was a key contributor to low transition rates at 82.1%. The
influence of furniture and other facilities was rated as 48.38% which was rated to
be below average. The findings informed the recommendation for the institution to
source for funding to purchase training resources to meet the needs of poor students
who could not transit to the next level of study and reduce the dropout rate. From
this findings, adequate training facilities and physical infrastructure significantly
promote demand for TVET which increases the levels of enrolment in the
vocational institutions (Aguda, Odundo, & Rambo, 2015). The study however, did
not establish the influence of such important training facilities on the prospective
trainees’ enrolment for vocational education which creates a gap for further study.
This study set out to establish whether the status of the vocational institutions’
training resources and physical infrastructure has an influence on accessto CVET

institutions in Makueni County, Kenya.

2.5 Career Guidance and Trainees’” Access to CVET Institutions

Career guidance servicesis aconsultative servicesaimed at hel ping peopleto make
informed decisions on career choices, education and training decisions and
occupational mobility choices despite their age and to manage their careers (Watts
& Fretwell, 2004). The concept of vocational guidance can be traced to the work of
parsons in 1909. He worked with young people to help them make decisions
concerning their vocations. Consequently, he is considered the father of vocational
guidance. On his opinion he argued that the young face alot of internal and external

pressure in the process of their career decision making. He adds that, for students
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to make the right career choice they need to be assisted to reach awise choice. This
can be done considering self-assessment to oneself, one’s aptitudes, abilities,
interests, ambitions, required resources and vocational training options available
(Parsons, 1909). For this to happen, a well-thought career requires a professional
and awell-devel oped career guidance system that is able to address training needs
of the student (Farid, 2019). Career information basically includes information on
training courses offered by various training institutions in the economy, related
occupations, minimum admission requirements, cost of training and the financing
options available, career paths for future career progression and labour market
information which enables an individual to make adecision to enroll and pursue an

area of interest based on the set enrolment requirement (Farid, 2019).

Enrolment for education and training is proportionately influenced by the career
education passed to the population formally or informally which makesindividuals
to make informed decisions on their career choice and managing their career
development. Career guidance enable the young population and others to make a
choiceinwiderange of availabletraining opportunitiesand training courses, based
on their distinctive abilities, interests and ability to meet both direct and indirect
costs of training. Thisimplies that, career guidance is one of the key toolswhichis
indispensable within TVET sub-sector. Enrolment to a TVET institution isa clear
indication that an individual has made a deliberate choice on a career pathway to
shape his/her skill development ambitions (UNESCO, 2013). Farid (2019), pointed
out that, through career development sessions, the young population find
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information about the available training opportunities. During this critical moment,
the adolescent need the guidance from experienced career counselors and others
who have experience in career decision-making process (Farid, 2019). Based on
this argument, accessto VET largely depends on information on the availability of
training opportunities and programmes passed through career awareness. It is
further noted that, training institutions in many developing countries traditionally
have not seen transition to vocational training as a significant concern of their
human resource development and their mission too leading to low development of

careers advice which has influenced enrolment (UNESCO, 2013).

A study conducted by UNESCO-UNEVOC between 2019 -2020 in ten countries
(Australia, Chile, Costa Rica, German, Ghana, Jamaica, Lebanon, the Netherland,
the Philippines and South Africa on boosting gender equality in science and
technology, a challenge for TVET programmes and career indicates that,
educational career advice provided by educationa staff and career advisers has a
strong influence on prospective trainees’ choice for TVET training programme
(UNESCO-UNEVOC, 2020). Thismeansthat, the shared information influence the
image of TVET which affects the personal choices on the areas of education and
training for career development. This to alarge extent influence the enrolmentsin
various education and training institutions leading to low enrolment if the image
created on TVET is negative. Student career guidance is about supporting young
people to take their next steps into the world of work or self-employment

(UNESCO-UNEVOC, 2020). It needs to take account of the diversity of
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destinations, to embrace the new and evolving world of work that young people
face both now and in the future, to encourage reflection on experiences and to be
ableto respond to individual needs. Thisisespecially the casefor TVET, wherethe
proximity of students to the labour market should open up al career opportunities
available to them (UNESCO-UNEVOC, 2020). A study by Watters (2009), on
making initial VET more attractive for prospective trainees observed that, careers
departments have inadequate expertise to guide the trainees on career progression
making it difficult to enroll for higher level training courses in the institution or in
other related institutions. Further, to increase the capacity to make deliberate choice
for vocational education and training she statesthat, career expertise should provide
exhaustive career advice necessary for the prospective trainees to decide
appropriately the kind of course to enroll for in a collage (Watters, 2009). This
indicated that, inadequate career guidance arrangements, less need-based career
guidance, limited information on career progression and labour market
remunerations, leadsto low empowerment of the learners on the choice of pathways
and tracks at the end of their basic education. It may lead to low drive for career

progression in TVET leading to low enrolment ratesin TVET institutions.

A case study done in four Higher Education institutions in Ireland by Eleanor
(2015), to examine the students’ experiences of the transition to higher education
in Ireland, which focused on the extent to which the skills, competences and
orientations help students to succeed in their choices for enrollment and

participation in Higher Education institutions indicated that, the prominent factors
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influencing access to Higher Education is inadequate accurate initial information
on the course requirements, components and the standards of a training
programmes, unrealistic expectations in ones future career and lack of gradual
preparation to enroll in TVET at the early stages of schooling (Eleanor, 2015).
Based on thisinsight, development of aframework to support students at their early
stages of schooling (basic education level) to understand the basic expectations and
requirements for various career pathways is considered critical to inform their
career choice decisions. The study suggested for an introduction of guidance
programme that touches on realities of studying different courses and the collage

lifein general at the secondary school level to boost access to higher education.

A study on female students’ participation in TVET done in West Pokot County
found out that, most of the girls who could not enroll for secondary and tertiary
education after sitting for their KCPE, in various years, were not aware of the
training opportunitiesavailablein VTCsin the County (Andiema& Manasi, 2021).
Thisfindings brings out an information gap in the soci ety about the existing training
opportunities in VTCs for boys and girls to acquire competitive skills and
knowledge for gainful employment. A study by Farid (2019), on the factors that
influence prospective trainees’ decision to enroll for Vocational Education and
Training in Tajikistan established that youths face more challenges in the process
of making informed career decisions in those Countries where career guidance
systems are poor or does not exist all together. The study indicated that, the youths

who live in the rural areas where there is less opportunities for industrial
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information that could enhance their career awareness as the most affected. The
absence of such information was noted to limit them from devel oping interests and
aptitudes for the careers and training opportunities available for skill development
in the fast changing knowledge economy. Basic education graduates (secondary
school level graduates) all along their schooling time long to join universities for
degrees programmes whose entry requirements may be a challenge to meet. They
then encounter a dilemma about making a choice on their career pathway when
faced with Vocationa training in both public and private institutions as well as
other middle-level colleges as the only option available. In support, a study done
by Crockett, Shanahan & Jackson-Newsom (2000), pointed out that secondary
school studentsfrom the rural and remote areas have limited career information and
the type of skills, knowledge, qualifications and attitudes required by various
potential employers. This deniesthe students an opportunity to devel op interest and
aptitudes of the careers and jobs available in the prevailing fast-changing economy

(Crockett, Shanahan, & Jackson-Newson, 2000).

According to Safarmamad (2019), secondary school graduates in Tgjikistan,
encounter challengesin their process to decide the post-secondary institutions they
would enroll to pursue their education and training. Professional career guidanceis
a continuous process that should guide the career choices. Relevant career should
be a key concern from kindergarten, primary, secondary, TVET colleges and
universities, as well as in the communities and at work place. A well planned and

organized career guidance services are important in helping individuas to make
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career choices and transitions. Systematic and organized career awareness,
exploration and decision making are limited in Kenya (Republic of Kenya, 2022).
According to Technical and Vocational Education and Training Authority strategic
plan 2019 - 2023, career guidance in both primary and secondary schools tends to
be biased towards university education, resulting from limited awareness about the
training opportunities available in VVocational Education and Training institutions.
In order to increase access and inclusivity in TVET it is necessary to strengthen
career guidance and counseling in primary and secondary schoolsin order to inform
prospective students/trainees and parents/guardians about the opportunities in
TVET (Republic of Kenya, 2019). To assess the influence of career guidance on
accessto TVET, thisstudy sought to establish whether, career guidance information
determines one’s decision to enroll in public CVETIs in Makueni County whichis

an ASAL regionin Kenya.

2.6 Adequacy of competent Instructorsand Accessto CVET Institutions

Technical and vocational competencies of instructors in TVET ingtitutions has a
significant effect on the quality of training skills passed to the trainees. Based on
this concern, it is credible to ensure that, the TVET instructors are well-trained in
their areas of speciaization. Thisis based on section 13 of the TVET Regulations
(Government of Kenya, 2015). TVET instructors are key playersin the production
of aworkforcewith relevant industrial skills. They are responsible of implementing

vocational training curriculum, whichif linked to theindustry needsand itsindustry
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driven requires a competent trainer, with industry experience and competences. A
competent instructor who is responsive to the industry demands, is expected to
narrow the training gap and offer training for sustainable development. Thisiswhy
educators are important agents to foster prosperity and international
competitiveness of a nation (Ministry of Education, 2019). Despite the progress
made in enhancing access, retention, quality, completion rates and gender parity in
education and training, the TVET sector continues to face many challenges. These
include an insufficient number of trainers with the required CBET trainers’
competency, limited industry participation and inadequate research support service.
TVET in Kenyais aso characterized by a low quality of training, occasioned by
obsolete training facilities and equipment, and lack of instructional materials

amongst other factors that require regulation and coordination.

High quality skills training requires qualified instructors, appropriate workshop
equipment, adequate supply of training materials, and practice by learners which
can only be addressed through coherent and sector-wide standardization and
regulations (Republic of Kenya, 2019). Basicaly, a team of competent trainers
endowed with soft skills has the capabilities to mitigate the historical issues of
relevance of skill development through modern training and research. TVET sub-
sector through the County governments hasamandate to acontinual skill upgrading
to meet international standards on appropriate training methodol ogies. Thisisbased
on the premise that, educating for sustainability improves the trainees’ capacities

for sustainable communities (Ministry of Education, 2017). It has been observed
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that, most of the VET instructors in Kenya are inadequately skilled and have not
been exposed to the industry needs which requires a mass of human resource, with
requisite skills and competences essential to achieve the objective of Kenya Vision
2030 and the international Sustainable Development Goals (SDGs.) (Republic of
Kenya, 2015). The transformation of TVET sub-sector in the developed Countries
like Malaysia, to meet industry requirements has been successfully achieved
through focusing on addressing competence gaps among the instructors, which
were not limited to minimal industry exposure and skills deficiencies. This led to
improvement of TVET delivery systemsresulting to increase in trainees’ enrolment
(Arifin, Rasid, Anuar, & Omar, 2017). This implies that instructors in VET
institutions are the mechanisms of training systems. Their competencies are
therefore the key points reflecting quality and relevance of TVET programmes,

whose graduates should participate competitively in the job industry.

The inadequacy of well-trained trainers in CVET institutions could be a key
contributor to low socia acceptance for TVET, which has led to low levels of
enrolment. To ensure that, the young population meaningfully participates in the
world of work, the input of a competent and well trained instructor is of a great
importance. This will address needs of idle youths who may engage in
radicalization, politically influenced crisis and other unethical social evils (African
Development Fund, 2015). Mkpughe & Serum (2016), supported that, low societal
recognition of VET and inadequate and ill-equipped vocational education staff as

some of the challengestrandlating to low enrolment in TVET institutionsin Nigeria.
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In support, a report by Educaid (2016), on the alignment of training and
employment indicated that, most of the TVET instructors and trainers enter the
classroom without industrial experience background and with limited or no
experience on the world of work in the areas they prepare the trainees for. The
instructor’s and trainer’s quality is recognized as the single most important
institutional variable influencing trainee’s achievement. The inadequate industrial
experience and lack of work experience weakens the linkages between TVET
programmes and the industry (Educaid, 2016). To assess whether, the adequacy of
competent TVET instructors determines the prospective trainees decision to enroll
for aTVET programme, this study sought to assess the extent to which institutional

factorsinfluence accessto CVETIsin Makueni County.

2.7 Summary of Related Literature Reviewed

This chapter has clearly identified some of the institutional factors that may have
an influence on accessto CVET institutions. The reviewed studies did not establish
how these factors complement to influence access to CVETIs. The evidence
provide an avenue for further studies. In reference to a study by Oduor et al 2017,
in Nakuru County to assess the Youth polytechnic student’s perception of
vocational training found out that, the demand for the TVET that meets the trainee’s
expectations is determined by the relevance of the curriculum in place. A
curriculum that focuses on practical lessons as opposed to theory, meets the work
place requirements, prepare one for self-employment and able to provide additional

soft skills like communication skills and life skills was found to have a major
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contribution on trai nees expectations and needs which increases enrolment in VET
(Oduor, Kubutha, Tabuche, & Masese, 2017). The quality of VET that meets the
trainee’s expectations is determined by the quality and adequacy of the training
facilities and equipment, which is a significant component in the training
environment. It observed that, the status of these training facilities and equipment
contribute to VET image (Oduor, Kubutha, Tabuche, & Masese, 2017). The
inadequacy of training facilities/ infrastructural resources coupled with inadequate
career counselling, social stigmatowards VET graduates, inadequate job education
has been associated with low enrolment in TVET ingtitutionsin Malaysia (Muhd,
et a., 2020). The status of the training infrastructure was found to be a key
contributor to low socia recognition of VET which translated to low enrolment
acrossthe vocational institutions (Ifeyinwa & Serumu, 2016). These studies did not
look at the influence of the training courses themselves and whether they have an

influence on accessto CVETIs.

Farid (2019), pointed out that, through career development sessions, the young
population find information about the available training opportunities. During this
critica moment, the adolescent need the guidance from experienced career
counselors, and others who have experience in career decision-making process.
Based on this argument, access to VET largely depends on information on the
availability of training opportunities and programmes passed through career
awareness. It is further noted that, training institutions in many developing

countries traditionally, have not seen transition to vocational training as a
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significant concern of their human resource development, and their mission too
leading to low development of careers advice, which has influenced enrolment
(UNESCO, 2013). The study didn’t look at how career guidance influence career
progression whose long-run effect is increased enrolment in CVETIs. Watters
(2009), in her study on making initial VET more attractive for prospective trainees
observed that, careers departments have inadequate expertise to guide the trainees
on career progression, making it difficult to enroll for higher level training courses

in the institution or in other related institutions.

This was supported by Farid (2019), on the factors that determines prospective
trainees’ decision to enroll in VVocational Education and Training in Tajikistan who
indicated that, youths face more challenges in the process of making informed
career decisionsin those countries where career guidance systems are poor, or does
not exist all together. It was observed that, most affected group are youths who live
in the rural areas where there is less opportunities for industrial information that

could enhance their career awareness.

Mkpughe & Serum (2016), in their study done in Nigeria to assess the VET
educators’ perception on constraints and remedy to quality TVET skills
development for VET students reported that, low societal recognition of VET and
ill-trained instructors as some of the challenges translating to low enrolment in

TVET insgtitutions in Nigeria. Based on these studies, institutional factors can be
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used as a baseline study to identify means and ways to enhance accessto CVETIs.
However, it is important to examine to what extent the institutional factors
influences accessto CVETIs. This study therefore aimed at addressing the question
by carrying out a survey in 21 County Vocational Education and Training

institutions which were randomly sampled from 28 registered public CVETIs.

2.8 Theoretical Framework

This study was guided by Human Capital Theory (HCT) whose origin can be traced
to the work of Adam Smith in 1976. The theory affirms that, the sustainable social -
economic and resilient well-being of a community is a function of its financial
capital, quality labour force, natural resources endowment as well as knowledge
and skills of its population. This theory holds that, when knowledge and skills of
the population increase, will yield to improved social-economic outcomes for both
individuals and societies. It argued that, in modern communities, knowledge and
skills possessed by the population enhances a greater economic and socia

premium.

Skill development is a significant component of human capital theory. Education
and training al along has been the primary means of developing knowledge, skills,
attitudes and other attributes which are ingredients for meaningful productivity.
That is, there is a direct connection between the increased levels of skill
development and individual’s lifelong earnings. Skill development is therefore
viewed as the core means of improving ones productivity, efficiency, economic

outcomes and well-being of the society and other lifetime direct and in direct
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benefits (Crocker, 2006). HCT affirms that investment in skills development is
expensive and involving, making it necessary to project human resource needs and
requirements of the labour market, training needs analysis and establishment of
training gaps. Since early 1960s, the theory has been influentia in the Western
education planning and informing framework of Government policies. The theory
is the most suited for this study because, Education is a key element of human
capital theory. Education isviewed as the primary means of devel oping knowledge,
skill and a way of quantifying the quality of labour. Human capital theory also
underlies studies of the impact of specific forms of investment in education and of

differing uses of the resources available to education.

This study focuses on the skill development processes and the training environment
required to achieve the desired education and training outcomes. The theory fitsin
this study based on the evidence that, education and training is an investment whose
relevance can be guaranteed in labour market driven institutions (Psachoropoul os
& Woodhall, 1997). Using the theory, the study sought to investigate whether
institutional factors have an influence on trainees’ access to CVETIs in Makueni

County Kenya.

2.9 Conceptual Framework
The development of the conceptual framework considered access, increased

enrolment and demand for CVETIs courses as the outcome which is influenced by
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aseriesof institutional factors. The framework follows the structure of the research
guestions by identifying the drivers of TVET attractiveness. In this conceptual
framework, access is the outcome of; training programmes, training facilities,

career guidance and competency of trainers as shown in Figure 2.1.
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Figure 2.1 Structure of education system in Kenya
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Source: Researcher 2019.

The study was guided by the above conceptual framework which links institutional
factors (independent variables) to access (dependent variable). It relates the

independent variables that may have an influence to prospective trainees’
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enrolment in CVETIswhich aretraining courses, training facilities, career guidance
and competency of trainers. Prospective trainees’ enrolment in CVETIs is the
dependent variable. The output is influenced by how training inputs interacts

through skill development process.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This study was set out to investigate the influence of institutional factors on access
to CVET ingtitutions in Makueni County. This section presents research design,
target population, sample size and sampling procedure, research instruments,
validity of research instruments, reliability of research instruments, data collection

procedures, data analysis techniques and ethical considerations.

3.2 Resear ch Design

Research design has been defined as the guiding plan that is used to answer a
research question (Orodho, Khatete, & Mugiraneza, 2016). From this definition, a
research design outlines the specific methods and procedures to be followed in the
data collection exercise, how the collected datawill be analyzed and presented for
a meaningful interpretation and generalization. It’s also described as the conceptual
structure that guides a scientific study whose procedure involves collecting,
measuring, organizing and analyzing a data set (Kothari & Gaurav, 2014). The
selection of an appropriate research design determines the quality of data to be
collected. This makes the research design selection the most important step in the
research process (Kothari & Gaurav, 2014). In this study, descriptive research
design was used as it’s a quantitative research design. Thisis because the variables
under study were measured as naturally perceived without manipulation or control.

The use of this design enabled the researcher to obtain needed information by
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interviewing, administering a questionnaire to the sampled subjects and making
observations. The design was preferred based on its strengths that, the participants
were questioned and observed in a natural setting, the design may identify areasin
need of additional research and relationship between variables that require future
study. Descriptive studies can generate rich datasets on large and diverse samples.
Using this design the researcher summarized the collected data in a way that
provided the desired descriptive information to respond to questions by analyzing
without manipulating the independent variables relating to institutional factors

influencing trainees’ access to CVET institutionsin Makueni County.

3.3 Area of the Study

The study was done in Makueni County between September 2019 and February
2020. The County has a population of 987,653 (2019 census). It is situated in the
South Eastern part of the Country bordering Machakos County to the North, Kitui
County to the East, Kgjiado County to the West and Taita Taveta County to the
South. It is located between Latitude 1° 35" and 32°00’ South, and Longitude
37°10" and 38°30" East, Makueni County covers an area of 8,008.7km?. Makueni
County lieswithin the arid and semi-arid zones of the Eastern region of Kenya. The
County levels of poverty stands at 60.6 % with an extremely youthful population
composition at 43.8% aged between 0 and 15 years (County Government of
Makueni, 2016). The high youthful population and high cases of unemployment is

a mgor development challenge. Among these challenges, is the situation of low
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quality skill development that exhibits more profoundly with high illiteracy rates,
inadequate training infrastructure and low enrolment in CVETIs (County

Government of Makueni, 2016).

3.4 Target Population

Target population is the whole group of subjects from which a representative
samplemight bedrawn. It consists of all the elements or itemswhose characteristics
are being studied (Orodho, Khatete, & Mugiraneza, 2016). Population consists of
the universe representing the elements whose characteristics are of great concern to
the researcher, and from which a representative sample is drawn and hence
generalization of the research findings. The study targeted the 28 registered public
County Vocational Education and Training institutions in Makueni County. The
popul ation comprised of 28 managers, 154 instructors and 1504 trainees. Thetarget

population was 1686.

3.5 Sample Size and Sampling Procedure

A sample is defined as a group of individuals from a larger population who
participate in astudy either by interviewing or completing survey. Using the sample
data was collected and analyzed to make inferences. A representative sample to a
popul ation should be randomly selected and adequately large (Orodho, Khatete, &
Mugiraneza, 2016). The study used stratified and simple random sampling to obtain

a representative sample since the target population comprised of three groups of
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informants. Using this technique, the population was stratified into three strata of
the managers, instructors and trainees which were non-overlapping. Using smple
random technique, the subjects were selected from each stratum whose effect was
to improve representativeness and reduce the sampling error (Orodho, Khatete, &
Mugiraneza, 2016). The sample size of the informants was determined by use of
Taro Yamani formulaat 0.05 level of significance with a confidence coefficient of

95% as shown (Y amane, 1967).

_ N
1+NE2

n
Where, n=the sample size,

N = the size of the population,

=the error of 5% points

28

i. Institutions sample size n= Tize0052 21
i Managers sample size n=—2 =21
. g P ~ 1428(0.05)2
i Instructors sample size n=——>2 __-g7
’ P 14+154(0.05)2
iv.  Traineessamplesize = D% _31p
' P 14+1504(0.05)2
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Table3.1

Sampling Frame

Respondents target population sample %
Managers 28 21 75
Instructors 154 87 56.5
Trainees 1504 316 21.01
Total 1686 424

3.5.1 Sampling Techniques

A sample of 21 CVET ingtitutions out of 28 registered institutions before
devolution in the county were used in the study. The sample size was large enough
which could make the findings of the study to be generalizable to other counties
with amost similar characteristics. Table 3.1 shows the sample size randomly
selected from 21 registered county vocational education and training institutionsin
the Makueni County. In this study, managers were purposively selected as
respondents based on the critical role they play as the institutional managers. The
population of the trainees in the sampled vocational institutions was 3310 as shown
in Table 3.2. However, in this study the researcher considered 1504 first years since
a majority of the second year’s trainees had already gone for their internship by
September 2019 and by November they were preparing for their final examinations.

Thefirst years were considered stable respondents within the entire data collection
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period which extended to February 2020. In most cases, 16 trainees were randomly
selected where gender was a factor to consider. 8 female and 8 male trainees were
selected. The researcher drew samples from the training courses groups to ensure
representation of the diverse categories of trainees in the institution. Instructors’
simple random sampling was based on gender where in most cases 2 male and 2
female instructors were selected to participate in the study. The actual samples are

reported in Table 3.2

58



Table3.2

Trainees Enrolment, Staff Establishment and Respondents per Institution

No institution Sub- County Actual respondents

Enrolment  instructors trainees instructors

1 Isovya Kaiti 158 6 16 4
2 Mwea Kaiti 43 4 16 4
3 Kauiti Kaiti 20 2 8 2
4 Ukia Kaiti 66 5 16 4
5 Ukaatuni Kaiti 60 4 16 2
6 Ngwata Kibwezi East 329 10 16 6
7 Spring hill Kibwezi West 145 7 16 4
8 Ng’etha Kibwezi West 49 7 12 4
9 Kisingo Kibwezi west 132 9 16 4
10 Enzai Kilome 295 10 16 6
11 Kathonzweni M akueni 428 18 16 6
12 Kyemwole  Makueni 50 7 14 4
13 Nziu M akueni 494 13 16 6
14 Kakuswi Mbooni East 78 7 16 4
15 Utangwa Mbooni West 110 4 16 4
16 AIC Tulimani Mbooni West 141 7 16 4
17 Nduluku Mbooni East 360 14 16 6
18 Kako Mbooni East 44 3 14 3
19 M akueni M akueni 260 7 16 4
20 Mavindini Makueni 140 6 16 4
21 Uvuu Mbooni West 40 4 12 2
Total 3310 154 316 87
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3.6 Data Collection Instruments

Theresearcher used interview schedul e, observation check lists, document analysis
and questionnaires as the data collection instruments for this study. The researcher
designed an interview schedule for sampled managers from sampled institutions
which have been operational before devolved governance. The interview schedule
was considered most appropriate for the study because, it provided open-ended
guestions which made it flexible for the researcher to elicit narrative datain greater
depth which may enrich the findings of the study. Interviews were considered more
powerful when compared to the questionnaires because, the researcher was able to
elicit qualitative data that allowed him to investigate the respondents’ opinion in
greater depth and explored the construction of meaning in a natural setting (Kvale

& Brinkmann, 2009).

The importance of using interviews as a research instrument it’s attached to its
ability to analyze words and report more detailed views of the respondents. It
further enables the informantsto respond in their own voices, express their feelings
and thoughtstoo, which enrichesthe reliability and validity of the research findings
(Berg, 2007). The researcher interviewed 12 managers who were purposively
sampled and had been identified from document analysis at the County youth skill
development and ICT offices. An observation check list was used to verify the data
aready collected from the informants. An observation check list is used when the
investigator is collecting the data and at the same time makes an observation to

verify the data (Krishna & Rangnatham, 2011). Three sets of questionnaires were
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constructed by the researcher to collect desired information from County
Vocational Education and Training institutions’ managers, instructors and trainees.
These data collection tools were used because the cost of administering was low
regardless of the geographical distribution of the sampled respondents, no
interviewer’s biasness and the respondents were free to use their own words to
respond to open-ended questionnaires (Kothari, 2004). The constructed
guestionnaire had both open-ended and closed-ended itemsto enable the informants

to respond to some items in their own words.

3.6.1Questionnaire for Managers

The questionnaire was constructed to be self-completed by the managers based on
the premise that they were able to complete it without help. It provided basis for
collecting in-depth data about their opinions, attitudes and perspectives about the
possible institutional factors that has influenced enrolment and access to CVET
ingtitutionsin Makueni County. It comprised of five sections. The items measuring

the extent of influence were designed into a Likert format response type.

Section A contained sets of items that sought to establish the managers’
demographic information. The data on managers’ gender, professional qualification
and administrative experience was included in this section. Section B of the
guestionnaire has set of itemsthat sought to respond to how relevance of Vocationa
training courses influenced access to CVETIs the section also had additional
information on the enrolment figures for the various courses since 2015 to 2019.

61



Whereas section C has items related to how the adequacy of training facilities and
equipment influenced access to CVETIs, section D comprised of structured items
on how career guidance influenced access to CVETIs. Finaly, section E contains
structured items on how the adequacy of competent instructors influenced access
to CVETIs. Additional information on instructors’ terms of employment was

included.

3.6.2 Questionnairefor Instructors

The questionnaire was constructed to be self-completed by the instructors based on
the premise that they were able to complete it without help. It provided basis for
collecting in-depth data about their opinions, attitudes and perspectives about the
possible institutional factors that has influenced enrolment and access to CVET
ingtitutions in Makueni County. It comprised of five sections. The questionnaire

items measuring the extent of influence were designed into aLikert format response

type.

Section A contained sets of items that sought to establish the instructors’
demographic information. The data on instructors’ gender, professional
qualification and training experience was included in this section. Section B of the
guestionnaire has a set of items that sought to respond to how relevance of
Vocational training courses influenced access to CVETIs. The section also has
additional information on the trainee’s enrolment figures for the various courses in
their areas of specialization since 2015 to 2019. Whereas section C has items
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related to how the adequacy of training facilities and equipment influenced access
to CVETIs, section D comprised of structured items on how career guidance
influenced access to CVETIs. Finally, section E contains structured items on how

the adequacy of competent instructors influenced accessto CVTIs.

3.6.3 Questionnairefor Trainees

The questionnaire was constructed to be self-completed by the trainees based on
the premise that they were able to complete it with minimum guidance. It provided
basis for collecting in-depth data about their opinions, attitudes and perspectives
about the possible ingtitutional factors that has influenced enrolment and access to
CVET institutions in Makueni County. The questionnaire comprised of five
sections. The gquestionnaire items measuring the extent of influence were designed

into a Likert format response type.

Section A contained sets of items that sought to establish the trainees’ background
information. Data on trainees’ gender, age bracket, level of study and entry
behavior was included in this section. Section B of the questionnaire has a set of
items that sought to respond to how relevance of Vocational training courses
influenced access to CVETIs. Section C has items related to how the adequacy of
training facilities and equipment influenced access to CVETIs. Section D
comprises of structured items on how career guidance influenced access to
CVETIs. Finally, section E contains structured items on how the adequacy of
competent instructors influenced accessto CVTIs.
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3.6.4 Interview Guidefor Sampled Managers

The interview guide for the managers who had served as administrators before and
during the devolved governance for Vocational Education and Training contains
items that cumulatively address al the four objectives of the study. Their views
were considered critical in revealing what could have possibly influenced the access
to CVETIs even after devolution where the former Y outh Polytechnics (Y Ps) were
rebranded as vocational centers. The items used in the interview guide were meant
to elicit further information that was considered useful to obtain more information

on the key contributors to low enrolment in CVETIs in Makueni County.

3.6.5 Document analysis

Document analysis is a qualitative research technique used to evaluate electronic
or physical documents to interpret them, gain an understanding of their meaning
and develop the information they provide. It is used to provide additional insight.
It is also used as a tool to confirming evidence found in other research (Morgan,
2022) . The researcher used the data obtained during document analysisto compare
the information provided by the respondents. This would establish the credibility
of the data and act as a mixed-method for the study. The researcher was interested
to analyzetheinventory records on training materials, career guidance departmental
minutes, career guidance records, admission letters, brochures, admission records,

Class attendance register, records on industrial attachment for both trainees and
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instructors, TVET registration certificate, admission policy and sampled trainees

records (trainees’ persona files).

3.7 Validity of Research Instruments

Validity of research instruments significantly influences the findings of a scientific
research since they serve as the guarantees of the results of the informants’
performances (Alshengeeti, 2014). Validity is the magnitude to which a research
tool measures accurately the items it is designed to measure. It is therefore the
degree of accurately that a research tool would represents the situation under
investigation. Basically, validity is categorized into two forms that is;, External
validity which is generalizability of research findings to the population from which
a representative sample had been randomly drawn. External validity answers the

guestions; can the findings of the study be generalized?

The second form is internal validity which is the ability of a research tool to
measure the item it has been constructed to measure and it answers the questions
related to differences that may exist in measurements (Kothari, 2004). To enhance
higher validity by minimizing the possibility of bias, Cohen (2007), proposes the
consideration on the attitude, views and prospects of the interviewer, misconception
on the part of the interviewer with regard to interviewees responses and the
tendency of the interviewer to seek answers to support their preconceived notion
(Cohen, Manion, & Marison, 2007). Content validity on the other is the degree to

which items of aresearch tool are relevant to collect the desired data. It comprises
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of the validity and representativeness, clear instructions, free from grammatical
errors, logical flow of items, representativeness of items in a given pool, the
adequacy of space for response and a clear format (Rossiter, 2008). It has been
proved that, research tools with high degree of content validity guarantees the
accuracy of measurement on the target construct (Devon, 2007). In this study,
content validity was improved through supervisors’ judgment to determine whether
it met the standards and adjustment were made as advised. The researcher was
therefore assisted by his supervisors to enhance content validity of the instruments.
The researcher employed simple random sampling technique to select two sub-
counties from which two sample CVET institutions were drawn to participate in

the pilot study.

A pre-test with 2 managers, 4 instructors and 24 trainees was done. The respondents
who were involved in the pre-test nor the two institutions did not participate in the
final study. Some questionnaire items were discarded ssmply because they were
found to be ambiguous and others were restructured to enable the researcher to
capture the required information based on the study objectives. The piloting

enhanced relevance, reliability and quality of the questionnaire.

3.8 Rdiability of the Instrument
Reliability of aresearch tool is defined as the extent to which the tool provides a
consistent outcome when subjected to severa trials under similar conditions

(Kothari, 2004). To measure the reliability of research tools for this study piloting
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was donein two CVET institutions one in Kibwezi West Sub-county and the other
one in Makueni Sub-County where 34 respondents participated. The researcher
employed the Cronbach’s alpha coefficient to test reliability of scale. Cronbach’s
alpha determines reliability by finding how closely an item on atest is to a group

of questions.

__NC _ ,
0=y Where, N=the number of items,

C= average covariance between item pairs,

V= average variance.

Statistical Package for Social Science (SPSS) was used to compute reliability
coefficient. Table 3.3 shows Cronbach’s alpha reliability coefficient for various
levels measures for managers’ questionnaire. A coefficient of (0.772) was obtained.
Since the reliability coefficient was above 0.60, the instrument was considered

reliable.

Table3.3
Cronbachs’ Alpha Reliability Coefficient for Managers’ Questionnaire

Variable Reliability

Coefficient remark
Relevance of training courses on accessto CVETIs 0.86 accepted
Training facilities and equipment on accessto CVETIs 0.82 accepted
Career guidance on accessto CVETIs 0.77 accepted
Adequate instructors on accessto CVETIs 0.90 accepted
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Table 3.3 shows the Cronbach apha values that were calculated for the set of
guestionnaire items that come under each section. The results represented a good
interna consistency. The coefficient of reliability revealed apha values that were
ranging from o = 0.77 to 0.90. On average all the items within the subsections
appeared worthy of retention, though few items had to be changed to improve their
reliability. The Cronbach apha vaues that were calculated for the set of

questionnaire items in the instructors’ questionnaire are reported in Table 3.4.

Table3.4

Cronbachs’ Alpha Reliability Coefficient for Instructors’ Questionnaire

Variable Reliability
Coefficient
Influence of relevance of vocational training courses on 0.88

accessto CVETIs
Influence of training facilities and equipment on 0.92

accessto CVETIs

Influence of career guidance on access 0.87
to CVETIs
Influence of adequate instructors on 0.86

accessto CVETIs

Table 3.4 shows the Cronbach apha values that were calculated for the set of
guestionnaire items in the instructors’ questionnaire. The results appeared to have
agood internal consistency. The coefficient of reliability obtained had a phavaues
ranging from o = 0.86 to 0.92. Most of the questionnaire items were retained while

some items within the various subscales had to be reconstructed to improve their
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reliability. The data collection instruments were found to be appropriate for the data
collection. The Cronbach apha values that were calculated for the set of

guestionnaireitemsin the trainees’ questionnaire are reported in Table 3.5.

Table 3.5
Cronbachs’ Alpha Reliability Coefficient for Trainees’ Questionnaire

Variable Reliability
Coefficient
Influence of relevance of vocational training courses on 0.73

accessto CVETIs
Influence of training facilities and equipment on 0.72

accessto CVETIs

Influence of career guidance on access 0.71
to CVETIs
Influence of adequate instructors on 0.71

accessto CVETIs

Table 3.5 shows the Cronbach apha values were calculated for the set of
guestionnaire items in the trainees’ questionnaire. The results appeared to have a
good interna consistency. The coefficient of reliability obtained had al pha values
ranging from a = 0.709 to 0.726. These statistical values are too close to 1 making
the alignment of items fair. Most of the questionnaire items were retained while
some items within the various subscales had to be reconstructed to improve their
reliability. The data collection instruments were found to be appropriate for the data

collection.
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3.9 Data Collection Procedure

The researcher was granted approval by the University that issued letter of full
registration that enabled the researcher to approach the appropriate agencies in the
Country to seek permission to collect data. With this approval, the researcher first
applied for research license from Nationa Commission for Science, Technology
and Innovation (NACOSTI). He was licensed to conduct research in Makueni
County from 9™ September 2019 to 9" September 2020 as indicated in the research
license (license No. NACOSTI/P/19/1152) as shown in appendix VII. Clearance
from the County Commissioner in Makueni County was done on 19" September
2019 who issued aresearch authorization letter and on the said date an approval by
the Chief Education Officer and ICT made. The document is attached as in

appendix VIII.

Before the commencement of the research, the researcher had met all the
conditions and requirements as per the research license. The above approval
marked the beginning of the data collection exercise. The researcher booked
appointments with the sampled vocationa institutions for piloting. Thereafter the
researcher booked appointments with the randomly selected County Vocational
Education and Training managers for convenient dates for data collection. Face-to-
face method was used to administer questionnaires. Some of the sampled trainees
could not respond to the questionnaire items on their own. The researcher read out

the items giving clear interpretation in local language. Document analysis and
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observation schedule were used to verify the recorded reports and confirm the

physical existence of training infrastructure, tools and equipment.

3.10 Data Analysis Techniques

Data analysis is a systematic process where statistical and logical techniques are
applied to clean, organize, categorize, analyze and summarize datato enable further
anaysis and interpretation in order to make statistical inferences or ultimate
conclusions (Kothari & Gaurav, 2014). This logical process starts with availing
data collection tools, undertaking data collection exercise, cleaning and coding the
collected data, analyzing the data, data presentation (visualization) and
interpretation. In the analysis process, relationships or differences supporting or
conflicting the hypothesis are subjected to statistical tests for significance (Orodho,

Khatete, & Mugiraneza, 2016).

The researcher cleaned raw data, coded the data, entered and then analyzed using
(SPSS) IBM version 23. Descriptive statistics were generated and used in
describing and discussing the research findings without manipulating the
respondents’ opinion. Standard deviation was used to measure the alignment of
responses with the mean and describe the degree of consistency within the
responses. A statistical analysis for managers output — independent sample Test
for independent variables was done. To compare mean difference between two

categorical variables and test of hypothesis, an independent sample t-test was done
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at 95% level of confidence. Independent samples t-test compares the means of two
independent groups in order to determine whether there is statistical evidence that
the associated sample means are statistically different. The T-test was considered
to be the most appropriate for this study since the standard deviation was unknown
and the sample size for the Managers was less than 30 (n<30). This was based on
Orodho et.a (2016) who holds that, for a sample size less than 30 and whose
population standard deviation is unknown, use of t-test to carry out statistical test
for significance is the most appropriate. The preliminary test for normality was
done using levene’s test for equality. This was based on the argument that, the
comparison of sample meansisfounded on the fact that, the populationsin question
have a common variance. The method is considered appropriate in one-sample
problem since it enables the researcher to find a suitable estimator which has ahigh

efficiency (Gastwirth, Gel, & Miao, 2010).

A statistical analysis for instructors and trainees output whose sample was greater
than 30 (n>30) was done. In this case, one-way analysis of variance (ANOVA) was
used. It wasthe preferred test on the mean difference between two or morevariables
for association. The ANOVA was used to test for significant difference between
mean of three or more variables between groups and within groups’ variations.
According to Orodho et.al (2016), ANOVA F-test enables the classification and
cross-classification of statistical results to test whether the means of a specific
classification have a significant difference. It enabled the researcher to determine

whether the given classification significantly affect the results and to test the null
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hypothesis that the means of three groups of variables are the same against the
aternative hypothesis that not all means are the same, at a =0.05 level of
significance to test the null hypothesis (Orodho, Khatete, & Mugiraneza, 2016).
Quantitative data from interview and open-ended items in the questionnaire were
organized according to themes, coded and integrated with data from closed ended
guestions. The analyzed data was presented through tabular representation of
descriptive statistics tables for each variable. Means, Standard deviations,
frequency distribution tables, a pie-chat and a bar graph were used for data
presentation. Interpretation and analysis of the findings were subjected to areview

by supervisors and peer researchers.

3.11 Ethical Considerations

Alshengeeti (2014), statesthat, socia studies research involves dealing with human
participants which makes it necessary for research project to rigorously follow
ethical considerations. It therefore becomes a fundamental concern to adhere to
ethical issuesthroughout the research process. Based on the above, the respondents
should therefore provide their informed consent before participating in the research
process. The researcher has a responsibility to protect the informants’ rights and

avoid causing them any social harm.

Cohen et a (2007), considers social studies research as an intrusion into
participants’ private lives with regard to the sensitivity of the subject matter. This
calls for high standards of ethical consideration making the participation to be

73



entirely voluntary and guaranteeing strict confidentiality and anonymity. The
researcher adhered to the following ethical consideration. The researcher obtained
research license and authorization from NACOSTI before proceeding to Makueni
County commissioner for clearance and got an approva from the County Chief
Education Officer. Equitable random sel ection of human subjects was ensured. The
researcher sought for informants’ consent before the administration of data
collection tool and interviews. The researcher booked dates for the data collection
exercise through sending | etters and making confirmations through phone calls and
text massages. The researcher ensured that all the respondents participated in the

study voluntarily. Confidentiality and anonymity of respondents was maintained.
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CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND DISCUSSION

4.1 introduction

The study was set out to investigate the influence of institutional factors on access
to CVET ingtitutions in Makueni County. The chapter presents; introduction,
guestionnaire return rate, analysis of collected data, interpretations based on
descriptive analysis, discussion of the research findings and testing of the research
hypothesis. The chapter includes background information of the informants and
thelr responsesto research questions on the relevance of training courses and access
to CVETIs, adequacy of training tools and equipment and accessto CVETIs, career
guidance and access to CVETIs and lastly, adequacy of competent instructors and

accessto CVETIs.

4.2 Questionnaire Return Rate

Questionnaire return rate has been defined as the proportion of the questionnaires
returned to the researcher by the respondents, after they have been issued or send
to them (Fincham, 2008). A sample of 21 County Vocationa Education and
Training institutions, which are spread over the nine sub-counties in Makueni
County was randomly selected for the study. The research was carried out between
September 2019 and February 2020, a period that was characterized by heavy rains
and floods which made some roads impassable. Despite the vast geographical

distribution on the sampled institutions the study was done. Data were collected
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from 21(91.3%) managers, 87(56.49%) instructors and 312 (20.7%) trainees. The
study used questionnaires, document analysis guide, interview schedule and an
observation schedule as tools for data collection. The administration of
guestionnaires was physically done, which enabled the researcher to collect them
the same day. In al cases, the researcher with the help of vocationa institution
manager visited the workshops and other training facilities to rate them in terms of
relevance. The researcher conducted an interview in those cases where the manager
had been sampled for the interview. Table 4.1 shows the number and percentage of

guestionnaire returned by the informants.

Table4.1

Number of Questionnaire I ssued, Returned and (%) Representation

Category of  questionnaires guestionnaires percentage (%)
Respondent issued returned return rate
Managers 21 21 100
Instructors 87 87 100
Trainees 316 312 98.7
Total 424 420 99.06

Datain Table 4.1 indicate that, there was 100% questionnaire return rate for the
managers and instructors except for the trainees (98.7 %), where four male trainees
could not return their questionnaires. These return rates were computed numerically

by comparing number questionnaire returned by the total number of questionnaires
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issued to the informants who had been randomly selected and multiplied by 100.
As recommended, an approximate of 60% return rate of a representative
guestionnaire should be a goal for every researcher. Thus, the return rates were
greater than 60%. This high return rate was as aresult of physical administration of
guestionnaires to the sampled participants which in effect reduced the chances of
not delivering the questionnaire to the target sample of respondents. There were no
cases of reluctance of respondents to complete and return the questionnaires asthis
could be a key contributor to low questionnaire return rates which researchers

struggle to avoid (Beruch & Brooks, 2008).

4.3 Demographic Information of Respondents

This section presents individual informants’ background information; managers,
instructors and trainees. The researcher sought to establish the demographic
information of the participants as an introductory information which reveals more
about the participants. Thiswas assumed to have an implication on the desired data
for this study. The demographic information collected from managers and
instructors depicts information about their gender, age, professional qualification
as well astheir experience in education and training. Demographic information on
trainees included gender, age, the grade and their entry behavior. The information
was considered paramount based on assumption that, in the larger society some
occupations have been regarded as male and femal e dominated, which significantly

determines the representation in access to education and training. Training
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programmes targeting either gender are core to realize opportunities that improve
an individual’s social-economic positions. All the background information of the

respondents was obtained.

4.3.1 Demographic Information of Managers

The managers were requested to provide information about their gender, age,
professional qualification, administrative experience aswell asthe length of stay in
their current institution. The managers from the sampled vocational institutions
were presented with a questionnaire item to capture the data on their gender, age,
professional qualification, administrative experience aswell asthe length of stay in
their current vocational institution. The data was considered important since it
forms the categorical group for classification and cross-classification for statistical

tests. Theinformation obtained is summarized in Table 4.2.
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Table4.2

Distribution of Managers by Gender, Age, Training Qualifications,

Administrative Experience, Length of Stay in the Current Institution

frequency percentage (%)
Gender
Mae 12 57.1
Female 9 42.9
Age bracket
40 years and below 12 57.1
41 - 50 years 8 38.1
51 - 60 years 1 4.8
Training Qualifications
Artisan grade 4 19.0
Diploma 9 42.9
Bachelor’s degree 8 38.1
Administrative Experience
1-5years 5 235
6 — 10 years 13 61.9
11 - 15 years 1 48
16 years and above 2 9.5

Length of Stay in the Vocational Institution

Below 1 year 4 19.0
1-5years 12 57.2
6 — 10 years 3 14.3
11 years and above 2 9.5
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The data in Table 4.2 revea that, 12 (57.1%) of the managers in the sampled
vocational institutions are male, while 9 (42.9 %) are female. The small margin on
gender parity reveals the County Government’s efforts to attain gender balance in
vocational education institutions administrative positions. Gender balance in
administrative positions can be more influential on access to Vocationa education
and more so to career progression as they are role models to the trainees and the
society. Asshownin Table4.2, 12 (57.1%) of the managers were 40 year and below
as compared to 8 (38.1 %) managers and 1 (4.8%) of managers aged above 40 years.
The managers at the higher age bracket are expected to have served for a long
period in VET institutions, which indicated that they are experienced in area of skill
development. The lower age bracket comprised (57.1 %) of the managers from the
sampled institutions who were promoted or recruited to administrative position

during the devolution period based on high qualifications.

Most of this managers were young and were found to have greater understanding
about the emerging issues in TVET sub-sector. Thisinformation indicate that, the
County Government has made an effort to revitalize CVET institutions.
Recruitment of young administrators with high training and academic
gualifications is a milestone to change the image of TVET. This deliberate effort
would improve the quality of management, record keeping, policy interpretation
and implementation as well as overall service delivery. The alignment of TVET
with the advancing technology, the deliberate effort to support and carry out

research in TVET sub-sector is afunction of administrators where VET managers
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areintegra part of the team. They are best placed to work towards improving the
relevance of courses offered to promote social economic development. The
research also sought to determine the professional qualification of the managers.
Professional qualifications of the managers from the questionnaires resulted to the
datain Table4.2. Datain Table 4.2 indicate that, 4 (19.0%) of managers had artisan
grade qualifications. The other managers were of higher qualifications. That is
diploma holders 9 (42.9%) and bachelor’s degree 8 (38.1%). The professional
gualifications possessed by the managers are adequate to enable them to make
vocational education more attractive and have a new look. Asrole models, they are
able to help the society which for long has been constrained by the historical
outlook that VET is inferior as compared to University Education. This outlook
has prevailed despite the skill gap in the key areas like plumbing, automobile

technologies and civil construction.

The bachelors’ degree graduates can bring a sustainable new image of TVET inthe
society which is not aware of the benefits that TVET opportunities give. In effect
these can improve accessto TVET, enable the trainees to enroll easily, have ahigh
retention and participation rates which is a fundamental aspect of a successful
TVET sector. The data about the administrative experience who participated in the
study was captured from the questionnaire. The information was considered
important because it has a direct link with the managers’ opinion on the issues
surrounding trainees’ access to vocational education and training. This informs the

reliability of theinformation given by such respondents on their opinion on whether
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institutional factors have influence on access to CVETIs. Datain Table 4.2 reveal
that, 13 (61.9%) had served in their managerial position for considerable number
of years (between 6 and 10 years) in the era of devolved governance. Experienced
managers have the capacity to analyze the gains and the prevailing concerns on
provison of Competency-Based Training (CBT) and assessment in order to
improve the VVocational Skill Development (V SD) whose effect isto make decisive
contribution on poverty reduction, increased incomes, life-long earnings, robust
socia mobility and career progression henceincreasing accessto CVET institutions

through grade-to-grade survival.

Managers were requested in the questionnaire to provide information about the
period they have served in their current institutions. Data about the managers’
length stay in their current institutions who participated in the study ware captured.
The information is considered fundamental because administrators are key players
in policy implementation which is time bound. It was assumed that high
administrative turnover has a negative impact on policy implementation process
since different administrators may have different priorities. Data in Table 4.2
indicate that, twelve (57.2%) of the managers have been administrators in their
current vocational institutions for between one and five years. This reflects high
administrators’ turnover. Administrators’ turnover and its long-term impact on
VET is of paramount concern. Administrators are mandated to carry out the
administrative role to enhance provision of quality services, mobilize training

manage the infrastructure, exercise proper human resource management practice
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and work towards maintaining consistency in the enrolment rates. High
administrators’ turnover which brings about short tenure has a negative impact on
the training outcomes, can create uncertainty and instability on trainees’ access to
vocational training which is considered as a fundamental aspect of a successful
TVET sub-sector. It is the role of the administrator to strategize on marketing an
individual institution to increase its enrolment and compete favorably with the
informal training, which has been taking place in most developing countries. The
majority of these informal training systems do an apprentice model with hands-on-
training being the method of learning. Theindividualstrained in thisinformal setup

tend to have an adequate base on understanding more about the trades offered.

4.3.2 Demographic Information of Instructors

Instructors were requested to provide their background bio-data. Thiswas meant to
establish instructors’ characteristics in terms of their gender, age, training
qualification, experiencein VET and how long they have been in that institution.
The data was considered important since it forms the categorical group for
classification and cross-classification for statistical tests. Table 4.3 contains a

summary of the information obtained.
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Table4.3

Distribution of Instructors by Gender, Age, Qualification, Training
experience, Length of Stay in the Current Institution

Gender frequency percentage (%)
Gender

Male 52 59.8
Female 35 40.2
Age bracket

35 years and below 26 29.9
36 — 40 years 46 52.9
41 - 45 years 13 14.9
46 years and above 2 2.3
Qualification

Bachelor’s Degree 6 6.9
Diploma 26 29.9
Craft certificate 55 63.2

Training experience

Below one year 3 34

1-5years 44 50.6
6 — 10 years 21 24.1
11 years and above 19 21.8

Length of stay in the current institution

Below 1 year 21 24.1
1-5years 49 56.3
6 — 10 years 12 13.8
11 years and above 5 5.7
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The responses by the instructors on gender in Table 4.3 shows that, 52 (59.8 %)
were male. This could be attributed to the courses majorly offered in these
institutions such as motor vehicle technology, carpentry and woodwork, electrical
and electronics, building and construction technology, metal work and fabrication
technology and leather work technology which the male respondents had indicated
as their area of specialization in the questionnaire and are male-dominated trades.
It was observed that, 40.2 % of the informants were female. This was attributed to
low number of femaleinstructorsin someinstitutions. It was observed that, in some

institutions, there was only one or none present during the data collection date.

Further enquiry about the ratio of the male to the female instructors revealed that,
the ratio was guided by the nature and the type of the training courses offered. The
female instructors indicated that, they have specialized in female-dominated trade
courses, which could lead to very few female trainees enrolling to male-dominated
trades. This overlooked the economic and socia benefits that can accrue from their
participation in such trades. In the long run low female enrolment in male-
dominated vocational education and training trade courses could be an indicator to
occupational segregation, thuslimiting their participation opportunitiesin theworld
of work. Thisfindings are supported by aresearch done in Australiato explore the
barriersthat limit female participation in the male-dominated trades, which focused
on the views of young women. The study found out that, gender stereotype, fear of
intimidation, social harassment and cultural, industrial, and economic barriers as

key issuesthat hinder the female entry into male-dominated VET courses (Struthers
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& Strachan, 2019). In this study, none of the female instructors indicated that she
has specialized in a male-dominated trade. This could lead to gender gap in
enrolment hence low access to VET trade courses despite the efforts of feminist
advocates to gender equality in the workforce, to increase women participation
rates in the labour market. The instructors provided information about their age.
They were not required to give their exact biological age but suitable age bracket
were constructed to capture the required data. This information was considered
important to enable the researcher to make a comparison between the instructors’

age bracket and their experience on education and training.

The responses by the instructors on their age, the data in Table 4.3 shows that, 46
(52.9 %) of the instructors were aged between 35 and 40 years. Thisindicates that,
the instructors are mature enough to address the needs of the trainees who will in
most cases need mentoring and counseling. At their age and based on experience,
they may have organizational skills and sound decision making skills to enable
them work with trainees of variety of social, cultural and economic backgrounds.
These young people who for long time have been encouraged to aspire to higher
status, career opportunities provided by universities and other technical institutions,
need mentorship support from their instructors to improve on career progression
through grade to grade which increases accessto CVET ingtitutions. Theinstructors
were requested to provide abio-dataon professional qualification. Thisinformation
on instructors’ professional qualification was considered paramount. This was

based on the fact that, adequately trained instructors improve their training
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capacities by equipping them with skills and knowledge, that is considered essentia
to enable them address the emerging issues and technological advancement in the
education and training sector. Data in Table 4.3 indicate that, 55 (63.2%) of the
instructors are craft certificate holders, which only enable them to train artisan
courses at alower level below their qualifications. This indicates that, TVETA is
yet to implement the trainers’ qualification framework in collaboration with Kenya
National Qualification Framework (KNQF), in readiness for the implementation of

CBET.

The TVET reforms aims at providing market oriented training has put relevance
and quality of training courses asits priority. This requires the technical instructors
to have undertaken craft/ KNQF level 5 in the technical/ vocational domain and a
certificate of an approved Trainer of Trainers (TOTs) (Ministry of Education,
2018). The instructor’s qualifications may not be adequate to enable them address
the emerging issues and technological advancement in TVET sub-sector. As a
result, vocational training will continue being of poor quality and low demand,
leading to low enrolment ratesin CVET institutions. The data about the instructor’s
education and training experience who participated in the study were captured from
the questionnaire. The instructors’ experience was considered an important
information for this study based on the assumption that, thereis a direct connection
between this experience and their opinion on issues surrounding trainees’ access to
CVET ingtitutions. Datain Table 4.3 reveal that, amagority of the instructors given

by 44 (50.6%) had been training for between 1 and 5 years. Thisimpliesthat, they
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have inadequate experience in TVET sub-sector which may be considered
inadequate to comprehend the underlying issues on access to CVET institutions.
However, information provided by 40 (45.9 %) of the respondents who had trained
for more than six (6) years could be reliable enough to draw conclusions based on
their opinion. Data about instructors’ length of stay in their current institutions who
participated in the study were captured. The information is considered fundamental
to enable the researcher to create a link between the information provided and the
informants’ understanding about the issues surrounding vocational training in their

institution.

The datain Table 4.3 on instructors’ length of stay in their current institution, 49
(56.3 %) of the instructorsindicated that, their stay was for a period between 1 and
5years. Thisindicatesthat, amagjority of theinstructorswere newly recruited within
the period of devolution as indicated in Table 4.3 where 44 (50.6 %) of them
indicated that, they have served as instructors for a period between 1 and 5 years.
For those who have been training for less than two years may not have had enough
exposure to comprehend the underlying issues surrounding access to vocational

education and training institutions.

4.3.3 Demographic Information of Trainees

Trainee’s background information was of great significance because it’s directly

linked to the underlying issues surrounding their enrolment in CVET institutions.
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The questionnaire had items to capture the data on trainees’ gender, age, level of
study and their entry behavior prior to their enrolment in county vocational
education and training institution. The data were considered important since it
forms the categorical group for classification and cross-classification for statistical
tests. Trainees were requested to provide background information in the
guestionnaire provided. To capture data on the gender of the trainees’ respondents
in the sampled CVET institutions in Makueni County, some trainees had to be
guided. This information was considered important to support the sampling
technique where the respondents were given equal opportunities. Data captured

from the questionnaire are summarized in Table 4.4.
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Tabled4.4

Distribution of Trainees’ Participants by Gender, Age, Level of Study, Entry

Frequency percent (%)
Gender
Mae 154 494
Female 158 50.6
Age bracket
Bellow 15 years 11 35
15 - 20 years 204 65.4
21 - 25 years 89 285
Above 25 years 8 2.6
Leve of training
Grade 1l 309 99.0
Grade | 2 1.0
Entry behaviour
KCPE 214 68.6
KCSE 96 30.8
Artisan Grade 1 2 0.6

The datain Table 4.4 revead that, there was more femal e respondents 158 (50.6%)
who participated in the study than the mal e respondents. The differenceisattributed
to the data cleaning process, which made some four questionnaires to be discarded
and they were all for the male respondents. The questionnaires had overlapping
responses and gaps. The sampling technique employed had given both sex equal

opportunity to participate. This was so despite unequal number of gender-

90



dominated trades in aimost al the sampled vocational institutions. The study used
a questionnaire item to obtain data on the trainees’ age distribution. The information
about age bracket of trainees sampled was considered important to confirm the
information on trainees’ academic level attainment before enrolling to CVET
institution. Lower age bracket could represent those trainees who dropped out at
Primary level of basic education. This was based on the assumption that, those
trainees who didn’t transit to secondary level of school to enroll for vocational

training at young age than those who enrolled for secondary schooling.

Datain Table 4.4 reved that, 65.4% of trainees indicated their age to be between
15 and 20 years. Their response implies that, they did not take along period before
joining the vocational institutions after completing their primary or secondary level
of education. At this age, the trainees are able to utilize their youthful stage to
pursue vocational education and training before engaging in other social-economic
responsibilities, which in-turn may directly influence their access to such skill
development opportunities. Education and training is considered important at this
age as the trainees pursue their dream career. The study carried out an assessment
on trainees’ levels of training in terms of artisan grades 11, Il and I, which are
offered by vocationa institutions progressively. A questionnaire item was
constructed to capture the required data which was posed to the trainees. This
information was considered important because enrolment to vocational education
is either by the trainees who are looking for an opportunity to train at artisan

Government Trade Test grade 11, grade |1 or are pursuing artisan grade (1) on career
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progression in education and training progression pathway. This kind of training
levels was assumed to have directly influence accessto CVETIs. Datain Table 4.4
reveal that, 309 (99.0 %) of trainees where in grade test 111 and only 1.0 % under
gradetest I1. Thisimpliesthat, the maority of the trainees are not proceeding to the
next level after completing grade I11. Thisis an indication that, there is low life-
long learning which leads to low levels of skills and knowledge improvement. In
effect, this training gap lowers the vocational training graduates’ capacities to
participate in the job market. The trainees’ mobility and vertical progression to
obtain a higher vocational skill development increases the enrolment in CVET
institutions, which in return may produce competent workforce for the highly

competitive economy within and beyond the country’s borders.

The questionnaire items presented included an item constructed to assess the
trainee’s level of schooling before they enrolled for CVET courses. The trainee’s
entry behavior prior tojoining CVET institutions was considered important because
it links enrolment to minimum qualifications requirements. It is also used as
parameter to measure the attractiveness of vocationa training institutions to the
KCSE graduates who were considered as the prospective trainees for this study.
The trainees were required to select their entry behavior based on the options
provided in the questionnaire. Data in Table 4.4 shows that, most of the trainees
joined CVETIs after completing their primary level of education (KCPE). Thiswas
given by 214 (68.6 %). Only 96 out of the 312 respondents who indicated that, they

had joined the vocationa institutions after sitting for their secondary level of
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education examinations (KCSE). Thisimplies that, the vocational training courses
have not attracted the large number of secondary school graduates who scored
below minimum entry requirements for crafts, certificate, diploma and degree
courses over the years and whose number is increasing annually. Governments
initiative for 100% transition from primary to secondary, which has received full
support from the mgority of the educational stakeholders may make vocationa
education and training to continue being non-attractive if not re-planned. This is
based on the managers’ opinion during the interview. The mgjority of the managers
had cited that, primary level graduates over the history of vocational training has
been the catchment for their enrolment. This was said to have been affected by the
government’s directive to ensure that the 100% transition to basic secondary

education is fully supported through the nyumba kumi initiative.

It was reported that, the area administrative chiefs, assistant chiefs, the ward
administrators, the village elders and the nyumba kumi leaders are mandated to
ensure that, al the primary graduates should join the secondary level of basic
education regardless of the marks scored at KCPE. The initiative has influenced
enrolment in vocational institutions over the recent years, as the courses offered
remain unaligned to the current industrial requirements. They further advocated
that, most of the training courses in place today were established with the primary
school drop outs and graduates in mind during the era of the village youth
polytechnics. To this end, the training courses remain non-attractive to KCSE

graduates.
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Based on this evidence, vocational education and training needs pre-planning with
the KCSE graduates in mind as opposed to its historical establishment. Otherwise
it will remain less attractive as the vulnerable KSCE graduates who qualify for
enrolment remain with no option for skill development. The cases of
unemployment, social evils and drug / substance abuse may remain unaddressed, if
these vulnerable young population is not equipped with responsive skills,
knowledge, attitudes and competences which are ingredients for resilient social

welfare and economic establishment.

4.3.4 Reasons for Trainees’ Enrolment in CVETIs

The study sought to establish the levels TVET attractiveness among the youth in
Makueni County. A questionnaire item was constructed to collected data on the
same. The indicators were constructed to source for key reasons that could have led
the trainees to enroll for VET programmes. Table 4.5 contains a summary of the

information obtained.
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Table4.5

Descriptive Statisticsfor Demand for CVETIs Cour ses

Mean SDev SD D N.S A SA
% % % % %
| enrolled out of 3.708 0.846 3.2 8.7 9.3 71.8 7.1
encouragement from
my peers

| enrolled becauseof 3.711 0.717 1.0 9.0 115 75.8 35
my desire for

vocational skill

development

| enrolled to acquire  3.808 0.758 19 74 6.4 76.6 7.7
skills for self-

employment

| enrolled because it 4.048 0.691 13 3.2 4.2 72.1 192
was the only training

option available

| enrolled because 2298 0.792 6.4 708 103 115 1.0
people with

vocational skillsare

perceived successful

in the society
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Key for the mean

Strongly Disagree =10tol.7
Disagree =1.8t025
Not sure =261t033
Agree =34t04.1
Strongly Agree =4.2105.0

Thedatashownin Table4.5 revea that, trainees agree at 71.8 percent that they enrolled
for their training courses out of encouragement from their peer, 9.3 percent were not
sure, 8.7 percent disagreed, 7.1 percent strongly agreed while those who strongly
disagreed were represented at 3.2 percent. The item had a mean rating of 3.708 and
standard deviation of 0.846. Thisis an implication that, majority of trainees felt that it
was due to peer encouragement that they enrolled for the vocational training courses

they are taking.

The data also indicate that, respondents agree at 75.0 percent that their enrolment for
thelr training courses was based on their desire for vocational skills development, 11.5
percent were not sure, 9.0 percent disagreed, 3.5 percent strongly agreed and 1.0 percent
strongly disagreed. The item had a mean of 3.711 and a standard deviation of 0.718.
Therefore, making a conclusion that most of the respondents do agree that their
enrolment for vocational courses training was based on their desire for vocational skills
development. The data shown in Table 4.5 indicate that, 76.6 percent of the respondents
agree that their enrolment for vocational courses training was based on their desire to

acquire vocational skillsfor self-employment, 7.7 percent strongly agreed, 7.4 percent
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represented those who disagreed, 6.4 percent were not sure and 1.9 percent of the
informants strongly disagreed. The item had a mean of 3.808 and a standard deviation
of 0.758. Most of the informants indicated that they enrolled for vocational courses to
acquire vocational skills for self-employment. The results indicate that respondents at
72.2 percent of informants agreed that they enrolled for vocational courses because it
was the only training option available, 19.2 percent strongly agreed, 4.2 percent were
not sure, and 3.2 percent disagreed while those who strongly disagreed were represented
at 1.3 percent. The item had a mean of 4.048 and a standard deviation of 0.690. This
indicates that alarge number of the trainees enrolled for such courses because it was the

only training option available.

Theresultsindicate that informants at 70.8 percent disagreed that they enrolled for VET
training courses because people with VET skills are perceived successful in the society,
11.5 percent represented those who agreed, 10.3 percent were not sure, 6.4 percent
represented those who strongly disagreed and 1.0 percent strongly agreed. The item had
a mean rating of 2.298 and a standard deviation of 0.792. This is an indication that a
large number of trainees decision to enroll for VET was not based on social acceptance
of VET skillsin the society. It was established that, trainees’ enrolment for VET was
based on the assumption that, the acquired vocational skills would enable them to
engage in self-employment (m = 4.048). Studies have shown that, the acquisition and
effective application of relevant vocational skills results to sustainable economic
devel opment, enhances social mobility, national cohesion and development. The skills

and knowledge that youthful population expect to acquire must therefore be relevant to
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the current economy, meet their needs and aspirations while enhancing their economic
and social progress (Otero, 2019). The response that, it was the only training option
available (m=3.808), was considered to be a valid reason since mgjority of them were
KCPE graduates. Most of the training courses in CVET institutions (formally youth
polytechnics) are open to accommodate those who drop out of school at any level any

other interested youth interested in VET path way (Ministry of Education, 2019).

A similar number (mean = 3.712) indicated that, they enrolled in VET asaresult of their
desire for vocational skill development. Peer encouragement was found to have had a
contribution to their decision to pursue VET (mean 3.708). The data collection tool had
an item constructed to investigate distribution of trainees by the training courses they
have registered for in the various areas of speciaization. The item required the
informants to write the course of training on the space provided. Data collected were,
grouped is similar categories and presented in a bar graph. The responses are analyzed

inFigure4.1.
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Figure4.1

Distribution of Trainees by the Coursesthey are Taking
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The datain Figure 4.1 reveal that, tailoring, electrical / electronic had attracted a large
number of trainees in sampled CVETIs. Beauty therapy, welding and carpentry were
found to have attracted more trainee as compared to leather work, ICT, food processing,

and motor vehicle mechanics. Attractiveness of CVET programmes was found to be
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courses-specific whereby young population seem to prefer certain vocational training
courses to others. The narrowed training curriculum compromises the variety of
alternative training options for the prospective trainees to make a choice, which could
increase enrolment in VET ingtitutions. A concern to investigate the distribution of
trainees by gender on the training courses they have registered for in the various areas
of specialization was address through the use of data summarized in Table 4.5. The
study analyzed the data by grouping the trainees in terms gender and the course

registered for. Table 4.6 contains a summary of the information obtained.

Table4.6

Courses Taken by Trainees by Gender

Course taken by the trainees Mae Female Total

Building technology 100% 0% 100%
Carpentry 100% 0% 100%
Tailoring and dress making 12% 88% 100%
Motor vehicle mechanics 100% 0% 100%
Leather work 100% 0% 100%
Electrical and electronics 96% 4% 100%
Beauty therapy 0% 100% 100%
Welding and lubrication 100% 0% 100%
Food processing 0% 100% 100%
ICT 42.9% 57.1% 100%

The study examined the enrolment in each training course based on gender. From Table
4.6 the study reveal that, most training courses were male-dominated which included;
building and technology, carpentry, motor vehicle and mechanics, electrical and

electronics, welding and lubrication. The female trainees only dominated in tailoring
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and dress making, beauty therapy, food processing and ICT. From this findings, it can
be concluded that, most of the training courses in CVETIs are mae-oriented thus
denying the female counterpart an opportunity to enroll in CVETIs. This concurs with
the economic survey report (2019), on enrolment in TVET institutions, which indicated
that male trainees’ enrolment was higher than the female counterparts in vocational
education colleges. The annual report on vocational training colleges indicated a
disproportionate increase in 2018 and 2019 where the male trainees increased from
66,984 to 81421 and the female trainees’ enrolment increased from 47,594 to 54,129.
As indicated in the Economic survey, the transition for male trainees has been higher
than the female trainees’ transition for the previous five years (Kenya National Bureau

of Statistics, 2019).

4.4 Analysis of Resear ch Objectives

This study had four objectives to meet. To help achieve this objectives, four null
hypothesis were formulated. The objectives have been paraphrased to form themes for

anaysis.

4.4.1The Extent to which Relevance of Training Cour ses have I nfluenced Access

toCV E T Isin Makueni County

Objective 1. To investigate the extent to which relevance of training courses influenced
accessto CV E T Isin Makueni County. Thefirst objective aimed at assessing whether
relevance of education and training courses has an influence on trainees’ access

CVETIs. Thiswas based on the fundamental concern that, expected training outcomes
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arecritical in any training system that values the production of competent workforce for
the prevailing technological and highly competitive economy. An effort was made to
establish whether relevance of training courses in CVET institutions had an influence
on their enrolment. The questionnaires yielded data on the influence of quality and

relevance on accessto CVETIs as summarized in Tables 4.7.

Table4.7

Relevance of Training Courses and Accessto CVETIS

Respondent YES NO

Frequency % valid percent frequency % valid percent

Managers 16 76.2 76.2 5 23.8 23.8
Instructors 71 81.6 816 16 18.4 18.4
Trainees 236 75.6 75.6 76 24.4 24.4

From Table 4.7, it can be concluded that the magjority of the respondent revealed that
the relevance of the training courses has influenced accessto CVETIs. Thisimpliesthat
the respondents had an opinion that, relevant courses which meets the job market
requirements, the trainees’ direct needs and other education and training stakeholders
expectations improves their confidence and builds trust in them. The study established
that, the optimized realization of the ultimate purpose of vocational training basically
measured in terms of the vocational graduate’s capacities, influences the vocational
graduates’ progressive training within and across trade tests facilitating life-long
training.
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4.4.2 The Relevance of Vocational Training Courses and Accessto CVETIs

The analysisincludes responses captured from the questionnaires, documentary analysis
summery and short interview reports. Thefirst item presented aimed to find out whether
the training courses offered influenced access to CVETIs. This item was presented to
managers, instructors and the trainees. The assumption was that the respondents in this
study were able to provide reliable data about the employability of trainees once they
graduate without necessarily undergoing retraining before or after employment. To
ascertain whether the training courses had an influence on accessto CVET institutions,
guestionnaire items for managers, instructors and trainees were constructed to capture
the information. The rating was given in a scale of 1-5. Table 4.8 contains a summary

of the information obtained.
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Table4.8

Managers Responses on Relevance of Vocational Training Cour ses

Statement Mean

SDev SA

%

%

N.S

%

%

SD

%

Courses offered 3.143
Meets [abour market

needs.
The courses offered  3.476
have attracted more
trainees

The courses offered  2.333
meets the trainees

needs
The courses offered  2.476
equips the trainees
with technical skills
for self-employment
Vocational education 3.619
and training has been

given prominence at

lower levels of schooling
Vocational education 3.619
has gained high social

acceptance.

1.195 4.8

1.031 4.8

1.065 14.3

0.981 4.8

0.921 4.8

1.203 9.5

38.1

19.0

61.9

66.7

9.5

9.5

4.8

4.8

4.8

9.5

9.5

9.5

42.9

66.7

14.3

14.3

71.4

52.4

9.5

4.8

4.8

4.8

4.8

19.0
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The data shown in Table 4.8 shows that, managers disagreed at 42.9 percent that the
courses offered meets labour market needs, 38.1 percent of them agreed, 9.5 percent
strongly disagreed while those who strongly agreed and not sure both at 4.8 percent.
The item had a mean rating of 3.143 and standard deviation of 1.195. This can imply
that, maority of the managers feel that the courses offered does not meet the labour
market needs. The results also indicate that, respondents disagree at 66.7 percent that
the courses offered has attracted more trainees, 19.0 percent of them agreed, while those
who strongly agreed, strongly disagreed and not sure were represented at 4.8 percent.
Item mean = 3.476. Standard deviation of 1.031. From the data, a conclusion can be
made that most of the managers do not agree that the courses offered has attracted more

trainees.

The data indicate that, 61.9 percent of the managers agree that courses offered meets
trainee’s needs, 14.3 percent represented both those who strongly agreed and disagreed
respectively. Those who strongly disagreed were represented by 4.8 percent which the
same percent was representing the informants who were not sure. Item (mean = 2.333).
Standard deviation =1.065. Most of the informantsindicated that the courses offered do
meet the trainee’s needs. The results indicate that respondents at 66.7 percent of
informants agreed that the courses offered equips the trainees with technica skills
necessary for self-employment, 14.3 percent disagreed, 9.5 percent were not sure while
those who strongly disagreed and strongly agreed were both represented at 4.8 percent.
The item had a mean of 2.476 and a standard deviation of 0.981. A conclusion can be

made that majority of respondents feel that courses offered do equip the trainees with
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technical skills necessary for self-employment. The results indicate that informants at
71.6 percent disagreed that vocational education and training has been given
prominence at lower levels of schooling, 9.5 percent represented those who were in
agreement and not sure, strongly disagreed and strongly agreed were both represented
at 4.8 percent. The item had a mean rating of 3.619 and a standard deviation of 0.921.
Themajority of the respondentsfeel VET has not been given prominence at lower levels

of schooling.

Theresults aso indicate that, respondents disagree at 52.4 percent vocational education
has gained high socia acceptance, 19.0 percent strongly disagreed while those who
strongly agreed, agreed and not sure were all represented at 9.5 percent. The item had
amean of 3.619 and a standard deviation of 1.203. This data leads to a conclusion that,
most of the respondents feel that vocational education has not gained high social
acceptance. The instructors’ responses on relevance of vocational training courses are

summarized in Table 4.9.
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Table4.9

Instructors Responses on Relevance of Vocational Training Cour ses.

Statement Mean  SDev SA A NS D SD
% % % % %

The courses offered meets 3.012 1.186 2.3 506 23 333 115

labour market needs

The courses offered has  4.023 0.628 0.0 46 46 747 161

attracted more trainees

The courses offered meets 2.207  0.865 8.0 793 11 69 46

the trainee’s needs

The courses offered equips 2.230 0.758 4.6 816 11 115 11

the trainees with technical

skills necessary for

self-employment

Vocational educationand 3.770 0773 2.3 80 57 782 57
training has been given

prominence at lower levels

of schooling

Vocational educationhas  3.517 0.887 34 126 161 644 34
gained high social

acceptance.

Valid N=87

The data shown in Table 4.9 indicate that, instructors agree at 50.6 percent that the
courses offered meets labour market needs, 33.3 percent of them disagreed, 11.5 percent
strongly disagreed while those who strongly agreed and not sure both at 2.3 percent.
The item had a mean rating of 3.012 and standard deviation of 1.186. This is an
implication that majority of the mangers feel that, the courses offered meets labour
market needs. The data also indicate that, respondents disagree at 74.7 percent that the

courses offered has attracted more trainees, 16.1 percent of them strongly disagreed,
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while those who agreed and not sure both represented at 4.6 percent. The item had a
mean of 4.023 and a standard deviation of 0.628. Therefore, the data leads to a
conclusion that, most of the respondents do not agree that the courses offered has
attracted more trainees. The results indicate that 79.3 percent of the instructors agree
that the courses offered meets the trainee’s needs, 8.0 percent strongly agreed. Those
disagreed as represented by 6.9 percent, 4.6 percent representing those who strongly
disagreed while 1.1 percent of the informants were not sure. The item had a mean of
2.207 and a standard deviation of 0.865. Therefore, most of the informants indicated

that the courses offered do not meet the trainee’s needs.

The results indicate that, respondents at 81.6 percent of informants agreed that the
courses offered equips the trainees with technical skills necessary for self-employment,
11.5 percent disagreed, 4.6 percent strongly agreed while those who strongly disagreed
and not sure were both represented at 1.1 percent. The item had a mean of 2.230 and a
standard deviation of 0.758. Hence, a conclusion that majority of respondents feel the
courses offered do not equip the trainees with technical skills necessary for self-
employment. The results indicate that, informants at 78.2 percent disagreed that
vocational education and training has been given prominence at lower levels of
schooling, 8.0 percent agreed, those who strongly disagreed and not sure were both
represented at 5.7 percent while those who strongly agreed at 2.3 percent. The item had
a mean rating of 3.770 and a standard deviation of 0.773 this is an indication that,
majority of the respondentsfeel that VET has not been given prominence at |lower levels

of schooling. The results also indicate that respondents disagree at 64.4 percent
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vocational education has gained high social acceptance, 16.1 percent were not sure, 12.6
percent agreed while those who strongly agreed and strongly disagreed both represented
at 3.4 percent. The item had a mean of 3.517 and a standard deviation of 0.887.
Therefore, it can be a concluded that, most of the respondents feel that vocational
education has not gained high social acceptance. The trainees’ responses on relevance

of vocational training courses are reported in Table 4.10.

Table4.10

Trainees Responses on Relevance of VVocational Training Courses

Statement Mean  SDev SA A NS D SD
% % % % %

The courses offered meets 2.400  1.257 26.3 426 10 251 51
labour market needs

The courses offered has  3.949 0.944 4.2 71 10 654 224
attracted more trainees

The courses offered meets 1.968  0.684 17.0 763 06 51 10
the trainee’s needs

The courses offered equips 2.016 0.784 17.0 747 06 51 26
the trainees with technical

skills necessary for

self-employment

Vocational educationand 3.888  0.678 19 42 51 808 80
training has been given

prominence at lower levels

of schooling

Vocational education has 3.928 0.526 10 29 35 881 45
gained high social

acceptance.

Valid N=87
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The datashown in Table 4.10 shows that, trainees agree at 42.6 percent that the courses
offered meets labour market needs, 26.3 percent of them strongly agreed, 25.0 percent
disagreed, 5.1 strongly disagreed and not sure at 1.0 percent. The item had amean rating
of 2.400 and standard deviation of 1.257. This is an implication that majority of the
informants feel that, the courses offered meets labour market needs. The descriptive
statistics results also indicate that respondents disagree at 65.4 percent that the courses
offered has attracted more trainees, 22.4 percent of them strongly disagreed, 7.1 percent
agreed, 4.2 percent agreed and those who were not sure were represented at 1.0 percent.
The item had a mean of 3.949 and a standard deviation of 0.944. Therefore, the
descriptive statistics results making a conclusion that most of the respondents do not

agree that the courses offered has attracted more trainees.

The data shown in Table 4.10 indicate that, 76.3 percent of the respondents agree that
the courses offered meets trainee’s needs, 17.0 percent strongly agreed. Those disagreed
as represented by 5.1 percent, 1.0 percent representing those who strongly disagreed
while 0.6 percent of the informants were not sure. The item had a mean of 1.968 and a
standard deviation of 0.684. Therefore, most of the informantsindicated that the courses
offered do not meet trainee’s needs. The results indicate that respondents at 74.7 percent
of informants agreed that the courses offered equips the trainees with technical skills
necessary for self-employment, 17.0 percent strongly agreed, 5.1 percent disagreed ,
while those who strongly disagreed were represented at 2.6 and 0.6 percent of the
informants were not sure. The item had a mean of 2.016 and a standard deviation of

0.784, which indicates that majority of the respondents feel that the courses offered do
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not equip the trainees with technical skills necessary for self-employment. The results
indicate that, informants at 80.8 percent disagreed that vocational education and training
has been given prominence at lower levels of schooling, 8.0 percent strongly disagreed,
5.1 were not sure, 4.2 agreed and those who strongly agreed were represented at 1.9
percent. The item had a mean rating of 3.889 and a standard deviation of 0.678 which
indicates that majority of the respondents feel that VET has not been given prominence

at lower levels of schooling.

Theresults aso indicate that, respondents disagree at 88.1 percent vocational education
has gained high social acceptance, 4.5 percent strongly disagreed, 3.5 were not sure, 2.9
percent agreed and those who strongly agreed were represented at 1.0 percent. Theitem
had a mean of 3.928 and a standard deviation of 0.526. Therefore, it can be concluded
that, most of the respondents fedl that vocational education has not gained high socia
acceptance. Summary of informants' responses on the relevance of vocational training

coursesisreported in Table 4.11.
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Table4.11

Summary of Informants Responses on the Relevance of Vocational Training Cour ses

Statement Managers Instructors Trainees overall
Std. Std. Std.
N Mean deviation N Mean deviaion N Mean deviation Mean

i). The courses offered by theinstitutions 21 3.143 1.195 87 3.012 118 312 2400 1256  2.851

meets the labour market requirements
ii). The courses offered have attracted more21 3.476 1.031 87 4.023 0.638 312 3949 0.944 3816

trainees hence increasing the enrolment

iii).The courses offered meets the trainee’s 21 2.333  1.065 87 2.207 0.865 312 1968 0.684 2.169
needs. eg. employability skills

iv).The courses offered equipsthetrainees 21 2.476 0.981 87 2.230 0.758 312 2016 0.784 2241
with technical skills necessary for

self-employment

v).Vocationa education hasbeengiven 21 3.619 0.921 87 3.770 0.773 312 3.888 0.678 3.759
prominence at lower levels of schooling

vi).Vocationa education hasgained high 21 3.619 1.203 87 3517 0.887 312 3923 0.526 3.686
socia acceptance by the community

valid N (list wise) N = 420 N=21 N=87 N=312 3.087
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Table 4.11 summarizes Managers’, Instructors’ and Trainees’ responses on the
relevance of training courses and access. The summary presented in Table 4.11
shows that, the mgority of the informants indicated that, the training courses
offered by the CVET institutions does not meet the job market requirements. The
item had an average mean of 2.851. It was reveded that, the courses have not
attracted more prospective trainees at an average mean of mean 3.816 who meet
the minimum admission requirements. This implies that, the courses which were
established long before, have not kept the phase of advancing technology in the
labour market hence could be a contributor to low enrolment in most CVET

institutions making them to remain non-attractive.

To ascertain whether the courses met trainees’ needs, the data captured in the
guestionnaires indicated that, the informants were in agreement (mean = 2.169)
that, the coursed meet trainees’ needs. In this study, trainees’ needs emphasized on
were, the acquisition of soft skills, social skills, development of self-confidence and
the ability to practice the skillsthey are expected to develop. This could be attained
through provision of repeated opportunities to practice the technique which calls
for more training resources. Thiskind of response brought a contradictionsto their
previous response on whether the courses offered meets the labour market
demands. It can be concluded that, a training programme that does not increase the
graduates’ employability in both formal and informal sector, will also be difficult
to produce goods of the industrial nature that may meet the market demand in both

sectors. Even though the informants had the opinion that, the training courses equip
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the CVET graduates with skills for self-employment (mean =2.241). The study
findings are in support to the challenges currently facing TVET in Kenya as
outlined in Sessiona paper No 1 of 2019 on a policy framework for Reforming
Education and Training for sustainable Development in Kenya. The document
states that, the TVET graduates suffer a deficiency in the competences required for
efficient participation in the industry. It is evident that, quality training in TVET is
significant for TVET graduatesto participate productively in theindustry (Ministry

of Education, 2019).

Cathleen et @ (2014), in their study conducted under CEDEFOP in 32 Countriesin
Europe on the attractiveness of TVET indicated that, once the quality of VET is
assured its likely to attract the attention of learners and the esteem TVET
stakeholders. This was based on the fact that, the structure of the industry largely
determines attractiveness of VET. The study further states that, by improving its
quality and formulation of relevant training programmes which meet the labour
market needs creates a positive perception about the value of VET and the
likelihood of finding an employment. In this study, the training gaps identified in
the training programmes is an indicator that, the trainees does not acquire relevant
skills to participate in the production industry. The document analysis on the
various training courses revealed that, they cover basics which may not address
industry needs. The training model then makes vocational training courses non-
attractive leading to low enrolment and making trainees to seek for training

aternatives in the informal sector as it was revealed by 12 managers who were
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interviewed. The study established that CVET courses are no attractive enough to
have a positive impact on the institutes’ enrolment at all levels of training. This
kind of response overlooks the training gap pointed out in the first two responses
and may hinder the instructors’ recommendations on improving CVET courses,
which are expected by design to meet the labour market requirements and in line
with the ever-changing technological economy to make them more attractive for
prospective trainees. A higher percentage of the trainees sampled from various
CVET ingtitutions indicated that, they were satisfied with vocationa training
courses being offered. Trainees had the opinion that, the courses meets labour
market requirements, their individual needs and after completion they felt that they

can engage themselves in self-employment economic activities.

A magjority of the trainees had observed that, the course were not attractive since
enrolment in almost all the vocational institutionswas low except afew. Thisraises
guestions why low enrolment in vocational centres if the courses meets labour
market demands, meets individual trainee’s needs and can equip them with
technical skills for self-employment in the prevailing economic environment. The
trainees’ expectations are narrowed to the kind of training model they are subjected
to. With limited knowledge about the labour market requirements, graduates may
get frustrated once they face the redlity in the job market which may discourage
their career progression. The findings of this study indicates that VET in Makueni
County is yet to realize a wide range of benefits realized in the European labour

market were vocational qualification constitutes about 60% of all the middle level
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gualification (Cathleen, Raffe, Georg, Ammerman, & Watters, 2014). To redlize
these benefits, the training courses should equip the vocational training graduates
with vocational skills that are acceptable to the employers and responsive to the
industrial requirements. Their responses on whether VET has been given
prominence at lower levels of schooling was negative with a mean of 3.759. This
was an indication that, the learners at the basic education level of schooling are
inadequately prepared to choose the vocational education and training pathway as
they progress in their schooling at their young age. Such unpreparedness may
influence’ readiness to gather information on technical education and training

which in an important ingredient needed to make a career choice.

4.4.3 Managers’ Responses on the Period that the Institutions have been

Offering the Training Cour ses

To ascertain whether the training courses offered by CVETIs are the same courses
which were offered by the village youth polytechnics, which by design could meet
the needs of KCPE graduates and other primary level of schooling dropouts. An
enquiry was made from the Managers only. The underlying assumption was that,
the information required was too administrative such that the instructors and the
trainees were not in apposition to provide reliable responses on the item. The

guestionnaire item yielded the information summarized in Table 4.12.
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Table4.12

Managers Responses on how long the Institution has Been Offering the
Courses

Period frequency percent cumulative. Percent
5- 10 years 4 19.0 19.0

11 - 15 years 3 14.3 33.3

16 - 20 years 1 4.8 38.1

21 - 25 years 2 9.5 47.6

Above 25 years 11 52.4 100.0

Total 21 100.0

Table 4.12 indicates that, 11 or 52.6 of the Managers indicated that the vocational
ingtitutions have been offering these training courses for more than twenty five (25
years). The key concern was to establish whether the training courses have been
aligned with the changing technol ogy to address the training gaps which makes the
TVET graduates face challenges in the process of seeking employment
opportunities for a meaningful earnings. To capture this information a
guestionnaire item was constructed for the managers and instructors only. It was
assumed that, the trainee could not have information about the alignment of the
training courses and therefore they were exempted. The data captured from the

managers and instructors are summarized in Table 4.13.
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Table4.13

Responses on the Alignment of Training Cour seswith the Changing
Technology

Respondent YES NO
Frequency % frequency %

Managers 3 14.3 18 87.5

Instructors 4 4.6 83 954

Data in Table 4.13 indicate that, more than 85 % of the informants revealed that,
the vocational training courses have not been aligned with the changing technol ogy.
This implies that the vocational institutions are unable to offer market oriented
training to generate a work force with the right knowledge, skills and appropriate
attitudes to enhance the graduates’ capacity to competitively participate

productively and sustain the job opportunity.

The quality of skill development has a significant impact on the nation’s capacities
which can only be realized by the nations that invest in post-secondary education.
The type of training that meets labour market requirements is one which is based
on research. Labour market needs assessment has not been supported in Kenya to
align the training programmes with the ever-changing industrial requirements. It
has been observed that the TVET sub-sector is facing inadequate research support

services (Ministry of Education, 2019).
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4.4.4 Responses on the Development of the Training Cour ses

The study aimed at investigating what exactly informed the development of the
training courses offered by the sampled vocational institutions. An item was
presented to the managers and instructors only to indicate whether the devel opment
of the training courses was based on industrial needs, where training courses are
devel oped with close link and participation between the employers and the training
institutions to offer market oriented training, or social demand where every
geographical administrative division wishesto havetheir own vocational education
and training institution and offer just similar training courses as offered by the other
vocational institutions elsewhere. The questionnaire yielded the information

summarized in Table 4.14.

Table4.14

Development of the Training Cour ses

Respondent  industrial needs socia demand existing courses

frequency (%) frequency (%) frequency (%)

Managers 0 00 14 66.7 7 33.3

Instructors 0 0.0 76 87.4 11 12.6

Data in Table 4.14 indicate that, more than 66.0% of the respondents had the

opinion that the training courses being offered were based on socia demand and

119



not in any way linked with the industrial requirement. This implies that, the
employers are not part of the course development and therefore to alarge extent the
courses may not equip the graduates with market oriented skills and appropriate
attitudes which are the ingredients needed for individual and national devel opment.
Though the trainees are awarded certificates at the completion of the training
process, their employability remains a dream. It can be concluded that the findings
of objective 1 shows that the relevance of the training programmes in CVET
institutionsin Makueni County has led to low enrolment. There existstraining gaps
since the training courses which in most cases have been offered for more than
twenty five years have not been aligned with the advancing technology. This has
compromised the CVET graduates’ capacity to participate competitively in the
labour market and their capabilities to produce goods of industria nature in the

informal sub-sector.

Makueni County Government’s proposal to enhance the quality of training in the
county through establishment of technical institutions with relevant training
facilities and equipment, introduction of labour market-driven training
programmes, recruitment of well-trained instructors and sustain the same for more
technical institutions by the year 2025 has remained a good dream (County
Government of Makueni, 2016). These had not been actualized by the year 2019
when the researcher was collecting data for this study. The county government had
proposed to establish six model CVETIs to offer specialized and market-oriented

courses. When the researcher visited these institutions, nothing had been done to
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upgrade this institutions. In fact one of the proposed institution’s infrastructure is
dilapidated to an extent that the institution’s manager during a brief interview
indicated that the surrounding primary schools and secondary schools are better by
far and it may not be possible to attract the prospective trainees. The study found
out that, the CVETIs recorded very low enrolment rates which can be attributed to

the obsol ete training courses offered.

4.4.5 Transition Rates from Secondary School to CVETIsfrom 2015 - 2019

Transition rates were considered paramount for this study. Data was required to
make justification onissues of enrolment in CVET institutionsin Makueni County.
To capture the required data a questionnaire item was constructed and administered
to the managers. The informants were required to give data on enrolment for a
period of five years starting from 2015 to 2019. Transition rates were considered
critical to provide information on the degree of access to CVET institutions in

Makueni County.

Transition rates are considered as an indicator of access. A high transition rates
would represent high level of access to CVET institution as opposed to low
transition rates. To establish these, the managers were asked to indicate the number
of trainees enrolled for artisan courses grade 111 from the year 2015 to 2019. The
data obtained was used to calculate the transition rates by computing the ratio of

trainees enrolled to grade Il in a certain year divided by the number of KCSE
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graduates who scored grades D plain and below in the previous year. The results

were summarized in Table 4.15.
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Table4.15

Enrolment of Traineesin the Sampled Vocational | nstitutions between 2015 and 2019

Institution Y ear 2015 2016 2017 2018 2019 capacity
Established 1% yrs 2¥yrs18yrs 2¥yrs18yrs 2¥yrs18yrs 2™ yrs 1% yrs 2" yrs

Nduluku (1976) 141 165 137 165 128 127 91 108 82 88 450
Ngwata (1985) 152 142 118 98 146 116 131 126 50 122 350
Enzai (1984) 100 50 93 56 129 91 29 129 39 26 350
K athonzweni (1976) 161 140 140 161 182 127 104 182 37 104 500
Nziu (1982) 181 164 178 164 228 167 57 227 87 55 700
Ng’etha (2009) 42 35 35 4 39 28 68 39 40 63 130
Spring hill (2008) 29 27 29 43 44 26 127 44 106 123 300
Kako (1999) 13 12 13 11 15 12 19 15 14 17 150
Ukia (2008) 35 28 31 29 36 26 31 36 13 17 300
Isovya (1984) 88 64 98 64 95 74 33 95 54 28 200
Utangwa (1978) 3 36 40 38 44 37 131 44 50 122 500
Tulimani (1993) 3% 8 57 9 62 47 34 52 32 30 300
K akuswi (2009) 20 17 21 16 50 20 18 47 14 14 100
Kati (1999) 10 4 12 8 51 3 04 51 11 04 200
Kisingo (1979) 80 48 74 52 61 74 26 61 63 26 250
Kyemwole (2014) 15 11 25 11 3 26 13 3 8 13 150

Ukaatuni (2009) 25 30 25 46 25 25 23 25 22 23 200
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Mwea (2007) 8 9 8 9 20 7 12 20 16 12 80

Makueni (2009) 168 104 8 68 76 64 33 56 50 28 350
Mavindini (2010) 3 46 46 34 39 4 29 56 20 26 250
Uvileni (2014) 26 24 25 25 16 20 17 10 16 09 100
Total 1404 1166 1289 1147 1581 1158 1030 1458 826 950 5910
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Data in Table 4.15 shows that, the trainees’ enrolment from sampled vocational
institutes has been declining a a very high rate since the year 2015. A significant
increases in enrolment was noted in the year 2017 of 22.65%. This growth is still
low compared to the number of prospective trainees who graduate annually from
secondary school level of basic education who don’t meet the minimum diploma
and degree programme requirements. In the previous year, it is noted that the
enrolment declined by 8.2 %. In the year 2018 and 2019 the decline was 34.85 %
and 19.8 % respectively. The projected capacity was noted to be 5910 which is
purely based on space available but not the available training materials and
equipment. Nationally, the enrolment in the entire TVET sub-sector has been
indicated to have grown by 92.5 % from 148,009 in 2013 to 284,844 in 2018

(Ministry of Education, 2019).

The data in Table 4.15 indicate that, there are some institutions with a very low
enrolment. It can be seen that, majority of the institutions had less than fifty (50)
trainees. Thisindicate that, their capacity has been underutilized. It isworth to note
that, Kauti CVET institution had only 15 trainees and has a capacity of two hundred
(200) trainees. Generaly, 76% of the ingtitutions have recorded a very low
enrolment in the previous five years. The low enrolment is an indicator that, there
isaserious problem in TVET sub-sector which calls for further investigation. The
findings of this study are in line with the documented challenges outlined in
Makueni County Vision 2025, which indicated that, the county had 108 CVETIs

with a total enrolment of 2,929 trainees and 204 instructors. The CVETIs had an
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average of two instructors each in 2016. This is extremely low and is a mgjor
contributor to low quality training offered by the institutes. Moreover, most of the
institutes are poorly equipped and have inadequately trained instructors giving rise
to a high number of under trained graduates who fail to meet the current market
demand (County Government of Makueni, 2016). It was established that, out of the
108 vocational institutions, only 37 institutions were operational. During the period
2017 and 2018, the county carried out facelift of one CVETI, renovated two
CVETIs, constructed workshopsin 2 CVETIs. It aso supplied e ectricity and clean
water to 4 CVETIsin the effort to promote quality training in VVocational Training

and increase the enrolment (Government of Makueni County, 2018).

The study sought to investigate the transition rates for a period of five years (from
2015 to 2019). A comparison between the enrolment in the sampled vocational
ingtitutions and the number of prospective trainees over a period of five years was
made. Secondary data from Makueni County Education Office were collected to
find out the number of KCSE graduates who had scored a mean grade of D plain
and bellow, for the period between 2015 and 2019. This information was
considered necessary because it reflects the number of trainees who have not
enrolled for vocational education and training in public CVETIsin the county. The

data captured were analyzed and tabulated in Table 4.16.
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Table4.16

Transition Rates From 2015 - 2019

Y ear KCSE grade  enrolment 1% years transition rates
D and below in CVETIs

2014 /82—
2015 5,195 1,404 0.291
2016 10,938 1,289 0.248
2017 12,835 1,581 0.145
2018 12,321 1,030 0.080
2019 - 826 0.067

Table 4.16 indicate an average transition rate in the county for the last five years
to be 0.1661. This implies that, 83.39% of the KCSE graduates who were
considered to be prospective trainees failed to join CVETIs during the period of
this study. During the study it was established, the entry requirement for enrolment
in CVET were the same requirements for the enrolment in Technical Training
Institutions (TTIs) which are offering the same artisan courses. It was established
that these TTls are well established than, the CVETIs hence making them more
preferred than the former youth polytechnics. Table 4.15 indicated that, 68.6% of

trainees who participated in the study were KCPE graduates as compared to 30.8
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% K CSE graduates. Based on thisfindings, the transition rates for KCSE graduates
could assume a lower percentage. With the continued campaigns for 100%
transition from primary to secondary level, the enrolment in CVETIs is projected
to continue decline as their catchment area continues to shrink. The findings of the
study outlines TVET as a less preferred option in education and training as
compared to academic education. This could continue promoting poor perception
and less social recognition of TVET as an aternative pathway to higher education
and training. This may hinder its development and adversely affect its choice by

prospective trainees leading to low access.

The only option left is to enroll from the community for the open courses as
observed by the county director, department of Education, Sports and ICT,
Directorate of Technical Training. In hisopinion, the CVETIswill continue facing
the challenges of low access as long as they are not well established to compete
favorably with similar institutions offering related vocational courses. He cited
inadequacy of funds to equip the institutions as the key contributor to their poor
state, which has made them become non attractive and continued offering outdated

artisan courses using outdated tools and equipment.

4.5 Adequacy of Training Facilitiesand Equipment and Accessto CVETIs

Objective 2. To assess the extent to which adequacy of training facilities and

equipment influences accessto CVETIS.
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To assess the extent to which these institutional factors influenced access to
CVETIs, six questionnaire items were presented to managers, instructors and
trainees. To establish whether the adequacy of training facilities and equipment had
influenced access to CVETIs, a questionnaire item was posed to the managers,
instructors and trainees. The data on whether adequacy of training facilities and

equipment had an influence on accessto CVETIsis summarized in Table 4.17.

Table4.17

Influence of Training Facilitiesand Equipment on Accessto CVETIs

Respondent YES NO

Frequency % valid percent frequency % valid percent

Managers 16 76.2 76.2 5 23.8 23.8
Instructors 58 66.7 66.7 29 33.3 33.3
Trainees 278 89.1 89.1 34 10.9 10.9

Table 4.17 indicates that, more than 65 % of managers, instructors and trainees
reveal that, the adequacy of training facilities and equipment is akey contributor to
access to CVETIs. The findings supported a research done by Agunda (2015), on
the influence of teaching-learning resources on transition rates of diploma students
where the findings of their study indicated that, adequate training facilities and
physical infrastructure significantly promote demand for TV ET which increasesthe

levels of enrolment in the vocational institutions. The study was concerned to
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establish whether the vocational institutions do provide adequate training materials
to trainees for practical course work. The questionnaire item to capture the
information was posed to managers, instructors and trainees. Table 4.18 contains

the summary of the information obtained.

Table4.18

Provision of Training Materialsto Trainees

Respondent YES NO

Frequency % validpercent  frequency % valid percent

Managers 8 38.1 38.1 13 61.9 61.9
Instructors 13 14.9 14.9 74 85.1 85.1
Trainees 55 17.6 17.6 257 824 82.4

The data from Table 4.18 shows that, most of the sampled vocationa institutions
do not provide adequate training materials to the trainees. Taking the responses
provided by the trainees and instructors given by 257 or 82.4 % and 74 or 85.1 %
respectively shows that, there is a big problem on the provision of training
materials. The responses were confirmed through document analysis where the
researcher requested for a copy of the admission letter for the year 2019. In most
cases, most of the vocational institutions had included a long list of training

materials to be brought by the trainees as they report for admission. The training
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materials and tools were based on the course that, the trainee had been placed to
train. The findings of this study were in support to the outlined status of TVET
institutionsin sessiona paper No 1 of 2019 on A Policy Framework for Reforming
Education and Training for Sustainable Development in Kenya. It has been
observed that, despite the Government’s efforts and commitment to address
perennial challenges facing the TVET sub-sector, there is limited customized
training and learning materials (Ministry of Education, 2019). It was observed that,

trainees are required to buy training materials based on their area of training.

The cost of these materials increases the cost of training which could be a barrier
to those prospective trainees who could not afford to purchase them in addition to
uniform, other personal effects and the training fees. The increased costs of
education and training reduces the demand for education which in the long-run
leads to low enrolment as only those who are able can enroll for the training. To
find out where the trainees get the training materials from in a situation where the
institution does not provide, a questionnaire item was constructed to capture the

information. Table 4.19 contains the summary of the information obtained.
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Table4.19

Sourcesof Training Materialsif not Provided by the I nstitution

Respondent buy learn theory only use what is available

Frequency % frequency % frequency %

Managers 5 23.8 0 0.0 8 38.1
Instructors 33 37.9 0 0.0 41 47.1
Trainees 169 54.2 70 224 73 234

Table 4.19 shows that, 38% of the managers and 47.1% of the instructors reved
that, in asituation where the vocational institutions do not provide adeguate training
materias, they use what is available for practical course work. Thereis acommon
practice in most of the institutions where, the trainees taking building technology
could construct a building structure and destroy the same to obtain the materialsfor
another group to use the same during their practical training session. The trainees’
response was disheartening where 169 or 54.2 % out of 257 who had indicated that,
the institution do not provide adequate training materials indicated that, truly they
buy the required materials. Due to increased costs of the materials and their
diversified economic backgrounds, it was disclosed by the managers who were
interviewed that, not al trainees manage to buy the said materials and they end up
skipping practical sessions and in the long-run they drop out. They called for

support to address the issue.
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4.5.1 Responses on Adequacy of Training Facilitiesand Equipment in the
Vocational I nstitutions

To determine the extent to which infrastructure rel ated factors influenced access to
CVETIs, five questionnaire items were presented to managers, instructors and the
trainees. They were required to rate the five statements constructed to assess the
contribution of adequacy and relevance of training facilities and equipment on
access to vocational training in Makueni County. This was based on a Likert scale
1 - 5. The responses for the managers, instructors and that of the trainees were
combined and presented in a single table. Data captured were analyzed and

presented in Table 4.20.
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Table4.20

Managers Responses on the Relevance of Training Equipment

Statement Mean SDev. SA A NS D SD
% % % % %

Thereis adequate training 2.857 1062 48 333 48 571 00

Tools and equipment

Thereiswell equipped 2.667 1111 48 286 00 619 48

Workshops

Thereiswell equipped 2.333 1065 48 143 48 619 143

libraries

The training equipment are 2.238 0995 48 95 48 66.7 14.3

technologically relevant

the institution providesa 2.429 1028 48 95 48 66.7 14.3

variety of equipment choices
ValidN=21

The data shown in Table 4.20 shows that, managers disagree at 57.1 percent that

there is adequate training tools and equipment, 33.3 percent of them agreed, while

those who strongly agreed and not sure were both represented at 4.8 percent. The

item had a mean rating of 2.857 and standard deviation of 1.062. This is an

implication that, majority of the respondents feel that there is no adequate training

tools and equipment. The data also indicate that, respondents disagree at 61.9

percent that there is well equipped workshops, 28.6 percent of them agreed, while

those who strongly disagreed and strongly agreed at 4.8 percent. The item had a

mean of 2.667 and astandard deviation of 1.111. Therefore, based on these findings

134



a conclusion was made that, most of the respondents do not agree that there is well
equipped workshops. The data in Table 4.20 indicate that, 61.9 percent of the
respondents disagree that, there is well equipped libraries, 14.3 percent strongly
disagreed and agreed respectively. Those who strongly agreed and those who were
not sure both represent at 4.8 percent. The item had a mean of 2.333 and a standard
deviation of 1.065. Therefore, most of the informants indicated that, there are no

well-equipped libraries.

The results indicate that, respondents at 66.7 percent of informants disagreed that
the training equipment are technologically relevant, 14.3 percent strongly
disagreed, 9.5 percent agreed while those who strongly agreed and not sure were
both represented at 4.8 percent. The item had a mean of 2.238 and a standard
deviation of 0.995. Thisis an indication that, majority of the respondents fedl that,
the training equipment are not technologically relevant. The results indicate that,
informants at 61.9 percent disagreed that the institution provides a variety of
equipment choices, 14.3 percent agreed, those who strongly disagreed and not sure
were both represented at 9.5 percent while those who strongly agreed at 4.8 percent.
Theitem had amean rating of 2.429 and astandard deviation of 1.028. Thiswas an
indication that, majority of the respondents feel that the institution does not
provides avariety of equipment choices. Data captured on the instructors responses

on the relevance of training facilities and equipment is summarized in Table 4.21.
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Table4.21

Instructors Responses on Relevance of Training Equipment

Statement Mean SDev. SA A NS D SD
% % % % %

There is adequate training 2.058 0.932 34 80 11 655 218

Tools and equipment

Thereiswell equipped 2.241 0988 34 138 11 66.7 149

Workshops

Thereiswell equipped  1.828 0614 1.1 11 11 724 241

libraries

Thetraining equipment are 2.229 0.898 2.3 126 23 713 115

technologically relevant

theinstitution provides 2402 0.908 34 138 6.9 713 46

avariety of equipment choices
Valid N=87

The data shown in Table 4.21 shows that, instructors disagree at 65.5 percent that

there is adequate training tools and equipment, 21.8 percent of them strongly

disagreed, 8.0 percent agreed and strongly agreed at 3.4 percent. The item had a

mean rating of 2.058 and standard deviation of 0.932. This is an implication that,

majority of the respondents feel that there is no adequate training tools and

equipment. The results also indicate that, respondents disagree at 66.7 percent that

there is well equipped workshops, 14.9 percent of them strongly disagreed, while

those who agreed at 13.8 percent, strongly agreed at 3.4 percent while 1.1 percent

was not sure. The item had a mean of 2.241 and a standard deviation of 0.988.
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Therefore, making aconclusion that, most of the respondents do not agree that there
iswell equipped workshops. The datain Table 4.21 indicate 72.4 percent disagree
that, there is well equipped libraries, and 24.1 percent strongly disagreed. Those
agreed, strongly agreed and those who were not sure all represent at 1.1 percent.
The item had a mean rating of 1.828 and a standard deviation of 0.614. Therefore,

most of informants indicate that, there are no well-equipped libraries.

The results indicate that, respondents at 71.3 percent of informants disagreed that
the training equipment are technologically relevant, 12.6 percent agreed, 11.5
percent strongly disagreed while those who strongly agreed and not sure were both
represented at 2.3 percent. The item had a mean rating of 2.229 and a standard
deviation of 0.898. Magjority of respondents feel that, training equipment are
technologically relevant. The results indicate that, informants at 71.3 percent
disagreed that the institution provides a variety of equipment choices, 13.8 percent
agreed, those who strongly disagreed at 4.6 percent while those who strongly
agreed at 3.4 percent. Theitem had amean rating of 2.402 and a standard deviation
of 0.902. It can be concluded that, mgjority had observed that institution provides
a variety of equipment choices which limits trainees’ hands on experience as
expected in any quality skill development process. Data captured on the trainees’
responses on the relevance of training facilities and equipment is summarized in

Table 4.22.
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Table4.22

Trainees’ Responses on the Relevance of Training Equipment

Statement Mean SDev. SA A NS D SD
% % % % %

There is adequate training 2.067 0948 13 131 13 596 247
Tools and equipment

Thereiswell equipped 2.180 1283 99 109 03 449 340
Workshops

Thereiswell equipped 1.872 0649 13 19 19 724 224

libraries

Thetraining equipment 2.641 1076 42 276 26 596 6.1
are technologically relevant

the institution provides a2.394 0973 67 96 54 728 54
variety

of equipment choices

Valid N= 312

Thedatashown in Table 4.22 reveal that, trainees disagree at 59.6 percent that there
is adequate training tools and equipment, 24.7 percent of them strongly disagreed,
13.1 percent agreed while those who strongly agreed who were not sure were
represented at 1.3 percent. The item had a mean rating of 2.067 and a Standard
deviation of 0.948. This is an implication that, mgjority of respondents feel that
there is no adequate training tools and equipment. The results aso indicate that,
respondents disagree at 44.9 percent that there is well equipped workshops, 34.0
percent of them strongly disagreed, while those who agreed at 10.9 percent,

strongly agreed at 9.9 percent while 0.3 percent of the informants were not sure.
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The item had amean rating of 2.180 and a Standard deviation of 1.283. Therefore,
making a conclusion that, most of respondents do not agree that there is well
equipped workshops. The datain Table 4.22 indicate that, 72.4 percent of trainees
disagree there is well equipped libraries, 22.4 percent strongly disagreed. Those
who agreed and those who were not sure were both represent at 1.9 percent and
whose who strongly agreed at 1.3 percent. The item had a mean rating of 1.872 and
a Standard deviation of 0.649. Therefore, most of informants indicated that, there
areno well-equipped libraries. The resultsindicate that, respondents at 59.6 percent
of informants disagreed that the training equipment are technologically relevant,
27.6 percent agreed, 6.1 percent strongly disagreed, 4.2 strongly agreed and those
who were not sure were represented at 2.6 percent. The item had a mean rating of

2.641 and a Standard deviation of 1.076.

Thiswas an indication that, majority of respondentsfeel that the training equipment
are not technologicaly relevant. The results indicate that, informants at 72.8
percent disagreed that the institution provides a variety of equipment choices, 9.6
percent agreed, strongly agreed at 6.7 percent, strongly disagreed and those who
were not sure were represented at 5.4 percent. The item had a mean rating of 2.394
and a Standard deviation of 0.971. This findings indicates that, majority of
respondents had an opinion that institution don’t provide a variety of equipment
choices. Thiscompromisesthe quality of training programmes whose outcome may
make TVET non attractive. The summary of informants’ responses on the relevance

of training facilitiesis reported in Table 4.23.
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Table4.23

Summary of Informants Responses on Relevance of Training Facilities

Statement Managers Instructors Trainees overall
Std. Std. Std.

N Mean deviation N Mean deviation N Mean deviation Mean
i). Theingtitution has adequate training 21 2.857 1.062 87 2058 0932 312 2.067 0.948 2.327
facilities and equipment
ii). Theinstitution haswell equipped 21 2.667 1.111 87 2.241 0988 312 2180 1.283 2363
workshops
iii).Theinstitution haswell equipped 21 2.333 1.065 87 1828 0.614 312 1.872 0.649 2011
Libraries
iv).Thetraining equipment available 21 2.238 0.995 87 2230 0898 312 2641 1.076 2.369
are technologically relevant
v).Theinstitution provides avariety of 21 2.429 1.028 87 2402 0908 312 2394 0973 2408
equipment choices
Valid N (list wise) N = 420 N=21 N=87 N=312 2.296
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Table 4.23 shows that, most vocational institutions had no adequate training
facilities and equipment given by (mean =2.327). The managers, instructors and the
trainees disagreed to the statement that, the institutions has adequate training
facilities and equipment at (mean=2.363). The workshops in most cases were not
therefore equipped and designed to fit the purpose as given by (mean =2.011). The
researcher who visited the workshops in the sampled vocational institutions to
ascertain the status of the workshops confirmed that some workshops had assorted
non-operational tools and equipment. He further noted that the basic training
facilities and equipment were lacking in most of CVET institution, most of the
workshops had poorly kept facilities. In the motor vehicle technology workshops
the assorted motor vehicle parts were rated to be obsol ete. Sewing machines though

operational could not offer the best experience.

During the interview it was reported that, regular mgjor and minor repairs were
inevitableto make them work. The poor state of the workshopswhich isan essential
component in a quality skill development environment, may compromise the
quality of skills development. It was also reveaed that none of theinstitutions had
alibrary at (mean =2.370). Though some of the managers had indicated that their
institutions had well equipped libraries at (mean=2.233). The researcher confirm
the same and what this managers referred to as libraries are small book stores. The
available training equipment were also rated at (mean=2.370) to be technologically
irrelevant. This implies that, the equipment used for training are outdated though

they can be used for training they don’t match with the ones in the industry. Most
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of this equipment were used in the garment making trade, carpentry and joinery,
motor vehicle technology where there were assorted parts of avehicle and shellsin
some institutions. Diagrams on the chalkboard representing vehicle parts was an
evidence that more theoretical approach was used to train which deniesthe trainees
an opportunity to have hands-on experience. Further, the study established that the
institutions did not provide a variety of training tools and equipment to meet the
varied industrial choices. The interviewed managers confirmed that, besides other
factors that could influence access to TVET, the VTC’s poor infrastructure and

equipment has an impact on the quality of training provided.

They further stated that, the trai nees train with substandard equi pment which makes
it difficult to be absorbed in the job market hence creating a mismatch between the
graduates’ capacities and the industry requirement. The study findings supported a
research carried out by Anindo et a (2016), in Nairobi County which indicated that,
training facilities and equipment in sampled TVET institutions in the County were
inadequate. These challenges were noted to have an influence on training and skill
development to TVET graduates which compromisestheir employability. Based on
this studies unavailability of adequate training facilities and equipment negatively
affect the quality of training. This implies that, the low enrolment experienced in
CVETIs could be attributed to the inadequacy of training facilities which has
compromised quality of training. The status of some of the sampled vocational
institutions in Makueni County fitted well in the findings of report by MacDonald
et a (2010), on the principles and strategies of a successful TVET program which
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indicated that, in some countries TVET collages were in a very poor state where
tools and equipment were observed to be obsolete and yet were used for training.
The ingtitutions were fragmented, poorly developed and in such a state they could
not be responsive to employment demands. Such institutions are considered to be
unableto stay relevant and responsive to changing industrial needs, findsit difficult
to enhance public perception on the importance and value of TVET and therefore
they are not in aposition to produce life-long graduates for long life employability
who do not require on-the-job training. Education and training requires hands-on
experience where the trai nees should spent most of their training time in workshops
to acquire flexible qualifications, capabilities of working in their areas of

specialization and enhance occupational and geographical mobility.

The findings of this study paints a totally different training model when compared
to Germany’s dual vocational training systems. A study by Dieter Euler (2013),
indicated that, due to dual training principle, Germany’s vocational training system
offers work-based learning that ams at reducing youth unemployment. The
vocationa education and training system employs business setting environment to
enhance skill development under real life conditions. This enables the trainees to
acquire occupational skillsthat are market oriented. Most developed countries like
Belgium, Finland, France, Netherland, Australia and Switzerland have adopted a
vocational training model whereby the trainees spent 75 % or more of their training

timein practical (work-place training).
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Similarly, Denmark, Germany, Norway, Czech Rep, Turkey and Hungary have
employed vocational training model where the trainees spent 50% to 75% of their
time in in-company training. This vocational training approach where adequate
training facilities and equipment, which are technologically relevant and linked the
school-based training to work-place training has made school-based vocational
training become more attractive by 75% of all vocational training. The study further
indicatesthat, the outcome of thiskind of vocational training has made Netherlands
to have low rates of youth unemployment that is 7.6%, Germany 8.6% and Austria
8.3% by the year 2011 (Dieter, 2013). TVET in this Countries has attracted
considerable interest which has increased the enrolment in their vocational

education and training institutions.

This implies that, adequate training facilities and technologically relevant
equipment are essential elements of avocational education and training system that
enhance access. Estonia in 2014 in a report published by CEDEFOP on
attractiveness of initia vocational education and training cited improvement of
training facilities and equipment as one of the key measures to raise the
attractiveness of VET for prospective trainees (Cathleen, Raffe, Georg,
Ammerman, & Watters, 2014). The study sought to assess the current status of the
sampled vocationa institutions in the County. The status of vocational institutions
training facilities and equipment was physically cross checked by the researcher

using observation schedule in appendix VI.
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4.5.2 Resear chers Observation on the Status of Training Facilitiesand
Equipment

The rating in the observation was based on the key; poor when the facility or
equipment not observed, fair when the facility was observed but not adequately
equipped based on the number of trainees enrolled for a particular trade, good when
the facility is observed and considered adequately equipped based on the number
of traineestaking that particular course and very good when the facility is observed
and had more training equipment than the enrolled traineesin that particul ar course.
An observation check list was used to verify the data already collected from the
informants. An observation check list is used when theinvestigator is collecting the
data and at the same time makes an observation to verify the data (Krishna &
Rangnatham, 2011). The researcher was taken round by the institution managers to
visit various physical infrastructure of interest. The observations made were

categorized and reported in Table 4.24.

Table4.24

Researcher’s Comments on the Vocational Institutions’ Adequacy of Training

Facilitiesand Equipment

Status frequency percent
Poor 3 14.3
Fair 12 57.1
Good 2 9.5
Very good 4 191
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Table 4.24 shows the analyzed observations with higher percentage of the sampled
vocational institutions having inadequate training equipment, as compared to the
number of trainees in a particular training course. It was observed that, 12 out of
the 21 (57.1%) of the vocationa institutions visited had inadequate training
equipment. In most cases, some institutions and especially the ones that were
established over 30 years ago had very old buildings which did not match the status

of training institution.

The infrastructure was found to be dilapidated either due to poor maintenance and
repair. In fact, when compared to the basic education institutions, the primary
schools and secondary schools seemed to be much better, hence making them look
deserted though still operational. The findings of this study created a totaly
different image of what TVET facilities should be. In comparison to TVET in
Australiawhere, by 2014 the Australian Government had made significant financial
investment in its trade training centres to provide state of art facilities to provide
work based learning. This deliberate commitment has increased transitional
mobility which in the long-run will improve the attractiveness of TVET (Cathleen,

Raffe, Georg, Ammerman, & Watters, 2014).

4.6 Career Guidance and Accessto CVETIs

Objective3- To evauate the extent to which career guidance influenced access

to CVETIsin Makueni County
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This objective looked at the contribution of in-depth information on the realities of
various courses, offered by CVET institutions and the extent to which career
guidance information influenced access to CVETIs. This was based on the
assumption that, the trainees could have unrealistic expectations on their future
career, theredlities of studying acertain vocation and trainees diversity background
preparation on higher education. Thismay haveinfluenced their transitionto CVET
institutions. The influence of career guidance was explored to establish the extent
to which career guidance influence accessto VET institutions. A questionnaireitem
was constructed to establish the source of information that informed the trainees’
choice to join the VTCs. This item was administered to trainees only who were
considered to give reliable information. The researcher posted a question to
establish how the trainees first learned about VET. The responses were analyzed

and reported in Table 4.25.

Table4.25

How the Trainees First Learnt about CVETIs Training Cour ses

Statement frequency percent (%)
Through teachersin their previous school 31 9.9
Through family members 45 144
Through peers 152 48.7
Through the media 36 115
Through self-discovery 438 154

312 100.0
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Table 4.25 shows that, 48.7 % of trainees learned about CVETIs through their
peers. Such a revelations is a clear indication that, there is a limited concern on
career guidance at the lower levels of schooling where the role played by teachers
to inform the students about vocational training was rated at 9.9%. A study
conducted by UNESCO-UNEV OC between 2019-2020 in ten Countries; Australia,
Chile, Costa Rica, German, Ghana, Jamaica, Lebanon, the Netherland, the
Philippines and South Africa on boosting gender equality in science and
technology, a challenge for TVET programmes and career, placed a teacher at a

critical point in a student’s career choice.

The study indicates that, Educational career advice provided by educational staff
such as teachers and career advisers has a strong influence on the choices of
students to education and training courses (UNESCO-UNEVOC, 2020). This
findings were supported by a study done in Tgjikistan on the factors that influence
students’ decision to enroll in Initial Vocational Education and Training (IVET),
which pointed out that, through career devel opment sessions, the young population
find information about the available training opportunities. During this critical
moment, the adolescent need the guidance from experienced career counselors and
otherswho have experiencein career decision-making process (Farid, 2019). Based
on thisargument, accessto VET largely depends on information on the availability
of training opportunities and programmes, which is passed through career
awareness sessions. It isfurther noted that, training institutions in many developing
countriestraditionally have not seen transition to vocational training asasignificant
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concern of their human resource development, and their mission too, leading to low
development of careers advice, which has influenced enrolment to vocational
training (UNESCO, 2013). To establish whether, the CVETIs carry out career
guidance programmes within the institution to enhance career progression, which
is an ingredient for increased enrolment, six questionnaire items were constructed
and presented to managers, instructors and trainees. Table 4.26 contains the

summary of the information obtained.

Table4.26

Provision of Career Guidance Services

Respondent Yes No

Frequency % frequency %
percent
Managers 10 47.6 11 52.4
Instructors 42 48.3 45 51.7
Trainees 116 37.2 196 62.8

Table 4.26 shows the analyzed data for managers, instructors and trainees on the
provision of career guidance services within the vocational institutions. The three
categories of informants indicate that, institutions do not offer such services. This
implies that, the trainees are denied the opportunity to explore the expectations
surrounding the details of their career paths. The provision of in-depth information
on the realities of a particular course could encourage the trainees to progressively

enroll for higher levels of training which could improve the social acceptance of
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VET. An item on whether career guidance influenced access to CVETIs was
presented to the three categories of respondents. Table 4.27 contains the summary

of the information obtained.

Table4.27

Influence of Career Guidance on Accessto CVETIs

Respondent YES NO

Frequency % frequency %
Managers 16 76.2 5 23.8
Instructors 69 79.3 18 20.7
Trainees 295 94.6 17 54

Table 4.27 shows that, the responses made by the three categories of informants
were rated above 76.0%. This indicates that, career guidance influenced access to
CVET institutions. The trainees’ response was overwhelming given by 295 out of
312 (94.6 %) of the sampled trainees. The results were in line with the UNESCO
report (2013), on revisiting global trends in TVET, reflection on theory and
practice, which indicated that career guidance is an indispensable aspect within
TVET. Thisargument is based on the premise that enrolment to avocationa course
isan indication that a deliberate career decision has been made. Other studies have

shown that, access to vocational training largely depends on the information about
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the availability of training opportunities and courses that are offered by a particular
training institution that is passed through career awareness (Cathleen, Raffe, Georg,
Ammerman, & Watters, 2014). This implies that, enrolment for education and
training is proportionately influenced by the career education that is gradually
passed to the young population formally or informally. Effective career guidance
during the basic education level prepares the pupils for the higher education. Such
information makes an individual to make aninformed decision on their career based
on their diversified intellectual abilities, distinctive interests and the ability to meet
both direct and indirect costs of the training. The family has been considered the

most influential group in students’ decision-making.

Roles of Parentsin Mentorship and Career Guidance of Learnersinclude; creating
a positive and enabling environment for motivating the learners to freely discuss
their learning areas and career preferences, providing basic resources towards the
development of the learner’s career, information on career opportunities available
to their children, understanding the learner’s abilities and interests in order to
provide the required guidance, detecting any early learning and behavioral related
manifestations in the child and make timely corrective interventions. It’s through
the familiesthat, the perception about quality of TVET, family norms and traditions
influencing the choice of education track can in communicated (Cathleen, Raffe,
Georg, Ammerman, & Watters, 2014). Entrepreneuria learning is an important
channel for devel oping competences for employment, while career guidance can be

arouteto help TVET graduates realize the added val ue of these competenceswithin
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thelir future careers. A start-up isaviable career option, and TVET institutions can
support this pathway by providing or signposting links to relevant networks

(UNESCO-UNEVOC, 2020).

4.6.1 Existence of Career Guidance Services

To establish whether the vocational institutions offer career guidance services to
the trainees to pass the current industrial needsinformation and to prepare them for
progressive education and training, the researcher posed item to the managers,
instructors and the trainees. The questionnaire had an item that required them to
rate six statements that were constructed to establish the existence of career
guidance services within and out of the VVocational institutions. This was based on
alLikert scale of 1-5. Theresponsesfor managers, instructors and from thetrainees
were presented in single tables, analyzed and discussed as one whole. Managers

responses on availability of career guidance services are reported in Table 4.28.
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Table4.28

Managers Responses on Availability of Career Guidance Services

Statement Mean SDev SA A
% %

NS D SD

% % %

i). theinstitution hascareer 2.524 1.078 4.8 190 95 571 95

guidance department offering

career guidance

ii). Trainees aretimely 3.619 1024 95 667 48 143 48

encouraged on their

career choices

iii). Thetraineeshad prior 2.143 1062 48 95 48 571 238

knowledge on the training

courses availablein CVETIs

iv). Traineesareguidedon 3.048  1.117 48 439 95 381 48

career paths for to enhance
future career progression
v).inadequate career guidance 3.571 1.121 95 66.7
negatively influence career
progression
vi). Theinstructors provide 2.667 1155 4.8 28.6
guidance on the importance
of vocational education to
enhance further training

valid N (listwise) N=21

48 95 95

48 524 95
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The data shown in Table 4.28 indicate that, managers disagree at 57.1 percent that
there is career guidance department offering career advice, 19.0 percent of them
agreed, those who strongly disagreed not sure were presented at 9.5 percent and
those who strongly agreed at 4.8 percent. Theitem had a mean rating of 2.524 and
a Standard deviation of 1.078. Thisimpliesthat, majority of the managersfeel that,
there is no career guidance department offering career advice. The descriptive
statistics results also indicate that, respondents agreed at 66.7 percent that the
institution provides in-depth information on the realities of individual courses, 14.3
percent of them disagreed, while those who strongly agreed at 9.5 percent, and
those who strongly disagreed and not sure represented at 4.8 percent. Theitem had
a mean rating of 3.619 and a Standard deviation of 1.024. Therefore, making a
conclusion that, the institution provides in-depth information on the realities of

individual courses.

The study findings indicate that, 57.1 percent of managers disagree that trainee had
prior knowledge on training courses offered by CVETIs. Those who strongly
agreed were represented by 23.8 percent, 9.5 percent representing those who agreed
while 4.8 percent represented strongly agreed and the informants who were not
sure. The item had a mean rating of 2.143 and a Standard deviation of 1.062.
Therefore, most of the informants indicate that the trainees had no prior knowledge
on training courses CVETIs. The results indicate that, respondents at 42.9 percent
of informants agreed that, the trainees are informed about career paths available,

38.1 percent disagreed, 9.5 of the informants were not sure, 4.8 percent represented
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strongly disagreed and those who strongly agreed. The item had a mean rating of
3.048 and a Standard deviation of 1.117. Mgjority of managersfelt that, the trainees
areinformed about career paths available. The dataindicate that, informants at 66.7
percent agreed that inadequate career guidance has negatively influenced career
progression hence low enrolment, 9.5 percent represented those who strongly
disagreed, strongly agreed and disagreed while those not sure represented at 4.8
percent. The item had a mean rating of 3.571 and a Standard deviation of 1.121.
This indicates that, majority of respondents feel inadequate career guidance has

negatively influenced career progression hence low enrolment.

The study findings also indicate that, respondents disagree at 52.4 percent that the
instructors provide guidance on the importance of vocational education to enhance
further training, 28.6 percent agreed, 9.5 percent strongly disagreed and 4.8 percent
represented those who were not sure and strongly agreed. The item had a mean
rating of 2.667 and a Standard deviation of 1.155. Therefore, making a conclusion
that, most of respondents feel that, the instructors do not provide guidance on the
importance of vocational education to enhance further training. Instructors’

responses on availability of career guidance services summarized in Table 4.29.
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Table4.29

Instructors’ Responses on Availability of Career Guidance Services

Statement Mean SDev SA A NS D SD
% % % % %

i). theingtitution hascareer 2.368 1.079 5.7 149 34 621 138
guidance department offering

career guidance

ii). Trainees aretimely 2816 1126 34 379 23 494 69
encouraged on their

career choices

iii). Thetraineeshad prior 2483 1275 69 241 23 437 230
knowledge on the training

courses availablein CVETIs

iv). Traineesareguidedon 3.149 1196 34 575 11 264 115
career paths for to enhance

future career progression

v).inadequate career guidance 3.540 1.119 13.8 56.3 5.7 184 5.7
negatively influence career

progression

vi). Theingtitution campaigns 2.862 1.143 11.5 21.8 103 54.0 23
for vocational education through

print and other social media

Valid N (list wise) N=87

The data shown in Table 4.29 shows that, instructors disagree at 62.1 percent that

there is career guidance department offering career advice, 14.9 percent of them
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agreed, 13.8 percent strongly disagreed, strongly agreed at 5.7 and not sure at 3.4
percent. Theitem had mean rating of 2.368 and a Standard deviation of 1.079. This
indicate that, majority of the respondents feel that there is no career guidance
department offering career advice. The data a so indicate that, respondents disagree
at 49.4 percent that, institution provides in-depth information on the realities of
individual courses, 37.9 percent of them agreed, while those who strongly disagreed
at 6.9 percent, 3.4 percent strongly agreed and not sure represented at 2.3 percent.
The item had mean rating of 2.816 and a Standard deviation of 1.126. Therefore,
the descriptive statistics results making a conclusion that the institution do not

provide in-depth information on the realities of individual courses.

The datashown in Table 4.29 indicate that, 43.7 percent of instructors disagree that
trainee had prior knowledge on training courses offered by CVETIs. Those agreed
as represented by 24.1 percent, 23.0 percent representing those who strongly
disagreed, 6.9 percent strongly agreed while 2.3 percent were not sure. The item
had a mean rating of 2.483 and a Standard deviation of 1.275. Most of informants
indicated that, the trainee had no prior knowledge on training courses CVETIs. The
results indicate that, respondents at 57.5 percent of informants agreed that the
trainees are informed about career paths available, 26.4 percent disagreed, 11.5
percent strongly disagreed while those who strongly agreed at 3.4 and not sure
represented at 1.1 percent. Theitem amean rating of 3.149 and a Standard deviation
of 1.196. Thisimpliesthat, the mgjority of the respondents feel that the trainees are

informed about career paths available. The results indicate that, informants at 56.3
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percent agreed that inadequate career guidance has negatively influenced career
progression hence low enrolment, 18.4 percent strongly disagreed , strongly agreed
at 13.8 percent while those not sure and those strongly disagreed both represented
at 5.7 percent. The item had a mean rating of 3.540 and a Standard deviation of
1.119. Mgjority of respondents felt that, inadequate career guidance has negatively

influenced career progression hence low enrolment.

The data aso indicate that, respondents disagree at 54.0 percent the instructors
provide guidance on the importance of vocational education to enhance further
training, 21.8 percent agreed, 11.5 percent strongly agreed, 10.3 percent were not
sure while 2.3 percent strongly disagreed. The item had a mean rating of 2.862 and
a Standard deviation of 1.143. These study findings implies that, most of the
respondents felt that the instructors do not provide guidance on the importance of
vocational education to enhance further training. The data analyzed for this item
indicates that, trainees are not guided by professional career counselors to choose
their career paths considering their interest, abilities, weakness, required resources
and the existing training opportunities. Trainees’ responses on availability of career

guidance services are reported in Table 4.30.
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Table4.30

Trainees Responses on Availability of Career Guidance Services

Statement Mean SDev SA A NS D SD
% % % % %

i). theinstitution hascareer 3.003 1.246 106 381 00 436 7.7
guidance department offering

career guidance

ii). Trainees aretimely 3314 1280 21.2 356 00 401 3.2

encouraged on their

career choices

iii). Thetraineeshad prior 2509 1339 99 221 19 410 25.0
knowledge on the training

courses availablein CVETIs

iv). Traineesareguidedon 3.647 1098 147 628 13 147 64
career paths for to enhance

future career progression

v).inadequate career guidance 3.798 0.718 48 811 51 71 19

negatively influence career

progression

vi). Theinstructors provide 2401 0891 22 154 80 689 54
guidance on the importance

of vocational education to

enhance further training

Valid N =312

The data shown in Table 4.30 indicate that, trainees disagree at 43.6 percent that

there is career guidance department offering career advice, 38.1 percent of them
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agreed, 10.6 percent strongly agreed and those who strongly disagreed at 7.7
percent. The item had a mean rating of 3.003 and a Standard deviation of 1.246.
Based on this results majority of trainees reported that, there is no career guidance
department offering career advice. The results also indicate that, respondents
disagree at 40.1 percent that, the institution provides in-depth information on the
realities of individua courses, 35.6 percent of them agreed, while those who
strongly agreed at 21.2 percent and 3.2 percent strongly disagreed. Theitem had a
mean rating of 3.314 and a Standard deviation of 1.280. Therefore, making a
conclusion the institution provides in-depth information on the realities of

individual courses.

The results too shows that, 41.0 percent of trainees disagree that trainee had prior
knowledge on training courses offered by CVET ingtitutions. Those strongly
disagreed were represented at 25.0 percent, 22.1 percent representing those who
agreed, 9.9 percent strongly agreed while 1.9 percent were not sure. The item had
a mean rating of 2.509 and a Standard deviation of 1.339. Therefore, most of the
informants indicated that, the trainee had no prior knowledge on training courses
CVETIs. Theresultsindicate that respondents at 62.8 percent of informants agreed
that the trainees are informed about career paths available, those who disagreed and
strongly agreed were both represented at 14.7 percent, 6.4 percent strongly
disagreed and 1.3 percent were not sure. The item had a mean rating of 3.647 and
a Standard deviation of 1.098. Thisisan indication that, mgjority of trainees had an

opinion that they are informed about career paths available which could influence
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thelir future career progression. The resultsindicate that, informants at 81.1 percent
agreed that inadequate career guidance has negatively influenced career
progression hence low enrolment, 7.1 percent disagreed, 5.1 percent were not sure,
4.8 percent strongly agreed and those who strongly disagreed were represented at
1.9 percent. The item had a mean rating of 3.798 and a Standard deviation of 0.718.
This clearly implies that, majority of trainees reported that inadequate career
guidance services has negatively influenced career progression hence low

enrolment in CVET institutions.

The results aso indicate that, respondents disagree at 68.9 percent the instructors
provide guidance on the importance of vocational education to enhance further
training, 15.4 percent agreed, 8.0 percent of them were not sure, 5.4 percent
strongly disagreed, while 2.2 percent strongly agreed. Theitem had a mean rating
of 2.401 and a Standard deviation of 0.891. Therefore, making a conclusion that
most of the respondents feel that the instructors do not provide guidance on the
importance of vocational education to enhance further training. The summary of
informants' responses on availability of career guidance services is reported in

Table 4.31.
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Table4.31

Summary of Informants Responses on Availability of Career Guidance Services

Statement

Managers

Std.

N Mean deviation

Instructors

Std.

N Mean deviation N

Trainees overall
Std.
Mean deviation Mean

i). the institution has career guidance 21
department offering career guidance

ii). Trainees are timely encouraged on their 21
career choices

iii). The trainees had prior knowledge 21
on thetraining courses availablein CVETIs
iv). Trainees are guided on career pathsfor 21
to enhance future career progression
v).inadequate career guidance negatively 21
influence career progression

vi). The ingtitution campaigns for vocational 21
education through print and other socia media

Valid N (list wise) N=420 N=21

2.524

3.619

2.143

3.048

3.571

2.667

1.078

1.024

1.062

1.117

1.121

1.155

87

87

87

87

87

87

N=87

2.368 1.079 312

2.816

2.483

3.149

3.540

2.862

1.126

1.275

1.196

1.119

1.143

312

312

312

312

312

N=312

3.003 1246 2.6316

3314 1280 3.2497

2509 1339 23782

3.647 1.098 3.2815

3.798 0.718 3.6366

2401 0.891 2.6431

2.970
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Table 4.31 provides a summary of managers’, instructors’ and trainees’ responses
to items presented to determine the influence of career guidance on accessto CVET
institutions. From the summary it appears that, a maority of the vocationa
institutions had no functional career guidance department (mean=2.632). However,
a maority of the managers indicated that the institutions provides in-depth
information on individual courses (mean=3.619). It was also established that, the
trainees are informed about career paths for progressive training (mean= 3.282).
When asked whether the trainees had prior knowledge on the training courses
offered by CVET institutions, the respondents overwhelmingly indicated that, the

trainees were not informed (mean. 2.378).

The study sought to establish whether inadequate career guidance services could
negatively influence career progression. This was based on assumption that career
guidance on career progression could encourage them to enroll for artisan grade |1
and grade | which in turn increases the enrolment. Most of the respondents agreed
that, career guidance is essential for career progression whose long run effect isto
boost the Vocational training institutions enrolment (mean= 3.637). Based on the
study findings, the failure to have functional career guidance department is an
indication that trainees are not properly inducted through a welcome pack where
they are given more information about their individual areas of specialization. This
implies that, the instructors and the managers have not played their role of
continued induction as the trainees acclimatize to the new level of study. Thiscould

negatively affect the trainees’ ambitions for further education and training which

163



may lead to low enrolment. Thisfindings concurred with astudy by Watters (2009),
on making initial vocational education and training more attractive for prospective
trainees. The study observed that, career departments have inadequate expertise to
guide the trainees on career progression that makes it difficult to enroll for higher
level of training in the institution or in other related institutions. Basically,
inadequate career guidance in any institution of learning, limited information on
career progression and labour market remuneration may lead to low drive in
pursuing further training which may lead to low rates of enrolment in TVET
institutions and other institutions of education and training. Their response on
whether the trainees had prior knowledge about the vocational training courses
indicated that the trainees had inadequate information about the same. Thisimplies
that, VET in the County has not gained a high socia acceptance and the current
enrolment in VET could be as a result of the last option after missing on other

institutions of education and training.

Mumtaz, Abdul & Asma (2018), on their study on the impact of career counselling
and vocational guidance on employment in TVET sub-sector citing (Kok &low,
2017), indicated that, for studentsto make informed career choice and training path-
way require professional career guidance to enable them devel op self-awarenessin
personal interest, skills and knowledge, their potential, understand their weakness
and assess occupational opportunities (Mumtaz, Abdul, & Asma, 2018). This
insight makes career guidance an important component to solve the education and

training challenges that devel oping countries are facing today. During an interview
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with the managers, a manager had an opinion that the gradua career aspiration
development during an individuals’ early days of development is shaped by the
individual’s social environment where career decisions are based on role models.
It’s at this point that, the young popul ation wishes to become a Lawyer, aMedica
doctor, an Engineer or any other social ranking career. The Managers reported that,
rarely the young population will aspire to become artisans or craftsmen as the
society has attached less weight of the said trades as they all aspire to join
universities for various Degree courses. Based on this insight, vocational training
in the County has not been given prominence at the lower levels of schooling were
thelearnersare gradually prepared to join various VET institutions after compl eting
their basic education. The findings in Table 4.31 reveded that, the trainees’
response on whether the institution has a functional career guidance department
concurred with the managers’ and instructors. It can be concluded that the
vocational institutions in the county are not formally organized to disseminate this

important information.

On whether the institution provides in-depth information on individual courses,
their response was in line with the instructors’ response. The trainees being the
recipients of such an important information confirmed that, indeed they have
limited information about the realities of their training course in terms job market
and other course requirements. Another key concern was based on whether the
trainees had prior knowledge about the coursesthat are offered by VET institutions.

The mgjority indicated that, they had no such information. This implies that the
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trainees had not gradually prepared themselves to pursue vocational education and
training astheir life-time career. The trainees were found to be aware of the various
training pathsin their various areas of specialization as given by the mgjority of the
respondents. Career guidance enable the young population and others to make a
choiceinwiderange of availabletraining opportunitiesand training courses, based
on their distinctive abilities, interests and ability to both direct and in direct costs
of training. Thisimplies that career guidance is indispensable within TVET, based
on the evidence that enrolment to a vocational course indicates a deliberate career

decision has been made (UNESCO, 2013).

These responses are in line with the Kenya National Qualifications Framework
handbook (2018), which states that |earners are more inclined towards improving
their knowledge and skills once they get to understand clearly more about the
existing training pathways which provide access to, mobility and training
progression within education, training and career paths. Such improvements are
believed to increase their employment opportunities and competenciesin the world
of work. The proposas made on the Competency Based Education and Training
Policy Framework (2018), to liaise with County Governments to enhance career
guidancein Vocational training centres had not been implemented during the study
period (Ministry of Education, 2019). If implemented, this would enhance the
attractiveness of VET. In order to increase access and inclusivity in TVET, TVETA
has suggested to strengthen career guidance and counseling in primary and

secondary schools in order to inform prospective students/trainees and
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parents/guardians about the opportunities in TVET. While career guidance and
counseling is part of the education system, it tends to be biased towards university
education, resulting from limited awareness among career and study counselors.
TVETA will engage in advocacy, rebranding and repositioning of TVET in order
to ensure wider access and inclusivity. TVETA shall continue to work with the
development partners and other stakeholders on various undertakings to improve
training systems and career counseling. To rebrand TVET and improve public
perception, TVETA will conduct well-designed awareness campaigns to publicize
and actively market TVET through various media outlets (Republic of Kenya,

2019).

4.7 Adequacy of Instructorsand Accessto CVETIs

Objective 4. To find out the extent to which adequacy of competent instructors

influenced access to CVET institutions in Makueni County.

This objective looked at the instructors’ related factors that influenced access to
CVETIs. The information was considered crucial based on the assertion that,
competent instructors are significant players in production of a workforce with
relevant industrial skills. The study looked at the issues surrounding industry
exposure, skills deficiencies and other competency gaps that may compromise the
relevance of vocational training. Competency of the VET instructor in this study is
considered paramount because instructors are dealing with young population on
their way to the job market. This calls for more knowledge, relevant skills and

capacities in view of global labour mobility, technology advancement, knowledge
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economy and globalization. To assess the magnitude to which adequacy of
competent instructors influenced access CVETIS, questionnaire items were

presented to managers, instructors and trainees.

4.7.1 Respondents’ Responses on Influence of Adequate Instructors on
Accessto CVETIs

The respondents were required to rate statements that sought to determine whether,
adequacy of competent instructors influenced access to CVETIs. Table 4.32

contains the summary of the information obtained.

Table4.32

Influence of Adequate Instructorson Accessto CVETIs

Respondent YES NO
Frequency % valid percent  frequency % valid percent

Managers 17 81.0 81.0 4 190 19.0
Instructors 54 62.1 62.1 33 379 379
Trainees 292 93.6 93.6 20 6.4 6.4

The datain Table 4.32 indicate that, more than 62.0 % of the respondents had the
opinion that adequacy of competent instructors influenced accessto CVETIs. This

implies that, in the context of competence-based human capital production,
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competencies for effective VET profession is crucia to enhance TVET socid
acceptance and attractiveness. The findings of this study concurred with astudy on
competencies of vocational teacher carried out by Arifin et al (2017), who pointed
out that a vocationa education and training teacher who has training competency,
professional competency and communication competency is effective in vocational
education and training profession and provides market oriented training. This
provides a base for continuously meeting the industry demands, focusing to
improve TVET delivery and increasing trainees’ enrolment. The other key concern
was the staffing. This item was presented to the managers only. The assumption
was that, the instructors and trainees were not in position to provide a reliable
response because the item sought to capture information which was more

administrative.

4.7.2 Managers’ Responses on Staffing

To establish whether the institutions were adequately staffed with permanent
instructors, the managers were requested to indicate the number of instructors
whose terms of engagement are permanent, contract or temporally. Their responses

on the institutions staffing issue are reported in Table 4.33.
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Table4.33

Managers’ Responses on Staffing

Institution  year of establishment category of staff
Permanent  contract temporally

A 1976 _ 10 6
B 1976 1 6 7
C 1978 _ 3 1
D 1979 3 5 4
E 1982 3 7 5
F 1984 1 2 3
G 1984 1 3 6
H 1984 _ 4 2
I 1985 _ 10 _
J 1985 3 5 3
K 1986 3 4 3
L 1993 _ 3 4
M 1999 3 2 B
N 2007 3 4 B
O 2007 _ 3 _
P 2008 1 3 3
Q 2008 1 3 1
R 2009 _ 3 1
S 2009 _ 4 3
T 2010 _ 4 3
U 2014 1 3 3
Total 6 91 55
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The responses in Table 4.33 indicates that, most of the instructors including the
managers are employed under contractual terms. This is given by 91 out of 152
instructors from the sampled vocational institutions. Teachers and trainers are the
catalysts for change within any education system, and the mainstreaming of
entrepreneurial learning across VET requires a robust supply of well-trained
educators (UNESCO-UNEVOC, 2020). Based on the year of establishment, the
study found out that, for a long time the institutions have had the challenge of

inadequate instructors which to alarge extent compromises the quality of training.

For the purpose of creating a visual impression of the proportion of instructors’
terms of employment, the various categories were presented in apie chart in Figure

4.2.

Figure4.2

Proportion of Instructors Terms of Engagement

Staffing

= Permanent = Contract = Temporary
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The information in the pie chart indicate that, a large proportion given by 60% of
the instructors were on contract terms of engagement and only 4% of the instructors
revealed that they are on permanent terms of employment. The 4% were
institutional managers as indicated from the questionnaires. Thisimpliesthat, none
of theinstructorswho are not holding administrative positions was under permanent
terms. Their terms of engagement was a key concern during the data collection
exercise where, the maority of the instructors in the sampled institutions sought to
know whether the provision of the information about their terms of employment
would help them get out of such a situation where their job security was not

guaranteed.

The study observed that, most of theinstructors were demotivated and had no future
in thefield and wished that the County Government would consider them for better
terms of engagement. Complains about low pay came up at this point in most of the
ingtitutions though instructors remunerations was not part of the research
objectives. To establish whether the instructors had industrial experience, a
guestionnaire item was constructed to obtain data about the same. The item was
posed to the managers and instructors only. The trainees were exempted from
giving their opinion for thisitem. It was assumed that they were not in a position

to provide reliable data about the instructors’ capacity building.
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4.7.3 Managers and I nstructors Responses on Industrial Capacity Building

The concern was whether the instructors attend refresher courses in the industry to
equip themselves with knowledge on demands of the evolving industrial needs.

Table 4.34 contains the summary of the information obtai ned.

Table4.34

Instructors’ Attendanceto Industrial Refresher Courses

Respondent YES NO

f % f %
Managers 2 9.5 19 90.5
Instructors 4 4.6 83 95.4

Table 4.34 indicates that, more than 90 % of managers and instructors reveal that
they have never had an opportunity to attend refresher coursesin theindustry. This
implies that, the instructors have inadequate industrial experiences and are unable
to transfer the industrial working culture to the trainees. It was established that,
majority of instructors were fresh graduates from TVET training colleges and
universities hence lacking industrial experiences at the point of recruitment. This
kind of training gap can be addressed through regular industrial on-job-training,
which the County Government of Makueni is not committed to facilitate. In effect,

the vocational graduates may fail to meet the requirements of the industry.

173



This may limit their training capacities which may compromise quality of
vocational training. Notably, quality of VET is measured by how the vocational
graduates perform in the world of work and not only through academic achievement
which brings about certification at the completion of the training course as cited by
Arifin et a (2017). Poor quality training lowers vocational education and training
social acceptance resulting to low enrolmentsin the vocational training institutions.
Basically, there is need for a new paradigm of VET with akey focus on enhancing
training philosophy to the real world of work to facilitate the transfer of industrial

working culture to the vocational training graduates.

To establish whether the vocationa institutions had adequate instructors, a
guestionnaire item was constructed and posed to managers, instructors and trainees.
They were required to rate statements that sought to establish the adequacy,
possession of up-to-date technological capacities and rate of staff turnover based
onalikert scaleof 1to5. Theresponsesfor the managers, instructors and trainees
are presented in three separate tables. The questionnaire for managers yielded the

datareported in Table 4.35.
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Table4.35

M anager s Responses on the Adequacy of I nstructors

Statement Mean SDev SA A NS D SD
% % % % %

i). Theinstitution has 2191 1.167 48 143 48 476 286

adequate instructors

ii). There are some courses 4.143 1.153 429 476 00 0.0 95

which are not offered due

to shortage of instructors

iii). Instructors stay fora 2.762 1.300 95 286 48 429 143

short time after employment

in your institution.

iv). Theinstructors have 2.381 1.024 48 143 48 66.7 95

up-to-date technology to

enhance training capacities

v).Thereisneed to introduce 3.905  0.768 143 714 48 95 00

refresher training for instructors.

Valid N=21

The data shown in Table 4.35 indicate that, managers disagree at 47.6 percent that

the institution has adequate instructors, 28.6 percent of them strongly disagreed,

and 14.3 percent agreed, strongly agreed and not sure were presented at 4.8 percent.

The item had a mean rating of 2.191 and Standard deviation of 1.167. Thisis an
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implication that majority of respondents feel that the institution has no adequate
instructors. The results aso indicate that respondents agree at 47.6 percent that
there are some courses which are not offered due to shortage of instructors, 42.9
percent of them strongly agreed and strongly disagreed at 9.5 percent. The item
had a mean rating of 4.143 and a Standard deviation of 1.153. Therefore, making a
conclusion that there are some courses which are not offered due to shortage of
instructors. The results shown in Table 4.46 indicate that, 42.9 % of the informants
disagree with the statement that, instructors stay for a short time after employment.
Those who agreed were represented by 28.6 percent, 14.3 percent representing
those who strongly disagreed, 9.5 percent strongly agreed, while 4.8 of the
informants were not sure. The item had a mean rating of 2.762 and a Standard
deviation of 1.300. Therefore, most of the informantsindicated instructors does not

stay for ashort time after employment.

The results indicate that, respondents at 66.7 percent of informants disagreed that
the instructors have up-to-date technology to enhance training capacities, 14.3%
agreed, 9.5 % strongly disagreed, 4.8 % representing strongly agreed and those who
were not sure. The item had a mean rating of 2.381 and a Standard deviation of
1.024. An indication that, majority of respondents feel that the instructors have no
up-to-date technology to enhance training capacities. The results indicate that,
informants at 71.4 percent agreed that there is need to introduce refresher training
for instructors, 14.3 percent strongly agreed, disagreed at 9.5 percent while those

not sure at 4.8 percent. The item had a mean rating of 3.905 and a Standard
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deviation of 0.768. This implies that, magjority of the informants feel that there is
need to introduce refresher training for instructors. Instructors responses on

adequacy of instructors are reported in Table 4.36.
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Table4.36

Instructors Responses on Adequacy of Instructors

Statement Mean SDev SA A NS D SD
% % % % %

i). Theinstitution has 2.318 1.280 10.3 126 23 483 264

adequate instructors

ii). There are some courses 3.448 0949 11 713 11 241 23

which are not offered due

to shortage of instructors

iii). Instructors stay for a 2.770 1.107 23 368 46 483 80

short time after employment

in your institution.

iv). Theinstructors have 2.655 1.055 46 241 92 563 57

up-to-date technology to

enhance training capacities

v).Thereisneed tointroduce3.471  1.140 115 577 46 195 6.9

refresher training for instructors.

Valid N= 87

The data shown in Table 4.36 shows that, instructors disagree at 48.3 percent that

the institution has adequate instructors, 26.4 percent of them strongly disagreed,
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12.6 percent agreed, strongly agreed at 10.3 and not sure at 2.3 percent. The item
had a mean rating of 2.318 and a Standard deviation of 1.280. Thisisimplies that,
majority of the respondents feel the institution has no adequate instructors. The
descriptive statistics results also indicate that, respondents agree at 71.3 percent that
there are some courses which are not offered due to shortage of instructors, 24.1
percent of them disagreed, strongly disagreed at 2.3 percent while those strongly
agreed and not sure represented at 1.1 percent. Theitem had amean rating of 3.448
and a Standard deviation of 0.949. Therefore, using the results a conclusion was
made that, there are no some courses which are not offered due to shortage of

instructors.

Theresults shownin Table4.46 indicate that, 48.3 percent disagree instructors stay
for a short time after employment. Those who agreed were represented by 36.8
percent, 8.0 percent representing those who strongly disagreed, 4.6 percent were
not sure, while 2.3 of the informants strongly agreed. The item had a mean rating
of 2.770 and a Standard deviation of 1.055. Therefore, most of the informants
indicated that, instructors do not stay for ashort time after employment. The results
indicate that, respondents at 57.5 percent of informants disagreed that the
instructors have up to date technology to enhance training capacities, 24.1 percent
agreed, 9.2 percent were nor sure, 5.7 percent strongly disagreed while those who
strongly agreed at 4.6 percent. The item had a mean rating of 2.655 and a Standard
deviation of 1.055. Thisis an indication that, majority of respondents feel that the

instructors have no up-to-date technology to enhance training capacities. The
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resultsindicate that informants at 57.5 percent agreed that thereis need to introduce
refresher training for instructors, 19.5 percent disagreed , strongly agreed at 11.5
percent while those not sure at 4.6 percent. The item had a mean rating of 3.471
and Standard deviation of 1.140. Majority of respondents feel there is no need to
introduce refresher training for instructors. Trainees' responses on adequacy of

instructors were reported in Table 4.37.

Table4.37

Trainees Responses on the Adequacy of Instructors

Statement Mean SDev SA A NS D SD

% % % % %

i). Theinstitution has 2.019 1.042 42 96 13 538 311
adequate instructors

i1). There are some courses 4.045 0.984 31.1 571 19 51 48
which are not offered due

to shortage of instructors

iii). Instructors stay fora  3.178 1.344 99 516 42 151 192
short time after employment

in your institution.

Valid N= 312
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The results in Table 4.37 shows that, trainees disagree at 53.8 percent that the
institution has adequate instructors, 31.1 percent of them strongly disagreed, 9.6
percent agreed, strongly agreed at 4.2 and not sure at 1.3 percent. The item had a
mean rating of 2.019 and a Standard deviation of 1.042. This is indication that,
majority of the respondentsfeel that the institution has no adequate instructors. The
dataaso indicatethat, respondents agree at 57.1 percent that there are some courses
which are not offered due to shortage of instructors, 31.1 percent of them strongly
agreed, 5.1 percent disagreed, and 4.8 percent strongly disagreed and those who
were not sure represented at 1.9 percent. The item had a mean rating of 4.045 and
a Standard deviation of 0.984. Therefore, the study findings were used to make a
conclusion that, there are some courses which are not offered due to shortage of

instructors.

The data shown in Table 4.48 indicate that, 51. 6 percent of trainees agreed
instructors stay for a short time after employment. Those who strongly disagreed
as represented by 19.2 percent, 15.1 percent representing those who disagreed, and
9.9 percent strongly agreed and those who were not sure were represented at 4.2
percent. The item had a mean rating of 3.178 and a Standard deviation of 1.344.
Therefore, most of the informants indicated that instructors do not stay for a short
time after employment. The Summary of theinformants' responses on the adequacy

of instructorsisreported in Table 4.38.
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Table4.38

Summary of the Informants Responses on the Adequacy of Instructors

Statement Managers Instructors Trainees overall
Std. Std. Std.

N Mean deviation N Mean deviation N Mean deviation Mean
i). Theinstitution has adequate instructors 21 2.191 1.167 87 2.318 1280 312 2.019 1.042 2.176
ii). There are some courseswhicharenot 21 4.143 1.153 87 3.448 0.949 312 4.045 0.984 3.879
offered due to shortage of instructors
iii). Instructors stay for ashort timeafter 21 2762 1300 87 2.770 11071 312 3.178 1.344 2.903
in your institution then transfer or leave
for other type
iv). Theinstructors have up-to-date 21 2381 1.024 87 2655 1.055 _ _ 2518
technology to enhance training capacities
Vv).There is need to introduce refresher 21 3905 0.768 87 3.471 1.140 _ 3.688

training for instructors

vaid N (listwise) N

21 N

87 N=31
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Thedatain Table 4.38 showsthat, majority of the informants (mean=2.176) had an
opinion that thereis an acute shortage of instructorsin the sampled institutions. The
acute shortage of such an important input for quality training has made institutions
not to offer some courses as indicated by the majority of the managers
(mean=4.143). The managers strongly agreed that, the institutions offer limited
training courses as a result of inadequate qualified human capital. Most of the
institutions were not able to offer, Grade Ill electrical installation, artisan in

plumbing, artisan in motor vehicle technology and grade |11 electrical wireman.

On the issue of staff turnover, the managers indicated that the instructors have
stayed in their current institutions for quite a long time rating the turnover to be
low. Thisimplies that, the instructors had reliable information about the status of
thelr institutions and the challenges they face in the course of training. This could
also indicate that, the instructor were in a position to figure out the possible causes
of low enrolment in their individual vocationa institutions. The instructors
responses concurs with the managers responses where the majority of the
instructors (mean=2.318) indicated that, institutions have inadequate instructors. In
effect the institutions were not in a position to offer some of the courses which
could attract more trainees due to their prevailing demand. On the issue of rate of
instructors’ turnover, the instructors’ responses revealed a very close difference
between their responses (mean=2.770) and those of the managers (mean=2.762),
which shows that there was a low instructor’s turnover which may not disrupt the

skill development process. Table 4.38 shows that, trainees had the same opinions
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on the inadequacy of instructors (mean=2.019), as those of the instructors and the
managers. The trainees’ responses on the adequacy of instructors did not reveal any
difference from the managers and instructors responses. They were in agreement
(mean=4.044) that, the institutions were not adequately staffed and this made the
institutions fail to offer some training courses which could attract more trainees.
The rate of instructors’ turnover was rated to be low (mean =3.178). The findings

of this study confirmed the documented reality about CVETIsin Makueni County.

The County had 108 CVETIs by 2017 with atotal enrolment of 2,929 trainees and
204 instructors. The CVETIs had an average of two instructors each. The document
states that, the number of instructorsis extremely low and is amajor contributor to
low quality training offered by the institutes. Moreover, most of the ingtitutes are
poorly equipped and have inadequately trained instructors giving rise to a high

number of under trained graduates who fail to meet the current market demand.

Arafin (2017), investigating on the competencies of a vocational teacher had
confirmed that, to address enrolment challenges facing TVET and transform its
delivery systems, adequacy of competent vocational education instructors is
paramount. In particular Malaysian Government in its way to transform its TVET
sector to meet industrial requirements for economic advancement, strategized to
map vocational education and training instructors’ competencies to develop a

competency model for effective training in TVET. This was meant to provide
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insights on vocational training profession, address competency gaps among the
vocational education and training instructors and improve its attractiveness while
focusing on increasing trainees’ enrolment. The inadequacy of competent
instructors in CVETIs in Makueni County is an indicator that, the institutions are
yet to offer Competency-Based-Training as required by the industry. Further, it
shows that the vocational graduates are insufficiently prepared for the job
performance in the workplace and may find it challenging to meet labour mobility
requirements. The study supported the concerns raised in the Competency-Based
Education and Training (CBET) policy framework (2019), where it indicates that
the TVET sub-sector has been producing poor quality outputs where the graduates

are unabl e to meet the expectations of the employers.

It is official that, the technological advancement and entrepreneurial devel opment
in developing Countries will depend on the quality of education and training which
will promote entrepreneurship, lifelong learning, socia stability and private returns
to the individuals who make a deliberate effort to invest in knowledge and skill
development. The current TVET sub-sector in Kenyato alarge extent is based on
theoretical training, which overlooks the assessment of competency which is an
important aspect in the world of work. Thiskind of training insufficiently prepares

them for the requirements of the industry (Ministry of Education, 2019).
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4.8 Statistical analysis

A datistical analysis for managers’ output — independent samples T-test for
independent variables was done. To compare mean difference between two
categorical variables and test of hypothesis, an independent sample t-test was done
at 95% level of confidence. Independent sample t-test compares the means of two
independent groups in order to determine whether there is statistical evidence that
the associated sample means are statistically different. The T-test was considered
to be the most appropriate for this study since the standard deviation was unknown
and the sample size for the managers was less than 30 (n<30). The statistical
analysisfor managers’ output-independent samples t-test for independent variables

isshown in Table 4.39.
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Table4.39

Statistical Analysisfor Manager s out-put- Independent Samples T-test for Independent Variables

Levene's Test

for Equality of

Variances t-test for Equality of Means
95% Confidence
Mean Interval of the
Sig. (2- Differen Std. Error Difference
F Sig. t df tailed) ce Difference Lower  Upper
Programmes meet labour market equal
needs variances 8,513 .033 -.976 5 .374 -1.200 1.229 -4.3608 1.96088
assumed
equal
variances not -1.633 4.000 .178 -1.2000 73485 -3.2402 .84026
assumed
Programmes have attracted more equal
trainees variances 2540 .172 -.508 5 576 -60000 1.00399 -3.1808 1.98084
assumed
equal
variances not -1.000 4.000 .374 -.60000 .60000 -2.2658 1.06587
assumed
programmes meet trainee's needs equal
variances 2037 .213 .352 5 739 40000 1.13490 -2.5173 3.31736
assumed
equal
variances not 590 4.000 .587 .40000 67823 -1.4830 2.28308
assumed
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Programmes equip trainees with
technical skillsfor self-

employment

equal
variances
assumed
equal
variances not
assumed

2.143

.203

-1.336

-.953

1.207

.239

492

-1.0000

-1.0000

.74833

1.04881

-2.9236

-9.9732

.92365

7.97327

Vocational education has been
given prominence at the lower
levels of schooling

equal
variances
assumed
equal
variances not
assumed

921

.381

.469

371

1.337

.659

761

.40000

.40000

.85323

1.07703

1.79330

-7.3105

2.59330

8.11055

Vocational education has gained
high social acceptance

There is adequate training tools

and equipment

equal
variances
assumed
equal
variances not
assumed
equal
variances
assumed
equal
variances not
assumed

.804

34.286

411

.002

1.641

1.300

-1.464

-2.449

1.337

4.000

162

374

.203

.070

.70000

.70000

-1.2000

-1.2000

42661

.53852

.81976

48990

-.39665

-3.1552

-3.3072

-2.5601

1.79665

4.55528

.90725

16017

There iswell equipped

workshops

equal
variances
assumed

4.586

.085

-.096

188

927

-.10000

1.03827

-2.7689

2.56895



equal
variances not

assumed

-.064

1.146

.958

-.10000

1.55242

-14.778

14.5786

Thereiswell equipped libraries

equal
variances
assumed
equal
variances not
assumed

.399

.556

-.072

-.061

1.436

.945

.959

-.10000

-.10000

1.38492

1.64621

-3.6600

-10.650

3.46005

10.4506

Thetraining equipment are
technologically relevant

The institution provide a variety
of equipment choices

equal
variances
assumed
equal
variances not
assumed
equal
variances
assumed
equal
variances not
assumed

12.857

2.540

.016

72

.945

1581

.598

1.000

4.000

4.000

.388

.189

.576

374

1.00000

1.00000

.40000

.40000

1.05830

.63246

.66933

.40000

-1.7205

-.75598

-1.3206

-.71058

3.72045

2.75598

2.12056

1.51058

Thereis career guidance
department offering career

services

equal
variances
assumed
equal
variances not
assumed

3.729

.069

1.117

1.179

19

18.901

278

.253

52778

52778

47239

44751

-.46095

-.40921

1.51651

1.46476
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Trainees are motivated on career
choice

equal
variances
assumed
equal
variances not
assumed

7.021

.016

1.115

1.026

19 279

11514  .326

.50000

.50000

44863

48721

-.43899 1.43899

-.56653 1.56653

The trainees had prior
knowledge on CTTlstraining
programmes

equal
variances
assumed
equal
variances not
assumed

.059

811

.524

.534

19 .606

18.439  .600

.25000

.25000

47718

46804

-.74876 1.24876

-.73165 1.23165

The trainee is informed about
career paths available

equal
variances
assumed
equal
variances not
assumed

.009

924

1.384

1.376

19 182

16979  .187

.66667

.66667

48163

48461

-.34140 1.67473

-.35587 1.68920

Inadequate career guidance has
negatively influenced career
progression hence low enrolment

equal
variances
assumed
equal
variances not
assumed

2.566

126

-.722

-.769

19 479

18614 451

-.36111

-.36111

.50045

46954

-1.4086 .68634

-1.3453  .62303

the instructors provide guidance
on the importance of vocational

equal
variances
assumed

.169

.685

.000
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.00000

.52240

-1.0934 1.09340



education to enhance further
training

equal
variances not

assumed

.000 18.211

1.000

.00000

51493

-1.0809

1.08093

There is adequate instructors

equal
variances
assumed
equal
variances not
assumed

.080 11

937

.08333

.08333

1.03688

-2.1988

2.36550

Some courses are not offered
due to shortage of instructors

equal
variances
assumed
equal
variances not
assumed

277 11

787

.33333

.33333

1.20185

-2.3119

2.97859

Instructors stay for a short time
after employment

equal
variances
assumed
equal
variances not
assumed

-1.169 11

.267

-1.4167

1.41667

1.21205

-4.0844

1.25104

The instructors have up-to-date
technology to enhance training
capacities

equal
variances
assumed
equal
variances not
assumed

480 11

191

.640

.50000

.50000

1.04083

-1.7909

2.79086



Thereis need to introduce
refresher training for instructors

equal
variances

assumed
Equal
variances not
assumed

411

11

.689

.16667

.16667

40514

-.72505 1.05838
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4.8.1 Alternative Hypothesis Stating

H1:: There is statistically significant mean difference between if relevance of
training programmes influence access to county vocational education as well as

training institutions and managers’ administrative experience;

H1,: There is statistically significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as
training ingtitutions and serving duration of the manager as an administrator in the

current institution;

H1s: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the managers;

H14: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

as training institutions and managers’ age.

4.8.2 Independent T-Test for Managerson Relevance of Vocational Cour ses
and Accessto CVETIs

H1:: There is statistically significant mean difference between if relevance of
training programmes influence access to county vocationa education as well as

training institutions and managers’ administrative experience.
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HO1: There is no statistically significant mean difference between if relevance of
training programmes influence access to county vocationa education as well as

training institutions and managers’ administrative experience.

An independent sample t-test was conducted to compare mean difference between
if relevance of training programmes influence access to county vocationa
education as well as training institutions and managers’ administrative experience.
Since calculated p-value = 0.458> P-value = 0.05, we rgject H1; and conclude that,
thereis no statistically significant mean difference between if relevance of training
programmes influence access to county vocational education as well as training
institutions and managers’ administrative experience (M= 3.111, SD = 1.066), t (5)

=-0.418, P =0.458).

4.8.3 Independent Sample T-Test for Manager s on Adequacy of Training
Equipment and Accessto CVETIs

H1,: There is statistically significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as
training ingtitutions and serving duration of the manager as an administrator in the

current institution.

HO2: There is no statistically significant mean difference between if adequacy of

training equipment influences access to county vocational education as well as
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training institutions and serving duration of the manager as an administrator in the

current institution.

An independent sample t-test was conducted to compare mean difference between
if adequacy of training equipment influences access to county vocational education
as well as training institutions and serving duration of the manager as an
administrator in the current institution. Since calculated p-value = 0.608> P-value
= 0.05, we regject H1» and conclude that, there is no statistically significant mean
difference between if adequacy of training equipment influences access to county
vocational education as well as training institutions and serving duration of the
manager as an administrator in the current institution (M= 2.505, SD = 1.052), t (5)

=-0.259, P = 0.608).

4.8.4 Independent Sample T-Test for Managers on Career Guidance and
Accessto CVETIs

H1s: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the managers.

HOs: Thereisno statisticaly significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the managers.

An independent sample t-test was conducted to compare mean difference between

if career guidance influence access to county vocational education as well as
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training ingtitutions and professional qualification of the managers. Since
calculated p-value = 0.365> P-value = 0.05, we regject H13 and conclude that, there
is no statistically significant mean difference between if career guidance influence
access to county vocational education as well as training institutions and
professional qualification of the managers (M= 2.928, SD = 1.093), t (19) = 0.570,

P = 0.365).

4.8.5 Independent Sample T-Test for Manager s on Adegquacy of Competent
Instructorsand Accessto CVETIs

H14: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

as training institutions and managers’ age.

HOs: There is no statistically significant mean difference between whether
adequacy of competent instructorsinfluences accessto county vocational education

as well as training institutions and managers’ age.

An independent sample t-test was conducted to compare mean difference between
whether adequacy of competent instructors influences access to county vocational
education as well as training institutions and managers’ age. Since calculated p-
value = 0.596> P-value = 0.05, we regject H14 and conclude that, there is no
statistically significant mean between whether adequacy of competent instructors
influences access to county vocational education aswell astraining institutions and

managers’ age (M= 3.076, SD = 1.082), t (11) = 0.312, P = 0.596).
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4.8.6 Statistical Analysisfor Instructorsand Trainees Output

A statistical analysis for instructors and trainees output whose sample was greater
than 30 (n>30) was done. In this case, one-way analysis of variance (ANOV A) was
used. It was the preferred test on mean between two or more variables for
association. The ANOV A was used to test for significant difference between mean

of three or more variables between groups and within groups’ variations.

ANOVA F-test enables the classification and cross-classification of statistical
results to test whether the means of a specific classification have a significant
difference. It enabled the researcher to determine whether the given classification
significantly affect the results and to test the null hypothesis that the means of three
groups of variables are the same against the alternative hypothesisthat not all means
are the same , at a =0.05 level of significance to test the null hypothesis. One way
ANOVA test for instructors out-put on independent variablesis reported in Table

4.40.
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Table4.40

Oneway ANOVA Test for Instructors out-put on Independent Variables

Sum Of Mean
Squares df  Sguare F Sig.

Courses offered meet Between Groups 8.626 3 2.875 2124 .103
labour market Within Groups 112.362 83 1.354
reguirements Total 120.989 86
Courses offered have Between Groups 528 3 176 A37 727
increased theenrolment ~ Within Groups 33.426 83 403

Total 33.954 86
Courses offered equip the  Between Groups 2.305 3 .768 1.029 .384
trainees with employable ~ Within Groups 61.971 83 T47
skills. Total 64.276 86
courses offered equipsthe Between Groups 482 3 161 273 .845
trainees with skills for Within Groups 48.920 83 .589
self-employment Total 49.402 86
Vocational educationand Between Groups 2.092 3 .697 1174 .325
training has been given Within Groups 49.310 83 594
promi nenpe at lower levels Total 51.402 86
of schooling
Vocational education has Between Groups 2.746 3 915 1.169 .327
gained high socia Within Groups 64.978 83 .783
acceptance Total 67.724 86
There is adequate tools Between Groups 1.969 3 .656 .665 .576
and equipment Within Groups 81.962 83 .987
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Total 83.931 86
There iswell equipped Between Groups 2.200 3 733 839 .476
workshops Within Groups 72.513 83 874

Total 74.713 86
There iswell equipped Between Groups 1.248 3 416 1.108 .351
libraries Within Groups 31.166 83 375

Total 32.414 86
Equipment are Between Groups 5.189 3 1.730 2.236 .090
technologically relevant ~ Within Groups 64.214 83 T74

Total 69.402 86
The institution providesa Between Groups 713 3 238 281 .839
variety of equipment Within Groups 70.206 83 .846
choices Total 70.920 86
Career guidance Between Groups 1.905 2 .953 814 447
department Within Groups 98.324 84 1171

Total 100.230 86
Trainees are motivated on Between Groups 2.887 2 1.443 1.142 .324
career choice Within Groups 106.171 84 1.264

Total 109.057 86
Trainees had prior Between Groups 11.493 2 5.746 3.764 .027
knowledge Within Groups 128.231 84 1.527

Total 139.724 86

Between Groups 2.791 2 1.396 975 .382

Within Groups 120.266 84 1.432
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Trainees areinformed Total
about career paths 123.057 86
available
Inadequate career Between Groups 3.601 2 1.801 1454 .239
guidance has negatively ~ Within Groups 104.008 84 1.238
influenced career
progression hence low Total 107.609 86
enrolment
The instructors provide  Between Groups 3.402 2 1.701 1312 .275
guidance on the Within Groups 108.942 84 1.297
importance of vocational
education to enhance Total 112.345 86
further training
Instructors are adequate ~ Between Groups 2.019 3 673 402 752
Within Groups 138.970 83 1.674
Tota 140.989 86
Some courses not offered Between Groups 1251 3 417 454 715
due to shortage of Within Groups 76.266 83 919
instructors Total 77517 86
Instructors stay for ashort Between Groups 13.993 3 4664 4.235 .008
time after employment Within Groups 91.410 83 1.101
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Tota 105.402 86
The instructorshaveup-  Between Groups 284 3 .095 .082 .969
to-date technology to Within Groups 95.371 83 1.149
enhance training capacities Total 95.655 86
There isneed to introduce Between Groups 10.877 3 3.626 2.985 .036
refresher training for Within Groups 100.801 83 1.214
instructors Total 111.678 86
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4.8.7 Alternative Hypothesis Stating

H1:: There is statisticaly significant mean difference between if relevance of
training programmes influence access to county vocational education as well as

training institutions and how long the instructors have been training;

H1.: There is statisticaly significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as

training institutions and serving duration of instructors in the current institution;

H1s: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the instructors;

H14: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

astraining institutions and instructors’ age.

4.8.8 One-Way Anova Test for Instructorson Relevanceto Training
Programmes and Accessto CVETIs

H1:: There is statisticaly significant mean difference between if relevance of
training programmes influence access to county vocational education as well as

training institutions and how long the instructor have been training.

HO1: There is no statistically significant mean difference between if relevance of
training programmes influence access to county vocational education as well as

training institutions and how long the instructors have been training.
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One way ANOVA test was conducted to compare mean difference between if
relevance of training programmes influence access to county vocational education
aswell astraining institutions and how long the instructor have been training. Since
p-value = 0.4518>P-value = 0.05, we reject H1; and conclude that, there is no
statistically significant mean difference between if relevance of training
programmes influence access to county vocational education as well as training
institutions and how long the instructors have been training as determined by one-

way ANOVA (F (3, 83) =1.034, P=0.452).

4.8.9 One-Way ANOVA Test for Instructorson Adequacy of Training
Equipment and Accessto CVETIs

H1.: There is statisticaly significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as

training institutions and serving duration of instructors in the current institution.

HO.: There is no statistically significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as
training institutions and serving duration of instructors in the current institution.
One way ANOVA test was conducted to compare mean difference between if
adequacy of training equipment influences access to county vocational education
as well as training institutions and serving duration of instructors in the current
ingtitution. Since p-value = 0.466>P-value = 0.05, we reject H1, and conclude that,
thereis no statistically significant mean difference between if adequacy of training

equipment influences access to county vocational education as well as training
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ingtitutions and serving duration of instructors in the current institution as

determined by one-way ANOVA (F (3, 83) =1.026, P=0.466).

4.8.10 One-Way Anova Test for Instructorson Career Guidance and Access
toCVETIs

H1s: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the instructors.

HOs: Thereisno statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

professional qualification of the instructors.

One way ANOVA test was conducted to compare mean difference between if
career guidance influence access to county vocational education aswell as training
ingtitutions and professional qualification of the instructors. Since p-value =
0.282>P-value = 0.05, we rgject H13 and conclude that, there is no statistically
significant mean difference between if career guidance influence access to county
vocational education as well as training institutions and professional qualification

of the instructors as determined by one-way ANOVA (F (3, 83) =1.577, P=0.282).

4.8.11 One-Way Anova Test for Adequacy of Competent I nstructors and
Accessto CVETIs

H14: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

astraining institutions and instructors’ age.
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HOs: There is no dtatistically significant mean difference between whether
adequacy of competent instructorsinfluences accessto county vocational education

aswell astraining institutions and instructors’ age.

One way ANOVA test was conducted to compare mean difference between
whether adequacy of competent instructors influences access to county vocational
education as well as training institutions and instructors’ age. Since p-value =
0.496>P-value = 0.05, we rgject H14 and conclude that, there is no statistically
significant mean difference between whether adequacy of competent instructors
influences access to county vocational education aswell astraining institutions and
instructors’ age as determined by one-way ANOVA (F (3, 83) =1.632, P=0.496).
One way ANOVA test for trainees out-put on independent variables is reported in

Table 4.41.

205



Table4.41

Oneway ANOVA Test for Trainees out-put on Independent Variables

Sum of Mean
Squares df Square F Sig.

Enrolled out of peer Between Groups 1.304 1 1.304 1.827 77
encouragement Within Groups 221.155 310 713

Total 222458 311
Desirefor vocational skill ~ Between Groups 555 1 555 1.078 .300
devel opment Within Groups 159.484 310 514

Total 160.038 311
The only training option Between Groups .699 1 .699 1.219 270
available Within Groups 177762 310 573

Total 178462 311
To acquire skills for self- Between Groups .005 1 .005 .010 922
employment Within Groups 148.274 310 478

Total 148.279 311
People with vocational skills Between Groups 2479 1 2479 3.986 047
are perceived successful Within Groups 192.800 310 622

Total 195279 311
Programmes meet |abour Between Groups 8.806 2 4.403 2.822 .061
market needs Within Groups 482.114 309 1.560

Total 490920 311
Programmes have attracted Between Groups 6.346 2 3.173 3.620 .028
more trainees Within Groups 270.833 309 876

Total 277179 311

Between Groups 2.140 2 1.070 2.303 102
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Programmes offered meet ~ Within Groups 143.539 309 465
trainee's needs Total 145.679 311
Programmes offered equip  Between Groups .860 2 430 .699 498
trainees with skillsfor self-  Within Groups 190.060 309 .615
employment Total 190.920 311
Vocational education has Between Groups 399 2 .200 432 .649
been given prominenceat  Within Groups 142.674 309 462
lower levels of schooling Total 143.074 311
Vocational education has Between Groups 428 2 214 q72 463
gained high social Within Groups 85.726 309 277
acceptance Total 86.154 311
Thereis adequate toolsand  Between Groups 486 1 486 540 463
equipment Within Groups 279.100 310 .900

Totd 279.587 311
There iswell equipped Between Groups 797 1 797 483 488
workshops Within Groups 511152 310 1.649

Tota 511.949 311
Thereiswell equipped Between Groups 050 1 050 118 13t
libraries Within Groups 130.822 310 422

Tota 130.872 311
Equipment are Between Groups 287 1 287 247 .619
technologically relevant Within Groups 359.508 310 1.160

Total 350.795 311
The ingtitution provides a Between Groups 1.112 1 1.112 1.174 279
variety of equipment choices Within Groups 203.398 310 .946

Tota 294510 311
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Career department offering  Between Groups 3.802 3 1.267 815 487
career guidance Within Groups 479.195 308 1.556
Total 482997 311
Trainees are motivated on Between Groups 20.438 3 6.813 4.293 .005
career choices Within Groups 488.780 308 1.587
Total 509.218 311
Trainees had prior Between Groups 34.847 3 11616 6.839 .000
knowledge on training Within Groups 523.124 308 1.698
programmesin CTTIs Total 557971 311
Trainees areinformed about Between Groups 24.329 3 8.110 7.118 .000
career paths available for Within Groups 350.889 308 1.139
progression Total 375.218 311
Inadequate career guidance  Between Groups 1.156 3 .385 .746 525
has negatively influenced  Within Groups 159.122 308 517
Zirr((e)clermp;rncigress on hencelow Total 160279 311
The instructors provide Between Groups .586 3 195 244 .866
guidance on the importance  Within Groups 246.334 308 .800
of vocational educgtl.on to Total 246920 311
enhance further training
Adequacy of competent Between Groups .140 1 .140 .635 426
instructorsinfluence access ~ Within Groups 68.475 310 221
to CTTls Total 68.615 311
The ingtitution has adequate  Between Groups 8.642 1 8.642 8.137 .005
Instructors Within Groups 329.242 310 1.062
Total 337.885 311
Between Groups 448 1 448 461 497
Within Groups 300.924 310 971
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There are some courses Total
which are offered due to 301.372 311
inadequacy of instructors
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4.8.12 Alternative Hypothesis Stating

H1:: Thereisstatistically significant mean difference between if demand for TVET

courses as well as accessto CVETIs and trainees’ gender;

H1,: There is statisticaly significant mean difference between if relevance of
training courses influence access to county vocational education aswell astraining

ingtitutions and entry level of the trainees;

H1s: There is statistically significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as

training ingtitutions and level of study of the trainees;

H14: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

trainees’ age;

H1s: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

astraining institutions and trainees’ level of study.

4.8.13 One-Way Anova Test on Trainees Demand for TVET Courses as well
asAccessto CVETIs

H1:: Thereisstatistically significant mean difference between if demand for TVET

courses as well as accessto CVETIs and trainees’ gender.

HO1: There is no statistically significant mean difference between if demand for

TVET courses aswell as accessto CVETIs and trainees’ gender.
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One way ANOVA test was conducted to compare mean difference between if
demand for TVET courses as well as access to CVET]Is and trainees’ gender. Since
p-value = 0.331>P-value = 0.05, we rgject H1: and conclude thereisno statistically
significant mean difference between if demand for TVET courses as well as access
to CVETIs and trainees gender as determined by one-way ANOVA (F (1, 310)
=1.624, P=0.331).

4.8.14 One-Way Anova Test for Trainees on Relevanceto Training courses
and Accessto CVETIs

H1,: There is statisticaly significant mean difference between if relevance of
training courses influence access to county vocational education aswell astraining

ingtitutions and entry level of the trainees.

HO.: There is no statistically significant mean difference between if relevance of
training courses influence access to county vocational education aswell astraining

ingtitutions and entry level of the trainees.

One way ANOVA test was conducted to compare mean difference between if
relevance of training courses influence access to county vocational education as
well astraining institutions and entry level of the trainees. Since p-value = 0.300>P-
value = 0.05, we regject H1> and conclude that, there is no statistically significant
mean difference between relevance of training programmes influence access to
county vocationa education as well as training institutions and entry level of the

trainee as determined by one-way ANOVA (F (1, 310) =1.772, P=0.300).
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4.8.15 One-Way Anova Test for Trainee on Adequacy of Training

Equipment and Accessto CVETIs

H1s: There is statisticaly significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as

training institutions and level of study of the trainees.

HOs: There is no statistically significant mean difference between if adequacy of
training equipment influences access to county vocational education as well as

training institutions and level of study of the trainees.

One way ANOVA test was conducted to compare mean difference between if
adequacy of training equipment influences access to county vocational education
as well as training institutions and level of study of the trainees. Since p-vaue =
0.516>P-value = 0.05, we rgject H13 and conclude that, there is no statistically
significant mean difference between if adequacy of training equipment influences
access to county vocationa education as well as training institutions and level of
study of the trainee as determined by oneway ANOVA (F (1, 310) =0.512,

P=0.520).

4.8.16 One-Way Anova Test for Trainees on Career Guidance and Accessto
CVETIs

H14: There is statistically significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

trainees’ age.
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HO4: Thereisno statisticaly significant mean difference between if career guidance
influence access to county vocational education as well as training institutions and

trainees’ age.

One way ANOVA test was conducted to compare mean difference between if
career guidance influence access to county vocational education aswell astraining
institutions and trainees’ age. Since p-value = 0.314>P-value = 0.05, wergect H14
and conclude that, there is no statistically significant mean difference between if
career guidance influence access to county vocational education aswell astraining
institutions and trainee age as determined by one-way ANOVA (F (1, 310) =3.343,

P=0.310).

4.8.17 One-Way Anova Test for Adequacy of Competent Instructorsand
Accessto CVETIs

H1s: There is statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well

astraining institutions and trainees’ level of study.

HOs: There is no statistically significant mean difference between whether
adequacy of competent instructorsinfluences accessto county vocational education

aswell astraining institutions and trainees’ level of study.

One way ANOVA test was conducted to compare mean difference between
whether adequacy of competent instructors influences access to county vocational

education as well as training institutions and trainees’ level of study. Since p-value
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= 0.309>P-value = 0.05, we reject H1s and conclude that, there is no statistically
significant mean between whether adequacy of competent instructors influences
access to county vocational education as well as training institutions and trainee

level of study as determined by one-way ANOVA (F (1, 310) =3.078, P=0.310).

4. 9 Interview Responses on the Influence of I nstitutional Factors on Access
toCVETIs

Twelve managers were interviewed. These included five female managers and
seven male managers who had served as managers and deputy manager before and
during the devolved governance. According to a mgority of the managers,
enrolment in most of the vocational institutions was noted to be low. Some of the
possible causes were noted to be low socia acceptance for TVET courses, low
campaigns for TVET courses at both primary and secondary levels of schooling
where students are encouraged to pursue university education, negative perception
for TVET path way as compared to academic option and the 100% transition policy

from primary level of schooling to secondary level.

It is at this point where, most of the managers acknowledged the role of career
guidance where it was noted to be a continuous process that should begin at the
lower levels of schooling without isolating the society. The managers narrated that
by design, the existing training courses are the same courses which were being

offered by the former village youth polytechnics and it has been a chalenge to
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attract the KCSE graduates. In their opinion, the training environment that
accommodates KCPE and KCSE graduates contributes to a sense of inferiority
whereit isperceived to be unconducivefor the KCSE graduates with high academic
achievement. The responses on the relevance and adequacy of training facilities
and equipment revealed that, the training facilities and equipment were inadequate,

obsolete, irrelevant and don’t reflect the ones in the industry.

It was established that, most of the vocational institutions don’t reflect the
anticipated standards of TVET institution. This was based on the kind of
infrastructure and furniture used in most of these institutions where the trainees are
using desks similar to the onesused in lower primary level of schooling. In as much
as the managers would wish to improve on the relevance of the infrastructure,
financial challenges were cited to be the most contributor to poor infrastructure and
dilapidated buildings. It was also narrated that, most of the trainees were not able
to pay the levies which in most institutions ranges between ksh 14,800 to 21,700
for the three terms excluding the costs for uniforms, and materials required to be
provided by the trainees and examination fees for the final year students which

amounts to ksh 5,000.

This high cost of training was noted to have led to high dropout rates mostly
towards the examination period when trainees drop out after acquiring minimal

vocational skills but, with no certification which could lead to career progression.
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To curb this problem, some of the managers noted that, they have devised means
to enable the leaners stay in the institutions. The devised means includes the
payment of training feesin kind where, the trainees are required to bring food stuffs
as part of fees. Such kind of arrangement to a large extend could make the
vocational training become more non-attractive. Their responses on the influence
of adequacy competent instructors on the trainees’ access to CVETIs, mgjority of
them narrated that at the point of admission, the trainees have no information about
the instructors’ characteristics and has less influence on access. However, it was
established that instructors don’t attend refresher courses in the industry since the
County Government has not established such programmes which could improve

the quality of training.

Open general responses revealed that, VET in Makueni County has not attracted
the attention of the key educational stakeholders to facilitate grass root level
campaigns which makes VET retain its historical perception that, it’s an inferior
path way as students tend to prepare for academic pathway. The managers had the
feeling that, the 100% transition policy and the Government’s initiative to support
the same is threatening the survival of the CVETIs since for along time the KCPE
graduates have been the majority prospective trainees. To this end, the future of the
CVETIs hangs in balance unless they are upgraded to middle level technical
training institutions in terms of curriculum reforms, human capital development

and infrastructural improvement.

216



CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

The study sought to investigate institutional factors influencing accessto CVETIs
in Makueni County. This chapter presents the summary of the study, the conclusion
based on the research findings, recommendations and suggestion for further studies.
Four research objectives were constructed to guide the collection of the required
data. The objectives of the study were, to investigate the extent to which relevance
of training courses influenced access to CVETIsin Makueni County, to assess the
extent to which the adequacy of training facilities and equipment influenced access
to CVETIs in Makueni County, to evaluate the extent to which career guidance
influenced accessto CVETIsin Makueni County and to find out the extent to which
adequacy of competent instructors influenced access to CVETIs in Makueni

County.

5.2 Summary of the Study

The process of career decision making is a complex and an involving moment in
one’s life especially for the adolescent. It is a critical decision that basic education
graduates need to make at the end of their compulsory basic education to decide
between an academic or Vocational Education and Training (VET) pathway. It is
at this point that, the student should be carefully guided with the changing nature
of jobs and work place requirements in mind. Making an insight career decision is
an important undertaking that creates an opportunity to acquire quality and relevant
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skills, knowledge and other attributes that enables a graduate to participate
competitively in the knowledge economy and remain competitivein the 21% century
labour market. The purpose of this study was to investigate the influence of
institutional factors on access to CVETIs in Makueni County. The researcher
studied 21 out of 28 registered public vocational institutions in Makueni County
where two institutions were used for piloting. The study was guided by Human
Capital Theory (HCT). The study employed descriptive research design. The use
of this design enabled the researcher to obtain needed information by interviewing,
administering a questionnaire to the sampled subjects and making observations.
Questionnaires, document analysis guide and an observation check list was used to

collect data.

Reliability of the research instruments was determined by computing the
Cronbach’s alpha reliability coefficient using Statistical Package for Social Science
(SPSS). A coefficient of more than (0.772) was obtained. Since the reliability
coefficient was above 0.60, the instrument was considered reliable. Qualitative data
from closed ended questions was coded, entered and analyzed using SPSS. The
study used stratified simple random sampling and purposive sampling technigue to
obtain a representative sample of participants since the population was not
homogeneous. The vocational institutions’ managers were purposively selected.
The sampled participantswere, 21 Managers, 87 Instructorsand 316 Trainees. They
represented 75.0%, 87.9% and 20.7 % respectively. Descriptive statistics were

generated and used in describing and discussing the research findings without
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manipulating the respondents’ opinion. The standard deviation was used to measure
how the responses align with the mean and describe the degree of consistency
within the responses. A statistical analysis for managers output — independent
samplet-test for independent variables was done. An independent samplet-test was
conducted to compare mean difference between two categorical variables and test
hypothesis at 95% level of confidence and 5% level of precision. The T-test was
considered to be the most appropriate for this study since the standard deviation
was unknown and the sample size for the managers was less than 30 (n<30). The
preliminary test for normality (homogeneity of variances equality of variance) was

done using levene’s test for equality.

A statistical analysis for instructors and trainees output whose sample was greater
than 30 (n>30), was done using the one-way analysis of variance (ANOVA) asthe
preferred test on mean difference between two or more variables for association.
The ANOVA was used to test for significant difference between mean of three or
more variables between groups and within groups’ variations. It enabled the
researcher to determine whether, the given classification is important in affecting
theresults and to test the null hypothesisthat, the means of three groups of variables
are the same against the alternative hypothesis that, not all means are the same at a
=0.05 level of significance to test the null hypothesis. Qualitative data from
interview and open-ended items in the questionnaire were organized according to
themes and discussed. The analyzed data was presented through tabular

representation of descriptive statistics tables for each variable. Means, Standard
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deviations, a pie chart, bar graphs and frequency distribution tables, were used to
represent the data. Interpretation and analysis of the findings were subjected to a

review by supervisors and peer researchers.

5.3 Summary of Resear ch Findings

This section presents a summary of the findings based on the objectives of the
study.

5.3.1 Influence of Relevant Training Courseson Accessto CVETIsin
Makueni County

The first objective of the study was to investigate the extent to which relevance of
training courses influenced access to CVETIs in Makueni County. The statistical
anaysis indicated that, all the items in this variable had no statistically significant
mean difference between relevance of training courses and access to CVETIs in
Makueni, Kenya. In support, intervieweesindicated that, training courses were the
same courses which were being offered by the former village youth polytechnic
before devolution and there is need for curriculum reforms. It was established that,
to a large extent, the trainees face competence related problems in labour market
based on the training gaps. The results of the study concurred with literature
reviewed that, training courses are the key commodity that informs the choice for
atraining option. Analysis from both the Independent t-test and One way ANOV A
test of hypotheses gave similar conclusive results that showed that, the training

courses offered by CVETIs in Makueni County has an influence on access. This
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shows that, if the training curriculum is reformed to address the labour market
requirements, could lead to high demand for VET courses. It was established that,
training courses offered by CVETIs does not meet the job market requirements. In
average, amajority (73.15 %) of the managers, instructor and trainees revealed that,
the training courses have not attracted prospective trainees who meet the minimum
admission requirements. Thisimpliesthat, the courses which were established long
before, have not kept the phase of advancing technology in the labour market, and
hence could be a contributor to low enrolment in most of the vocational centres

making them to remain non-attractive.

5.3.2 Influence of Relevant Training Facilitiesand Equipment on Accessto
CVETIsin Makueni County

The second objective of the study was to assess the extent to which adequacy of
training facilities and equipment influenced accessto CVETIsin Makueni County.
It was established that, workshops in most cases were not equipped and designed
to fit the purpose, and none of the institutions had alibrary. The available training
equipment were also rated to be technologically irrelevant. In average, 81.27 % of
the respondents rated the training facilities to be inadequate, technologically
irrelevant and unfit for training in the era of advanced technology. This implies
that, the equipment used for training are outdated (obsolete) and not matching with

the onesin the industry.
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The results from inferentia statistics (independent t-test and one way ANOVA)
shows that, relevance of training facilities and equipment is significantly related to
accessin CVETIs. Theinadequacy of relevant training facilities was noted to have
an influence on training and skill development to vocational training graduates,
leading to mismatch of skills among the graduates, which compromises their
employability. The vocational institutions in such state could not be responsive to
employment demands. Such institutions are considered to be unableto stay relevant
and responsive to changing industrial needs, finds it difficult to enhance public
perception on the importance and value of TVET, and therefore they are not in a
position to produce life-long graduates for long life employability who do not

reguire on-the-job training.

5.3.3 Influence of Career Guidanceon Accessto CVET Institutionsin
Makueni County

Thethird objective of the study was to examine the extent to which career guidance
services influence access to CVETIs in Makueni County. In estimating the
contribution of career guidance on access to CVET institutions, statistical analysis
revealed that, career guidance has an influence on accessto CVET institutions. This
evidence was supported by interviewees who noted that, career guidance informs
the decision to enroll for a training course. They too had an opinion that, students
at secondary level of schooling are not prepared to join VET institutions through
proper career guidance. It was reported during the manager’s interview that, those

K CSE graduates who enroll for VET course for some time seem to live an isolated
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life before adopting to the new life. The results from the inferential statistics
(independent t-test and one way ANOVA) shows that, there is no statistically
significant mean difference between career guidance services and access to
CVETIsin Makueni County. Large number of sampled vocational institutions had
no organized and functional career guidance departments. As a result, the
instructors does not provide in-depth information on individual courses. Further,
the instructors had not played their role of continued induction as the trainees
acclimatizeto their new level of training, which could negatively affect the trainees’

ambition for further education and training, leading to low enrolment.

It is worth to note that, the gradual career aspiration development during an
individuals’ early days of development, is shaped by the individual’s social
environment. Roles of parents in mentorship and career guidance of |earners create
a positive and enabling environment for motivating the learners to freely discuss
their learning areas and career preferences. Inadequate career servicesimpliesthat,
the trainees are denied the opportunity to explore the expectations surrounding the
details of their career paths and hence deprived of the advantages that quality
education and training could bring. The provision of in-depth information on the
realities of a particular course could encourage the trainees to progressively enroll

for higher levels of training which could improve the social acceptance of VET.
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5.3.4 Influence of Adequacy of Instructorson Access CVETIsin Makueni
County.

The fourth objective of the study was to find out the extent to which adequacy of
competent instructors influence access to CVETIs in Makueni County. In
estimating the contribution of adequacy of competent instructors on access to
CVET ingtitutions, the statistical analysis showed that, inadequacy of competent
instructors has an influence on access to CVET institutions. During the interview,
it was noted that the institutions are facing acute shortage of instructors which has
limited the training courses they offer. Statistical tests were conducted to compare
mean difference between whether adequacy of competent instructors influences
access to CVET institutions as well as training institutions and managers’ age.
Since calculated p-value = 0.1240> P-value = 0.05, we reject H14 and conclude
that, there is no statistically significant mean difference between whether adequacy
of competent instructors influences access to county vocationa education as well
as training institutions and managers’ age. (M= 3.0762, SD = 1.08236), t (11) =

0.2892, P = 0.1240).

Further, a one way ANOVA was conducted on the trainees and instructors output
to compare mean difference between whether adequacy of competent instructors
influences accessto County vocational education aswell astraining institutions and
instructors’ age. Since p-value = 0.496>P-value = 0.05, we regject H14 and
conclude that, there is no statistically significant mean between whether adequacy

of competent instructors influences access to county vocationa education as well
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as training institutions and instructors’ age as determined by one-way ANOVA (F
(3, 83) =1.5512, P=0.496). It was revealed that instructors related factors have
influence on access to CVETIs in Makueni County. This study reveaed the
institutions were poorly staffed and most of the instructors had low training
qualifications. In effect the institutions were not in a position to offer some of the

courses which could attract more trainees due to their prevailing demand.

It was also revealed that instructors have never had an opportunity to attend
refresher coursesin theindustry and there no structured policy in the county support
such an important programme for capacity building. This implies that the
instructors have inadequate industrial experiences and are unable to transfer the
industrial working culture to the trainees. The instructors’ lack of industrial
exposure is an indication of skill deficiency and other competency gaps that may
compromise the relevance of VET, hence making it non-attractive. Basically, the
relevance of VET is measured by how the vocationa graduates perform in the
world of work and not only through academic achievement which brings about

certification at the completion of the training course.

5.4 Conclusion

The study sought to investigate institutional factors influencing accessto CVETIs
in Makueni County. The findings of this study showed that, institutional factors

have significantly influenced access to CVETIs in Makueni County. It was
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established that, training courses offered by the CVETIs does not meet the job
market requirements. The findings of the study indicated that, the courses offered
by VET institutions have not attracted prospective trainees who meet the minimum
admission requirements. Thisimpliesthat, the courses which were established long
before, have not kept the phase of advancing technology in the labour market hence
could be a contributor to low enrolment in most of the vocational centres making
them to remain non-attractive. CVET institutions are poorly equipped and their
buildings are dilapidated except a few, due to poor maintenance and repair. This
has made VET have low image as compared to other institutions of higher learning

whose general appearanceis appealing in terms physical facilities.

Theinadequacy of training facilities and equipment has denied the trainees’ hands-
on-experience since the trainees do not spent most of their time in workshops. It
was noted that the institutions do not provide adequate training materials and the
trainees are expected to buy. The cost of the training materialsincreased the cost of
training which could be a barrier to those prospective trainees who could not afford
and hence reduces the demand for VET which leadsto |ow enrolment. In evaluating
the contribution of career guidance on access to vocational education and training
ingtitutions, the quantitative descriptive results from the questionnaires showed
that, career guidance has an influence on accessto vocational education and training
ingtitutions. The study found that most of the sampled vocationa institutions had
no organized and functional career guidance departments. As a result, the

instructors does not provide in-depth information on individual courses. Further,
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the instructors had not played their role of continued induction as the trainees
acclimatizeto their new level of training which could negatively affect the trainees’
ambition for further education and training leading to low enrolment. The study
revealed that, vocational education and training has not gained a high socia
acceptance in the county. Inadequate career services implies that the trainees are
denied the opportunity to explore the expectations surrounding the details of their

career paths.

The provision of in-depth information on the readlities of a particular course could
encourage the trainees to progressively enroll for higher levels of Vocational
Education and Training which could improve their productivity and hence increase
their chances of employment. The study found out that most of the CVET
ingtitutions have inadequately trained instructors. The instructors have inadequate
industrial experiences and are unable to transfer the industrial working culture to
the trainees. The available training equipment were also rated to be outdated and

technologically irrelevant.

5.5 Recommendations of the Study

The main focus of this study was to improve the quality of skill development and
increase the trainees’ enrolment. The findings of the study revealed that enrolment
in County vocationa institutions has remained low in Makueni County.

Consequently, the following recommendations have been made;
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(1) There is need to review the vocational education and training curriculum to
provide training opportunities and career advancement that equip the trainees with
market oriented knowledge, skills and appropriate attitudes which are key
ingredients required for formal and informal employment;

(2) Considering the continuous technological advancement, the County
Government of Makueni should consider revenue diversification, to finance the
provision of technologically relevant training equipment, in order to enhance the
provision of technologically supported training opportunities for the trainees;

(3) The County Government should consider refurbishment and upgrading of the
existing old buildings to meet the expected standards of an institution of higher
learning since most of the buildings are dilapidated and their appearance is not
appealing;

(4) The institutions should establish functional career guidance departments and
provide in-depth information about individual course requirements and progressive
training path ways available;

(5) Career guidance on vocationa education to be introduced at the lower level of

basic education;

(6) The government should establish a strategic and sustai nable campaign platforms
for TVET targeting the parents, guardians and other members of the larger society
who participate in the process of assisting the youth on making a choice for a

training path way;
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(7) Thereisneed to re-plan financing TVET in Kenya. Only those Countries which
have made deliberate commitment to invest in TVET have made a mile stone in
enhancing sustainable skill development;

(8 The County Government should consider to review the Vocational Education
and Training managers’ and instructors’ terms of employment and remuneration.
Based on the findings only 4% from the sampled institutes of the managers are
under permanent terms of employment and none of the instructors;

(9) Created a sustainable linkages and collaboration with the private sector,
employers and the labour market;

(20) The industry to Provide opportunities for CVET Managers and instructors to

regularly update their training experience.

The recommendations are in line with TVETA strategic plan 2019-2023 which
focuses on quality and relevance, funding and financing, access and inclusivity to
realize the big four agenda. Access and inclusivity encompasses the efforts to
ensure that, all trainees regardless of origin and status have access to TVET
programmes, which meet the quality training standards equitably to males, females,
marginalized, underprivileged and the People with Disabilities (PWDs). The
strategic area addresses re-branding and promotion of TVET amongst learners and
labour market. It also addresses policy and research as well as benchmarking and

adopting relevant international examples of good practice.
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Finally, this area includes the strengthening of TVET providers and trainers, and
the relationships with the County Governments in relation to TVET development.
The focus and support to this strategic area would enhance advocacy, re-branding
and repositioning of TVET, promote gender equity and equal opportunities in
TVET, promote access and inclusivity, and strengthen the engagement with County
Governments and other stakeholders on the development of TVET (Republic of
Kenya, 2019). Quality and relevance focuses on the core of TVET delivery,
encompassing the setting of standards, regulating, inspecting, registering, licensing
and quality assurance of TVET institutions, programmes and trainers, which all

form part of the TVET QA- Framework.

Quality and relevance also relate to and impacts the management of the TVET sub-
sector as awhole and the rel ationships with labour market and stakeholders. These
strategic areas are also chosen as they reflect the most common themes in national
and international TVET policy, strategy and development. The implementation of
this strategic area would develop comprehensive training standards, develop and
improve the engagement with education and training stakeholders, improve TVET

ingtitutions and other training providers (Republic of Kenya, 2019).

5.6 Suggestion for Further Studies

The current study focused on the contribution of institutional factors on access to
County Vocationa Education and Training institutions in Makueni County. The

current study recommends that:
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1). Although the study to a large extent achieved the objectives set, there were
notable gaps that coupled with the limitations of this; necessitate further studies to
be carried out in other Counties,

2). A study to be carried out to investigate the contribution of NGOs, the
community, parents and guardians on access to County Vocational Education and
Training institutions,

3). A study to be carried out on an assessment on the adoption of rapid change in
technology and skill development in County Technical Training Institutions.

4). The study established that, Makueni County has recorded a very low enrolment
in most vocational institutions whose capacity is underutilized. The low enrolment
is an indicator that, there is a serious problem in TVET sub-sector which calls for

further investigation.
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APPENDICES
APPENDIX 1

INTRODUCTION LETTER
Department of Educational
Management, Policy and
Curriculum Studies
University of Nairobi
P.O BOX 30197-00100,
Nairobi.
10"/06/2019
The Manager,
Dear Sir/ Madam,
REF: REQUEST TO CARRY OUT RESEARCH IN YOUR INSTITUTION
| am Ngulu Onesmus Mutuku a Doctorate student at the University of Nairobi. |
am conducting a research on “Institutional factors influencing access to County
Vocational Education and Training Institutions in Makueni Kenya”. | kindly ask
you to allow me to conduct research in your institution. Confidentiality and the
identity of the respondents will be treated as strictly confidential.
Thank you.

Y ours faithfully,
g

Onesmus Ngulu.
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APPENDIX I1:

QUESTIONNAIRE FOR MANAGERS
Introduction
Thisisacounty wide study and your vocational institution was randomly selected
to participate. In this regard, your participation is paramount to this study. Please
respond to all questionnaireitems. Y our responses and opinion will be treated with
confidentiality and for an academic purpose only. The questionnaire is designed to
help assesstheinstitutional factorsinfluencing accessto County Technical Training
Institutions in Makueni. Y ou are requested to provide answersto these questions as
honestly and precisely as possible.
SECTION A: Background information
Please tick [V] where appropriate or fill in the required information on the spaces
provided.

1. Indicate your gender? Male[ ] Femae [ ]

2. Indicate your age bracket.

i) Below 40 years|[ |

ii)41-50years|[ ]

iii)bl-60years [ ]

3. What is your professional qualification?

i) Master Degree[ |

ii) Bachelor’s Degree [ ]
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iii) Diploma[ ]

iv) Craft certificate[ ]

4. What is your administrative experience?

i)1-5years[ |

i) 6-10years[ |

i) 11-15years [ |

iv) 16 and above[ |

5. How long have served as an administrator in this institution?

i) Below lyear|[ |

ii) 1- Syears[ ]

iii) 6- 10 years[ |

iv) 1lyearsand above [ ]

6. Indicate the categories of levels of qualifications offered.

i) Higher diploma [ ]

i) Diploma [ ]

iii) Artisan grades [ ]

iv) Craft certificate [ ]
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SECTION B: Relevance of vocational training courses and accessto CTTIs

7 inyour opinion, doestherelevance of vocational training coursesinfluence access

to vocational education and training?

YES [ ] NO [ ]

8. How do you rate the following statements as they relate to access to CTTIS?
Please indicate by ticking strongly agree (SA), Agree (A), NOT SURE (NS)

Disagree (D), strongly disagree (SD).

SINO | Statement SA|A |NS|D |SD
a) The courses offered meets |abour market needs

b) The courses offered has attracted more trainees

C) The courses offered meets the trainee’s needs

d) The courses offered equips the trainees with

technical skills necessary for self-employment

€) Vocational education has been given

prominence at lower levels of schooling

f) Vocational education has gained high social

acceptance

9. How long has the institution been offering these courses? -------------- years

10. What informed their development?

i) Industrial needs[ ]
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i) Social demand [ ]

i) Copied from existing institutions [ ]

11. Have they been upgraded to align them with the changing technology?

YES[ ]

NO[ ]

12. In the table below indicate the number of trainees enrolled in various courses

for the years indicated and the capacity of your institution.

Y ear 2014 2015 2016 2017 2018

Capacity

Enrolment

Section C: Adequacy of training equipment and accessto CTTIs

13. In your opinion, does the nature and availability of training tools and equipment

influence accessto CVETIS?

YES [ ]

NO [ ]

14. Does the institution provide adequate training materials for practical course

work?
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YES [ ]

NO [ ]

If NO, where do the trainees get them from?

Buy [ ]

Learntheoryonly [ ]

Usewhat isavailable[ ]

15. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS), 4 (agree-A) 5

(strongly agree SA)

S/INO | STATEMENT SD| D NS|A|SA

a) There is adequate training tools and equi pment

b) There iswell equipped workshops

C) Thereiswell equipped libraries

d) The training equipment are technologically
relevant
€) The institution provides a variety of equipment
choices

SECTION D: Career guidance and trainee’s access to CVETIs

16. (). Does theinstitution provide career guidance programmes?

YES [ ]
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NO [ ]

(b). In your opinion does career guidance influence accessto CVETIS?

YES [ ]

NO [ ]

17. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 (Not sure NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD | D|NS|A | SA

a) | Thereis career guidance department offering career
advice

b) | Theinstitution providesin-depth information on the
realities of individual courses

c) | Thetrainee had prior knowledge on training courses
CTTI

d) | Thetraineeisinformed about career paths available

e) | Inadequate career guidance has negatively
influenced career progression hence low enrolment

f) | Theinstructors provide guidance on the importance
of vocational education to enhance further training

SECTION E: Adeguacy of competent instructors and accessto CTTI

18. In your opinion does the adequacy of competent instructors influence access to

CVETISs?
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YES [ ]

NO [ ]

EXPlaIN YOU @NSIET ........oiiiiiieieeie sttt sttt sae et e sse e e e

19. Are theinstructors in your institution trained to handle the Competency Based

Education, Training and Assessment?

Yes [ ]

No [ ]

20. Indicate the number of instructors under the following categories in the table

bellow;

Terms of engagement | Trained Untrained

Permanent

Contract

Temporary

21. a) Do the trainers attend refresher courses in the industry to equip them with

knowledge of the evolving industry needs?

YES [ ] NO [ ]

b) If yes, how often?
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i) Every year [ ]

ii) After every two years [ ]

iii) After five years [ ]

¢) How long does the refresher course take?

i) A week [ ]
i) A month [ ]
iii) Two months [ ]

22. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD|D |[NS| A |SA
a | Theingtitution has adequate instructors

The are some courses which are not offered due

to shortage of instructors

c | Instructors stay for a short time after

employment

d | The instructors have up-to-date technology to

enhance training capacities

e | Thereisneed to introduce refresher training for

instructors

Thank you for participation.

246



APPENDIX I11:

QUESTIONNAIRE FOR INSTRUCTORS
Introduction
Thisisacounty wide study and your vocational institution was randomly selected
to participate. In this regard, your participation is paramount to this study. Please
respond to all questionnaireitems. Y our responses and opinion will be treated with
confidentiality and for an academic purpose only. The questionnaire is designed to
help assess the institutional factors influencing access to County Vocationa
Education and Training Institutions in Makueni. You are requested to provide
responses to these questions as honestly and precisely as possible.
SECTION A: Background information
Please tick [V] where appropriate or fill in the required information on the spaces
provided.

1. Indicate your gender? Male[ ] Femae [ ]

2. Indicate your age bracket.

i) Below 40 years [ ]
ii) 41 - 50 years [ ]
iii) 51 - 60 years [ ]

3. What is your professional qualification?

i) Master Degree [ ]

ii) Bachelor’s Degree [ ]
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iii) Diploma [ ]

iv) Craft certificate [ ]

V) Untrained [ ]

4. For how long have you been training?

i) 1-5years [ ]

i) 6-10 years [ ]

iii) 11 - 15 years [ ]

iv) 16 and above [ ]

5. How long have served as an instructor in this institution?

i) Below 1 year [ ]
i) 1- Syears [ ]
iii) 6- 10 years [ ]

iv) 1lyearsand above [ ]

6. Indicate the categories of levels of qualifications offered.

i) Higher diploma [ ]

ii) Diploma [ ]

iii) Artisangrades [ ]
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iv) Craft certificate [ ]

SECTION B: Relevance of vocational training courses and accessto CVETIs

7. In your opinion, does the relevance of vocational training courses influence

access to vocational education and training?

YES [ ] NO [ 1]

8. How do you rate the following statements as they relate to access to CTTIS?
Please indicate by ticking strongly agree (SA), Agree (A), NOT SURE (NS)

Disagree (D), strongly disagree (SD).

S/NO | Statement SA|A NS|D|SD
a) The courses offered meets labour market needs

b) The courses offered has attracted more trainees

C) The courses offered meets the trainee’s needs

d) The courses offered equips the trainees with

technical skills necessary for self-employment

€) Vocational education and training has been
given prominence at lower levels of schooling
f) Vocational education has gained high social
acceptance

9. How long has the institution been offering these courses?.................... years

10. What informed their development?

i) Industrial needs [ ]
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i) Social demand [ ]

iii) Copied from existing institutions [ |

11. Have they been upgraded to align them with the changing technology?

YES [ ]

NO [ ]

12. In the table below indicate the number of trainees enrolled in the courses you

train for the yearsindicated.

Y ear 2014 2015 2016 2017 2018

capacity

Enrolment

Section C: Adequacy of training equipment and accessto CTTI

13. In your opinion, does the nature and availability of training tools and equi pment

influence accessto CVETIS?

YES [ ]

NO [ ]
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14. Does the institution provide adequate training materials for practical course

work?

YES [ ]

NO [ ]

If NO, where do the trainees get them from?

Buy [ ]
Learn theory only [ ]
Use what isavailable [ ]

15. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS), 4 (agree-A) 5

(strongly agree SA)

SINO | STATEMENT SD| D NS|A|SA

a) There is adequate training tools and equi pment

b) There iswell equipped workshops

C) Thereiswell equipped libraries

d) The training equipment are technologically

relevant

e The institution provides a variety of equipment

choices

SECTION D: Career guidance and trainee’s access to CTTIs
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16. (). Does theinstitution provide career guidance services?

YES [ ]

NO [ ]

(b). In your opinion does career guidance influence accessto CVETIS?

YES [ ]

NO [ ]

17. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 (Not sure NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD | D|NS|A | SA

a) | Thereis career guidance department offering career
advice

b) | Theinstitution providesin-depth information on the
realities of individual courses

c) | Thetrainee had prior knowledge on training courses
CTTI

d) | Thetraineeisinformed about career paths available

€) | Inadequate career guidance has negatively
influenced career progression hence low enrolment

f) | Theinstructors provide guidance on the importance
of vocational education to enhance further training

SECTION E: Adequacy of competent instructors and accessto CTTI
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18. In your opinion does the adequacy of competent instructors influence access to

CVETIS?
YES [ ]
NO [ ]

EXPlaIN YOUr GNSWET .........eceeiieeiesieesiesie e te st e e st ste e s e esesseesaesseesseeaesseenseeneensens

19. As an instructor have you been trained to handle the Competency Based

Education, Training and Assessment (CBETA)?

Yes [ ]

No [ ]

20. a) Do the instructors attend refresher courses in the industry to equip them with

knowledge of the evolving industry needs?

YES [ ]

NO [ ]

b) If yes, how often?

i) Every year [ ]
ii) after every two years [ ]
i) after five years [ ]

¢) How long does the refresher course take?
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i) aweek [ ]

i) amonth [ ]

iii) two months [ ]

21. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD D |NS | A |SA

a | Theingtitution has adequate instructors

The are some courses which are not offered due
to shortage of instructors

c | Instructors stay for a short time after

employment

d | The instructors have up-to-date technology to

enhance training capacities

e | Thereisneed to introduce refresher training for

instructors

Thank you for participation.
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Appendix IV:
QUESTIONNAIRE FOR TRAINEES
The questionnaire is designed to help assess the institutional factors influencing
access to County Vocational Education and Training Institutions in Makueni
County. Please tick [V] where appropriate or fill in the required information on the
spaces provided.
SECTION A: Background information

1. Indicate your gender? Male[ ] Femade [ ]

2. Indicate your age bracket.

Below 15 years [ ]
15 - 20 years [ ]
21 - 25 years [ ]

Above 25 years [ ]

3. Level of study

a) Artisangrade lll [ ]

b) Artisan grade 1 [ ]

c) Artisan grade | [ ]

4.(a) Indicate your entry.

KCPE[ ] KCSE[ ]
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Artisangrade Il [ ] Artisangradell [ ]

Others[ ]specify......ccovviiiiiiiiiiinnnnnn.

b). Indicate the training course you are taking in this institution....................

¢) How did you first learn about the vocational education and training option?

i.  Through family members [ ]

ii.  Through friends/peers [ ]
iii.  Through the media [ ]
iv.  Through self-discovery [ ]
v.  Through teachers in the previous school [ ]

SECTION B: Demand for TVET courses and accessto CVETIs.

5. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD D |NS | A |SA

a | | enrolled out of encouragement from my peers

| enrolled because of my desire for vocational
skill development

c | I enrolled to acquire skills for self-employment

d || enrolled because it was the only training
option available

e || enrolled because people with vocational skills

are perceived successful in the society

SECTION C: Relevance of training courses and accessto CVETIs
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6. How do you rate the following statements as they relate to access to CTTIS?

Please indicate by ticking strongly agree (SA), Agree (A), NOT SURE (NS)

Disagree (D), strongly disagree (SD).

S/NO | Statement NS SD
a) The courses offered meets |abour market needs
b) The courses offered has attracted more trainees
C) The courses offered meets the trainee’s needs
d) The courses offered equips the trainees with
technical skills necessary for self-employment
€) Vocational education has been given
prominence at lower levels of schooling
f) Vocational education has gained high social
acceptance

SECTION D: Adequacy of training equipment and accessto CTTI

7. In your opinion, does the nature and availability of training tools and equipment

influence accessto CTTI?

YES|

1 NO[ ]

8. Does the ingtitution provide adequate training materials for practical course

work? YES [ ] NO[ ]

If NO, where do the trainees get them from?

Buy

[ ]

learn theory only [ ]
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usewhat isavailable [ ]

9. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS), 4 (agree-A) 5

(strongly agree SA)

SINO | STATEMENT SD| D NS|A|SA

a) There is adequate training tools and equi pment

b) There iswell equipped workshops

C) Thereiswell equipped libraries

d) The training equipment are technologically
relevant
e The institution provides a variety of equipment
choices

SECTION E: Career guidance and accessto CTTls

10. a) Does the institution provide career guidance programmes?

YES[ ] NOJ[ ]

b) Does career guidance influence trainees’ access to CTTIs?

YES[ ] NO[ ]

11. To what extent do you agree with the following statements? Use a scale of 1-5
where: 1(strongly disagree-SD), 2 (disagree-D), 3 (Not sure NS) 4 (agree-A) 5

(strongly agree SA)
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Statement

SD

NS

Thereis career guidance department offering career
advice

Theinstitution providesin-depth information on the
realities of individual courses

Thetrainee had prior knowledge on training courses
CTTI

Thetraineeisinformed about career paths available

Inadequate career guidance has negatively
influenced career progression hence low enrolment

f)

Theinstructors provide guidance on the importance
of vocational education to enhance further training

SECTION F. Adequacy of competent instructors and accessto CTTI.

12. In your opinion does the adequacy of competent instructors influence access to

CTTIS?YES[ ] NOJ[ ]

12. To what extent do you agree with the following statements? Use a scale of 1-5

where: 1(strongly disagree-SD), 2 (disagree-D), 3 Not sure (NS) 4 (agree-A) 5

(strongly agree SA)

Statement SD

NS

The institution has adeguate instructors

B | Theare some courses which are not offered due
to shortage of instructors

C |Instructors stay for a short time after
employment

D | The instructors have up-to-date technology to

enhance training capacities
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E | Thereisneed to introduce refresher training for
instructors

13. Briefly state the challenges faced by the youth in joining vocational education

and traiNiNG INSHTULIONS .......ccveiieieciesie e see e st ee e e sseeneesneenneas

Thank you for participation.

260



APPENDIX V

INTERVIEW SCHEDULE MANAGERS
1. a) Enrolment in vocational education has been akey concern as the young people
graduating annually from secondary school system increase at high rate. How is

enrolment in your institution?

b). if the enrolment islow, what could be underlying issues?

2. @ The main objective of vocationa education and training is to equip the
vocational education and training graduates with employable skills. Do the training

courses meet this critical objective?

b). How often do the CVETIs carry out academic research to inform the designing

of thelir training courses?

3. @) Adeqguate training facilities and equipment are key element for enhancing
relevance of vocational education and training. Does the institution have adequate

facilities and equipment?

b). Can inadequacy of training facilities and equiment lead to low enrolment?

4. a) Does the institution have adequate and well trained instructors?

Yes[ ]No[ ]

b) If No, can the inadequacy of well-trained instructors lead to low enrolment?

c) Do the trainers attend refresher courses in the industry to meet the evolving
industry needs? Yes[ | No[ ].If yeshow isit organized in terms of time

and the key players?
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5. To what extent has the county informed the prospective trainees about the
training opportunities in CVETIs in order to increase trainee’s access to vocational

education and training?

Thank you for your participation.
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OBSERVATION CHECK LIST

APPENDIX VI

Resources

Available

Not available

Adequately

equipped

Inadequate

equipped

1 | Workshops

2 Libraries

3 | Training equipment

4 | Training materials

5 | Furniture/  working
tables

6 Tools

The rating in the observation was based on the key;

Poor- when the facility or equipment not observed,

Fair- when the facility was observed but not adequately equipped based on the

number of trainees enrolled for a particular trade,

Good-when the facility is observed and considered adequately equipped based on

the number of trainees taking that particular course and

Very good-when the facility is observed and had more training equipment than the

enrolled trainees in that particular course.
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APPENDIX VII

DOCUMENT ANALYSIS

Required Document to check comments
information
Al | Training materials Procurement records
inventory
A2 | Career guidance Career guidance departmental
services minutes and records
A3 | Training courses Admission letters, brochures
A4 | Enrolment from Enrolment records, admission
2015-2019 records, class attendance
register
A5 | Instructors capacity | Records of workshops and
building industrial attachment attended
A6 | Past KCSE results Records from education county
offices
A7 | County VET Records from department of
enrolment education and ICT Directorate
technical training
A8 Entry behavior Admission policy, individual

records for sampled trainees
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APPENDIX VIII

RESEARCH LICENSE

| REPUBLICOF KENYA NATIONAL COMMISSION FOR

: SCIENCE, TECHNOLOGY & INNOVATION

! RefMNo: 62299 Date of Issue: 09/September/2019 :
! RESEARCH LICENSE

A _

This is to Certify that Mr.. ONESMUS NGULU of University of Nairobi, has been licensed to conduct research in Makueni on the
| topic: INSTITUTIONAL FACTORS INFLUENCING ACCESS TO COUNTY VOCATIONAL EDUCATION AND TRAINING
i INSTITUTIONS IN MAKUENI COUNTY, KENYA for the period ending : 09/September/2020,

¢ License No: NACOSTUP/19/1152

! PR \\\&?flzl.

H ok fﬁﬁi%l]’ﬁwim Number Dircctor General :
e o NATIONAL COMMISSION FOR :
g / SUIENCE, TECHNOLOGY &

Ué" INNOVATION i

: NOTE: This is a computer generated License. To verify the authenticity of this document,
H Scan the QR Code using QR scanner application,

THE SCIENCE, TECHNOLOGY AND INNOVATION ACT, 2013

The Graut of e Livases is Guided by (the Scicnce, T and anon (Research L i 2014
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CONDITIONS

1. The License is valid for the proposed research, location and specified period

2. The License any rights thereunder are non-transferable

3. The Licensee shall inform the relevant County Governor and County Commissioner before commencement of the research

4. Excavation, filming and collection of specimens are subject to further necessary clearence from relevant Government Agencies

5. The License does not give suthority to tranfer reséarch materials

6. NACOSTI may monitor and evaluate the licensed research project

7. The Licensee shall submit one hard copy and upload a soft copy of their final report (thesis) within one of completion of the research
8. NACOSTI reserves the right to modify the conditions of the License including cancellation without prior notice

Matignal Commission for Science, Technology and Innovation off Waivaki Way, Upper Kabete,
P. 0. Box 30623, 00100 Nairobi, KENYA
Land line: 020 4007000, 020 2241349, 020 3310571, 020 8001677
Mobile: 0713 788 T87 / 0735 404 245
E-mail; dg@nacosti go ke / registry@@nacosti go ke
Website: www.nacosti. go.ke {)
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APPENDIX VIII

RESEARCH AUTHORIZATION FROM COUNTY COMMISSIONER.

THE PRESIDENCY

MINISTRY OF INTERIOR AND COORDINATION OF NATIONAL GOVERNMENT
Telegram: COUNTY COMMISSIONER
Telephone: 0743-987-177 MAKUENI COUNTY
Fax: P.0. Box 1-90300
Email: cc.makueni@interior.go.ke MAKUENI
Ref: MKN/CC/ADM.6/1 VOL.III/245 19% September, 2019
Onesmus Ngulu

University of Nairobi
P.0.Box 92 - 00902
KIKUYU

RE: RESEARCH AUTHORIZATION

Reference is made to Director General National Commission for Science Technology
and Innovation Research License Ref. No. NACOSTI/P/19/1152 dated
9th September, 2019 on the above subject.

You are hereby authorized to undertake research on “Institutional Factors
Influence Access to County Vocational Education and Training Institutions in
Makueni County” for a period ending 9t September, 2020.

By a copy of this letter the Deputy County Commissioners are requested to give you
the necessary assistance.

4

B.K. NICHOLAS
FOR: COUNTY COMMISSIONER
MAKUENI

c.c
County Director of Education

MAKUENI COUNTY

Deputy County Commissioner
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