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Chapter 1 

Introduction 

In the 1970s Kenya experienced a virtual boom in technical t raining init-
iatives. Reforms in public sector apprent ice- and technician t raining pro-
g rammes and the introduction of industrial education in secondary schools 
ran parallel to initiatives in the private sector. T h e out-of-school Village 
Polytechnic movement swept over the country and the H a r a m b e e In-
stitutes of Technology were launched by the country 's prominent pol-
iticians and notabilities. O n top of the local initiatives, foreign donors en-
tered the scene. 

Th i s was a shift in at tention from academic to technical training and ed-
ucation, which raises a n u m b e r of interesting questions about the causes 
and effects of the new interest. Certainly, the shift reflects not only a grow-
ing awareness of the need for h u m a n resource development but also 
changes in the labour market . - But how? - And how will the industrial 
t ra ining boom affect the labour market in the future? In the first place can 
one observe connections between training and labour relations? T h e study 
addresses these questions. 

It was also in the 1970s, after the economic boom of the 1960s, Kenya 
s tar ted to feel the pinch of the global recession. Rising prices for energy 
and inputs from 1973-74 onwards reinforced problems that were already 
observable, such as the high costs of product ion and declining investments 
in industry. T h e r e was an incipient awareness in some circles that radical 
changes had to be launched to cope with serious issues such as the land-
quest ion and the future of agriculture and industry, in order to prevent the 
social tensions of un- and underemployment from exploding. In a single 
phrase the problems were expressed by the then Minister of Finance and 
Planning, Mwai Kibaki: " T h e era of easy options is over". 

But what were the options for the fu ture and who was to decide and im-
plement a strategy which would prevent the crisis from deepening? 

This was the context in which the technical t raining boom of the 1970s 
was set. And it is in the context of a changing climate of industrial produc-
tion this study has analysed the t raining policies and practices of the pub-
lic and private sector. 
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Observations on industrial development trends 

Industr ia l policy in Kenya in the 1960s to mid 1970s followed the basic 
pat tern of import subst i tut ion (ISI) . Relying heavily on direct foreign in-
vestment and protection of local industry, fuel, material and machinery 
imports have been high. T h e protection of local industry — in the form of 
special impor t bans and tariffs, low-interest state loans, duty-exemptions 
on intermediate inputs and machinery, etc. is connected with high costs in 
Kenya ' s manufac tu r ing industry. T h e core of the pa t te rn , as it has been 
seen by many analysts is the dominat ion of mult inat ional corporat ions, 
consumer goods industries with limited linkage effects and limited employ-
ment generat ion (e.g. R. Kapl insky 1978). 

The re has been a substant ia l increase in the contr ibut ion of food, drink 
and tobacco, and metal products have continued to increase their weight 
since independence. A n u m b e r of indicators show that import subst i tut ion 
has been carried far in a n u m b e r of consumer goods industries, while cap-
ital goods are still basically being imported. 

To summarize , Kenyan industry developed the following features dur-
ing the protective import substi tution phase: Manufac tu r ing has been one 
of the economy's fastest growing sectors. Since Independence to the mid-
19703 the annua l average growth rate was 9.5 per cent compared to 6.0 per 
cent per year for total GDP. Manufac tu r ing output increased 3/4 times 
and employment in manufac tur ing rose about 2'/2 times. 

T h e share of manufac tu r ing in G D P has risen from 10 per cent in 1964 
to 13 per cent in 1979. Between 1972 and 1977 manufac tu r ing growth, still 
based on the "soft op t ion" of protected import subst i tut ion, was at an an-
nual rate of 10.5 per cent, about twice the rate of growth of the economy as 
a whole. Growth in the manufac tur ing sector slowed down with the vol-
ume of ou tput rising 7.1 per cent in 1979 and only 4.6 per cent in 1980 after 
sharp rises of 15.9 per cent and 12.6 per cent in 1977 and 1978. Wage em-
ployment in the pr ivate manufac tur ing sector increased by 6 per cent in 
1979, employment in this sector rising to about 112.000 in 1979. (M. God-
frey 1981). T h e proport ion of value added declined from 28.6 per cent in 
1963 to 22.4 per cent in 1975. By world s tandards the prices of goods 
manufac tured in Kenya are extremely high. 

It would be wrong to interpret the moderate growth rate in 1979 and 
1980 as a collapse in the growth of manufac tur ing following the exhaust ion 
of easy opportuni t ies . However, the drive towards a shift in industrial de-
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Some specialization takes place in general engineering: (a) vessels. 

(b) trailers. 
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(c) agricultural equipment. 

velopment policy had already begun then. T h e rat ionale for a move to-
wards a competetive export oriented strategy was set out in a n u m b e r of 
plan documents (e.g. Sessional Paper No. 4, 1980). T h e drive for a shift 
did not so much come from the inside. In fact industrial and commercial 
interest groups objected while stronger forces like the World Bank pushed 
strongly to reduce protect ionism in Kenyan industry. While the struggle 
goes on about the rate in which protectionist measures are to be phased 
out, the prospects of export manufac tur ing at the beginning of the 1980s 
are hampered by protectionist measures of industrialized countries, by a 
weak export basis f rom where to s tar t (86 pet. of Kenyan export goes to 
other developing countries) , and by a high cost s t ructure in manufac tu r -
ing. 

There was little backing in the World Bank office itself or in the K e n y a n 
Government for ideas developed in an extensive — but unpubl ished — 
World Bank s tudy (1980) on potential linkage industries in Kenya . T h e re-
port concludes that substant ia l progress in industry can only be made if 
Kenya begins to move into technically more advanced stages of engi-
neering-oriented industry. T h e report suggested, this should begin at once, 
because it will require a long learning process to produce the necessary 
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skills, and for K e n y a n firms to accumula te the necessary capital. From a 
long-term point of view Kenya should begin to move into technologically 
more demand ing industr ial fields. Th i s would provide the base for s tructu-
ral changes which should enable Kenya to enter world markets for modern 
industr ia l products . T h e main focus in such a strategy should be the learn-
ing process. I t must take up the difficult challenge of developing metal 
working industry which is the center of any complex industrial devel-
opmen t (unpublished World Bank report , 1980). T h e report suggested a 
more sophisticated strategy for accomplishing heavier import subst i tut ion 
combined in the long run with export promot ion. T h e strategy was never 
implemented . O n the contrary, the overall si tuation at the beginning of the 
1980s seems to reflect an ad hoc p lanning stage with no clear-cut analysis 
of al ternative industrial ization models, not to mention the necessary t ran-
sition measures. T h e options entail a political struggle within the limits 
given by Kenya ' s dependence on the world economy and strong inter-
nat ional forces. T h e struggle is ult imately a question of identifying and 
s t imulat ing dynamic forces within the overall economic structure. T h e 
prospects for an economic recovery therefore have to be seen in connection 
with other economic sectors, the agricul tural sector first of all. But this 
goes beyond the scope of this study. Within the industrial sector alone, the 
options concentrate on the protectionist ISI and the competetive export 
oriented industrial ization E O I strategy. T h e ma jo r forces pull towards the 
competi t ive model. 

If one were to fully analyse the dynamics of industr ia l development in 
Kenya , the significance of class forces would have to be examined. In the 
real world the direction of industr ial development is determined by the 
struggle between classes over the allocation of revenues. T h e strategies 
may be outlined at the p lanning tables of government ministries, head of-
fices of internat ional banks and boards of directors, but the outcome is 
shaped by counteract ing battles along the way. 

Evidence f rom Kenya shows that the ability of Kenyan workers to act as 
a class force has varied significantly dur ing the last 50 years. (J. Newsin-
ger, 1981 and M a k h a n Singh, 1969 and 1980). 

However central the position of the working class in the development 
process, this s tudy has had a different emphasis , i.e. the analysis has fo-
cused on workers as a labour force ra ther than on workers as a class force. 
T h e choice of focus rests on the postulate that both ideologically, politi-
cally and organizationally the working class in Kenya is presently in a very 
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weak position. T h u s Kenya ' s fu ture industrial development pa th is only 
marginally influenced by any current s trong demands from the working 
class. Ra ther , the options between extended heavy impor t subst i tut ion and 
export oriented industry — or the balance between them - are de termined 
by compet ing capitalist interest groups - nat ional and internat ional in co-
operat ion with the K e n y a n state. W h a t is significant in this respect, how-
ever, is the development of Kenya ' s labour force as a h u m a n resource. 

This is wha t the s tudy has been about . I t has emphasised the centrali ty of 
metal industries in the industrial ization process, and the development of 
h u m a n resources in the metal trades is in focus. 

T h e following sections present an overview of the position and weight of 
metal industry and the technological capacity vis-a-vis h u m a n resources in 
Kenya . 

Metal industry in Kenya 

Based on the s t ructure of metalworking industries in about 25 developed 

market economies, U N I D O has calculated a typical s t ructure of metal-

Table 1. The typical structure of metalworking industries in the developed countries, 
the actual structure in Kenya and the average structure in the developing countries (per-
centages). 

I S I C . classif icat ion Typica l K e n y a Average 

s t ruc tu r e s t r u c t u r e 
in 1970 1974 in the 

developed deve lop ing 
count r ies count r ies 

381 M a n u f . of f ab r i ca t ed m e t a l 
p roduc t s , except m a c h i n e r y 22.8 30.0 29.8 46 

382 M a c h i n e r y except electr ical 26.5 3.9 7.8 11.5 
383 Electr ical m a c h i n e r y 

app l iances , suppl ies 20.0 24.6 19.1 17.5 
384 T r a n s p o r t e q u i p m e n t 27.6 41.7 43.2 23 
385 Scientific, m e a s u r i n g 

a n d o the r e q u i p m e n t 3.1 - - 2 
All m e t a h v o r k i n g indus t r i e s 100 100 100 100 
Pe rcen tage of metalvvorking 
indus t r ies in total m a n u f a c t u r i n g 25.9 18.2 

Source: f rom U N I D O , 1980, p. 13. 
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working industries, representing an average which may serve as a rough 
indicator of fu ture development for Th i rd World countries (this is not the 
same as a development target) . In addit ion, the average s t ructure has been 
calculated for abou t 96 developing countries. 

In Table 1 the typical s t ructure of developed countries and the average 
structure of developing countries are given together with the s t ructure of 
metalworking industries in Kenya . 

A comparison of the average s t ructure in developing countries with the ty-
pical s t ructure in developed countries shows that the share of simple fab-
ricated metal products (381) is relatively high in developing countries, 
Kenya having a lower share in this category than what is typical for devel-
oping countries. T h e share of the product groups requir ing a more sophis-
ticated technology is lower in developing countries, bu t also in this com-
parison Kenya shows a more sophisticated s t ructure than the average 
structure for developing countries, al though machinery manufac tu re is 
still lagging behind. 

Compared with a sample of other African countries Kenya falls in a 
group in which metal industry contributes more than 1 per cent to G D P 
(Kenya 2.4 per cent). T h e group of countries in question are Algeria, 
Egypt, Kenya and Tunisia (see Table 2). 

T h e contr ibution of metalworking industries to G D P in Kenya has fol-
lowed the trend of total manufac tur ing contr ibution to GDP. From 1973— 

Table 3. Summary of main indicators of metalworking industries and of total manu-
facturing industries 1973 and 1977. Index 1973 = 100. 

Ind ica to r M e t a l ma :nufac tur ing Index 

1977 

Tota l m a n u f a c t u r i n g Index 

1977 

Ind ica to r 

1973 1977 

Index 

1977 
1973 1977 

Index 

1977 

Es t ab l i shmen t s 2.797 3.047 109 12.582 13.681 109 
Persons engaged 37.170 37.680 101 131.892 164.804 125 
L a b o u r costs £ ' 000 11.840 21.838 184 44.061 81.556 185 
Gross p roduc t £ ' 000 20.203 41.248 204 101.412 228.583 225 
I n p u t £ '000 32.825 100.202 305 265.299 952.692 359 
O u t p u t £ ' 000 53.028 141.460 267 366.71 1 1.181.275 322 

Source: Based on Report on Surveys of Industrial Production 1973-1976, Tab le 30 and Statistical Ab-
stracts 1979, Tab les 125 a n d 129. 
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1974 the share of metalworking industries in G D P grew from 2.6 per cent 
to 2.9 per cent and fell again to 2.4 per cent in 1975 and 2.3 per cent in 
1976. 

Table 3. summarizes the main indicators of the metalworking industries 
compared to total manufac tu r ing in Kenya. 

T h e breakdown by size of establ ishments in the metal industry shows how 
the vast majori ty of firms are very small, employing 1-4 persons (small ru-
ral non-agricultural firms usually employ no more than 1 -4 persons) 
(Table 4). 

Table 4. Number of establishments in metalworking industries by size, 1973-1977. 

Fi rms employ ing : 1973 1974 1975 1976 1977 

50 or m o r e persons 54 60 61 61 77 
20 to 49 persons 50 76 56 53 
5 to 19 pe r sons 144 221 227 260 
1 to 4 pe r sons 50 68 81 104 
Smal l rura l non-agr icu l tu ra l en te rpr i ses 2492 2577 2665 2745 

Source: Va r ious tables in s a m e sources as Tab le 3. 

It is the vast number of firms in " t ranspor t equ ipmen t" such as small auto-
mechanic shops that make the n u m b e r of establ ishments in rural non-
agricultural enterprises swell. 

Despite the over -abundance of very small enterprises in the metalwork-
ing trades, Kenya still ranges a m o n g those African countries where metal 
industries have developed to a considerable extent. It is, however, difficult 
to identify a coherent policy to improve this sector. Some plan documents 
have highlighted the impor tance of intermediate- and capital goods indus-
tries. T h e 1979-83 Development Plan foresaw investments of approxi-
mately 50 million Kenya Pounds in metal industries and high growth rates 
in the sub-sectors. Manufac tu re of machinery alone was foreseen to grow 
at 16 per cent per year 1978-83. It is generally agreed that the target rates 
of growth were highly unrealistic. 

T h e metal industries in Kenya are faced with a number of problems, 
central a m o n g them are the lack of local raw material , development capital 
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and the scarcity of managemen t and technical skills. But first and foremost 
the potential contr ibut ion of metal industries is a question of incentives 
provided through industrial development policies. 

0 

Technological capacity and human resources 

In the sense of having a highly qualified labour force with research and de-
velopment capabilities, who can direct independent technological inno-
vations, still only a handful of developing countries approach self-suf-
ficiency. Kenya follows the pa t te rn of indicators for technological capaci ty 
in Africa. Table 5, shows comparat ive global figures. 

The devastat ing result of shortages of scientists and development engineers 
is that most research and development work is under taken in the industri-
alized countries, in mother companies and research insti tutions and con-
trol of the process is lost, while the results of these activities have to be im-
ported at high costs in the form of know-how, capital goods and intermid-
iate inputs, knocked-down kits or turnkey projects, etc. 

Figures from Kenya , 1975, show a number of 5.130 economically active 
scientists and engineers, and 5.879 technicians - i.e. a total of 11.009 
( O A U / U N I D O 1980). Over 60 pet. of the engineers are employed in the 

Table 5. Technological capacity, selected indicators'. 

Per 10,000 popu la t i on Developed Deve lop ing coun t r i e s a n d 
m a r k e t ter r i tor ies 

e c o n o m y 
count r ies Afr ica Asia La t in 

A m e r i c a 

Science and technology 

Ratio of total stock of scient is ts 

and engineers 112 5.8 22.0 69 
Rat io of t echnic ians 142.3 8.3 23.4 72.2 
Scientists and engineers engaged 
in R and D 10.4 0.35 1.6 1.15 

Technic ians engaged in R a n d D 8.2 0.4 0 .6 1.4 

a. T h e size of the s a m p l e count r ies vary by ind ica tor . 

Source: U N I D O , International flows of technolog)'. 1979 (vol. 3, U N I D O / I O D / 3 2 6 ) . 
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Centra l Government and paras ta ta l sectors. Very few are employed by 
consultancies, which Bennel finds indicative of the overwhelming impor ta-
tion of foreign technology by enterprises. (P. Bennell, 1981). 

If not strictly comparable , figures from 1970 show a total of 730 scien-
tists and engineers engaged in Research and Development. The i r field of 
R & D (Table 6) indicates that research geared more directly to manufac-
tur ing was very limited (11 per cent) . 

Table 6. Percentage distribution of R&D scientists and engineers, 1970, Kenya. 

N a t u r a l 
sciences 

Eng inee r ing Medica l 
sciences 

Agr i cu l t u r e Social 
science a n d 
h u m a n i t i e s 

Tota l No. of 
R & D scient is ts 
a n d engineers 
No. Pet . 

13 11 10 57 9 730 100 

Source: U N E S C O , National Social Science Policies in Africa, Par is , 1974. (Social Policy S tud ies 

and D o c u m e n t a t i o n ) . 

It is more difficult to get a precise picture of the manua l skilled labour re-
source in the country. A breakdown of wage employment in the manufac-
tur ing sector alone is set out in Table 7. 

T h e categories are not very precise, however, and do not give a fair picture 
of the manpower situation. Thus , there were a total of 10.000 wage em-
ployees in manufac tur ing in the 6 skilled-worker categories that are rele-
vant under the technical t raining p rogrammes of the D I T , compared with 
a total of 30.300 in all economic sectors. T h a t is, only about one third of 
skilled workers are employed in manufac tur ing . 

Lack of comprehensive manpower da ta makes it difficult to assess 
whether there is a shortage of manua l skilled labour, and to answer the 
question whether such a shor tage may be re tarding industrial devel-
opment . T h e data from this study show that Africanization has been fully 
accomplished in manua l jobs in metal manufac tur ing . At this level there is 
no dependence on expatriates, and former Asian craf tsmen (not technic-
ians, supervisors and engineers) are insignificant today. 

T h e question should therefore be posed differently: Does the ability of 
workers at the present level of t raining retard industrial development and a 
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Table 7. Wage employment by occupation, citizenship and average monthly cash earn-
ings in the manufacturing sector, 1977. 

Cit izens Non-c i t i zens 

Pr iva te Publ ic P r iva te Pub l ic Average 
m o n t h l y 
ea rn ings 
K . S h s . 

Unski l led workers 36,316 12,786 139 5 496 
Bricklayers, masons , 

c a rpen t e r s , pa in t e r s 1,166 480 30 11 700 
O p e r a t o r s of ma te r i a l hand l ing , 

t r anspor t e q u i p m e n t , etc. 2 ,733 347 18 1 969 
P lumbers , welders , 
pipe-f i t ters , etc. 349 495 27 11 920 
M a c h i n e r y f i t ters , 
mo to r mechan ics , etc. 1,108 773 75 36 1,235 
Electrical fitters, etc. 815 161 18 12 1,291 
M a c h i n e tool ope ra to r s , 
b lacksmi ths etc. 1,114 216 36 6 1,450 
Technic ians , fo remen 
& superv isors 5,393 524 600 68 2 ,089 
Archi tec ts , engineers 

& surveyors 144 33 154 143 6,242 
M i d d l e level execut ives 1,666 827 488 24 3,500 
Genera l m a n a g e r s & 
sa lar ied d i rec tors 1,048 174 649 11 7,406 

Source: Ex t r ac t ed f rom: R e p u b l i c of K e n y a , Employment and Earnings in the Modern Sector 1977. 
C e n t r a l B u r e a u of Stat is t ics , Apri l 1979. 

move towards other industrial development options in Kenya? It is a prop-
osition that a more massive change to heavier industr ial product ion will 
run into shortages of broad-skilled workers, increasingly so if na r row skill 
training of the Kenya In tergra ted Training System ( K I T S ) type is going to 
direct manpower development at the craf tsman level. 
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Propositions 

T h e propositions that have guided the delimitation of the s tudy can be 
summar ized as follows: 

To solve its problems of high cost and inefficiency in industry, Kenya is 
faced with the choice between a more sophisticated import subst i tut ion 
strategy and product ion geared to export . 

T h e import substi tut ion of light consumer goods is basically sa tura ted , 
while there may be scope for the subst i tut ion of capital goods and input 
product ion, termed heavy import substi tut ion. T h e al ternative is to follow 
the industrial ization model of the more successful NIGs and produce for 
the world market . 

Both alternatives are supposed to have positive implications for the 
strained foreign capital reserves. Otherwise , the two strategies rest on dif-
ferent macro-economic policies - protection and competi t ion respectively. 
The i r manpower implications are basically different. 

Generally, the heavier import subst i tut ion industries, of which many are 
in the metal trades, are skill intensive. Export oriented industries on the 
other hand - like textiles and food processing - tend to rest on a polarized 
work force, i.e. relatively more technicians and semi-skilled workers and 
less skilled craf tsmen. 

T h u s , industr ial branches are weighed differently in the two strategies, 
manpower s t ructures vary and relevant industrial training policies differ 
accordingly. In the choice of industr ial izat ion strategy a n u m b e r of factors 
are considered: Availability of investment capital, raw materials, location 
and infras t ructure , markets etc. Cent ra l among these factors are tech-
nological capaci ty and manpower availability. Without ready access to ap-
propriately qualified manpower or to adequa te t raining facilities certain 
choices may be ruled out . 

T h r e e parties are concerned with industrial manpower development: the 
state, industry and the workers. T h e par ty pr imari ly concerned with man-
power development is indust ry itself. But the need of one company differs 
from that of another . As industr ial izat ion expands, the state therefore 
takes over more training funct ions on behalf of the multiplicity of compan-
ies. T h e workers themselves - the subjects in product ion and training -
have a pr imary interest in the conditions of work and employment . The i r 
level of remunera t ion is connected to their qualifications and skills. T h e 
ability of the workers to influence these conditions is determined by the 
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collective s t renght of the working class. But in si tuations of shortages of 
specific labour skills individual workers may be able to negotiate for better 
than average benefits. 

Within this context the objective has been to highlight the question: 
How is Kenya prepar ing for fu ture industrial development manpower-
wise? 

T h e main objectives however were to find out what characterized the 
workers and identify the carriers and the h u m a n resources needed for the 
transition. 

Without relegating the impor tance of other variables, the s tudy has fo-
cused on manua l labour in industrial development . 

T h e metal indust ry was selected, due to its centrality in capital goods 
manufac tur ing and its potentials for fur ther industrial development along 
substi tut ion lines were of par t icular concern. 

T h e core of the s tudy has been a survey of work and t ra ining condit ions 
of manua l workers in a sample of product ion and main tenance companies 
in the metal trades. In addit ion I have a t tempted to assess t raining policies 
and practices in this b ranch and to analyse the Government ' s t ra ining pol-
icies. 

Concepts 

Import Substitution Industry (ISI)/Export Oriented Industry (EOI) 

T h e main trends in Kenya ' s industrial development are interpreted as a 
shift from a protective import substi tut ion strategy towards a competit ive, 
export oriented strategy. Cer ta in product ion and labour characterist ics are 
postulated to accompany the two models. A rough sketch is presented in 
Figure 1. 

Figure 1. Production and labour characteristics associated with protective Import-Sub-
stitution Industrialization (ISI) and with competitive Export Oriented Industrial-
ization (EOI) in developing countries 

IS I E O I 

L a b o u r process — Processing- , a ssembly- , a n d me- — Sophis t ica ted b u t a d j u s t e d pro-
chan ica l ope ra t ions . cessing- a n d assembly tech-

— Technology: H a n d tools, genera l nology. Special p u r p o s e equ ip -
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-

purpose mach ines , special p u r -
pose e q u i p m e n t , some open loop 
a u t o m a t i o n . 

E q u i p m e n t of ten elderly 
Produc t iv i ty l imited 

men t , open loop a u t o m a t i o n , 
some closed a u t o m a t i o n a n d 
c o m p u t e r control led p r o d u c t i o n . 

— Product iv i ty high 

S t r u c t u r e of the — 
indus t r i a l l a b o u r 
force 

Relat ively m a n y broad-ski l l , uni-
versal c r a f t s m e n . Techn ic i ans in 
supervisory func t ions . O n - g o i n g 
indigeniza t ion of eng inee r ing 
tasks 

— Large p ropor t ion l imited skilled 
workers . Skilled worker a n d 
technic ian func t ions concen t r a t e 
on control , a d j u s t m e n t a n d 
m a i n t e n a n c e . Exclus ion of m a j o r 
eng inee r ing tasks 

R e c r u i t m e n t - — 
a n d tu rn -ove r of — 
l a b o u r 

F r o m pool of casua ls 
P roba t ion app l ied . Sc reen ing 
f rom prac t ica l r a t h e r t han e d u -
cat ional qua l i f ica t ions . 
Low l abour tu rn -over 

— High p ropor t ion young , female 
workers wi th s o m e educa t ion 
and non- fo rma l pract ica l t r a in ing 

— M a l e superv isors 
— High l a b o u r tu rn -over 

Favoured skills -
a n d t r a in ing of — 
workers 

Pract ica l exper ience 
Mechan ica l and technical d r a w -
ing c o m p r e h e n s i o n 
Long or sho r t - t e rm on - the - job 
t ra in ing. Inc reas ing s ta te-
pa r t i c ipa t ion In t r a in ing a n d 
s t a t e - sponsor sh ip of t ra inees 
Pr iva te sector " p o a c h i n g " 

- Dexter i ty , accuracy , speed , flex-
ibility 

- Shor t - t e rm on- the - job t r a in ing 
- Formal t r a in ing of technic ians 

a n d superv isors 

L a b o u r control — Indus t r i a l re la t ions fo rmal ized 
Labour - s t ab i l i z ing devices to 
c rea te worker - iden t i f i ca t ion wi th 
work-p lace 

Ind i rec t control : Reserve a r m y 

— L a b o u r o rgan iza t ions dis-
favoured . Var ious p u n i s h m e n t 
sys tems for errors . 

— L a b o u r mot iva t ion devices 
— Ind i rec t control buil t into dex-

teri ty r equ i r emen t s . H igh l a b o u r 
tu rn -over 

R e p r o d u c t i o n — T e n d e n c y towards u r b a n set t led 
worker families bu t still m a n y 
mig ran t s . 

Par t ia l subs i s tence r e p r o d u c t i o n 
W a g e restr ic t ions, bu t relat ively 
high c o m p a r e d to o t h e r sectors . 
P r i m a r y family respons ib i l i ty 

- T e n d e n c y towards isolat ion of 
workers f rom c o m m u n i t y 

- R e p r o d u c t i o n l imited to w a g e in-
come 

- W a g e restr ic t ions, p iece- ra te 
- L imi ted p r i m a r y family re-

sponsibi l i ty . 

O w n c h a r t 
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A fur ther dichotomy lies in the concepts " l ight" and "heavy" import 
substi tution industry. Light ISI describes non-durable consumpt ion goods 
production, while heavy ISI is applied to the product ion of durab le con-
sumer goods, industr ial inputs and capital goods. While import sub-
stitution industry is postulated to be more skill intensive than export orien-
ted industry, heavy ISI is postulated to be the more skill intensive of the 
two import subst i tut ion strategies. 

Metal industry/Engineering industry 

It is widely recognized that metal industries play a vital role in the process 
of industrial development . Metal industries play a key role in economic de-
velopment. They act as catalysts in both the material and social aspects of 
development. Meta lworking industries perform a special function in inter-
industry linkages as supplier of capital goods to all sectors and as a pur-
chaser from other sectors and sub-contract ing firms. 

From a socio-economic viewpoint they are usually associated with tech-
nological innovation and a focus for cultural change. They contr ibute pos-
sibly more than any other industry to training labour in technical and 
management skills, to creating product ion and design capabilit ies and to 
improving organizat ional methods. 

These views on the centrali ty of metal industries in development are ex-
pressed in a vast n u m b e r of documents (for example U N I D O 1969 and 
1980; E C E 1980). At a theoretical level the impor tance of basic industry 
and capital goods industry have been argued by scholars as different as C. 
Thomas , D. Senghaas and C. Palloix. 

In the In te rna t iona l S tandard Industr ia l Classification ( IS IC) the 
metalworking industries are broken down into major groups: 
381 Manufac tu r e of fabricated metal products , except machinery and 

equipment 
382 Manufac tu r e of machinery except electrical 
383 Manufac tu r e of electrical machinery, appara tus , appl iances and sup-

plies 
384 Manufac tu re of t ranspor t equipment 
385 Manufac tu re of professional and scientific, and measur ing and con-

trolling equ ipment , not elsewhere classified, and of photographic and 
optical goods. 
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Basic metal industries do not form par t of the metalworking industries. 
T h e engineering industries consti tute a sub-group of the metalworking in-
dustries covering mainly non-electrical machinery, electrical machinery 
and t ransport equipment . 

In this study the concepts "metal indus t ry" and "engineering indus t ry" 
are used synonymously to denounce companies engaged both in manufac-
turing, main tenance and repair . T h e companies included in the survey fall 
into the IS IC categories 381 and 382. 

Al though the metalworking industries turn out widely diverse products , 
there is a marked degree of communal i ty in the processes, skills, raw mate-
rials and equipment used. This communal i ty justifies the t rea tment of 
these industries as a sector. 

Skill structure in metal industries 

Metal industries have often acted as pace setters and guides in the devel-
opment of new training pat terns in both industrialized and developing 
countries. Excerpts from an I L O report describe the skill s t ructure in the 
metal trades in developing countries in general in the following segments: 



Using heavy machines of older make. 

In the modern sector — in both large and medium-sized under takings — 
workers, supervisors and other technical staff are normally able to carry 
out the same operat ions and functions and use the same equipment , mate-
rials and procedures as those employed in comparable work in industrial-
ized countries. Products and procedures may have been designed in and 
directly transferred f rom industrialized countries. T h e recru i tment levels 
for skilled workers and technicians are normally similar to those required 
by under takings in industrial ized countries. Apprent iceship and other in-
itial t raining p rogrammes run within these under takings closely resemble 
those found in similar plants abroad. Thei r personnel s t ructure , however, 
may differ; in most metal working plants in the developing countries the 
cadre of technicians is less well developed; in par t icular there are fewer re-
search and development staff, designers, planners , product ion engineers 
and other technicians. For this reason staff mobility and opportuni t ies for 
fur ther training tend to be much more limited than in the industrial ized 
countries. 

T h e in termediate sector is mostly composed of small and med ium sized 
firms, many of which have grown up spontaneously within the country 
concerned. T h e products may be copied from industrialized countries. 
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Production and maintenance of heavy equipment. 

They are usually produced on older and less specialized machines, the 
work methods and organization have probably been developed empir-
ically. Most of the plants in this sector are owner-operated, with a small 
n u m b e r of intermediate technical staff and a few supervisors who have 
come up from the ranks of the workers. T h e skilled workers normally per-
form a wide range of operat ions and consequently need broad skills; they 
may have had formal training but many of them have jus t picked up their 
skills on the job . T h e majori ty of the employees are labourers and spe-
cialized workers with a narrow range of skills who have had little or no sys-
tematic training. Recruit ing at a lower educational level is more common 
than in the modern sector. 

T h e tradit ional sector — the art isans in manufac tur ing and servicing 
trades in u rban areas, rural craf tsmen, etc. — constitutes a third category. 
Emphas is is on manua l work using chiefly hand tools and local materials. 
T h e working methods are tradit ional and frequently archaic. M a n y train-
ees enter the t rade at an extremely early age and their t raining follows age-
old art isan apprent iceship traditions. Recrui tment is usually done on a 
personal acquain tance basis without regard to educational achievement 
level. Because of their generally low educat ional level the apprent ices are 
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normally not accepted in classes for related theoretical instruction and 
consequently do not systematically learn any trade theory ( I L O , 1970 ). 

T h e sample firms in the s tudy fall within the first two categories, i.e. 
"modern sector" and " in termedia te sector" industries. Concern ing skill-
level in metal trades the study defines: 

A skilled worker as someone who not only operates but also sets com-
plicated machinery. Of ten a skilled worker needs a craft test certificate for 
his job. A semi-skilled -worker is a person who operates a machine with more 
than one function, but does not set the machine. An unskilled labourer may 
be a machine opera tor who operates a machine with only one simple func-
tion. 

Metal industr ies ' operat ing techniques are generally classified into three 
subdivisions of t rades related to machine tools, fitting and heat t rea tment 
of metals. 

An occupat ional profile may be characterized as broad skill or narrow skill. 
Broad skill means that the worker masters a cross section of operat ions re-
lated to the par t icular t rade, - turner , tool grinder, fitter, die maker , wel-
der, blacksmith, sheet metalworker etc. Although the terms "broad skill", 
"nar row or limited skill" are relative concepts they are adopted in the 
study, since they are sufficiently precise to describe the craft apprent ice 
skills with which the s tudy is concerned. 

Methodology 

To approach the quest ion of skill formation in the metal t rades in the tran-
sition between impor t subst i tut ion and export oriented industr ial devel-
opment , the s tudy has applied an analytical methodology focusing on 
three levels: 

1) nat ional level: t rends of industr ial development and industr ia l train-
ing, 

2) branch level: t raining policies and practices regarding metal industry 
and 

3) the worker: t raining experiences and labour relations of skilled and 
semi-skilled workers in metal industry. 

T h e core of the s tudy in the field was a survey in 5 metal working com-
panies, while industr ia l development t rends and training policies were 
supplemented by secondary source analysis. 

Features of the labour resource in Kenya ' s metal industry were to be as-
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sessed in a survey among skilled and semi-skilled workers. Six companies, 
representing a cross section of metal industries, were selected. T h e firms 
differed with regard to ownership and size — 2 are mult inat ionals , 1 Ken-
yan owned, 1 owned by a local Asian resident, and 1 is a paras ta ta l . Th ree 
were general engineering firms engaged in both manufac tur ing and main-
tenance, two were fabrication and main tenance workshops of a large para-
statal and a large sugar-factory respectively. T h e sixth firm — a tin manu-
facturer — was selected for its unusual n u m b e r of female employees. Unfor-
tunately this company had to be left out, since research permission could 
not be obtained. 

T h r o u g h interviews with a representat ive n u m b e r of workers from each 
company , - totalling 150 persons - information was collected dur ing 1981 
on their present conditions of work, their education and training experi-
ences, j o b histories, labour relations and social si tuation. Product ion man-
agers, and personnel or training managers , where these were to be found, 
provided information on the company and in par t icular on its labour rela-
tions and training policies. In four of the companies workers were organ-
ized in the industry 's respective t rade union, and shop-stewards were used 
as intermediaries for contact with workers. 

T h e survey was the core of the project. But separa te studies were under-
taken of Industr ia l Development Trends, of Government Training Policies 
and of the Formation and Role of the Labour Movement based on an 
analysis of reports, files and documents , supplemented by interviews with 
officials and researchers in Kenya . Some findings of industrial devel-
opment trends in Kenya are presented under Observat ions above. Con-
cerning the role of the t rade union movement , the interested reader may 
refer to the article "Fagbevaegelse og samfundsudvikl ing i K e n y a " (Labour 
Movement and Development in Kenya) co-author Per Kongstad , in Den ny 
Verden, 2/3, 1983. 

In retrospect certain limitations of the chosen methodology s tand out. 
From the outset I was aware that comprehensive manpower statistics were 
not available in Kenya. Data on stock, ou tpu t or demand for manua l engi-
neering workers were not available. T h e s tudy would contr ibute some da ta 
on a piecemeal basis from Minis try sources and from personal interviews. 
However, the sample companies were not composed to be representat ive of 
the whole metal industry sector in Kenya . They were selected to represent 
different types of manufac tur ing and main tenance companies (see above), 
and given the chosen methodology of comprehensive interviews with a re-
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preservative sample of workers in each company, the n u m b e r of firms in 
the study had to be limited. 

T h e chosen interview technique with s tandardized quest ionnaires with 
some open-ended questions, had the advantage of extending the possible 
number of interviews and "of relying on research assistants. Regardless of 
how well the work is conducted, however, there are also l imitations in car-
rying out interviews in preformulated swahili, or vernacular where neces-
sary. The re were clearly advantages in in-depth open interviews, which I 
undertook myself with a number of workers and some managers . T h e bal-
ance between quant i ta t ive and quali tat ive analytical methods may be par-
ticularly sensitive in cases where the topic, as it is here , is difficult to grasp 
in quant i ta t ive terms only and in cases where research personnel capaci ty 
is limited. 

Chap t e r 2 is a critical examinat ion of the dominan t industr ial t raining 
policy in Kenya . I t is main ta ined that ongoing a t t empts to int roduce the 
modular based Kenya Intergra ted Training System will turn apprent ice 
training into a narrow-skill operator training from the current broad skill 
t raining system, with unfor tuna te consequences for the individual workers 
and for fur ther industr ial izat ion prospects. 

Chap te r 3 presents two company profiles in more detail , while cross 
company observations are included in the last section. Observat ions show 
a tendency towards a faint concern about labour training at the company 
level as recession looms. T h e victim is the worker, who has seen his situ-
ation deter iorate dur ing the 1970s, with few options open to radically influ-
ence his si tuation. 

Chap te r 4 summar izes observations from the 5 companies and ties them 
in with discussions on nat ional labour training policies and practices from 
the previous chapters . 
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Chapter 2 

The structure of training for the industrial 
labour market in Kenya 

Introduction 

In the pos t - Independence era it was widely anticipated that the devel-
opment of h u m a n resources, more than any other single factor, would be 
the panacea of development . In terna t ional organizations, the World Bank, 
the I L O , aid donors, and nat ional governments have invested large funds 
in education and training projects. 

Kenya is a classic example of a society which after Independence has 
given priority to education. And in its efforts to reach universal pr imary 
educat ion, and to develop higher educat ion, Kenya has received extensive 
suppor t from external donors. W h a t could not be covered by governmental 
or external resources, has been accepted by the Kenyan people as a per-
sonal burden, for example bui lding private H a r a m b e e schools. 

When the education policy from the mid-1970s swung in favour of more 
technical and industrial educat ion, the shift was again supported by the 
Kenyan people. They contr ibuted huge amounts of money for example to 
the H a r a m b e e Insti tutes of Technology. And aid donors, including U K , 
USA, C a n a d a , Scandinavia, Germany , Italy, Hol land, J a p a n and U N or-
ganizat ions contr ibuted funds, personnel, equipment - and each their own 
training philosophies. Denmark alone contr ibuted about 25 mio. D .Kr . to 
technical education in Kenya 1981-83, and scores of Danish instructors 
and teachers have been employed in the technical schools. 

In this situation it is unders tandable that a desire has arisen in Kenya to 
control and coordinate the many inputs and , in the future perspective to 
c o m m a n d the philosophies and policies that guide industrial training. To 
approach this stage Kenya has adopted the current I L O philosophy of in-
dustr ial t raining. 

In an internat ional perspective the In ternat ional Labour Organizat ion 
is the main proponent of developing new training philosophies. Current ly 
the I L O propagates the Modules of Employable Skills (MES) philosophy. 
It is a system which proclaims to have global applicability through its sup-
posedly high degree of national adjustabi l i ty . Basically it is a methodology 
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for bringing about a close correspondence between product ion require-
ments and labour skills, mediated by technically sophisticated teaching 
material for insti tutional and on-the-job training based on taylorist prin-
ciples. All t raining which goes beyond the need for specific product ion op-
erations is considered a waste to be avoided. It is a nar row job-or iented 
training approach . 

A sociological perspective, on the other hand , is concerned about the in-
terests involved in industr ia l t raining — those of the workers, of the employ-
ers and of the state. I t is also concerned about the relat ionship between 
production s t ructures and labour qualifications but in par t icular con-
cerned about the causes of change over time. In this s tudy p a r a m o u n t im-
portance is given to the consequences of training policies and practices as 
it focuses on the b read th and flexibility of workers ' qualifications on the 
one hand and on the relationship to future industrial development on the 
other. After an introduct ion to tr ipart i te regulation of industr ial t raining in 
Kenya — exemplified by central issues in the steering of metal-works train-
ing — this chapte r a t t empts to give a critical assessment of Kenya ' s adop-
tion of the MES-based Kenya Intergrated Training System. T h e nar row 
job-orientat ion of K I T S will reduce the workers ' already-limited chances 
of j ob mobility. I t is argued that the system is based on erroneous as-
sumptions about Kenya ' s industrial development trends, and therefore 
proposes that the t ra ining system should include a need based perspective 
and not only d e m a n d considerations. 

Production processes, skill requirements and training approaches 
— some conceptual considerations 

Neo-classical labour market models assume that the s t ruc tur ing of the la-
bour market and balancing between partial labour markets takes place 
through labour mobili ty and is effected primarily through the supply-de-
m a n d mechanism by wage- and income differentials and -changes. (See for 
example M. O . Todaro, 1976). 

As a reaction to neo-classical labour market theories approaches have 
been developed which a t t empt to go beyond the sphere of circulation. At-
tempts — if sometimes only f ragmentary - to identify product ion related 
causes for the trends and s t ructur ing of the labour market have been devel-
oped within the f ramework of the dual labour market theories (for example: 
W. A. Lewis, 1954; Manches te r School 1979; M . J . Piore, 1973 and 1975) 
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and in the more recent theories of segmented labour markets (for example: M. 
Reich et al., 1980). 

O t h e r theories, that depar ted from labour and education were devel-
oped dur ing the 1960s to explain the specific problem of labour reproduc-
tion: unemployment . For example the human capital theory (G. Becker, 1964) 
based on a model of cost-benefit considerations about investments in edu-
cation by the individual and the employer, has influenced labour market 
theories. Dur ing the late 1960s and 1970s new approaches to unders tand-
ing " h u m a n capi ta l" as something determined quite differently than by the 
" ra t iona l" individual 's p lanning of skill-acquisiton, appeared in the area 
between labour market studies and studies of the political economy of edu-
cation. In the works of the socalled Berlin-school (E. Altvater, 1975; E. 
Altvater and F. Huisken, 1971; D. Ot t en , 1973) the sphere of labour qual -
ifications and training was coupled to the sphere of capital development . 
In Lapple ' s (1973) work, labour qualifications were explained as necessary 
condit ions of production which the state would have to provide for capital , 
and likewise Altvater developed theories of state intervention in the cap-
i ta l / labour paradigm. W h a t was new in these approaches and could ex-
plain concrete state interventions in the labour market , in the educational 
and social security fields, was their coupling of material product ion, the la-
bour process and labour reproduct ion. 

In this study industrial product ion processes and the formation of the la-
bour force according to skill combinat ions, are seen as closely interlinked 
and mutual ly determining. Today 's industrial training practices s t ructure 
the labour force that will carry fu ture industrial product ion. 

T h e concepts used in this s tudy are often simple dichotomies: (i) pro-
tective/competit ive import-subst i tut ion industry (ii) broad-skills/limited 
skills (iii) on-the-job t raining/ inst i tut ional training (iv) private part icipa-
t ion/publ ic part icipation. These concepts may seem too simplistic to grasp 
complex realities. However, the idea of the study is to trace trends - trends 
of industrial development and trends of industrial t raining policies and 
practices. And in the process to discuss their interrelat ionship and to un-
veil the (contradictory) interests of the parties involved, i.e. the state, the 
employers and the workers. I t is believed that this justifies the application 
of the chosen concepts, the definition of which should appear from the con-
text in which they are used. 

T h e organization of industrial product ion in many of Kenya ' s larger en-
terprises is based on production processes that employ the processing or 
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assembly type (e.g. manufac tu re of tins and car assembly). In such pro-
duction depar tments , technology and the organizat ion of work tend to 
have little impact on skill development . T h e majori ty of workers either do 
highly divided manua l part-work or operate special purpose equipment , 
which are both of repetitive nature . This kind of industrial work actually un-
derdevelops skills and requires very little general education and technical 
training. Training on-the-job of very short dura t ion is generally considered 
sufficient for the large group of semi-skilled craf tsmen. (P. v. Mitschke-
Collande, 1979). 

These taylorist characteristics, which tend "to widen the gap at the 
heart of the work collective between conception and performance , tech-
nical and unskilled labour" , take another direction in metal processing. 
Character is t ic for the metal working industry is that even the most modern 
and up-to-date product ion process requires the presence of skilled workers 
- above all, in such key areas as the manufac ture of equ ipment goods and 
machine tools. They actually require a great deal more than the the-
oretically necessary, and socially required, level of involvement and skill 
(A. Lipietz, 1982). 

With regard to skill and training requirements in capital goods produc-
tion and main tenance work, Mitschke-Collande observes that " the capital 
goods department, but also central workshops of light industries, tend to corre-
late more with manufac tu re of sophisticated products , with small or me-
dium-scale ou tput . T h e r e is little segmentat ion of the work process. T h e 
majori ty of operators have to perform a variety of complex operat ions with 
hand tools, different machine tools, and measur ing ins t ruments . These 
tasks are skill and labour-intensive and at the same time require formally 
trained and practically experienced craftsmen. Commonly , t raining of semi-
skilled workers is left to the responsibility of the entreprises concerned. 
But, fairly detailed p lanning at the national level is necessary for highly 
skilled craf tsmen who require formal t ra ining". (P. v. Mitschke-Collande, 
1979, emphasis added) . 

It is not an easy task to est imate the proport ion of t raining in public in-
stitutions as opposed to t raining on-the-job. While public insti tution train-
ing is registered, on-the-job training tends to be registered only in so far as 
workers come forward to have their skills tested for the purpose of acquir-
ing Trade Test Certificates. O r , on-the-job training is registered as long as 
it is a par t of public t raining programmes . But by and large, on-the-job 
training, whether a r ranged along systematic training principles or given in 

3 IDS Occasional Paper 33 



an incidental form, remains unregistered. It is therefore also impossible to 
give any precise estimations of the comparat ive quanti t ies and qualities of 
public institution training and on-the-job training. 

Behind this dichotomy of public insti tution t ra ining/on-the- job training 
lie some assumptions about " n o r m a l " mechanisms in the process of indus-
trial development . In all industrial ized societies there has been a tendency 
for the state to take over responsibility for the physical and social infra-
structure, e.g. labour training, once the interests of single firms and the 
collective of firms no longer harmonize — when the capital outlays for infra-
s t ructural facilities grow beyond the capacity of individual firms. 

T h e situation in Kenya seems to be that this transfer of responsibility for 
t raining from the individual firm to the public sector is at an early stage. 
T h e insti tutional f ramework for this t ransfer has been developed with the 
es tabl ishment of agencies like the Nat ional Industr ia l Training Council 
( N I T C ) and the Directorate of Indus t r ia l Training ( D I T ) . T h e following 
section gives a flavour of the intricasies involved in establishing consensus 
over a division of responsibility for training between the public and the pri-
vate sector. 

Tripartite regulation of training for the industrial labour market 

Directorate of Industrial Training (DIT) 

T h e Directorate of Industr ia l Tra ining is at the core of industrial t raining 
in Kenya with the largest n u m b e r of craft and technician trainees passing 
through its system. 

It is the responsibility of the D I T to provide training possibilities for pri-
vate and public industries who wan t external training of craf tsmen, tech-
nicians and indentured learners. T h e D I T is a depa r tmen t of the Ministry 
of Labour . I t is answerable to a t r ipart i te body, the National Indust r ia l 
Training Council ( N I T C ) , in which Government , employers and em-
ployees are represented. 

T h e N I T C is assisted by advisory sub-committees which take the re-
sponsibility for formulat ing training policies for individual trades. These 
committees were part icularly active in the formative years of the current 
apprent ice t raining system. T h e following excerpts from the General Engi-
neering and Metal Manufac tu r ing Industr ia l Training Commit tee 
( G E M M I ) , illustrate key issues for the metal trades. 
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Table 1. Craft apprenticeship intake registered with the D1T, 1972-79 

Bui ld ing A u t o m o t i v e Electr ical M e c h a n i c a l P r i n t i n g Tota l 

1972 64 31 27 12 134 

1973 47 58 41 37 - 183 

1974 116 142 60 146 - 464 

1975 62 115 52 102 - 331 
1976 120 103 83 ^ 160 - 466 

1977 69 100 79 154 16 418 

1978 126 266 131 194 1 718 
1979 68 182 148 166 13 577 

Tota l 672 997 621 971 30 3291 

Source: D I T , Na i rob i 

Table 2. Technician apprenticeship intake registered with the DIT, 1975-79 

Bui ld ing Au to - Electr i- M e c h a - O t h e r Tota l 
mot ive cal nical 

Food Texti le A n i m a l 

science tech. hea l th 

1975 2 18 36 19 75 
1976 76 1 50 31 - - - 158 
1977 96 36 52 82 - - - 266 
1978 80 20 154 80 26 11 1 372 
1979 86 29 72 36 - - - 223 

Tota l 340 104 364 248 26 11 1 1094 

Source: D I T , N a i r o b i 

Employers' key issues - in GEM MI 

T h e General Engineer ing and Metal Manufac tu r ing Indust r ies Training 
Commit tee ( G E M M I ) was established as an advisory body to the Na-
tional Industr ia l Tra ining Council ( N I T C ) in J a n u a r y 1974. Its main tasks 
were (a) to identify the type of employers to par t ic ipate in metal-worker 
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training, (b) to propose the basis by which a training levy should be raised 
and also ensure that the cost of t raining shall be shared as evenly as pos-
sible between such employers and (c) to design such training programmes 
which shall secure the greatest possible improvement in the quali ty and ef-
ficiency of industrial training. 

(i) Training levy 

From the beginning it was agreed that a training levy must be assessed on 
the basis of all categories of employees at the rate of K.Shs. 100 per em-
ployee per year, payable by all employers whose main activities are gen-
eral engineering and metal manufac tu r ing who employ more than four 
people. According to this definition even the smallest firm was to be in-
cluded in the "equal distr ibution of training costs" among the employers 
within the industry. 

(ii) Syllabus 

T h e draf t syllabuses to be considered by the Technical Sub-Commit tee 
were already in use at the Nat ional Indus t r ia l and Vocational Tra ining 

Directorate of Industrial Training is responsible for craft apprentice training. 
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J 

One of three Industrial Training Centres. 

Centre in Nairobi and had been so for two years. They covered the City & 
Guilds requirements . Th i s certainly set limits to the range of recommenda-
tions the Commit tee could submit . T h e Commit tee did, however, put for-
ward recommendat ions about several t rades ' under its auspices, which 
would make the trades wider in scope than equivalent City & Guilds 
trades. For example a welder should be able to under take some fabrication 
work, in addit ion to welding, and the syllabus for welding should therefore 
include the necessary skills for fabrication. For a turner the syllabus should 
include the first year courses for the fitter general. For the remain ing trades 
a 5-year apprent iceship period was decided. 

(iii) Defaul t ing employers 

T h e recurrent and most discussed theme of the G E M M I has been "em-
ployers who are re luctant to t ra in" . T h e D I T , Federat ion of Kenya Em-

1. T h e fol lowing t r ades were to be cons idered by the G e m m i - T C : (i) mach in i s t (genera l ) , (ii) 
fitter (genera l ) , (iii) fitter ( m a i n t e n a n c e ) , (iv) welder (gas a n d electr ic) , (v) t u r n e r , (vi) 
sheet meta l worker , (vii) tool & die m a k e r and (viii) diesel engine fitter ( s t a t iona ry ) . 
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ployers (FKE) , and the Bureau of Statistics have all been mobilized to reg-
ister the n u m b e r of potential employers who should pay the t raining levy 
and the D I T has been report ing the amoun t and names of the defaulters. 
By September 1974, 86 employers were registered but only 60 had paid the 
levy. 

T h e Commit tee was aware that many employers had not registered. But 
as the D I T has never been staffed with the number of Levy inspectors re-
quired, a large number of part icularly smaller engineering and metal 
manufac tu r ing firms have easily escaped the obligations of the training 
scheme. 

(iv) Apprent ice wages 

Lengthy discussions have taken place on apprent ices ' wages. T h e principle 
of "equal pay for equal work" was finally followed and a decision was 
passed that "Craf t Apprent ices in the General Engineering and Meta l 
Manufac tu r ing Industr ies be paid equal wages irrespective of the size of 
the firm employing the apprent ice" ( G E M M I , 24 J a n . 1975) (See Appen-
dix A, Wage rates for apprent ices) . 

T h e decision underl ined a d i lemma: O n the one hand the principle of 
"equal pay for equal work" was honoured , but it conflicted with the prin-
ciple of letting the smaller engineering firms pay lower wages to its em-
ployees than larger engineering firms would do. By running the risk of hav-
ing to pay an apprent ice higher wages than a long-term skilled employee, 
smaller engineering firms would be tempted to avoid the D I T training pro-
g rammes - which is precisely what happened . 

(v) Low re imbursement - commercial investment of training funds 

It was not until J a n u a r y 1975 that rules were laid down for the re-
imbursement of training grants . T h e basis for re imbursement , which cov-
ers all t raining expenses incurred by the employer, includes (a) wages, (b) 
course fees, (c) annual grants for t raining facilities, (d) trainee subsistence 
allowance, (e) tools and overalls, and (f) examinat ion fees. 

A peculiar situation soon developed within most t rades ' t raining com-
mittees. Levy funds were piling up because they came in much faster than 
claims from employers for t raining re- imbursements . In 1975 decisions 
were taken to invest G E M M I ' s training funds commercially. An amoun t 
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of K.Shs. 340.000 was invested with the Cereals and Sugar Finance Cor-
poration at an interest rate of 6V2 per cent. Investigations into better al-
ternative investment cont inued. 

(vi) Allocation of training funds between private and public sector 

In 1975 proposals for an Ins t ructor Training Scheme were put forward. It 
was suggested that while undergoing the course suitable apprent ices be 
identified and given the necessary training for becoming instructors. Em-
ployers protested against the proposal since it appeared that "Government 
will be using employers ' funds for training its own instructors" . Employers 
mainta ined that the Government had the responsibility for educat ion. 

(vii) Local enforcement of training 

T h e topic of enforcing training obligations on employers has emerged off 
and on. In 1976 the Commit tee noted again that some employers in the in-
dustry, a l though they are registered with the D I T , have not paid any levy 
since the order was published. It was considered to be high time action 
was taken against these employers. T h e Commit tee agreed that these em-
ployers should be given fourteen days ' notice to clear their levy liabilities. 
If they failed to do so the Director of Industr ia l Training could take them 
to court. 

T h e C h a i r m a n of G E M M I considered that al though the Government ' s 
policy has been to allow the employers to train voluntari ly, a state might 
have been reached where the Government must find a way of forcing em-
ployers to train. Th is was because the employers did not seem to heed the 
appeals that had been made from time to time by the Government to inter-
est themselves in training. He said fur ther that he would not like to see 
those employers who take interest in training being discouraged because of 
poaching by those who do not train. 

T h a t the threat of legal prosecution has an effect is doubt fu l considering 
that no legal f ramework exists for prosecuting those who have not paid the 
training levy. 

(viii) Poaching 

Explanat ions have been sought for the somewhat d isappoint ing par t ic ipa-
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tion of engineering and metal manufac tu r ing industries in the D I T train-
ing programme. And poaching has been a favoured explanation. Employers 
have complained about the difficulties in retaining apprent ices in the spon-
soring companies when apprent ices complete their courses. Poaching by 
other employers who do not take the trouble to train their own people has 
been used as an excuse by employers for s topping the recruit ing of train-
ees. An addit ional a rgument has been raised that employers do not get 
back what they put in towards the cost of training and therefore they do 
not recruit many apprentices. 

(ix) Apprent ices to skilled workers rat io 

T h e quest ion of ratio - apprent ices to skilled workers — has been subject to 
repeated discussions. T h e main purpose for determining this ratio was im-
proving the recrui tment of apprent ices. Among the DIT-registered em-
ployers the tendency has continuously been to formally train only a minor-
ity. By J u l y 1976 the relation was 30:101. And still representatives of the 
engineering and metal manufac tu r ing industries have continuously agreed 
that there is a shortage of supply of skilled manpower . Consequent ly it has 
been argued that employers who have training facilities should recruit 
more apprentices. Thus , it was considered that the larger firms should be 
asked to train more apprent ices than required in order to allow for spill 
overs to other smaller firms and the informal sector. 

It became evident that problems would be encountered in implement ing 
any form of set ratio. For example neither the General Engineering and 
Metal Manufac tu r ing Industr ies Training Commit tee nor the National In-
dustr ial Training Council has the powers to enforce such a ratio. Also the 
definition of a skilled employee would have to be worked out. T h e r e was 
great confusion about this definition. Some considered a skilled employee 
to be a grade I craf tsman. Other s thought anyone with a grade I I I Trade 
Test is a skilled employee. 

T h e issue of ratio as a basis for recrui tment was resolved in an agree-
ment that the rat io 4:1 of skilled workers to apprent ices was too high. It 
was recommended instead that employers with 100 employees should have 
at least one apprent ice. T h e Commit tee also recommended that the D I T 
should send a circular to all employers asking them to indicate the n u m b e r 
of skilled personnel that they would like to train. 

M a n y of the decisions in G E M M I have revealed that the Commit tee 
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has advisory s ta tus only. T h e Commit tee has put forward a n u m b e r of rec-
ommendat ions and suggestions but on such a crucial issue as the much 
discussed problem of gett ing employers to recruit more apprent ices , the 
Commit tee ' s weak s ta tus has been obvious. 

(x) Syllabus-weakness 

With regard to "design of such training programmes which shall secure the 
greatest possible improvement in the quality and efficiency of industrial 
t raining", re. G E M M I ' s terms of reference, policy s ta tements have been 
largely missing. Tra ining programmes basically follow City & Guilds re-
quirements . 

This lack of policy regarding the contents of training and its relation to 
local Kenyan condit ions characterizes not only the engineering trades. It 
was the frustrat ions that emerged out of this situation which made the 
D I T prone to adopt the MES-based Kenya Intergra ted Training System 
( K I T S ) . 

Since K I T S - in theory - is designed according to existing labour pro-
cesses in the local industries, it would overcome the domina t ing foreign 
training systems and the irrelevances of the syllabus being practised. T h e 
idea of K I T S was thus a logical outcome of the prevailing deficiencies, no 
mat ter how mistaken some of the other premises on which it rests. (More 
on this below). 

The Role of COTU in planning industrial training 

T h e early and mid-1970s were the years when the apprent ice t raining pro-
g rammes for craft and technician apprent ices in the metal trades were de-
signed. T h e role of the tr iparti te body G E M M I in this process, discussed 
above, shows that C O T U (Central Organizat ion of Trade Unions) played 
no significant role in these impor tan t years when the t raining p rog ramme 
was being developed. 

It would be wrong to conclude, however, that the employees ' repre-
sentatives had no impact at all. T h e mere presence of the Trade Union rep-
resentatives may have guarded against decisions which would be one-
sided at the expense of workers. If the Trade Union representat ives were 
not outspoken about industrial t raining in these years, at least they stead-
ily followed the work in the General Engineering and Meta l Manufac tu r -
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ing Industr ies Training Commit tee , and in certain cases forced through 
decisions according to their own policies. For example the Trade Union 
has been firm on the principle of t raining at home, and on several occa-
sions pressure from the Trade Un ion enforced decisions of training locally 
instead of abroad. 

Nor with regard to the technical aspect of the training programmes is it 
to be expected that the employee representatives would have significant 
opinions. In a t rade union t radi t ion such as Kenya ' s where Trade Union 
officials are rarely recruited from the rank and file, these representatives 
are usually not technically skilled themselves, and their insight into the 
technical saliencies of the trades they represent thus also tends to be lim-
ited. 

With recent developments in the labour market - the number of close-
downs exaggerat ing already intolerably high levels of unemployment -
there seems to be a strong case for suggesting that all parties concerned 
with unemployment take a renewed interest in industrial training. Th is 
certainly also goes for the Trade Unions . T h e tendencies embedded in the 
Kenya Integrated Training System ( K I T S ) of turning the broad-skill 
t raining system into a t raining system of machine operators, for whom 
there will be limited jobs available in modern industries, suppor t this 
point. 

National training policies and practices 

From broad skill training to Modules of Employable Skills (MES)? 

In theory the Centra l Government in Kenya st imulates and guides, con-
trols and coordinates industrial t raining on a national basis through the 
levy-grant scheme set up under the Industr ia l Training Act. T h e training 
levy-reimbursement system is adminis tered by the Directorate of Indus-
trial Training ( D I T ) . 

In order to avoid wasteful duplicat ion or serious omissions, industrial 
t raining programmes must be based on some manpower forecasts and es-
t imates of manpower needs. 

The re are at least six agencies in Kenya operat ing independent ly to col-
lect statistics on manpower and training needs. And still statistics on man-
power in Kenya are poor for manpower p lanning purposes. As noted by 
U N I D O , manpower data are "in most cases collected for the record ra ther 
than for action, so that despite this potential wealth of information it is not 
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made use of for p lanning" ( U N I D O , 1981, p. 43). In the absence of a full-
scale manpower survey since 1972 (which was under taken but never pub-
lished in full), manpower estimates have to be based on scattered sources. 
In general these sources use highly aggregated categories or confine them-
selves to par t icular industries. In the absence of comprehensive and regu-
lar manpower forecasts, industrial t raining has been determined by ad hoc 
decisions. 

In the past the emphasis of the Government ' s t raining efforts has been 
on training broad-skilled craftsmen. "This was because their skills are the 
foundat ion of industry — no company can main ta in its machines without a 
competent fitter and electrician". ( U N I D O , 1981). To this explanat ion 
can be added that the t radi t ional apprent iceship trades which are offered 
in Kenya are modelled on the City & Guilds. Cer ta in modifications have 
sneaked in as aid donors have introduced training elements par t icular for 
their nat ional t raining-system. But apprent iceship t raining in Kenya is 
still fundamenta l ly based on the City & Guilds tradit ion, its t rade divi-
sions, proficiency requirements , curricula etc. 

Some may question that City & Guilds is regarded as being geared to 
training broad-skill craf tsmen. In fact, City & Guilds has been criticized 
for including too m a n y specialized skills for the Kenyan economy. How-
ever, in comparison with the newly adopted Kenya In te rgra ted Training 
System, described below, the tradit ional City & Guilds based apprent ice-
ship training must be characterized as broad. It encompasses a theoretical 
component and introduces related technical disciplines, which makes it a 
more comprehensive approach than the narrowly job-oriented K I T S . 

Appreciat ing that the existing apprent iceship system can be character-
ized as broad skill only in relative terms, it is as true for Kenya as for the 
developing countries in general that many of the existing pat terns of train-
ing have been modelled on those used in industrialized countries: all too 
few have been properly adap ted to local conditions. 

As a response to this s i tuat ion which from any economy's point of view 
is unsatisfactory, the Kenya Government through the D I T has under taken 
to Kenyanize industr ia l training. Gonserted efforts are made to develop 
and implement the Kenya Intergrated Training System, KITS. 

T h e project is based on the Modules of Employable Skills, MES, to which 
the I L O devoted enormous efforts and resources over the last 10 years. In 
essence the K I T S / M E S is moulded to suit operator training and other lim-
ited-skill training. If fully implemented it is difficult to imagine that the 
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project would not mean a serious discont inuat ion or reduction of broad-
skill craft- training. Obviously this will influence the potential mobility of 
workers in the labour market . It therefore becomes highly relevant to dis-
cuss the consequences of the in t roduct ion of K I T S . 

The re are so far very limited experiences with M E S training on a global 
scale. Indeed, Kenya is the first country to accept the I L O ' s MES-sys tem 
with the intention of trying it out on a nat ional scale. If our assumption is 
correct, the K I T S will tend to p roduce a worker who is geared to do very 
s tandardized operat ions with high perfection - to the advantage of the 
single employer, maybe. For the individual worker and for the economy, 
the consequences could be very negative. In fact, it is postulated here that 
an industr ial break-through in the "heavier" import subst i tut ion indus-
tries is very unlikely to take place unless much more effort is pu t into the 
training of broad skilled craf tsmen. 

The essence of MES 

Basically Modules of Employable Skills — popular ly known as M E S - is an 
I L O invention in vocational training methods and techniques. ( I L O / S I D A 1981). 
T h e I L O has worked on M E S development since the early 1970s. 

M E S rests on the premise that there is a great need to systematize and 
standardize vocational training in developing countries and at the same time 
make it adaptable to the requi rements of different societies. M E S also in-
tends to minimize "overtraining" in developing countries. 

Some of the more characterist ic features of M E S have been summar ized 
as follows: 

1. Step-by-step activity (based on Skinner) 
2. Profusely illustrated — with photos or drawings 
3. S tandardized presentat ion in booklet form or a loose-leaf system 
4. Reduced development costs 
5. Modu la r in approach . Progression is achievement based not time 

based. Individual self-pacing 
6. T h e instructor is retained bu t in a new role as "supervisor", since M E S 

is self-instructional for the individual trainee 
7. Employment oriented (the single most impor tan t feature) 
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8. Adaptab le to new jobs , new environments , new technologies, i.e. t rain-
ing p rogrammes can be composed as needed in new situations. 

Another salient feature of M E S is its adminis t rat ion. T h e great bulk of the 
learning elements will be developed in Geneva where the I L O will estab-
lish a " learning element bank" f rom which interested part ies can request 
materials. H o w the economy of this "bank" will be worked out is not clear. 
So far donor countries have been paying the bill through the I L O and not 
the industries that are supposed to be prospective users of the M E S sys-
tem. 

Some observations contest the basic assumptions of MES: 

— Occupat iona l analysis, i.e. an analysis of the particular skil l-requirements 
in par t icular product ion processes and local enterprises seems to contra-
dict the assumpt ion that M E S adresses itself to an " in ternat ional target 
popula t ion" ra ther than to a nat ional one. O n e may fear that M E S -
adaptabi l i ty becomes devoid of content, or alternatively, the "ma t r ix" of 
learning elements f rom which to d raw relevant mater ia l must be of enor-
mous and, therefore, unrealistic, dimensions. 

— T h e rate of product ion of elements is already so t ime-consuming that it 
is feared, the " b a n k " will always be lacking in "capi ta l" , and no full pro-
g r a m m e can be prepared . 

— Estimates f rom the I L O show that the actual cost of development per 
learning element in 1981 was U S dollars 1600 to 1800. With the n u m b e r 
of elements required - which exceed 200 elements for a full t rade of mas-
onry alone, to take an example — and considering the cont inuous need to 
upda te learning elements, it is not immediately obvious that this con-
tributes to minimizing costs for curricula development . 

— T h e self-pacing app roach is a fundamen ta l break with the type of ped-
agogy in force in most developing countries, where very little is left to 
the individual 's own j u d g e m e n t of his /her progression. T h e theory that 
s tudents should progress at their own rate may be excellent for the bet-
ter s tudents but causes a wider gap between these and the slower stu-
dents. M E S ' whole lay-out - detailed photos or drawings with short ex-
planatory texts are built on western traditions of perception that are not 
often seen in educat ional materials in developing countries. 

— Since the M E S mater ia l is to a great extent doing-oriented it means that 
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the knowing element, knowing not only "how to do but also know why 
to do", is given less considerat ion and may lead to less unders tand ing of 
applied procedures or regulations. 

- T h e philosophy behind the M E S will too easily lead to training systems 
which are not a iming at creating real craf tsmen, who could be entrepre-
neurs etc., but some specialized workers who can follow instructions in a 
nar row field of work and who are very sensitive to changes in technology 
and in the j ob situation. In other words M E S tends to prepare the 
learner for doing repetitive opera tor funct ions with high precision, not to 
give him an insight into the principles of his t rade - not to ment ion an 
insight into his role in the product ion process or into the funct ioning of 
his society. In the M E S philosophy this insight tends to be synonymous 
with "over- training". 

T h e worker 's flexibility within the present product ion system will tend to 
be limited, i.e. he is not prepared for job-rota t ion , job-changes, etc. T h e in-
troduction of new technology will require retraining. 

T h e claimed flexibility and adaptabi l i ty of M E S is thus a feature of the 
modular training system, which is something quite different f rom providing 
the individual worker with adap tab le and flexible skills. 

T h e essence of M E S has been described in some detail since its implica-
tions are far-reaching with regard to the development of labour skills in a 
longer perspective. With the implicit narrow-skill provision, a MES-based 
training system is counter-product ive to a change towards in termedia te 
and capital goods product ion in the manufac tu r ing sector. This might be 
of limited importance, if the M E S tra ining system were kept within a few 
industr ial sectors as has happened in the few countries which have so far 
experimented with MES. However , in the extraordinary si tuation in 
Kenya , where the M E S system has been adopted on a much larger scale to 
subst i tute prevailing craft t raining and has also been suggested for " train-
ing for the pool", the consequences may be devastat ing. U n d e r the name 
Kenya In tegra ted Training System, K I T S , the Ministry of Labour with a 
massive input of I L O curr iculum development advisers, is working on 
subst i tut ing the current apprent iceship t raining system by the KITS-sys -
tem. T h e system will be briefly described before the ' rat ionale ' behind its 
in t roduct ion is discussed. 
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The Kenya Intergrated Training System, KITS 

K I T S is the cornerstone in a joint K e n y a n / U N D P project, signed in 1980 
( U N D P / K E N / 7 9 ) . I L O is the executing agency. To implement the project 
a new unit has been established as par t of the Directorate of Indus t r ia l 
Training under the n a m e of Cur r icu lum Development , Nat ional Coordi-
nation Services and Technical Suppor t Branch. 

T h e long range objective of the Project is the development of greatly ex-
panded and upda ted curricula for a variety of worker categories so as to in-
crease employment opportunit ies. T h e efficiency and effectiveness of train-
ing will be greatly increased by a new ' intergrated system of t raining ' 
which ensures an accurate interface of the skills required by employers and 
those provided through existing training provisions ( U N D P / K E N / 7 9 ) . 

T h e In tergra ted System consists of five separate but directly related 
sub-systems. Each sub-system being complete in itself, bu t designed to 
work at m a x i m u m efficiency in conjunction with the In tergra ted System as 
a whole. A simple block d iag ramme illustrates the System: 

T h e first sub-system is concerned with occupational analysis, i.e. the re-
quirements of a whole industr ial sector, or a complete enterprise, is exam-
ined in detail. F rom the data extracted, accurate forecasting of all categories 
of trained labour requi rements is possible. I t is believed that enormous sav-
ings can be m a d e in terms of both money and time. 

T h e keynote of the second sub-system — job specifications — is accuracy. A 
job is broken down into its component parts. T h e larger areas of activity 
are called "Tasks" and the breakdown of each "Task" is identified as "Task 
Elements" . O n the basis of "Task Elements" , "Task Learn ing D a t a " are 
constructed. Task Learn ing Data is what was previously called curricula. 

T h e taylorist principles in this system are obvious and clearly revealed 
in this quotat ion: " . . . it will be noted that all the technical knowledge, as-
pects of safety and hygiene together with the practical exercise required to 
master the skills involved with the activity are carefully identified in direct 
relationship to the smallest par t of the j o b concerned." ( D I T , 1978, p. 5). 
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T h e third sub-system, Training Programme Development, is where the much 
feared "over- t raining" is dealt with. To quote, "when curricula is devel-
oped in such precise accordance with j ob requirements , it is comparat ively 
easy to el iminate 'nice to know informat ion ' and ensure that only 'essential to 
know' information is presented to the trainee or learner or s tudent or 
whoever! It need hardly be said therefore, tha t such a provision must of 
necessity represent the epi tome of both efficiency and effectiveness! Because 
it ensures the best possible way of ensur ing complete interface between the 
skills required by the job /employer combinat ion and those presented for 
learning by training centres and other es tabl ishments ." (DIT , 1978, p. 6). 

It is striking how the t ra inee/ learner has been overlooked as a third 
party to the interface between skill requirements by enterprises and train-
ing provided by different establ ishments. T h e objectivization of the trainee 
is obvious. 

T h e fourth sub-system, programme implementation, is where the physical 
break with the conventional training set-up comes in. T h e new training 
system will involve specialized cubicles rather than classrooms and separated work 
areas rather than wide open workshops where noise, dirt and other distractions 
reduce the efficiency of the learning process. 

It is not least this aspect of K I T S which has been worrying donor agen-
cies, since it is envisaged the consequences for the physical layout of the 
t raining place will be radically changed. 

T h e fifth sub-system — Validation and Feedback - is "a most impor tan t and 
critical provision within the In tergra ted System". I t is going to make u p 
for some of the mistakes and misunders tandings of the past , brought about 
largely because of a lack of dialogue between training establ ishments and 
industrial employers. T h e following quota t ion reveals how far reaching the 
consequences of feedback are expected to be: " T h e provision of such a real-
time feedback of information ensures not only that Training Programmes 
are really effective but provides for rapid changes to curricula as and when 
required by changes of equipment , processes and required skills in indus-
try!" ( D I T , 1978, p. 7). 

T h e enthus iasm in D I T ' s presentat ion of K I T S is overwhelming. An en-
thusiasm of this "correctly applied closed loop" with nothing less than op-
t imum levels of efficiency and effectiveness and uniformity of skill pat terns! 

In essence, the K I T S was established in 1979 in order to develop a Ken-
yan identity in relation to industr ial t raining and to effectively introduce uni-
formity and standardization to nat ional training provisions. Th rough the ap-
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plication of the I L O ' s M E S concept of training, t raining p rogrammes are 
supposed to become more flexible, efficient and effective in t raining the na-
tion's workforce at all levels whereever and whenever possible. 

Rationale for the introduction of KITS 

T h e rationale for the int roduct ion of K I T S is expressed in the Kenyan 
Government ' s (DIT ' s ) response to what it felt were shor tcomings of the 
conventional apprent iceship and other training systems in operat ion in 
Kenya. These are rightly seen as being foreign and arbi trar i ly developed 
and the training as being unsystematic, t ime-consuming, inefficient and 
ineffective, inflexible and containing superfluous informat ion, etc. Thus , 

"curricula in the immedia te past has invariably been developed in an ar-
bi trary sense, using perhaps the British Ci ty-and-Guilds as the basis 
and applying foreign s tandards , that is if s tandards were thought of at 
all! Little or no concern has been shown for the real needs of Kenyan in-
dustry and Kenyan trainees! This of course has resulted in a lack of in-
terface between the skills required by industry and the skills being 
taught at t raining centres. — It need hardly be stated the degree of inef-
ficiency here is almost unbelievable." ( D I T , 1978, p. 4). 

Due to its self-contained s t ructure , it is expected that K I T S will remedy 
the shortcomings of the old system. T h e rationale for the int roduct ion of 
K I T S , however, must be found in the dictates of industry. T h e point made 
here is that the initial ra t ionale for the introduction of K I T S is based on 
some basic assumpt ions about the direction of industrial development in 
Kenya. It is postulated that these assumptions are of fundamen ta l import-
ance for evaluat ing the relevance and progression of K I T S . They are dis-
cussed forthwith. About industrial development trends to which K I T S 
shall contr ibute a better interface between industry 's requi rements and in-
dustrial training inst i tut ions ' labour ou tput , the Government has the fol-
lowing to say: 

" I t is now evident that the system of training which has been going on 
since 1971 cannot succed in meeting the country 's current and fu ture re-
quirements . Tra ining provisions which were considered adequa te jus t a 
few years ago, are being rendered obsolete very rapidly, by the changing 
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demands of the whole spec t rum of industry and commerce. Many jobs 
have disappeared, replaced by automation, new materials and more efficient methods 
of production. At the same time new industries and many new jobs are emerging in 
response to expanding consumer requirements and other national development as-
pects." ( U N D P / K E N / 7 9 / 0 0 6 / p. 4) (emphasis added) . 

D I T (1978) has this to add: " . . . we face a period of enormous growth in-
dustrially, where many new companies and many new jobs are emerging 
in response to expanding consumer requirements , both for the home market 
and for export internationally" (emphasis added) . T h e document goes on to 
analyse Kenya ' s t raining provisions for the immediate future when, as it is 
said, "we shall see Kenya sustaining its position as a leader in African de-
velopment and economic expansion." 

Short as these quotat ions are they nevertheless reveal the basic as-
sumpt ions behind K I T S : T h e trend of industrial development in Kenya is 
seen as being expansive at the home market as well as in the internat ional 
export markets; new technologies — including automat ion - are quickly re-
placing out-dated ones and completely new jobs are being created. 

O n e will recognize the parallels to assumptions behind policy changes 
for industr ial production in the country. These are the changes towards 
competit ive export oriented manufac tu r ing that are supposed to solve the 
problems created by the impor t subst i tut ion strategy. And one will re-
cognize in the assumed manpower implications of the changed industrial 
development strategy a n u m b e r of principles which are continuously being 
repeated as fundamenta l - both to export manufac tur ing industries and to 
K I T S : efficiency, effectivity, uniformity, standardization, and cost-saving devices. 

Given this background it becomes easier to unders tand why it was 
thought appropr ia te to modernize industrial training through the intro-
duct ion of K I T S . It was simply a dictate of the new industrialization strat-
egy to increase industry 's command over labour, to raise the workers ' effi-
ciency in correspondence with world market competit ion, which could 
only be met by a high degree of product ion uniformity and s tandardizat ion 
and increased labour productivity. To this end revision of the industrial 
t raining system along M E S principles would increase industry 's labour 
control. 

While the Kenyan Intergra ted Training System, K I T S , looks like a per-
fect desk model for a full industrial t raining system, "complete in i t se l f ' as 
a self-contained closed-loop system, it raises a n u m b e r of critical questions. 
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These questions concern both the feasibility of the new training p rog ramme 
in terms of resources required to develop and implement it to a satisfactory 
level (see Appendix B) but , more fundamenta l ly , the desirability of turning 
to these tayloristic, limited-skill provisions, considering the social implica-
tions of this change. 

T h e postulated savings of K I T S are highly exaggerated. According to my 
own calculations savings are at best to be expected in some dis tant future; 
moreover the "savings" appear because the costs of developing the vo-
cational t raining system have been shifted from industries to the Kenyan 
state (DIT) to a higher degree than what was previously the case. T h e r e 
may be shor t - term savings to be made by training workers only to the bare 
min imum of "necessary to know", the K I T S being "c leaned" of "nice to 
know" information. However, the social cost for the industr ial worker as for 
the economy, in terms of a narrow and rigid skill basis may be serious and 
counter-product ive to relevant ceonomic s t ructural changes. 

"Need versus effective demand" in Kenya's industrial training 

Much of what has been said about the ongoing industrial t raining reforms 
in Kenya has been based 011 assumptions about industry 's d e m a n d in gen-
eral for certain labour skills and qualities of the labour force. For p lanners 
of industrial training, the training system is likely to be regarded as effi-
cient if it responds in a flexible manner to changes in the labour market 
and ensures a cont inuing balance between d e m a n d and supply. For the 
concerned t rade unionist , for the concerned scholar or for the concerned 
populat ion in general , t raining systems are usually asked to do more than 
this - not merely to respond to the pat tern of effective demand but also to re-
late to the variously defined needs of an economy and society (M. Godfrey, 
1979). And we could add — the social implications of the t raining system, its 
effect on differentiation of the labour force, the a t tached wages and bene-
fits, the effects for workers ' employment security, for labour turnover, mo-
bility etc. all of which influence the level of reproduction of the worker and 
the worker 's family. These are greatly significant implications and there-
fore deserve to be considered when training systems are being assessed. 

T h e massively domina t ing analysis of industrial t raining in developing 
countries has a market-or iented point of depar tu re if not the mere in-
sti tutional descriptive approach . (For example J . R. Sheffield and V. R 
Diejomaoh, 1972 and J . S. M c N o w n , 1970). The re is a certain tradit ion for 
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assessing the social effects of general education in terms of distr ibution of re-
sources. In the case of Kenya , excellent analyses are found in works by 
Somerset (1973) and K. Kinan ju i (1974). In terms of assessing the socio-
cul tural historical context of industr ial training, first of all in the informal 
sector in Kenya , King has contr ibuted very enlightening material (1977). 
But it is only in recent work that the case of training in Kenya is examined 
in the light of the distinction between effective demand and need (M. God-
frey, 1979). 

W h a t is new in Godfrey 's approach is that he raises a number of ques-
tions - however very sketchy - which arise if the "distr ibution of unsatis-
fied needs" is taken as the s tar t ing point for p lanning education and train-
ing. T h e focus of need oriented p lanning would initially have to be outside 
the t raining system, and Godfrey then estimates the magni tude and identi-
fies the distr ibution of unsatisfied needs for adequa te nutri t ion, water , 
housing and health in Kenya . 

"All this might be thought to suggest a blueprint for a need-oriented 
training system which would turn out experts in, say, eco-systems in low-
potential areas, small farm technology, basic food crops, pastoral ism, nu-
trition, home economics, rural water supply, u rban low-cost housing and 
rural preventive health care; indeed a need-oriented training system would 
have these components" (M. Godfrey, 1979, p. 193). 

Godfrey suggests several measures that would help facilitate a restruc-
tur ing of industrial product ion towards the internal mass market . Redistri-
but ion o f l a n d , for instance, would lead to a larger and more equally distri-
buted agricultural ou tput and would reduce migratory pressure on the 
towns and marginal rural areas. And a narrowing of formal-sector income 
differentials via government pay policy would pull in the same direction. 
These changes in the s t ructure of product ion and of income would them-
selves bring need and effective d e m a n d closer together, but they would 
have to be supplemented by changes in the s t ructure of government ser-
vices. In short, there would be no point in trying to change the content of 
training, reflecting as it does, albeit imperfectly, the current pat tern of ef-
fective d e m a n d (for designers and builders of high-cost mortgage housing, 
curat ive medical workers, brand-special is t automobile mechanics, to men-
tion some) unless the pa t te rn of d e m a n d was also changed - by changes in 
the s t ructure of product ion and /o r by government counterbidding in the 
market for trained persons. "Given such changes on the demand side the 
changes that would be needed in the content and s t ructure of t raining 
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would indeed be drast ic. They would certainly involve a move away f rom 
the current tradit ional , market-oriented syllabuses and qualifications, par-
ticularly at professional level but also at semi-professional and skilled lev-
els." (M. Godfrey, 1979 p. 193-194). 

Godfrey has opened u p a new perspective on industr ia l t raining in 
Kenya i.e. t raining as a means to meet unsatisfied needs of the society. -
But perhaps the most difficult question, as he himself suggests, to which 
thought has hardly begun to be given is wha t changes in the content of train-
ing would be implied by a serious move towards need-oriented planning. 

T h e ongoing reorientat ion of industr ial t raining in the K e n y a n Inter-
grated Training System, K I T S , will not give an answer to the question of 
relevant contents in a need-oriented training system. O n the contrary, 
K I T S is a market-or iented training system, its idea being to br ing about a 
better balance between indust ry ' s effective d e m a n d for par t icular labour 
skills and the t raining system's supply of t rained labour. 

A need-based industrial training programme — The Village 
Polytechnic Programme 

Cont ra ry to the Minis t ry of Labour ' s industrial t raining p rogrammes on 
which the above discussion has concentrated, the Village Polytechnic Pro-
g ramme is in principle a need-oriented training p rogramme. 

T h e aim of the Village Polytechnic P rogramme is to offer unemployed 
pr imary school leavers opportuni t ies for training and pract ical experience 
that will improve their prospects of obtaining employment in the rural 
areas where they live. By giving courses which would be of par t icular rel-
evance in a local communi ty - for example water irrigation, appropr ia te 
technology/agricul tural courses etc. - the idea of the Village Polytechnic 
has been to meet both the need for products and services in the local so-
ciety and the need for employment of school leavers. 

I t is, however, obvious that the intended openness and flexibility of the 
p rogramme has material ized only in very few instances. T h e r e has been a 
tendency towards stereotyped training courses for only a handfu l of con-
ventional trades (see Table 3). 

T h e intended flexibility in the length of training courses has also tended to 
formalize and settle into a two-year course. But these signs are not the only 
ones indicating that the need-orientat ion of the Village Polytechnic Pro-
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Table 3. Distribution of trades of the Village Polytechnics, 1981 

Percen tage of 

all courses 

C a r p e n t r y 17 
M a s o n r y 17 
H o m e economics 16 
Ta i lo r ing 15 
M e t a l work , p l u m b i n g 11 
Agr i cu l tu re 11 
L e a t h e r w o r k , t a n n e r y 6 
M o t o r m e c h a n i c s 4 

C o m m e r c i a l 2 
Electr ici ty 1 

100 

Source: 
D A N I D A . Village Polytechnic Programme in Kenya. A report 1981. 

g r a m m e is being undermined. Thus , a recent evalution report ( D A N I D A , 
1981) recommends that examinat ions be introduced and a system of grad-
ing be developed to ensure equal s t andards of examinat ion in all Village 
Polytechnics. T h e issuing of a certificate based on the examinat ion results 
is also recommended. 

Such recommendat ions if quest ionable in themselves only reflect the 
pressures in society to formalize t raining according to s tandards which em-
ployers accept. And they reflect the fierce competi t ion for wage work in a 
situation where setting up one 's own business in the rural areas or in the 
" informal sector" is up against so many odds which two years vocational 
t raining in a Village Polytechnic can do very little to diminish. 

Another sign of formalization and market-orientat ion of the Village 
Polytechnic Programme is increased government control. T h e expansion 
of the village polytechnics definitely reflects a widespread need for train-
ing. From the start of the first Village Polytechnic in 1968 under the spon-
sorship of the National Chr is t ian Council of Kenya the n u m b e r increased 
to 10 in 1970. All Village Polytechnics are founded on a self-help basis, but 
from 1971 the Kenya Government launched a major p rog ramme of as-
sistance. Between 1971 and 1980 the n u m b e r of government assisted Vil-
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lage Polytechnics grew from 20 to 250 and the n u m b e r of trainees in-
creased from 600 to 25.000. 

Dur ing a short-lived period, 1979-80, the Village Polytechnic Pro-
g ramme was under the adminis t ra t ion of the Ministry of Labour . I t was 
understood that the reason for this transfer from the Depa r tmen t of Social 
Services was that the Village Polytechnic Programme should be an inte-
grated par t of the technical education in Kenya rather than a social pro-
gramme. This is also reflected in the project documents of the Kenyan In-
tegrated Training System, K I T S , discussed above, which clearly see the 
Village Polytechnics as one training-set-up, where the MES-based training 
approach will be in t roduced. However , as of Ju ly 1980 the p rog ramme was 
moved again, first to the Ministry of U r b a n Development and Housing — 
later in 1981 to the Minis t ry of Cul ture and Social Services. 

It may turn out that the idea of keeping the Village Polytechnic Pro-
g r a m m e as a need-oriented training p rogramme cannot survive no mat te r 
to which ministry the p rogramme is a t tached. T h e pressures to bring the 
p rogramme in tune with the rules of competit ion in the labour market , the 
demands for examinat ions, for t rade tests and certification, are strong, and 
may turn the Village Polytechnic Programme into another market-orien-
ted training p rog ramme at the bot tom of the industrial t raining hierarchy. 

It remains to be seen whether the H a r a m b e e Inst i tutes of Technology 
will take up the challenge of becoming a need-based training p rogramme. 
T h e H a r a m b e e Inst i tutes certainly contain this possibility as long as their 
formalization has not yet been agreed upon. It may well be argued that the 
H a r a m b e e Inst i tutes of Technology by offering a varied range of spe-
cialized courses ad jus ted to local needs —such as eco-systems in low-poten-
tial areas, small farm technology, rural water supply, low-cost housing, ru-
ral preventive heal th care etc. - would better secure their own survival. 
However, as it is today one may expect, that the H a r a m b e e Inst i tutes of 
Technology P rog ramme will develop into yet another competi t ive t raining 
p rogramme and try to base itself on labour demands of the industr ia l la-
bour market which may already be satisfied by the supply f rom employer-
controlled apprent iceship training. 

Conclusion 

Reforms in industr ia l t ra ining in Kenya in the 1970s created a t r ipar t i te 
framework for regulat ing the interface between industry 's d e m a n d for 
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Difficult to recruit young people for training in highly demanding, skill intensive foun-
dry- and casting work. 

skilled labour and the ou tput from the industrial training centres. Intro-
duction of a training levy/ re imbursement system would help to increase 
and to share the responsibility and costs of training more evenly in the la-
bour market . 

If the t rade unions, C O T U , had played an active role in the t r ipart i te 
appa ra tus on behalf of the workers, C O T U would have seen that manufac-
turing was not developing along the lines on which the M E S based K I T S 
was p lanned. T h e expansion of competit ive, export-oriented industries 
using vast numbers of limited-skill operators did not take place as antici-
pated. 

C O T U would also be aware that the current training policy reforms 
contradict C O T U ' s own s tands on a central issue, namely C O T U ' s re-
peated d e m a n d that the min imum wage system be abolished. If this is 
done, workers are left to free competi t ion in the labour market . In such a 
situation workers would certainly need full encouragement and suppor t 
from C O T U to increase their ability to compete. In that respect a wide 
skill basis is of more help than what K I T S seems to offer. Likewise, the 
person who is forced to struggle alone in the informal sector will also be 
better equipped with a broad skill. 
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This chapter has shown that the process of motivat ing a wider range of 
industry to take a more systematic interest and approach to t raining is a 
slow one. Economic recessions s tand in stark contrast to K I T S ongoing in-
dustrial t raining reforms. K I T S may help the employers save t raining ex-
penses for a range of machine operators. But making apprent ice t raining 
narrowly job-or iented in times of economic recession and industr ia l slow-
downs is obviously confining the potential mobility of the workers in the 
labour market . 

Kenya is moving towards a competitive, export-oriented industr ial de-
velopment strategy. And the industrial training system that is undergoing 
reforms in its shadow is being pulled in the same direction. T h e way is 
stony, competi t ion in the world market is tough, and the positive results of 
the policy changes are yet awaited. W h a t is equally problematic , however, 
is that reforms fur ther complicate — maybe even cut off — a possible direc-
tion of change for which it is believed Kenya still has a potential - the shift 
towards a heavier impor t substi tut ion strategy. A shift that would centre 
on developing the Kenyan economy internally — keeping the necessary in-
ternational links, and providing the basis for more local employment than 
the case is today. 

It may be that the prospects for an industrial transit ion, in which the 
metal craf tsmen play a central role, are painted too bleak. T h e following 
observations in this chapte r indicate that the potentials have not been to-
tally jeopardized: 

- T h e transit ion of the broad skill apprent iceship training towards narrow 
skill opera tor t raining took off in building and textile trades. So far there 
are no signals that the metal trades will be subject to a KITS- t r ans fo r -
mation in the foreseeable future . 

- If craft apprent iceship t raining in the metal trades - contrary to expec-
tation - is shortly t ransformed according to K I T S principles, there may 
still be openings for comprehensive craft training in the for thcoming H a -
rambee Inst i tutes of Technology. O n e may fear, however, that this sys-
tem like the Village Polytechnic Programme, will be pulled in the direc-
tion of nar row employer demands away from a need-based orientat ion. 

This chapter has outl ined features of the public t raining policies con-
cerning metal crafts. T h e next chapter turns to the company level and in 
part icular focuses on the individual craf tsmen. 
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Chapter 3 

Workmanship in the engineering trades in 
Kenya - Two company profiles 

Introduction 

In view of the claimed scarcity of skilled craftsmen in Kenya, one might 
cxpecl that industry would apply a wholehearted and systematic approach 
to training. It is, however, striking that only a small minority of private 
manufacturing firms systematically take advantage of industrial t raining 
institutions. This is supported by figures on the recruitment of craft ap-
prentices, Table 1. 

Obviously, the introduction of the training levy and other industrial train-

Table 1. Recruitment of craft apprentices, January-June 1980, in general engineering 
and by size of firm 

General engineer ing All t rades 

No. of firms No. o f a p p s . No. of firms No. of apps . 

Government & 
parastatal 3 245 6 263 

Private over 
500 employees 2 15 14 110 

200-499 5 41 10 69 

100-199 4 13 4 13 
50- 99 1 3 1 3 
20- 49 1 1 3 3 

5 - 19 - - - -

Size distribution na 3 3 50 185 

Other - - 1 4 

Total 19 321 89 640 

Source: D I T and U N I D O , 1981 p. 85. 
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The local Asian fundi is a rare craftsman in Kenya in the 1980s, contrary to 1942 when this picture was 
taken of the labour force in one of the general engineering companies in the study. 

ing reforms of the 1970s have not been able to change the picture - that 
Government and paras ta ta ls are responsible for the vast major i ty of ap-
prentice training. Among the private firms only the larger firms seem to 
train through the Directorate of Industr ia l Training. 

Several questions and hypotheses arise f rom these observations: 

- Does the limited suppor t for the industrial t raining p rogrammes by pri-
vate manufac tu r ing industries indicate that in reality there is no short-
age of technically skilled manpower? Or , 

- is the limited par t ic ipat ion in formal industrial t raining by private firms 
an indication that the quali ty of training in the insti tutions is unsatisfac-
tory? I.e. is the cost/benefi t of the t raining programmes considered to be 
too high? 

- A third possible explanat ion may be that whatever need for skilled man-
power individual firms may have they prefer to train workers on-the-job 
- for economic or quali ty reasons, or merely as tradit ion. 

- T h e "pool" of technically qualified people who have acquired their skills 
in public enterprises, in technical schools or in other private firms may 
be large enough to satisfy the need of those firms which do not them-
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selves engage in training. Thus , poaching for example is mainta ined to 
be frequently practised, a l though poaching of skilled manpower will 
generally require readiness by the firm to pay higher wages. 

— It may also be asked if the increasing n u m b e r of industrial close-downs 
in recent years have set free a n u m b e r of skilled workers who are now 
available in the labour market . If so this would fur ther diminish indus-
try's need to engage in industr ia l training. 

Some of these questions were discussed in general and for the engineering 
manufac tu r ing industries in par t icu lar in the previous chapter . In this 
chapter they are reflected upon through more detailed analyses of two 
firms: (1) a general engineering manufac tu r ing company and (2) a fab-
rication and maintenance workshop in a sugar factory. T h e documenta -
tion includes profiles of engineering craf tsmen 's work- and social si tuation 
in the two companies. 

Company 1: general engineering manufacturing 

Brief history, production and company organization 

T h e firm is one of the oldest manufac tu r ing firms in Kenya. It started pro-
duction in 1904. At the beginning, the firm was primarily doing p lumbing 
and t insmith work. T h e development of the firm has been gradua l — to-
wards engineering work. Today the firm employs approximately 120 peo-
ple. They manufac tu re a wide variety of engineering products such as con-
veyors, tea-machinery, elevators, winches, driers, separators , chassis, play-
ground and sports equipment , gas-cylinders, vessels, cookers, petrol tanks, 
gates and many others. Product ion is mainly based on orders. A good deal 
of repair work is under taken. 

T h e firm has mainta ined a product ion pat tern which has almost com-
pletely d isappeared in the engineering industry in the Western industrial-
ized countries. It operates a full product ion process from the prepara t ion 
of raw materials at one end to the final finishing and distr ibution of the 
products of the other. T h e workshop is organized according to the succes-
sion of heavy metal equipment product ion: i.e. the firm has its own foun-
dry, a jo ining/welding shop, a blacksmith shop, fabrication shop and ma-
chine shop. 

T h e cupola furnace is used approximate ly once a month for smelt ing 
scrap iron. T h e r e are metal smelt ing furnaces for making alloys. A storage 
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Introduction of modern technology: solar water heating. 

in the carpent ry workshop contains hundreds of different pa t terns and 
models for the most varied products which have been made over the years. 
These models are moulds for castings which are final products or are being 
used as in termediate inputs in the f irm's product ion. 

T h e major raw materials are, however, steel plates and steel bars, which 
are purchased from local steel stockists. Approximately live pet. of inter-
mediate inputs are purchased from the U K . 

From the list of machinery (see Appendix D), the n u m b e r of specialized 
machines for the successive steps in the product ion process can be seen. 
These machines are for cutt ing, shearing, rolling, bending, gr inding, ham-
mering, welding, milling, t r imming, planing, turning etc. 

T h e machine park contains approximately 50 machines and other heavy 
equipment . All machines are of an older make, most being at least 25 years 
old. The re are boiler test pumps and equipment for testing pressure resis-
tant yessels - the speciality product ion of the firm. Filing off rough edges 
and paint ing is given as the final finish before the product is delivered di-
rectly to the customer or is distr ibuted through an agent. 

T h e firm is privately owned, and in 1963, the year of Kenya ' s Indepen-
dence, it was incorporated as a limited company. In 1978 the firm was 
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bought by a Scottish based mul t inat ional corporat ion, in cooperation with 
its subsidiary in Kenya. T h e board of directors comprises three British and 
two Kenyan directors, who simultaneously hold directorships in other 
firms controlled by the Scottish M N G in Kenya and East Africa. O n its 
part , the engineering firm bought a meta l furni ture manufac tur ing factory, 
in 1971. At the takeover, a sheet metal workshop was transferred f rom the 
engineering firm to the furni ture manufac ture r . T h e work force then de-
clined to the present level of approximate ly 120 employees. T h e major i ty 
of the 100 product ion workers are skilled and semi-skilled workers. 

Unt i l recently the firm was run by a single managing director. He re-
tired early in 1981 and is now acting as an advisor to the firm. Today the 
firm is run by a team of five managers — four are Europeans , one is a Ken-
yan Asian. With the "mul t inat ional iza t ion" of the firm in 1978 a moderni-
zation of the organizational s t ructure has been started. A reorganization of 
the physical layout (see Appendix E) of the workshop has already begun. 
Machines have been spaced, put in line, overhauled and painted, and sub-
division of the workshop floor is in prepara t ion . T h e work force in the two 
major product ion entities - the machine shop and the fabrication shop — is 
being res t ructured into smaller sub-sections (see Figure 1 and Appendix E, 
Physical Layout of Workshop). 

Each section will be headed by a section leader. He will be in charge of 
5—9 skilled workers and a few labourers . For a Kenyan general engineering 
workshop this is an exceptionally clear organizat ional set-up. At the time 
of visit, April 1981, several section leaders and foremen with no previous 
supervisory responsibilities were still on probat ion. 

Figure I. Production section 
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In addit ion to these organizat ional changes, managemen t is p lanning to 
extend batch product ion by adding a s tandard product ion section. This is 
intended as a means to meet tough competition and to get into expor t 
manufac tur ing . At the moment , the firm has a certain a m o u n t of batch 
product ion of cookers and gas cylinders. It is the plan to expand into batch 
product ion of solar heaters, assembly metal huts and different sports 
ground equipment . 

A majo r item will be the assembly and product ion of hydraul ic p u m p s 
for which a separate section is under implementat ion. P u m p assembly or 
manufac tur ing is expanding in Kenya at the moment . It has been men-
tioned as a priority line of product ion in development documents as an 
auxiliary of water-projects , which is a priority under taking in agricul tural 
development . T h e r e is no impor t duty on pumps . However , the f i rm had 
not yet in 1981 been able to obtain an import licence for the kits to be as-
sembled. Batch products will primari ly be distr ibuted through agents. 

Another element of the policy changes in the firm are p lans to do more 
advertising (at the Nairobi Agricultural Show for example) and look more 
actively for orders than the practice has been so far. 

In 1979 the share capital of the company was increased from 500.000 
K.Shs. to 1.800.000 K.Shs . T h e Scottish M N C (E.A.) controls 65 pet. of 
the shares, its subsidiary (Nairobi) 35 pet. of the shares. T h e workshop 
premises are rented from the former general managing director. M a -
chinery and equipment is valued at approximately 3 mill. K.Shs. (1980). 
T h e firm has a product ion goal of 1 mill. K.Shs . ou tput per month . To 
reach this goal the order book must be at 4—5 mill. Shs. It is difficult for the 
firm to mainta in this level of orders. In 1980 the order book f luctuated be-
tween 1 mill, and 4 mill. Shs. And dur ing the first months of 1981 the order 
book varied between I'A and 2 mill. Shs. This means that machinery and 
equipment are not being used to their full capacity. T h e firm operates one 
day-shift only. Consider ing the difficulty of measuring capacity utilization 
in a factory with very differentiated production, the product ion manage r 
nevertheless est imates the capacity utilization to be approximate ly 50 pet. 
T h e managemen t aims at a 100 pet. increase of product ion, seeing great 
potentials in Kenya despite the general recession in the economy and com-
petition from a large n u m b e r of small engineering firms. T h e ongoing 
reorganization is one of the means to increase productivity. 
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The work force at the firm 
(a) Kenyanization 

Engineering more than any other manufac tu r ing work, had been the do-
main of Asian ' fundis ' until the late 1960s. To some degree this is still the 
case. For many generations smithing and engineering skills had accumu-
lated in certain Indian families. Asian emigrants to Kenya made up a 
highly skilled labour force in the early and mid-century. From 1968, how-
ever, work permits had to be obtained annual ly for non-Kenyan citizens. 
From that year onwards many Asian craf tsmen decided to leave Kenya 
due to the general feeling of uncer ta inty about the future . 

As in other engineering firms, the product ion workers in this company, 
until recently, were largely Asian. T h e exodus of Asian workers from the 
firm accelerated after 1968. 

Today all production workers (approximately 100 including labourers) 
except for one Asian fundi, who has been with the firm since 1937, are 
Kenyan Africans of different ethnical background. 

By training workers on-the-job, and partly by making use of the Govern-
ment ' s t raining programmes, it has been possible to mainta in productivi ty 



Using heavy machines of older make. 

in connection with the kenyanization of product ion. At the supervisory 
level Kenyaniza t ion has started but the expatr iates and Kenyan Asians 
are still in the major i ty . 

(b) Job and skill profile 

There is no sha rp distinction between skilled2 and semi-skilled3 workers in 
the firm. Nor is there a sha rp distinction between semi-skilled workers and 
labourers4 . T h e p r o d u c t i o n - and personnel manager est imated the j o b and 
skill distr ibution of the 120 employees as set out in Table 2. T h e table also 
indicates the distr ibution of people interviewed. 

2. A c o m m o n def in i t ion of a skilled worke r is s o m e o n e w h o needs a c raf t test cer t i f ica te for his 
j o b . S o m e o n e w h o not only ope ra t e s bu t also sets compl ica ted m a c h i n e r y is no rma l ly re-
ga rded as "ski l led" . 

3. A m a c h i n e o p e r a t o r w h o ope ra t e s a m a c h i n e with m o r e t han one func t ion , b u t does no t set 
the mach ine , is n o r m a l l y r e g a r d e d as a "semi-skilled" m a c h i n e ope ra to r . 

4. A m a c h i n e o p e r a t o r w h o ope ra t e s a m a c h i n e wi th only one s imple func t ion is n o r m a l l y re-
g a r d e d as a "labourer". 
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Table 2. Job and skill profile, April 1981* 

O c c u p a t i o n / t r a d e No. of No. of 

persons in terv iewed 

Skilled and semi-skilled workers 
F i t t e r " 14 7 

Welde r 13 5 

T u r n e r 8 2 
Mou lde r 2 ' 6 2 
Blacksmith 3 1 6 3 

Gui l lo t ine & press o p e r a t o r 2 1 

Dril ler 1 1 

Screw mach in i s t 1 1 

P l ane r 1 1 

P l u m b e r 1 1 

Appren t i c e s 12 5 

Tota l 64 29 

Labourers 
P e r m a n e n t " 30 3 

C a s u a l 10 0 

Tota l 40 3 

Supervisors 
Chief Foremen 5 ' 4 4 
Section leaded (6) (5) 

Tota l (10) (9) 

Clerks" 
(secretar ies , a c c o u n t a n t s , messengers , a .o.) 7 1 

Managers"' 5 2 

Ret i red m a n a g e r 1 

Tota l 120 40 

* O n e of (he f i t ters a t t e n d e d a technical t r a d e school a t K a b e t e for three years , b u t took m a -
sonry. T h e o the r fi t ter had three years t r a in ing at K a b e t e a n d M a c h a k o s Technica l 
Schools . H e was la ter a f i t ter a p p r e n t i c e u n d e r the Min i s t ry of L a b o u r c raf t a p p r e n t i c e 
p r o g r a m m e at this f i rm for f o u r y e a r s . T h e p l u m b e r was t ra ined u n d e r the Na t ive I n d u s -
trial T r a i n i n g Depo t at K a b e t e before the Second Wor ld W a r . A n d the p l u m b e r spen t two 
years l ea rn ing p l u m b i n g and t i n smi th ing at M a c h a k o s Technica l School. 
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Notes: 
1) 3 are sect ion leaders 

2) 1 is scct ion l eader 
3) 2 are section leaders 
4) the d i s t r ibu t ion be tween semi-skil led workers a n d p e r m a n e n t l abou re r s is u n c e r t a i n 

5) one is an expa t r i a t e , two a re K e n y a n As ians 
6) section leaders a re coun ted u n d e r skilled a n d semi-skilled workers 

7) there is one w o m a n only employed in the f i rm as a secre ta ry 
8) four are expa t r i a t e s , one is K e n y a n Asian 

T h e wide range of manufac tur ing , of designing, moulding, casting and 
manufac ture of proto-types and different vessels etc., requires highly 
skilled work. As ment ioned, there is a somewhat a rb i t ra ry dividing line be-
tween skilled and semi-skilled work in the company - in fact one gets the 
impression that some of the highly skilled workers have been grouped with 
the semi-skilled ones. But al together approximately 60 pet. of the em-
ployees must be considered as skilled workers with many years experience. 
Another impor tan t g roup within the product ion workers are the regular la-
bourers. T h e r e has been a very low turnover in this group, and through 
their long a t t achment to the firm many are able to act as s tand-ins for ab-
sent machine operators . T h e r e is no s tandard pa t te rn through which the 
highly qualified workers in a complex engineering workshop have acquired 
their skills. Yet a generat ional division is appear ing. 

(c) Work and training experiences 

In principle a worker can accumula te skills through work experiences, 
through technical school t raining or f rom a combinat ion of these. While 
technical school t ra ining almost by definition is systematic - leading 
through a succession of stages — on-the-job training can vary f rom a sys-
tematic p rog ramme of instructions to learning by trial and error. 

Since there is no s t andard industr ial education in Kenya as yet, al-
though the craft and technician apprent ice training may develop to be so, 
there are many possible combinat ions of systematic instruction and practi-
cal work experience through which a person can become a skilled worker. 

In the firm there is a wide variety of trades represented, for which the 
necessary training period is also different. For example it takes more expe-
rience to become a qualified moulder or turner than to become a good wel-
der. 
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Figure 2. Workers distributed according to number of years employed by the firm 
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T h e vast major i ty of the workers have had their substantial work experi-
ences with this company. A dis tr ibut ion of the 31 product ion workers in-
terviewed (leaving out 5 apprent ices who are all new employees) shows 
that the average n u m b e r of years with the firm is 16. 

Of the 31 workers only two have been with the firm for less than five years, 
(both exactly for three years). T h e large major i ty have been with the firm 
for more than 10 years, and two for more than 30 years. I t is obvious that 
this pa t te rn gives the firm a s t rong basis for influencing its workers ' train-
ing. 

T h e long a t t achment of the workers to their present employer leaves 
room for relatively few previous jobs . 

68 



Figure 3. Workers distributed according to number of previous jobs 
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T h u s 12 workers have had no other employment . T h e m a x i m u m n u m b e r 
of jobs, held by one worker only, were four. 

In our sample the workers are divided almost equally between those 
who have been learning their t rade within this firm and those who have 
previously been employed in similar or related trades: 
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Table 3. Acquisition of work experiences in previous or present job 

No. of workers 

Previous e m p l o y m e n t in s imilar o r re la ted t r ade 13 

" A d v a n c e d " unskil led work such as s torekeeper , admin i s t r a t i ve police 5 

N o o the r p rev ious j o b 12 

30 

Note: 5 app ren t i ce s a n d one chief supe rv i so r a re not inc luded . 

13 workers already had some experience in their t rade or related t rade 
when they were employed. Five had no experience in their t rade in their 
previous jobs , but have experienced wage work. 12 workers had gained all 
their work experience within the present firm. 

T h e vast majori ty of the product ion workers had learnt their t rade 
through practical experience on the job . 

This pa t te rn of pure on-the-job training may be changing now. T h e firm is 
responding positively to the nat ional training policy by utilizing the train-
ing levy-reimbursement system and is continuously employing appren-

Table 4. Training experiences 

No. of workers 

19 
5 
2 
2 
2 
1 
1 

32 

Note: O n e s torekeeper , one l aboure r , one chief superv i sor w h o is an engineer , a n d one fore-
m a n with a h igher d i p l o m a in m e c h a n i c a l eng inee r ing are not inc luded . 

O n - t h e - j o b t r a in ing only 
C r a f t or technic ian a p p r e n t i c e at the m o m e n t 
Technica l school 1 to 2 m o n t h s 
Technica l t r ade school 3 yea r s 
Technica l s econda ry 2 - 3 yea r s (not comple t ed ) 
Technica l s econda ry a n d full c ra f t a p p r e n t i c e s h i p comple ted 
T ra ined in a r m y 
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tices. In April 1981 there were 12 apprentices. It is, however, interesting to 
see that this does not necessarily affect the s t ructure of the labour force di-
rectly. Thus , in our sample we found only one worker, who had been spon-
sored by the firm for 4 years apprent iceship under the Minis t ry of Labour 
Programme, and who had stayed on with the firm. 

One explanat ion is that apprentices on completion of their t raining are 
free to seek other employment , and many will look for better paid jobs than 
what they can expect in this firm. But, of course, the company is similarly 
freed of contractual obligation on completion of an apprent iceship con-
tract, and may not pu t any efforts into keeping apprent ices who do not live 
up to the f i rm's expectations. 

Another indication of the change away from on-the-job training only, 
lies in the Kenyaniza t ion of the engineering trades. A familiar t raining pat-
tern in the Asian owned engineering firms has been to pass on skills di-
rectly from the older men to young family workers. African employees 
have largely been used as labourers in these firms, but have not benefited 
much from the in-family training tradit ion (K. King 1977). With the re-
duction of the Asian communi ty , this training pat tern has also been wan-
ing, while those who are left take a somewhat different a t t i tude to training. 
T h u s today, it is a familiar pat tern , that engineering workers of Asian ori-
gin are sent abroad , very often to India , to be trained in technical insti tutes 
there. This has been the experience of one of the foremen of Asian origin in 
this company. T h e firm employs only one product ion worker of Asian ori-
gin - an old turner who has been with the firm for 43 years. H e comes from 
a typical background of long-standing craft traditions. 

Skill t ransfer from older to younger workers among Kenyan Africans is 
generally confined to the work-place. Here it is in fact central in training 
on-the-job. Very few firms have specialized training personnel. Most rely 
on more experienced workers for instruction purposes. 

It is only recently that the disadvantages the African workers have had 
with regard to t raining are beginning to disappear . Wi th the need to train 
Africans to take over af ter Asian craf tsmen, with the expansion of technical 
schools from the mid-1970s and due to a popular pressure to open tech-
nical training opportuni t ies for school leavers, the pat tern is slowly chang-
ing. However one cannot shift in a short t imespan from a cul tural pa t te rn 
which is largely devoid of technical appliances to one in which technical 
know-how is woven into the social network, familiarizing its members with 
all sorts of techniques f rom early childhood. T h e idea is not to advocate a 
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"technif ied" society, bu t to i l lustrate how different cultural backgrounds 
create different learning pat terns . 

Features of change in labour recruitment, turnover and training practices 
(a) Recruitment 

U p till 1986 when 80-90 pet. of the skilled workers were Asians, there was 
very little turnover. M a n y had stayed with the company for 30-40 years. 
Skilled workers were therefore mainly recruited through promotion inter-
nally in the company. 

Since the introduct ion of the t raining levy system, the company has tried 
to keep strictly to Form I V Secondary School leavers. The re is now a big-
ger and better selection of these, but the company still finds it difficult to 
keep the good ones. Not all new recruits can be taken f rom secondary 
schools. 

A n u m b e r of workers come with work experience from other engineering 
firms, often small ones. T h e work experience they have gained are con-
sidered of much higher value than whatever paper qualifications they may 
have. Some come with a certificate of t ra ining — but they start with a pro-
bat ion period until they have proved their capabili ty. 

School certificates have never been taken as a guaran tee of a person be-
ing able to do what it states. T h e criteria guiding the selection of new 
workers, when these are not apprent ices are: practical tests, probat ion 
period and payment according to capabil i ty — irrespective of formal qual-
ifications. An eye is also kept on a j o b appl icant ' s school subjects and re-
sults. Credits in ma th and science and good knowledge of English are pre-
ferred. 

T h e r e is general agreement among managemen t and foremen that there 
are more better-qualified appl icants for product ion jobs today than 5—10 
years ago. Also the quali ty of recruits of a par t icular education is consider-
ed to be higher today. T h e si tuat ion is described in the following words by 
one of the managers : 

" O n one hand it is a question of better educat ion, bu t wha t is even more 
impor tan t , the bringing up is improving all the time. It means that the 
youngsters who enter the labour market have a better unders tand ing of 
wha t they are doing. They are b rough t up in homes today where fathers 
have better positions. T h e up-br inging means the whole difference. For 
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example, in 1965 when we started to get trainees to the Nat ional Indus-
trial and Vocational Tra ining Centre we could not make sense of them, 
al though they were supposed to get t raining in engineering trades. J u s t 
five years later the si tuation was much better. These days the I T C train-
ees are qui te good". 

If this s ta tement is cross-checked with observations on "fa ther ' s posi t ion" 
we find a ra ther differentiated pat tern . A majori ty of the workers come 
from families where the father had wage work of some kind or own his 
business: 

Father's position No. of workers 

Peasan t / fa rmer 7 
State employee 7 
Businessman 5 
Teacher, priest, t radi t ional doctor 4 
Cra f t sman 3 
Farm labourer 3 
None 4 

33 

Expectat ions that industr ial workers are primarily first generat ion wage 
workers is clearly not fully confirmed f rom this sample. T h a t 7 workers 
only come from a background where the father 's p r imary work is farming, 
does not necessarily imply that the rest had fathers with "bet ter positions". 
W h a t it does mean , however, is that socially and culturally the back-
ground of these workers is more differentiated than first expected. 

(b) Labour turnover 

T h e long a t t achmen t of the product ion workers to this firm was discussed 
above. Labour turnover, therefore, is not a general problem. I t is very 
slight among semi-skilled and unskilled workers. " T h e higher the skills, 
the higher the turnover" , the product ion manager claims. I t was very bad 
in the mid-seventies but tends to be less so with the recession. For the 
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higher skill levels labour turnover is said to be definitely too high. Thus , 
there is a high rotation among die makers, bench fitters and millers. T h e 
explanat ion given is this: 

"Being a production firm in which labour costs are included directly in 
product prices, the weight of labour cost must continuously be kept 
down. In large companies, where skilled engineering workers may be a 
small minority, in main tenance work only, it is different. Such compan-
ies tend to be able to pay higher wages and to pick up our better work-
ers. O u r company does offer increments to counteract labour turnover of 
skilled workers. However , we found that it does not solve the problem, it 
only delays it. T h e workers will skip after a while anyway. T h e in-
crement is therefore not of much value". 

T h e firm avails itself of other means than pay incentives to keep down la-
bour turnover among workers with critical skills. Training procedures 
seem to be a favoured method in the company where job-specific training 
is still the dominan t approach despite some experimentat ion with the pub-
lic general t raining programmes . 

(c) Training practices 

Today's skilled African workers have in many cases been trained by the 
company ' s Asian workers. Con t ra ry to what King found in the informal 
sector, where African workers were generally prevented from learning sys-
tematically from their Asian counterpar ts , the learning procedure would 
normally be that a learner followed an Asian ' fundi ' . He would be a mate 
or an assistant to him and learn from observation and advice. T h e brighter 
of them would stay on and gradual ly be given more work by the ' fundi ' 
and so gradual ly learn the job . Some of the better ones have left the firm 
again. 

Despite positive s ta tements that public training programmes have been 
improving, there is far from full satisfaction with the training programmes 
offered by the Ministry of Labour . T h e institutions to which the appren-
tices have been sent are the Indus t r ia l Training Centres and Kenya Poly-
technic. 

T h e company has tried the Technician Apprentice Programme several times, 
but it has not been very successful. For two trainees the company had diffi-
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culty in finding the relevant courses at the N I V T C and the Polytechnic, 
since there were too few trainees to run a course for. A third technician 
trainee dropped out. 

T h e company has been runn ing the apprentice training for craftsmen since 
the early 1970s, when the Ministry of Labour started these p rogrammes . 
Approximately 4 apprent ices were taken in every year for 3 - 4 year courses. 

Very few of them completed. The i r desire was to cont inue with techni-
cian training and a n u m b e r left to obtain that elsewhere. Othe r s would try 
to get back into fur ther education of Form V and VI . 

T h e indentured learner training has never materialized in D I T . It would be 
of shorter dura t ion than the 3^4- year craft apprent ice p rog ramme and is 
considered by the managemen t to be more handy and suitable for many 
categories of semi-skilled workers. 

M a n a g e m e n t ' s expectations of the planned Modules of Employable 
Skills (MES) t ra ining as an alternative are high. 

Compensa t ion through skill-improvement courses has not been possible 
either. Semi-skilled workers were previously sent for skil l- improvement 
courses. But not for a few years now, since the company was not satisfied 
with the results. For example a worker was sent for gas-welding training, 
but he came out as an arch-welder. Also management has been very reluc-
tant to release people for t raining in general. T h e explanat ion being that a 
skilled person would be needed but unavai lable while he was gone for 
training. Secondly, that " m a n y would chose to leave after we have spent 
energy on training them" . 

In addit ion to the s tandardized apprent ice training schemes now being 
commonly used, the former manager has carried out comparisons between 
different training systems. He states: 

"Two chaps were taken on at the same time. O n e had academic second-
ary school background. H e was sent for an ordinary d ip loma mechan-
ical engineering course — with the intention to let h im cont inue for 
higher diploma. T h e other chap was a technical secondary school leaver 
taken on for technician apprent ice training to go through the Polytech-
nic. At first the technical chap was more popular with the firm. But now 
the academic chap has superseded him after he has caught up on the 
practical experience". 

T h e firm has changed managemen t since this experiment was made and it 
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is doubtfu l whether similar experiments will be made in future recrui tment 
and training practices. 

T h e current personnel policy is to focus training inputs on supervisors. 
The re seems to be no basic changes in the overall t raining policy of pro-
duct ion workers: 

"For our firm it is more practical with on-the-job training. Th is is up to 
craft-level where practical experience is most impor tant . Technicians, 
however, do need to have more theory than craftsmen. 
Generally there is a tendency for craft apprentices to want to become 
technicians. The i r second choice if you ask them is that they want to be 
turners since that is one of the better paying crafts. In fact they want to 
become professional s tudents . 
We are not big enough to run our own training school or to have a full-
time training master . Compared to Meta l Box which has its own train-
ing school, we are diminutive. And the poaching problem affects our 
training practices and our interest in formalising it, since we cannot 
keep the workers after, sometimes not even all the way through their 
t raining period. So we cannot take full advantage of the Government ' s 
t raining system". 

To sum u p on the company ' s t ra ining practices the following points can be 
made: 

- T h e shift away from pure on-the-job training towards more formal 
t raining has been quite problematic . Informal on-the-job training re-
mains the dominant mode of training. M a n a g e m e n t still views its at-
tempts to use public t raining p rogrammes as an experiment. 

— Experiences gained through exper imentat ion with Ministry of Labour ' s 
general t raining system has not been very positive. An inclination to let 
on-the-job training, combined with short- term courses, domina te in the 
future can be expected. 

- With the expected concentrat ion on supervisor training the capaci ty to 
instruct product ion workers on the j o b may be improved. T h e in-
clination to concentrate on on-the-job training may be fur ther s t rength-
ened. 

— Managemen t complains about the relevance and quality of apprent ice 
training, a l though the Indust r ia l Training Centres are said to have im-
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proved. T h e r e is a general feeling, in the firm, that shorter t raining 
courses for product ion workers would be more relevant to this company. 
Experiences with skil l- improvement courses alone do not confirm this. 

- T h e company ' s motivat ion for recruit ing apprent ices seems to be based 
on utilization of the t raining levy/re imbursement system ra ther than on 
the function of apprent ice training to satisfy the f irm's need for specific 
labour skills. 

- For some time to come there will be two 'breeds ' of product ion workers 
in the company: A major i ty trained on the job , and new workers re-
cruited from technical schools and undergoing 4—5 year apprent ice 
training courses. 

- It is to be expected that there will be a high turnover of apprent ices since 
their skills are more general and applicable in different companies and 
since a n u m b e r of the apprent ices will a t t empt to cont inue with t raining 
and fur ther educat ion ra ther than with product ion work. 

Labour relations 
(a) Wages 

(i) Wages and training 

The re is no clear indication of the effect of technical school t raining on a 
person's j o b performance. O u r sample of workers who have a t tended tech-
nical schools for more than two years (excluding 5 apprent ices) , is too 
small for far fetched generalizations. From managemen t we know that a 
worker 's wage (if it exceeds the s ta tutory min imum) normally is deter-
mined by the quali ty of his j o b performance and not by any formal criteria. 
Increments on wages are being used in cases where managemen t suspects 
that an indispensable worker is planning to leave the firm. 

T h e four product ion workers with more than two years technical school 
earn on average 1573 K. Shs. per month . Th is is a wage well above the 
average for all the product ion workers interviewed, which is 1250 K. Shs. 
Workers with on-the-job-experience only, on the other hand , earn on an 
average only 1114 K. Shs. per month . This may be taken as an indication 
that their j o b per formance is related positively to previous training. 

For apprentices, the wage is not necessarily an indication of the quali ty 
of their job-per formance . According to the Industr ia l Tra ining Act of 
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Kenya , apprent ices ' monthly wage is set as a percentage of a fully skilled 
worker 's wage. (Appendix A). Th is falls out well above the average for the 
product ion workers in the firm (1259 K. Shs) at 1426 K. Shs. per month , 
for the 5 apprentices. 

Figures indicate technical school training correlates positively with 
higher wages, which in this firm should be an indication of "bet ter j o b per-
formance" or with " indispensable skilled workmansh ip" - not any stan-
dard j o b classification. The re is no similar positive relationship between 
wages and general schooling. 

(ii) Wage s t ructure 

According to the agreement between the Engineering and Allied Indus-
tries Employers ' Association and the Kenya Engineering Workers ' Un ion , 
K E W U , about Terms and Condi t ions of Employment , pe rmanen t em-
ployees in product ion are classified in eight groups. In principle a complex 
j o b evaluation consisting of 12 factors such as educat ion, experience, re-
sponsibility, mental effort, skill, etc. de termine an individual worker 's 
posting to any of the 8 groups. O n September 1st, 1979 (effective for at 
least one year ahead) , the consolidated wage rates varied from 722,60 K. 
Shs. for g roup 8 workers to 1347,70 K . Shs. per month for g roup 1 workers. 

In reality the eight grades j o b classification is not followed, as might be 
expected. Compared to the actual monthly wages many workers seem to 
be better off without a strict adherence to job-classification. 

U n d e r normal circumstances the argreement would be in force for two 
years until that da te "whereaf ter it continues in force indefinitely until 
either party by the giving of three months ' notice in writ ing signifying a 
wish to amend or terminate the Agreement" . Unfor tunate ly for the work-
ers, who are organized in the conflict-ridden K E W U , the delay of the gen-
eral elections in that union has delayed the amendmen t - and wage regula-
tion — of the agreement . 

If we assume that there has been an increase in the consolidated wages 
from 1979 to 1980 not less than the 7 pet. increase from 1978 to 1979, a 
g roup 8 wage should be equivalent to 773,20 K. Shs. per month and a 
group 1 wage equivalent to 1442,05 K. Shs. per month in M a r c h 1981. 

Figure 4 shows that all workers are paid above these consolidated wage 
rates, if some only slightly. But the major i ty of the workers cluster a round 
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Figure 4. Wage structure for production workers, March 1981 
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the lower pay-scales, 9 workers earning less than 1000 K. Shs. per month 
and 17 workers earning less than 1200 K. Shs. 

Wage increments may be used to keep "elite" workers within the firm. 
However, the increments are kept within a ra ther limited range. T h e wage 
level has not risen beyond 2000 K. Shs. per month for individual workers 
(with the exception of the one "specialist" turner with 43 years of employ-
ment in the firm). 

There is no mechanism by which the workers are informed about pro-
ductivity levels in the company. The i r possibility of producing a rguments 
for wage regulations based on productivity-wage relationships is thus lim-
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ited. For Kenya Engineering Workers ' Union the recession weakens the 
ground for demanding better terms and conditions for their members , and 
their claims can be fur ther weakened by arguments like, "workers rely on 
suppor t from their shambas" . 

(iii) Real wages 

The re is an extremely uneven distr ibution of the average annua l wage in-
creases. Two workers had annua l pay rises below the 7 pet. average for the 
consolidated wage increases. Excluding the five apprentices, with fixed an-
nual wage increases the overall average increase for the workers was 15 
pet. per year. However, the variat ion is very large, with some workers hav-

Figure 5. Estimated average annual wage increase of interviewed workers in the 1970s 
N u m b e r of N = 36 
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Nole: All in terv iewed a re inc luded here. T h e ca tegory: 41-pc t . -and-over wage increase per 
m o n t h includes two w h o had a 47 pet . ave rage a n n u a l w a g e increase , one w h o had a 70 
pet . increase per year on average , and one hav ing a 131 pet . a n n u a l wage increase . T h e 
period covered is p r imar i ly the 1970s bu t var ies s o m e w h a t accord ing to the ind iv idua l ' s 
first e m p l o y m e n t year . 
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ing done very well, and a number increasing their wages only slightly 
above the consolidated wage rates. T h e foremen-group did best — their an-
nual wages rising between 35 and 131 pet. 

T h e real meaning of these figures of course only s tand out when they are 
compared with the rise in consumer prices. Here we find that the Lower 
Income Index5 of consumer prices for all consumer groups (Nairobi area) 
rose by 17 pet. f rom 100 in 1975 (June) to 191.8 in J a n u a r y 1981 (Monthly 
Statistical Digest, February 1981). 

For the Middle Income Index the average weighted index for all groups 
was 169.5 in J a n u a r y 1981, making an average increase of 13 pet. per year. 

Consumer prices have thus been growing much faster than the consol-
idated wage increases of 7 pet. for engineering workers. And, it is the lower 
income groups - who are both more liable to be paid the basic min imum 
wage only, and for whom price increases have been the highest (17 pet.) -
who are the hardest hit wage income group in the city. 

All labourers and casuals in this firm can confirm this bleak devel-
opment , while the workers in our sample - being skilled and semi-skilled -
belong to the middle income group. On average, these workers ' wages seem 
to have kept pace with the price increases of 13 pet. But the workers who 
have not improved their wages as fast as price increases — and there are 
several even in the middle income group - are facing severe problems. T h e 
frequent complaints abou t soaring rent, t ransport costs and food prices are 
based on the worker family 's bitter experience. 

W h a t is more, there is no possibility for making up any loss in real wages 
through fringe benefits, since the collective agreement between employers 
and workers in engineering industries is a bare wage agreement excluding 
fringe benefits. I n compar ison with some other trade groups, housing al-
lowance for example, is included in the wages. 

To get a full picture of the workers ' incomes and s tandards of living, it is 
necessary to get an idea of their ties to the land and al ternative income 
sources. Taking the workers ' obligations towards dependan t s into account , 
puts the workers ' social si tuation into a broader perspective. 

5. A L o w e r I n c o m e househo ld is def ined to be one with an i ncome of u p to K . S h s . 699/— per 
m o n t h . A midd le i ncome househo ld is def ined to be one with an i ncome of be tween K . S h s . 
700 a n d K . S h s . 2 .499 per m o n t h . Def. Statistical Abstract 1980. 
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(b) Trade union organization 

T h e organizat ional level among the workers here is high. Among the 28 
unionizable workers interviewed, 24 are members of the Kenya Engi-
neering Workers ' Union . Unionizat ion, of course, is not necessarily equiv-
alent to a high degree of t rade union consciousness. In a system where 
union membersh ip fee (for K E W U 8 K. Shs. per month) is automatical ly 
deducted from monthly wages, a worker may be enrolled more or less au-
tomatically without his enthusiast ic suppor t . It seems however that there 
is a general trade union consciousness among the workers. 

T h a t management keeps an eye on workers ' t rade union activity is 
borne out by s ta tements from a former shop steward. After a meeting with 
K E W U ' s branch secretary about conditions of work, he was disciplined by 
the manager . He decided to resign as shop steward and from the union in 
order not to lose his job . Labou r relations have been handled directly at 
the firm through consultat ions between management and the shop stew-
ards for years. Excerpts from minutes of meetings between the shop stew-
ards and the manager from 1965 onwards indicate, that "big and "smal l" 
issues are discussed. Small issues often taking up major time in the consul-
tations. Thus , over a 5-year period, the issue of "free tea" appears time and 
again. 

The re are three characteris t ic features in how labour relations are han-
dled at company level: 

1) T h e tendency for minor topics to become central issues in successive 
meetings; 2) a detailed level of a rgumenta t ion by the shop stewards on be-
half of all workers, but in par t icular workers in the most inferior positions, 
and 3) the power of the employer to postpone decisions but to use minor 
benefits (the cost to the company of the solution to the "free tea" asked for 
by the shop stewards was 150 K. Shs. per month) as a carrot - thus waving 
off more vital issues. Th is is not to suggest that issues of more vital interest 
to the workers are avoided. T h e following topics were dealt with in conse-
cutive meetings: 

(i) Finishing time 

M a n a g e m e n t complains that employees get ready to leave work 10-15 
min. before time is up. T h e shop s tewards request that the company puts 
up a notice to inform the men that any man found continuing this pract ice 

82 



should have his wages cut for a quar te r of an hour and if he was caught 
again that he should be dismissed. 

(ii) Prospects for Africans and Asians to be the same 

Shop stewards complain that newly employed Asians are allowed to oper-
ate machines immediately after jo ining the company. In the case of Af-
ricans this was not allowed and the result was that the Asians stood a bet-
ter chance of promotion than the Africans. 

T h e shop s tewards note that the company employs a good n u m b e r of 
well qualified and reasonably well paid craf tsmen: turner , guillotine oper-
ator, press brake operator , and welders; and some Africans are receiving 
practical experience as fitters, blacksmiths and moulders . However , they 
are of the firm belief that there are no Grade I African art isans, whereas a 
great n u m b e r of Asians not only receive Grade I wages, but a fairly large 
group receives wages considerably higher than the m i n i m u m for G r a d e I. 
They request that Africans soon be found in the same categories. 

(iii) Training 

Shop s tewards request that t insmiths be gradually trained to do sheet 
metal work since there is insufficient work for t insmiths. They note that 
most of the sheet metal workers have undergone training as t insmiths, and 
they feel, therefore, tha t the t insmiths could be trained to do sheet metal 
work without any great expense to the company. M a n a g e m e n t answers, 
that the only way the company could bring about such training is for each 
tinsmith to s tudy under one of the sheet metal workers, which will result in 
a doubl ing of the labour costs for each job . It is rejected. 

(iv) Recognition of government t rade tests 

O n request the shop s tewards are informed that the company recognizes 
the three grades of certificates issued by the Government Trade Testing 
Centre and pays wages accordingly. They are, however, asked to bear in 
mind that workers who may be able to perform to a Grade I I s t andard 
have been found to be very, very slow. T h e shop stewards agree that this 
appears to be the case, and they refrain from making fur ther claims. 
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(v) Wage increases 

Shop s tewards observe, that a n u m b e r of art isans, part icularly in Group 3, 
are on the min imum wage for the G r o u p and have been for a n u m b e r of 
years, while new employees, with the requisite qualifications, are em-
ployed at the same rate. T h e shop s tewards mainta in that men of longer 
service are bound to be able to do their work more quickly. They are infor-
med that the rate for the j o b applies and therefore it is qui te possible for 
men of long service to be on the same rate as new men doing the same 
work. Individual results are shown on job cards. No fur ther comments . 

(vi) Training scheme 

T h e shop stewards are informed that two foremen will institute a small 
t raining scheme. They will select about six suitable employees, and will 
give short lectures on evenings when overt ime is not being carried out. T h e 
lectures will cover simple technical drawing. Those selected must have suf-
ficient education and enthusiasm, judged by the foremen. It is upon these 
men to make the decision as to whether the scheme shall cont inue or not. 
T h e shop s tewards give the idea much backing. 

(vii) Working hours /days per week 

Shop s tewards state that the men would like to go over to a five day week, 
still main ta in ing 45 hours per week. Although management does not con-
sider this a mat te r for negotiation the company comments on the request 
in the negative for the following reasons: 

- T h e a m o u n t and f requent urgency of repair work precludes having Sat-
urday off. 

- I t has been found by other companies that an increase in absenteeism 
results, as men try to go home for the week-end and then find themselves 
unable to get to work on M o n d a y on time. 

- Experience from long periods of overt ime in the company has shown 
that a 9 hour day is too long and results in 8 hours work being performed 
in 9 hours. This is part icularly true with regard to older men and men 
working on jobs where a high degree of accuracy must be mainta ined. 

T h e topic is discussed at consecutive meetings. 
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Other topics - if some minor - that have been brought u p at these consul-
tative meetings, for which shop stewards have prepared the agendas , are: 

— Personal Accident Insurance: T h e company is requested to take out a policy 
against industrial accidents for the individual employee so that they will 
not loose half their pay when accidents occur. Investigations are prom-
ised. 

— Informat ion that Government has issued erroneous s ta tements about 
each employee's account with the National Social Security Fund. T h e com-
pany has corrected and re turned the s tatements . 

— Requests for the company ' s assistance in pressing the City Council for 
housing accommodation. 

— Compla in ts abou t unfair treatment by foremen. 
— Discrimination of Africans. M a n y examples are provided by the shop stew-

ards that managemen t and foremen discriminate against Afr ican work-
ers while favouring Asian workers. 

— Request for job classification review. 
— Requests for reasonable procedures for staff telephone calls. 
— Compla in ts abou t hygiene in lavatories. 
— Request by shop s tewards for overtime work in lieu of a Saturday following a 

public holiday. T h e request is not being met by managemen t . 

Of the quoted topics that have been discussed at meetings between man-
agement and shop stewards, several are in fact non-negotiable at company 
level. M a n a g e m e n t has not been hesitant to point this out when shop stew-
ards have brought up such matters . O the r grievances are localized cases, 
but the general impression is that the function of these meetings is first of 
all to take the "s team off the kettle". I.e. workers get a chance to air their 
grievances, m a n a g e m e n t is informed about whatever f rustrat ions are boil-
ing at the shop floor, and managemen t channels its "clarifying informa-
tion" to workers through the shop stewards. T h e meetings are for consulta-
tions and rarely result in decisions on practical mat ters . 

(c) Job satisfaction 

It is difficult of course to quant i fy the effect of consultat ions between shop 
stewards and managemen t , but it is likely that they contr ibute to a peace-
ful a tmosphere in the company. An indication of this is that there have 
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been no major disputes in the company. A sympathy strike in 1970 of short 
dura t ion is not counted as a local grievance. 

This does not mean that workers are uncondit ionally content with all 
prevailing conditions. O n e third of the workers are aware that the t rade 
union has its stake to play and could do more to help improve their condi-
tions. A typical suggestion is that the t rade union could do more to help 
improve workers ' wages and other generally negotiable conditions of work 
such as house allowances, t ranspor t to work allowances, better leave al-
lowances, free medical t rea tment with private doctors, free protective 
clothing and overalls every year — conditions which are not generally in-
cluded in the agreement , since it is a pure wage agreement . A few workers 
see the role of the t rade union to include struggling for the social rights of 
the workers including access to canteens, sports and cultural activities. 

T h e high job-stabil i ty of workers in the firm - the average period of em-
ployment being 16 years! — is not an au tomat ic indication of j ob satisfac-
tion as one might assume on first impression. 

A test of the workers ' " job-sat isfact ion" can be approximated in various 
ways. T h u s for example, one third (12 persons) of the workers were of the 
opinion that they were put in j o b positions for which they were over-
qualified. I.e. a few of the workers were sure that their skills qualify them 
for other technical and better jobs than the ones they are performing. Some 
of the "misplaced" workers were of the opinion that they were qualified for 
supervisory/ instructor jobs . 

Generally the workers are not satisfied with their present skill levels. 
O n e third (12 persons) express a desire for fur ther training. It is the work-
ers who have some previous formal t raining who recognize a need for fur-
ther training. This is expressed very clearly by one of the workers: " W h e n 
you are trained only on the j ob you do not develop yourself. You will not be 
qualified to unders tand new technologies or changes. It is only your em-
ployer who gets the benefit, since you are capable of doing a very specific 
j o b only". 

Asked directly if they are satisfied with their present work no less than 
20 answer that they are not. And even among the 16 who are satisfied with 
their present work, three immediately add that their j o b satisfaction is con-
ditioned by the fact that they see no other choice than staying and ac-
cepting their work. Some (6 people) are fully convinced that they do not 
want to stay on in this firm. 

While the stability of the work force suppor ts the assumption of a high 
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degree of j o b satisfaction, the shallowness of that assumpt ion becomes 
even clearer when it is realized that half of the workers have been thinking 
of changing job and leave the firm. It is a general belief among the workers 
that other firms pay better wages. Half of the workers have considered job 
change in order to get better pay. 

Among the workers who want to change jobs there is a small g roup (5 
people) who would qui t in order to start their own business and "become 
their own boss". T h e jobs which the workers have in mind as subst i tutes to 
their present jobs are generally jobs for which they do not consider fur ther 
training to be necessary. 

Whether j o b changes material ize or not does of course depend on differ-
ent circumstances: the likelihood of finding vacant and better paid jobs in 
the j o b market , the marketabil i ty of a worker 's par t icular skills, the work-
er's age, his ability to accumula te whatever resources are necessary to s tar t 
on his own, in addi t ion to his technical skill, etc. But also the f i rm's ability 
to control a worker 's skills plays a role. 

For example this firm is characterized by offering broad-skill jobs . How-
ever, some workers are " t r a p p e d " in the firm by being tied to a certain ma-
chine. This is the case for at fitter at one of the drilling machines . As his 
foreman says: " T h e r e are some workers who will never have another place 
to go. For example M r . O . will never be able to find another job , since 
there are 2—3 similar machines only in the country" . T h e man is trained 
specifically for this firm. His chances of promotion are minimal and at the 
same time he feels his j o b extremely monotonous. Not unexpectedly he ex-
presses severe f rustra t ion about his j o b and the firm. 

To conclude — j o b satisfaction is not as absolute as one might assume on 
the basis of j o b stability alone. We have questioned this assumpt ion of j o b 
satisfaction by indicat ing the feelings of "misp lacement" with regard to 
skill, and the desire to change job . This is of course not a complete picture. 
A fuller picture of j ob satisfaction would have to consider t rends in the 
economy which affect the labour market for metal workers. In periods of 
recession and s tagnat ion j o b changes are more difficult to accomplish 
while j o b rotat ion within a workshop may be practised in order to maxi-
mize the skill s t ruc ture of the work force. Obviously the general feeling of 
"misp lacement" and desire for j o b changes in this firm also reflect that 
margins have narrowed in the labour market for most metal manufac tu r -
ing skills. Al though certain skilled workers such as bench fitters, die mak-
ers and millers are in high demand , for the general metal worker to express 
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a desire for a better paid j o b is by no means the same as his chance of find-
ing the job . It is not so much that workers ' skills do not meet par t icular de-
mands from industry. But industry also tends to organize the labour pro-
cess according to the labour force already available. 

Social situation of the workers 

T h e means to increase the income of pe rmanen t workers with a working 
week of 45 hours are of course not many . T h e possibilities open are roughly 
overt ime work and earnings f rom landholdings, while supplementary in-
comes from family members certainly also ease the workers ' burden of re-
sponsibility. 

(i) Overt ime-work 

A very large proport ion of the workers supplement their incomes with fre-
quent overt ime work. Only five workers did not work overt ime as a way of 
supplement ing their incomes. 

Though management does complain that workers ' productivity corre-
lates negatively with overt ime-hours, this a rgument cannot be taken too 
seriously as long as the firm mainta ins a m i n i m u m labour force which is 
continuously forced to work overt ime to complete urgent work. 

In a society where unemployment is so extensive this tendency in pri-
vate industry for a disproport ionate a m o u n t of overt ime work certainly ex-
aggerates the need for more jobs. O n e cannot b lame the worker who is in 
need of cash and who gets I'A times normal hourly wage rates for overt ime 
work for being willing to do extra hours frequently. From the worker 's 
point of view it can be a necessary step to main ta in his real income. From a 
dis tr ibut ional point of view the consequences are unfor tunate . 

(ii) Earnings from landholdings 

A second possible extra source of income is earnings from a piece of land. 
Very few indeed do have incomes from selling surpluses off their land. 
Only three have sold surpluses the previous year in the range of 500 K. 
Shs. O n e single person, earning about 7.000 K. Shs. oflfhis father 's land. 

Th is does not mean that other workers have broken ties with the land. 
O n the contrary. Only three product ion workers (and four apprentices) 
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have no land at all, while 6 ment ion that they do not yet have their own 
shamba but will at some stage inherit par t of their fa ther ' s land. For the 
great major i ty of the workers, wha t is grown on their land is for the fam-
ily's own consumpt ion . 

There are big variat ions in the intensity of land utilization a m o n g the 
workers and similarly great variat ions in the plot sizes, these varying in 
size from 2 to 30 acres, with an average plot of 8.5 acres. If these figures are 
correct it certainly does mean that the level of productivity on these plots is 
very low, considering that only three plots produced a marketable surplus 
the year before. A very f requent explanat ion given by many of the workers 
for this low output is the drought the year before, while in normal years 
several more would have been selling surpluses. 
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T h e low level of productivity may have other explanations, among them 
insufficient farm management . Few of the respondents manage their plots 
themselves or take the main responsibility for decisions on land utilization, 
cattle breeding etc., and fewer even part icipate in working their land them-
selves. 

A breakdown in main responsibility for management of the worker's plot: 

Wife: 13 
Worker himself: 6 
Father and /o r mother: 6 

shows the high frequency of wife-managers. But not only do workers ' wives 

Rural home. 
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take responsibility for organizing work on the family plot. To a large extent 
work is carried out by women and children. 

A breakdown into groups who do the work on the worker's land is as follows: 

With this high frequency of family/wife labour on the land it is no surprise 
that only a few wives have wage incomes. 

(iii) Supplementary incomes from family members 

It is difficult to get a full picture of the overall economic si tuation of the 
workers ' families, which often include not only wife and children but 
brothers, sisters, parents , cousins and sometimes parents-in-law. 

Though the dependency ra te clearly varies, responsibility for 7—12 depend-
ents is f requent . But in addit ion to this, half of the workers count others 
whom they occasionally suppor t , typically between 2 -6 people. 

In relation to the high dependency burden , contr ibutions to the family 's 
subsistence from other relatives are important . T h e high n u m b e r of wives 
working on landholdings have already been mentioned. T h e yields from 
this work is the most impor tan t supplement to the worker family 's subsis-
tence. O t h e r family members may contr ibute wages or other cash incomes 
to the dependents of the workers. 

Only three wives in this sample have their own cash-incomes — two from 
wage work, one from small business. 

Only 1 7 workers have addi t ional assistance from other family members . 
T h e major i ty of these have only one or two others with whom to share the 
burden. 

To sum up, there is a clear element of migrant work a m o n g the pe rma-
nent workers in this company. M a n y must be counted as pe rmanen t mi-
grant workers having lived as single in town for many years. Double family 
households is another feature. The re is a high dependency rate which is 

Wife and children: 
Hired labourer: 
Wife in cooperation with 
other relatives, labourer , 
and worker himself 
O the r relatives 

12 
5 

4 
4 
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Figure 6. Number of primary dependents 

0 1 2 3 4 5 6 7 8 9 No. of workers 

I - 3 

4 - 6 

7 - 9 

10-12 

13-15 

Hi—18 

19-21 N = 32 

2 8 - 3 0 

No. of 

d e p e n d e n t s 

taken care of by the workers ' income supplemented with subsistence pro-
duction — carried out by the wives and children. Incomes from sale of sur-
plus product ion is very limited. Very few wives have cash incomes, but 
other relatives - brothers, parents , children, sisters, and cousins - do to 
some extent assist in suppor t ing the workers ' dependents . 

(iv) Family s t ructure and housing 

T h e r e is a high frequency in this company of split families, where women 
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and children live out of town on the family land or - in some cases — with 
relatives. 

No less than 50 pet. of the product ion workers live as single in town in a 
rented room. To this g roup belong one worker who has 3 wives and 14 
children, all living out of town, and 2 workers each marr ied to two women 
who together with their children have remained in the countryside. 

J u s t over one fourth of the marr ied men have more than one wife. Most 
of them stay with one wife and some children in town. 

T h e following breakdown gives some indication of the housing situation: 

Number of 
Workers 

15 
7 
1 

2 
2 
4 
1 

32 

Concerning the s t andard of accomodat ion, information is l imited. How-
ever, several live in rooms without electricity and water . An indirect in-
dication of the s t andard of the rooms in which many of the workers live is 
contained in information about the monthly houserent . 

Compared with the often exorbi tant houserents in the areas and estates 
from where the workers come - e.g. Kar iobangi , Shaur io Moyo, Kibera , 
East lands, K a m u k u n j i , Je r icho , Pumwani , Mar iakan i - these are at the 
lower end, clustering a round 200 K. Shs. per month . W h a t these compara-
tively low house rents, however, may indicate is that the s t andard of the 
rooms is indeed very low if we make exception for the few who live in self-
contained, rented or privately owned houses. 

(v) Savings 

From what has been said so far about incomes and long working hours, de-
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Figure 7. Monthly houserent paid by the worker 
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pendency obligations, family s t ructure , and housing it is hardly surpris ing 
to find that few workers are able to save from their earings. 20 frankly state 
that they can make no savings at all. 12 do make monthly or occasional 
savings, but the amount s are very small — 8 are saving less than 100 K. 
Shs. per month. T h e max imum being saved is 273 K. Shs. per month by 
one worker. T h e situation is ra ther the opposite that workers off and on are 
unable to meet their regular, or have unforeseen, expenses and are forced 
to take loans, if loans are available, or to get an advance on wages. Both al-
ternatives have been practised a lot in this company. But excessive need 
for f requent loans has made managemen t stop this practice recently. 

Conclusion 

T h e general impression which the analysis of this one engineering com-
pany leaves is that of a well-established enterprise with a stable and com-
petent labour force. T h e company has not been untouched by the recession 
but some production and organizat ion rear rangements have been intro-
duced to wave off the worst problems. And still it is obvious that beneath 
the surface of a well funct ioning company there are a number of problems 
involved in improving industrial workmansh ip in a developing country 
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like Kenya . W h a t at first sight s tands out as characteristics and problems 
unique for this company and its workers proves to be a more fundamenta l 
and s t ructural na ture . T h u s , the development of industrial workmansh ip 
is more than a technical question of correct t raining for par t icular jobs , for 
part icular machine operat ions etc. It is fundamenta l ly a social problem ex-
aggerated by economic forces in the present context of industr ia l devel-
opment in Kenya . T h e point is in many ways confirmed by the product ion 
manager ' s analysis of the situation: 

"Regarding the technical skills and training needs, the workers are suf-
ficiently equipped when they come from colleges and technical schools 
to ad jus t to our product ion. M a n y of our workers have fantast ic skills, 
but the major i ty are slow, forgetful, and reluctant to act on their own. It 
is fundamenta l ly a problem of motivation. Productivity would definitely 
increase if people were given incentives. But the incentives to put an ef-
fort into the work are completely missing for these guys, whose wages 
cannot possibly main ta in them and their families. When people don ' t 
have their basics covered there are no incentives. If they don ' t have a 
shamba , how can they possibly survive on the small wages? They are in 
fact so plagued with worries that it seriously affects their working capac-
ity. It comes to the si tuation where a person s tands here crying telling 
me about a dead relative and why he must therefore have a loan. At the 
rate relatives die, the populat ion in Africa after my calculation should be 
decreasing! It is a humil ia t ing situation for a person having to put him-
self in such a si tuation. 
J u s t an example: O n M o n d a y - three days after they had been paid, I 
had 25 men here asking for loans f rom 50 - 300 Shs. And mind you, we 
are the best paying engineering firm in Nairobi. (Most likely an exag-
geration, but the points are valid anyway - B M ) . We have now stopped 
the loan practice f rom this month . Administratively it ran out of our 
hands . And it is so difficult for the fellows to pay back the loans that in 
fact I am doing them a disfavour supplying them with loans for which 
we have to deduct from their wage for the next 2 - 3 years. 
In principle the workers are paid monthly but everybody needs advan-
ces after 2 weeks, so they are in fact paid fortnightly. I have suggested to 
them that they be paid weekly, but the workers objected strongly. ' H o w 
can we then pay our houserent ' was their complaint . 
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Engineering is only a tiny bit of the problem of industrial workers. As an 
engineer I tend to look at the technical aspects, but in fact the social 
problems dominate other problems." 

T h e analysis of workmanship in this well established company has concen-
trated on craf tsmen with art isan skills in the more secure jobs. However 
privileged, relative to the major i ty of Kenyan labourers - not to ment ion 
peasants - there is a need to caution against quick conclusions about the 
advantages of skilled workers. 

Company 2: general engineering fabrication and maintenance in a 
sugar company 

Brief history, company organization and production 

Western Kenya has been the centre of sugar product ion in the country 
since the beginning of this century. In the early 1970s a new factory was es-
tablished on the principle of cane grown on a nucleus estate supplemented 
by cane produced by outgrowers. 

T h e factory as constructed had a gr inding capacity of 80 tonnes of cane 
per hour (45.000 tonnes of sugar per year). In 1976 the Government de-
cided that the company should expand its capacity to 300 tonnes cane per 
hour . T h e expansion necessitated the construction of the equivalent of a 
new factory. By 1982 the project had been expanded to give the company a 
potential product ion capacity of 210.000 tonnes. 

T h e shareholders of the company are the Government of Kenya (71 
pet.) , an overseas development corporat ion (17 pet.), the Kenya Commer -
cial Finance Company and the East African Development Bank shar ing 8 
pet. and a mult inat ional sugar company holding 4 pet. of the shares. 

T h e company contracted the overseas shareholder to under take the 
management . M a n a g e m e n t contracts have so far been agreed upon until 
1983. T h e management of the company consists of the General Manage r , 
and four depar tments . These are personnel, accounts, factory and agri-
culture. 

I n 1980 the product ion record of the company was 163.400 tonnes. All 
sugar is sold to the Government via Kenya Nat ional Trading Corpora t ion . 
Sugar is sold ex factory at K.Shs . 3.800 per tonne, from which an excise 
levy of K.Shs . 1.000 per tonne is payable to the Government , leaving 
K.Shs. 2.800 per tonne for the company (personal communicat ion f rom 
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general manager , J u l y 1981). T h e company has succeeded in operat ing a 
factory at reasonably efficient levels. This has part ly to do with the favour-
able climate but also because of the strict control exercised over the cane 
growing and the 6.500 employees. T h e firm operates 3 eight-hour shifts. 

Factory section and the work force 

The organization of sugar product ion in Kenya has been studied by others 
(for example Mogens Buch-Hansen and Henrik Secher Marcussen 1981; 
Mogens Buch Hansen and J a n Kieler, 1982). T h e present s tudy has con-
centrated on work in the factory — in part icular on the workshop and main-
tenance section, where repair work is under taken for the product ion sec-
tions. Sugar processing basically consists of crushing, extraction and juice 
boiling. O the r functions involved are laboratory work and product ion con-
trol and keeping the complex going: electrician work, service, main tenance 
and cleaning. T h e factory is closed 6 weeks every year for overhaul and 
cleaning. 

Sugar handl ing and processing equipment is heavy and exposed to 
much wear and tear. Mach inery of worldwide use is imported from the 
U . K . T h e following equipment of local Kenyan product ion is used: (i) 
blacksmith forgings — for making chain parts , scrolls, wear plates, pins, 
tools etc. (ii) roller cast iron shells — used in rehabil i tat ing mill crushing 
rolls (iii) brass castings — used in rehabil i tat ing pumps and bearings and 
(iv) cane knives — used in prepar ing cane for milling. 

Approximately 5.500 are employed in the company ' s agr icul tural sec-
tion. T h e factory employs 1.000 permanent ly and 200 casual workers of 
the company ' s 6.500 employees. Factory work is divided into 14 subsec-
tions with 30 section managers and superintendents , 30 supervisors, and 
40 clerical staff. Of the 900 manua l workers in the factory, who are 
grouped according to job-funct ions into 9 grades, 300 are engaged in the 
engineering workshop and with boiler or process main tenance . 45 of the 
workers in the main tenance workshop were interviewed. 

None of the company ' s product ion workers are women. Indeed, only a 
very small n u m b e r of women are employed in the clerical depa r tmen t . 

Company training policies and practices 

T h e company is by now primari ly a Kenyan concern. However , having 
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started as a mult inat ional concern and still today being managed by an in-
ternat ional professional sugar company , the firm has incorporated century 
long experiences of how to organize sugar production. 

Being par t of an internat ional concern and being a large-scale produc-
tion unit, the company is self-sufficient in a n u m b e r of areas: research and 
development , servicing and maintenance , own training school, housing es-
tate, etc. Also physically, the company resembles an island unto itself. 
Thus , spin off activities have been much less than what was expected at 
the early stage of project p lanning. 

T h e policy of the company is clearly to build up a stable labour force. It 
is recognized that this takes time. In the words of the engineering work-
shop manager : 

" In general we are short of skills as compared to other sugar industries 
developed over much longer time spans. O u r best art isans have good 
skill levels in trades such as brick-laying or fitting. But the practical ex-
perience is frequently not at a high level". 

Wi th regard to building up a cadre of skilled art isans the company applies 

Large firms have own training facilities. 

98 



several strategies: (i) recrui tment of the better candidates directly from 
technical schools (ii) foreman apprent ice- t ra ining (iii) in-house and on-
the-job training (iv) advert isement for workers with par t icular skills and 
(v) sending target workers for public skill improvement courses. 

Generally, the availability of adequately skilled labour is not recognized 
as a major problem in the engineering and maintenance workshop. O n e 
can select and chose the more adaptab le workers. 

T h e shortage is ra ther in technical instructors, and certain specialist 
skills: 

"To improve the skill level of the work force in the company , more 'in-
house' t raining facilities, with full time technical instructors, moving 
around various units in the industry for intervals of about one month at 
a time, might allow specialists to be hired in various areas of skill and 
knowledge". (Engineering workshop manager , Ju ly 1981) 

T h e company ' s self-sufficiency may be underpinned fur ther , as the com-
pany develops. At the time of visit, ambit ious plans were being discussed 
for how to include all categories of workers in a comprehensive t ra ining 
programme: 

(i) Induct ion training 

Induct ion Training, including general introduction to the company and 
specific introduct ion to the workplace, were being proposed for new em-
ployees at all levels. "Th i s is likely to reduce labour turnover and shorten 
the period of time before a new employee becomes effective in his work". 
(1981 Training Needs Analysis and Suggested Action Programme) . 

(ii) Graded operatives 

Graded operatives t ra ining were being proposed for various strategic oper-
ations in the estate and in the factory. These included harvest ing and nu-
cleus estate operat ions for headmen , tractor driver t raining (there are 500 
tractor drivers employed) , and training for t ransport assistants and super-
visors. 

At graded operatives level the action p rog ramme also included t ra ining 
for process operators . Trainee process a t tendants and operators would be 
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recruited f rom schools, and would generally learn the process on the job . 
T h e more able trainees would be identified and a more s t ructured pro-
g r a m m e devised, ensuring that , over a period of 2 years, experience of the 
whole product ion process is acquired. Th is t raining follows an established 
pat tern . But the training contains scope for improving the technical under-
s tanding of process operators, and a good deal of this is expected to be car-
ried out " in-house". 

Boiler operators were singled out as a g roup needing a greater appre-
ciation of the principles behind the equ ipment they operate. T h e Indus-
trial Training Centres of the Minis t ry of Labour were in the process of in-
troducing these courses which might be able to help. T h e company will 
cont inue to send boiler a t tendants on sui table skill improvement courses. 

(iii) Apprent ices and art isans t ra ining 

T h e company in 1981 had 62 apprent ices under training (approx. 20 in 
each year). Declining labour turnover figures have meant that the 1980 
trainee-intake had to be given notice that employment could not be guar-
anteed at the end of the period of apprent iceship. T h e same si tuat ion 
seemed to apply in 1981 thus not making it possible to employ in skilled 
grades all those completing their apprent iceships . 

If the trend of labour stabil ization cont inued - and economic t rends of 
the economy supported this expectation - the company would have to cut 
down on new recrui tment of apprent ices . However , in view of the pros-
pects of a new brewery and a chemical factory using molasses coming to 
the vicinity, the company would not reduce its recrui tment p rog ramme 
dramatical ly as long as this - unpredic table - oppor tuni ty was on the hori-
zon. 

New apprent ices will have been recruited in 1981 in the following 
trades: 

7 Plant mechanics 
4 Motor vehicle mechanics 
2 Auto electricians 
3 Welders 
5 Fitters 
2 Electricians and 
2 Machinis ts . 
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Apti tude tests were conducted in 8 technical schools in 1980 and a ratio of 
approximately 3 interviewees were invited for every vacancy. 

(iv) Skill improvement 

Several of the art isans - mechanics, first of all - were in need of on-the-job 
training to broaden their skills. For appropr ia te skill improvement courses 
the company will have made use of courses available at the Indust r ia l 
Training Centres . However , the company intended to rely more on in-
house training for skill improvement purposes. 

Cer ta in j o b categories are difficult to fill with qualified art isans, simply 
because they are in short supply in Kenya. In the electrical section there 
was a major recrui tment problem with powerhouse operators . Conse-
quently the company intended to recruit 3 apprentices in 1981 to be given 
training as powerhouse operators . 

(v) Technicians 

T h e company only describes officially as " technicians" those who are be-
ing sponsored as block-release trainees at the Polytechnics. In the category 
of technicians the company ' s sa turat ion point was also gett ing nearer . 

Since the average age of supervisory staff was relatively low and turn-
over in some areas was also low, the company was carefully j udg ing the 
amoun t of technician t raining needed to avoid on the one hand a scarcity 
of trained personnel and on the other an over-abundance leading to per-
sonal f rustra t ion and increasing turnover. 

With a declining trend in technician turnover it was doubt fu l whether 
the 18 individuals undergoing formal technician t raining on a block-re-
lease basis could expect to be offered supervisory positions on completion 
of their training. 

Within its comprehensive training p rogramme the company also oper-
ated training for financial and clerical staff and for senior managemen t . 

To conclude: the t rends in ar t isans ' and technicians' employment in the 
firm indicated that a latent inflation in training levels had begun. I.e. qual-
ifications of a certain level did not automatical ly entitle one to employment 
at the equivalent level. T h u s technicians may be used for doing ar t isan 
work, etc. 

Besides being determined by the requirements for new apprent ices and 
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specific skill-upgradings, the company ' s reliance on public training facili-
ties for ar t isans and technicians, depends on the quali ty of training offered 
in the Government ' s t raining institutions. In this respect the record is 
somewhat mixed. T h u s the adminis t ra t ion at Kenya Polytechnic was con-
sidered by the company to be part icular ly poor, resulting in poor morale. 

T h e company ' s training super in tendan t expressed his critical views on 
Kenya ' s industrial t raining policies in the following way: 

" T h e training levy payable to the government is collected prompt ly . 
T h e re imbursement grant takes well over a year to be paid! 
Calculat ion of the training levy is based on tonnage of sugar produced, — 
i.e. Shs. 4 per tonne since Sept 1980. Before that Shs. 2 per tonne. For 
the years 1979 and 1980 we paid 219.200 Shs. and 432.000 Shs. T h e re-
imbursement grant , to which we are entitled has not yet - Ju ly 1981 -
been repaid. 
We value the Industr ia l Training Cent re but obtain little help in other 
t raining aspects from the Government (e.g. technicians, supervisors, 
clerks, managers) . 
As general advice to the Government on its industrial t raining policy, 
we think they should take more care to improve s tandards and control 
Trade Testing. 
Secondly, more encouragement should be given to companies to collab-
orate for t raining purposes, financial inducements for instance. 
And thirdly, the Government should discourage the burgeoning "back-
street" industr ial institutes and put more money into expanding repu-
table inst i tut ions". 

Workers' training experiences 

In a rural area where j o b opportuni t ies are scarce, workers who wan t to 
stay in their home area are unde r extra pressure to remain in a job , once it 
has been obtained. Of the 45 workers interviewed, the majori ty were em-
ployed in connection with the expansion of the company in 1977. Other s 
have been with the firm since it first s tar ted producing in 1971—73. In gen-
eral, labour turnover is very low among the engineering main tenance 
workers. 

All the people interviewed are from the Western Province, neighbouring 
Nand i District or Nyanza Province. They all work in the engineering 
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workshop or belong to the factory maintenance staff. Trades such as black-
smiths, t insmiths, welders, moulders, turners and fitters, all being con-
sidered skilled or semi-skilled, are represented. 

T h e work force is relatively young and many have been recruited 
straight f rom school-technical school or academic school. New recruits are 
taken in to fill vacancies but first of all to be apprentices. They follow the 
s tandard D I T p rogramme. On- the- job instructions are given by the work-
shop super in tendents and supervisors. Very few of the elder workers have 
had formal t raining beyond pr imary school. 
shop super in tendents and supervisors. Very few of the elder workers have 
had formal t raining beyond pr imary school. 

A typical j ob history of the 11 workers 40 years old or above was that they 
previously worked for larger private companies, often in U g a n d a and Tan-
zania, in paras ta ta ls or in the former East African Communi ty . 

O n e fitter machinis t spent a year at Kenya Indust r ia l Tra ining Ins t i tu te 
in Nakuru and one general fitter, was trained as a technician in Russia. 
Otherwise the elder workers have been trained on the job . The i r former 
workplaces include, among others: East African Railways, Coffee Board of 

Figure 8. Age distribution 
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U g a n d a , sugar factories in U g a n d a , Tanzania , and Kenya, Deweto Engi-
neering and Construct ion, Gailey and Roberts , Tea and Sisal Estates, Tex-
tile Industr ies , and Steel Rolling Mill. 

For the individual worker it is impor tan t to obtain a good placement in 
the 9-grade job-classification of the sugar industry. The re seems to be 
quite a bit of arbi trar iness in this respect, however, the company having 
the upper hand in placing the workers in grade categories at its discretion. 

Two examples will illustrate the si tuation: 

1. A mechanical engineering g radua te f rom a H a r a m b e e Inst i tute is em-
ployed in the engineering workshop. He performs skilled work of a high 
quali ty, but he has been wrongfully placed in grade VI - a semi-skilled 
job category. His own explanat ion is that he is a victim of tr ibalism. 
T h e "real" explanat ion is more likely to be, that the H a r a m b e e In-
stitutes of Technology are opera t ing a proficiency system that employ-
ers have never formally approved. It is still at the employer 's discretion 
to ignore certificates which do not fall within the regulations of the 
agreement between the employer and the union. 

2. A 45-year old fitter with a long training- and work history is placed in 
grade V I I I . H e was trained as a technician between 1965-70 on a 
Kenya Government scholarship in a Russian textile institute f rom 
which he holds a d iploma. After his re turn he worked as supervisor and 
personnel manager in three different firms until he was employed as a 
fitter in the sugar company in 1975. He left the previous employer — a 
construction firm - since its contract finished and he would have had to 
move away from his home area to keep the job . H e feels he has been de-
ceived by the sugar company since he was not given a supervisory job , 
and has not advanced dur ing his five year stay with the company. Like 
his colleague above, he explains his misfortune as being caused by ' tr ib-
alism'. 
T h e case again illustrates, that the employer can refrain f rom re-
cognizing diplomas and certificates. This is wha t many Kenyans who 
have been trained in Russia and other East European countries have 
experienced. Secondly, the case illustrates, that j ob opportunit ies - in 
par t icular at supervisory level - are very limited. A person, who like 
this man , wants to stay with his family in the rural area is left with very 
few jobchoices. To alleviate his economic and personal frustrat ions he 
was considering star t ing his own business. He has applied for a loan at 
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Kenya Indust r ia l Estates to start a tailoring business. After one year 
there was still no reply. 

Social relations of metal-workers in the sugar industry 

(i) Social background 

In Kenya, as in other developing countries, the industrial labour force is 
largely first generat ion industr ial workers. T h e more so in a country where 
technical trades have been greatly dominated by immigrants — Europeans 
and Asians. And obviously more so in this rural based company than the 
urban based company 1 above. 

A breakdown of fathers ' work occupation shows: 

No. of workers 
Farming 28 
Business/shop 4 
Carpente r , fitter 3 
Clerk 2 
Policeman, teacher, t radit ional doctor 3 
Cook 2 
Watch-repairer 1 
Driver 1 
H e a d m a n in sugar p lanta t ion 1 

45 

As expected, the major i ty come from a farming background. Only three fa-
thers have been in t rades resembling the respondent ' s own j o b - i.e. 1 car-
penter and 2 fitters. 

(ii) Land tenure 

Although the people interviewed are all in full time (46 hours) jobs , many 
mainta in a close relat ionhsip to the land by owning a plot. T h e picture is, 
however, mixed. 17 say they have no land. H o w many of these people may 
inherit land or buy land at a later stage, is of course impossible to say. It is 
significant that 38 pet. depend solely on wage incomes. 
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T h e land owned by 28 interviewees is distr ibuted as follows: 

1 - 5 acres 

Persons 
19 

(1-2 acres 5) 
6 - 1 0 acres 

11-20 acres 
20-30 acres 
40-50 acres 

3 
2 

3 

28 

Contr ibut ions to family budgets from their own subsistence product ion are 
significant for those workers who have access to land, and a few are able to 
make savings from cash crops — sugar or maize. But the main source of in-
come is the respondent ' s wage, in eight cases supplemented by the wife's 
income from wage-work or from trading. 

It is impossible to est imate the contr ibut ion of women's work to family 
income since it is not formally calculated in subsistence farming. In the 
landowning families, the contr ibution is certainly significant, since women 
are the pr imary land tillers. In order of frequency, land is cultivated by 
wife and children, parents , brothers and sisters. O n e third of the land-
owners hire labour on a full-time basis or as a supplement to family-work-
ers. 

(iii) Dependency burden 

T h e significance of having access to land and thus to a contribution to the 
family's subsistence should of course be seen in relation to the dependency 
burden of the individual. In this respect, all the workers - single as well as 
marr ied ones — are responsible for the main tenance of others regardless of 
whether these are pr imary dependents or relatives being helped occasion-
ally. 

T h e figure shows that almost 50 pet. of the respondents bear responsibility 
for 10 dependents or more. T h e distr ibution does not change significantly 
when the 17 workers who do not have access to land are separated. O n e 
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Figure 9. Distribution of respondents according to number of dependents 
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third of the landless carry responsibility for more than 10 dependents , and 
none of them for less than 4 people. 

(iv) Terms and condit ions of work 

Terms and condit ions of work are regulated according to the agreement 
between the sugar industry and the Sugar Plantat ion Workers Union . 

T h e union plays a relatively active role in the company. 80 pet. of the 
main tenance workers are unionized. Some have decided to disaffiliate due 
to internal strifes in the union, which at times have diverted the a t tent ion 
away from the ma jo r obligation of the union: to struggle for bet ter terms 
and conditions of employment for its members . Also members b lame the 
union for diverting its interest away from the well-being of its members . 

With an average net income the month before the interview of 1.650 
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K.Shs. varying between 650 K.Shs . and 2.300 K.Shs. , it is not surpris ing 
that almost everybody relies on overt ime. T h u s a substant ial part of the 
workers ' income stems from overt ime work, varying between 40-120 hours 
overt ime per month , a few having a record of up to 150 hours overt ime 
work. T h e high frequency of overt ime work is possible since the company 
works a round-the-clock (3 shifts) and round-the-week system. At night 
one hour equals 2/4 hours. While overt ime payment tends to become an 
absolute necessity to increase workers ' wages, it is also an indication that 
without exception all workers get an advance on wages every month . 

Figure 10. Wage structure of engineering maintenance workers, June 1980 
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T h e average monthly wage of 1650 K.Shs. is well above the consolidated 
wage rates for skilled manua l work in the sugar industry, due to the 
amount of overt ime work in this company. O n top of this the company 
provides housing for the major i ty of its workers. 

To sum up: relatively speaking, the skilled manua l engineering workers 
in this company are remunera ted well. This is both in relation to the in-
come level in the rural area where they live and relative to their u rban col-
leagues. In absolute terms, however, the industrial worker is not necessar-
ily left with much to spend for himself. T h e hard earned incomes are 
spread out among a large n u m b e r of beneficiaries, and thus contr ibutes in-
directly to suppor t a certain amoun t of commercial activity in the area 
which would otherwise be very minimal . As a conclusion some compari-
sons between the two companies will be a t tempted . 

Conclusion 

T h e two companies belong to the minority of private firms in Kenya that 
are continuously engaged in various training p rogrammes for their work-
ers. Both have contr ibuted to building up a skilled Kenyan labour force in 
the metal trades. Beyond this general positive observation, the two profiles 
elucidate different problem areas that are believed to have significance for 
unders tanding the conditions of workers and the complexities involved in 
planning industrial t raining p rogrammes for Kenyan industry and for 
Kenyan workers. 

T h e following observat ions can be d rawn from a compar ison of the two 
companies: 

- The re is very little rout ine work involved in either engineering produc-
tion in company 1 or in engineering maintenance in company 2. Some 
batch product ion is being introduced in company 1, which after some 
time will become rout ine work. Already some of the bench workers in 
company 1 complain that they are doing mostly s t andard operat ions. 
But in general , p roduc t ion /main tenance work varies continuously and 
requires highly skilled workmanship . 

- C o m p a n y 1 built up its work force over a long period. T h e workers are 
relatively old and most have been trained on the j ob by the company ' s 
elder workers. Labour stability is very high for all worker categories, but 
especially among the unskilled and semi-skilled workers. Except for 
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electrical trades there is generally no severe shortage of workers with 
par t icular skills, though some are occasionally lost when a worker de-
cides to try out his chances with better paying employers. 
T h e policy of company 2 can be characterized as self-sufficiency in all 
functions concerning sugar product ion. T h u s there is a s trong motiv-
ation for building up a stable labour force in the skill intensive oper-
ations. T h e company offers (slightly) better conditions for a few target 
workers. Comparat ively higher wage costs for the few can conveniently 
be passed on to consumers. It is able to at t ract highly competent arti-
sans from other companies and to select the better candidates from tech-
nical schools. If any company can be accused of "poaching" , it is a com-
pany like this, a l though poaching is not done deliberately by looking up 
skilled workers in other companies. 
However, even within the skilled c ra f t sman group it is still to a large ex-
tent at the discretion of managemen t in both companies to post their 
skilled workers to lower j o b categories than what their j o b performance 
justifies. It certainly is a reflection of the unions ' weaker negotiation po-
sition. And it is a sign that product ivi ty /wage links are absent . 
W h a t immediately looks like relatively high wages for the engineering 
craf tsmen cannot be taken at face value. Included in the net monthly 
wages - in company 1, on average 1250 K.Shs. per month , March 1981; 
company 2, 1650 K.Shs. per month , J u n e 1981 — is overtime payment . 
Over t ime work is considerable, especially in company 2, but is also fre-
quent ly practised in company 1. 
In view of the high level of unemployment in the country - and in-
creasingly so among technical school leavers, — extensive overt ime work 
is unacceptable . For the individual worker it is regrettable that relying 
on overt ime work becomes a necessary means to keep wages up — a very 
insecure means, of course, since it is only available when there are suf-
ficient orders. 
T h e conclusion must be that the work of the engineering craf tsmen 
could be shared between more people thus allowing more workers to be 
trained. Th is should certainly be looked into by the National Industr ia l 
Training Council N I T C and be a concern of the t rade unions in part icu-
lar. 
In several respects income pat terns seem to diversify: relying on over-
time work is part icularly urgent for workers who have no or very limited 
access to land as a supplement to family subsistence. Though ties to the 
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land are common, both the u rban and the rural based workers of the two 
companies include people who must be considered as fully proletar ian-
ized workers. With declining real wages in Kenya in general the urgency 
for mainta in ing supplementary subsistence is increasing. Th is urgency 
is counteracted by the pressure on land. If the skilled workers are not the 
first to be forced off the land, the land pressure will also involve them. A 
few of the workers have been able to save and invest in land (e.g. sugar 
growing). But the overall impression is that family responsibility is 
rarely borne by a single wage earner. It is shared between several in-
come earners — be they pe rmanen t or casual incomes - and individual 
wages are shared widely among dependents . 
An element in the younger sugar factory's a t t empt to build up a stable 
labour force has been its systematic training of crafts- and technician ap-
prentices, supplemented with skill-improvement courses and company-
specific instruction in the factory's own training school. C o m p a n y 1 only 
added the apprent iceships later when the tr iparti te Nat ional Indust r ia l 
Training Council got involved in formulat ing labour t raining policies. 
In both companies a saturat ion point seems close. Explanat ions lie both 
within internal company considerations and the overall economic devel-
opment : C o m p a n y 1 is not fully convinced of the benefits and relevance 
of the 3 - 4 years apprent iceship training programme. Several appren-
tices on completion leave the company. It is moving towards shorter , 
job-specific t raining preferences. 
Company 2 has completed its establishment and expansion phase. T h e 
workshop labour force has been built up and has remained stable. T h e 
need for new apprent ice recruits is waning. Over and above these inter-
nal company explanations, the economic trends in the country have had 
their effect. Recession ra ther than growth is currently influencing re-
strictive personnel and training policies in both companies. 
Both companies have contr ibuted to building up a skilled work force in 
the metal trades. And they still are. But new training policies are now 
appear ing in both companies: i.e. a reduction of formal t ra ining and a 
shift towards more job-specific learning - in correspondence with the 
prevailing t raining philosophy of the Ministry of Labour based on Mod-
ules of Employable Skills, in fact. If these trends continue and generally 
apply to other engineering firms - the effect will be counterproduct ive to 
the fur ther development of skilled workmanship in the metal trades. 
Moreover, they will be counterproduct ive to the economic development 
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path Kenya needs to seriously consider, i.e. the development of local in-
termediate and capital goods manufac ture . 

- T h e reactions of the two companies may be the sort of warning that has 
motivated the Kenya Government to adopt the employer oriented, job-
specific Kenya Intergrated Training System. It should also be a warn ing 
to the t rade unions that labour training policies are par t of indust ry ' s 
way of tying, controlling and determining the conditions of the workers. 
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Chapter 4 

Conclusion 

Company observat ions in summary 

Metal manufacturing manpower requirements and shortages 

With regard to skill and training requirements, the overall picture that 
emerges from the 5-company survey confirms similar observations made 
by Mitschke-Collande (1979). Thus , the capital goods depar tment of fab-
rication and manufactur ing, but also central workshops of maintenance 
and repair, tend to correlate more with manufacture of sophisticated prod-
ucts, with small or medium-scale output , than with batch production. 

There is little segmentation of the work process. The majori ty of workers 
have to perform a variety of complex operations with handtools, different 
machine tools, and measuring instruments. These tasks are skill- and la-
bour-intensive and at the same time require formally-trained and practi-
cally-experienced craftsmen. Commonly, training of semi-skilled workers 
is undertaken on-the-job in the enterprise concerned. But, fairly detailed 
planning at the nat ional level is necessary for highly skilled craftsmen who 
require formal training, usually beyond the internal capacity of the com-
pany. 

The overall picture from the 5 companies is that there is no general 
shortage of skilled craftsmen in this cross-section of metal industries. This 
must of course be seen in light of the recession that has affected all the 
companies, if not yet to the extent of cutting down on the labour force 
beyond natural exits. Labour shortage of particular skills has been more 
acute in times of expansion, but even now, some strategic labour skills are 
in higher demand than others, and increases the labour turnover in these 
categories. This concerns in particular the highly skilled all-round fitters, 
who by virtue of their part icular broad-skill qualifications can easily be 
shifted between different operations. 

One of the companies — the fully Kenyan owned, managed and operated 
- a general engineering workshop with 100 employees, recently lost 10 fit-
ters. This company, which used to engage itself actively in craft apprentice 
training, has now disengaged itself from apprentice recruitment. In fact, 
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the company has shifted much of its h u m a n resource development outside 
the company by put t ing out orders to subcontractors , when orders occa-
sionally exceed the firm's own capacity. 

O t h e r craft skills of strategic impor tance are in short supply. Thus , 
foundry work is particularly d e m a n d i n g with regard to skills and experi-
enced craf tsmanship . However, the d e m a n d for foundry workers is small, 
reflecting the limited numbers of foundryworks in Kenya. Thus , despite 
their specialized skills, foundry workers find it more difficult to negotiate 
for terms and conditions of work exceeding those laid down in t rade union-
employer agreements , since al ternative workplaces are few. Foundry work, 
besides being skill demanding is also part icularly unpleasant , and re-
crui tment of new foundry works trainees has been difficult in the company 
in quest ion. T h e problem of approaching labour shortage in this field may 
find its solution by way of technological development , since plans are un-
derway to subst i tute the current high-furnace process with computerized 
aid. Th is is possible since it is a very large company, in fact the largest 
metal workshop in East Africa with a long history dat ing back to the turn 
of the century. 

To ease the shift to computer-a ided foundry processing, one would ex-
pect that retraining of foundry craf tsmen and technicians is necessary, as 
was pointed out by the head of the Foundry Section. Whether it is a sign of 
slow planning, of information being withheld between management and 
the foundry depar tment , or that there are al ternative plans for recruit ing 
unt ra ined labour for the new process, it is remarkable that the introduc-
tion of advanced technology like computer-a ided processing is not care-
fully prepared and manpower with relevant labour skills secured in time. 
Of course, the necessary training precaut ions themselves pose a problem, 
since suitable training facilities are not available in Kenya . Thus , t raining 
for computer-a ided foundry processing and casting, whether under taken 
as skil l- improvement or skill-development training, must include some 
overseas training. This may explain the delay in the par t icular case. 

None of the other companies rely on computer-a ided machinery, and 
none expect radical technological innovations or changes with implica-
tions for labour skills for the time being. C o m p a n y specific, effective labour 
d e m a n d is thus at a low level in the 5 firms in the beginning of the 1980s. 
To speak of a skilled labour shortage in Kenya in terms of effective de-
m a n d , does not make much sense if these observations carry any general 
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significance. In terms of social need, shortage of labour skills is a different 
mat ter . 

Human resource development in the firms 

T h e original assertion held that the companies were expected to represent 
the pr imary concern for industrial manpower development . T h u s , the 
companies would be ins t rumenta l in passing on the actual t raining re-
sponsibility to the state. 

W h a t we find in reality is a less direct connection between company spe-
cific labour needs and training implementat ion. Obviously the t r ipar t i te 
National Industr ia l Tra ining Council and its t rade councils were in-
s t rumenta l in formula t ing the apprent ice- t ra ining system. And the em-
ployers in par t icular were ins t rumenta l in the process of establishing the 
t raining levy-reimbursement-system. This was shown for the Genera l En-
gineering and Metal Manufac tu r ing Industr ies ' Training Commi t t ee 
( G E M M I ) in Chap t e r 2. 

T h e role of the companies 5 years later in the apprent ice- t ra ining re-
forms, based on K I T S / M E S principles, is less obvious. The i r involvement 
was superseded by the Directorate of Industr ia l Training itself and by the 
donors who were strongly ins t rumenta l in introducing the new modula r 
training principles. 

One may suggest that by the time of the K I T S reform, the D I T had es-
tablished itself as an insti tution with its own policies, much less influenced 
by the interests of companies than what was the case 5 years earlier. T h e 
improved prospects for cont inued growth in the early 1970s compared to 
the late 1970s may also have determined the companies ' more direct inter-
est in skill development in the earlier period. 

This general t rend of less direct influence by the companies on D I T ' s 
training activities might have been counter-balanced by a stronger interest 
in training by the Trade Unions. Certainly, the prospects of the K I T S re-
forms should have raised the suspicion of the Trade Unions that workers ' 
potential mobility and marketabil i ty would decrease as their skill profiles 
changed from broad skill craf tsmen to nar row skill operators . Th i s did not 
happen . T h e K I T S reform seems to have been accepted uncondit ional ly 
by the Trade Unions . 

It is characterist ic that industrial t raining is not generally understood as 
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Figure 1. Companies' reliance on different recruitment and training practices for 
craftsmen, 1981. 

C o m p . 1 C o m p . 2 C o m p . 3 C o m p . 4 C o m p . 5 

Publ ic a p p r e n t i c e t r a in ing + + _ 
O w n t ra in ing school - - + -

Sys temat i c on - the - job t r a in ing + -

Inc iden t a l on- the - job t r a in ing + + + + -

Ins t i tu t iona l skill-
i m p r o v e m e n t t r a in ing - + -

Relevant skills secured th rough 
r ec ru i tmen t : 

(a) f rom technical school - - + + -

(b) f rom the ga te + + - 4-

Note: + f requen t ly used . 

~ in f requen t ly used . 
— never used. 

H— previously f r equen t ly used, cu r ren t ly in f requen t ly used. 

C o m p a n y 1. G e n e r a l eng ineer ing , p r iva te M N C m a n a g e d , i n t e r m e d i a t e size, u r b a n 
based . 

C o m p a n y 2. Gene ra l eng inee r ing m a n u f a c t u r i n g , p r iva te K e n y a n owned a n d m a n -
aged , i n t e r m e d i a t e size, u r b a n based . 

C o m p a n y 3. G e n e r a l eng inee r ing fabr ica t ion a n d m a i n t e n a n c e w o r k s h o p of a large-
scale j o i n t K e n y a G o v e r n m e n t / M N C agro - indus t ry , r u r a l based . 

C o m p a n y 4. Gene ra l eng inee r ing fabr ica t ion and m a i n t e n a n c e workshops of a large-
scale p a r a s t a t a l , u r b a n based . 

C o m p a n y 5. Gene ra l eng inee r ing workshop , owned a n d m a n a g e d by a local As ian 
res ident , smal l -sca le ru ra l based . 

a central issue by the Trade Unions in Kenya , despite C O T U repre-
sentation on the National Indust r ia l Training Council . When workers in 
the companies complain about lack of fur ther training opportunit ies , as 
happened in several instances dur ing this s tudy, they also perceive their 
grievance as being an individual private problem between themselves and 
their employer ra ther than a t rade union issue. 

If we turn from the involvement by the Federation of Employers and 
Trade Unions in industrial t raining policies to the training practices of the 
companies in the study, the following picture s tands out (see Fig. 1 above). 
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There are marked differences in recrui tment and training practices be-
tween the five companies. At the extremes are company 4 and 5. C o m p a n y 
4, being one of the oldest and largest metal workshops in East Africa, has 
old, established procedures for securing almost self-reliance in manpower-
resources. T h e company is furnished with a ra ther advanced internal 
training machinery, including a training school, t raining personnel, inter-
nal recrui tment and promotion procedures, etc. In most respects it is self-
reliant in training, relying on the public apprent ice- t ra ining facilities when 
necessary. It even provides training opportuni t ies for trainees sponsored 
by other companies in Kenya and for trainees f rom neighbouring coun-
tries. 

At the other extreme is the rural based company 5. T h e general condi-
tions of work in the firm are poor and training is something unheard of ex-
cept for the 2 supervisors/foremen, who are related to the owner /manager . 
Workers are recruited from the gate, most have some previous work experi-
ence, f rom between 1 -4 jobs , interceded however by longer periods of un-
employment . T h e r e are 28 employed at the moment , over half on a casual 
basis. None are counted - or remunera ted - as fully skilled workers, al-
though a few have the Government Trade Test. None of the workers are 
more than 30 years old, indicating a high labour turnover. T h e firm has no 
ambit ions of engaging in systematic training. T h e training levy is paid as a 
mere tax. 

Between these extremes fall the remaining 3 companies. T h e practices of 
2 of these are described in more detail in Chap te r 3. Not unexpectedly the 
recrui tment and training profiles of company 1 and 2 resemble each other 
most, as the companies do in a number of other respects except for ow-
ner sh ip /management . C o m p a n y 1 has foreign management , company 2 
full K e n y a n ownersh ip /management . W h a t types of organizat ions the 
companies belong to - e.g. t rade union affiliation — does influence the gen-
eral organizat ion of work conditions, including training. C o m p a n y 1 and 2 
both have an agreement with the small and not very strong Kenya Engi-
neering Workers Union , K E W U , to which company 5 would also belong if 
it was organized. T h e affiliation of the paras ta ta l company 4 to a stronger 
and more experienced t rade union part ly explains the better conditions of 
work - and training — provided by that company. 

To sum up, the current recrui tment and craft training practices of the 
five companies can be described as follows: Company 1 and 2 - the two 
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larger general engineering companies in Nairobi - have been active in craft 
apprent ice training in years of prosperi ty and growth. T h e intensity of 
their craft t raining engagements is related more to the conjunctures of 
their business than to sa turat ion of manpower requirements or to lack of 
satisfaction with the quality of t raining provided in the Indust r ia l Training 
Centres of the Directorate of Indus t r ia l Training. In fact, company 2 re-
cently lost 10 general fitters but has no plans for retraining substi tutes. 
Likewise, the amount of training under taken by company 3 reflects the 
phases of expansion of this company. Expansion being more or less com-
pleted, the annua l intake of apprent ices is currently being reduced. 

All three companies rely on different forms of on-the-job training. But 
since there are no current long- or in termedia te on-the-job training plans 
we would call these a r rangements incidental on-the-job training (see Fig-
ure 1). A good example of this is a contractual a r rangement between com-
pany 2 and a machine tools manufac tu re r in India . C o m p a n y 2 has re-
cently bought some large second-hand lathe machines in the Indian com-
for a couple of months to instruct the workers in the Kenyan firm on how 
to use the machines.6 

Otherwise one observes that company 2 practices sub-contract ing with 
individuals or small teams too small to establish their own firm. By shifting 
orders to sub-contractors , a n u m b e r of responsibilities - for example train-
i n g - are also shifted outside, a l though two such sub-contractors are in fact 
former employees of company 2. Today they work on sub-contracts for 
other f irms as well. 

C o m p a n y 3 - the main tenance workshop of an agro-industry - has de-
veloped a more strategic a t t i tude to labour training. Its common practice 
is to visit secondary — often technical — schools before graduat ion and to re-
cruit new trainees from among the cream of the gradua t ing classes. Sec-
ondly, the company provides industr ial a t t achmen t opportunit ies for tech-
nical school trainees - for example trainees f rom H a r a m b e e Inst i tutes of 
Technology - which gives the company a possibility to hand-pick talented 
trainees for later employment . Recru i tment at the gate of workers with 
strategic skills thus becomes less practised in company 3. C o m p a n y 5 on 
the other hand is geared to this procedure alone for securing necessary la-
bour . In fact its total disengagement f rom any training practices worth the 

6. T h e I n d i a n connec t ion of this fully K e n y a n o w n e d a n d m a n a g e d c o m p a n y is an interest-
ing obse rva t ion . T h u s , the F inanc ia l M a n a g e r of the c o m p a n y is an I n d i a n expa t r i a t e on a 
2 -year con t r ac t . 
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name, is matched by a ra ther incidental recrui tment policy. Workers are 
hired and kicked out at short intervals - with the expected result on prod-
uct quality. In fact complaints from customers about the quali ty of instal-
lations and repair work under taken by this firm are many. T h e company ' s 
survival despite such customer complaints seems to be determined by the 
limited number of compet ing companies in this semi-rural area, and by the 
constant access to cheap labour with some limited relevant experience, as 
workers are always a round looking for jobs. 

A contr ibut ing factor to keeping cost s tructures competit ive is also its 
practice of keeping some workers as so-called trainees, where in reality 
they work as low paid labourers deprived of any systematic instruction 
worth the name of training. 

It would be wrong to accuse this company of labour poaching — a com-
mon accusation otherwise against many private companies. Con t r a ry to 
the recrui tment practices of the company, poaching implies active identi-
fication of workers in other companies and subsequent recrui tment . Com-
pany 2 in part icular , complains about poaching problems, but observes in 
addit ion, that several workers who were lost due to promises from other 
companies of marginal increments , have later re turned to be re-employed. 

Company 4 is exceptional with its long established procedures for se-
curing self-sufficiency through internal training, mobility and promot ion 
practices. Over the years some al ternative employment possibilities for the 
workers have developed outside this established paras ta ta l in the K e n y a n 
society. But few companies can offer general conditions of work and prefer-
ential fringe benefits comparab le to those offered by the paras ta ta l . I t is 
not surprising, therefore, that labour stability is high in company 4. How-
ever, one must conclude that the company nevertheless contr ibutes to de-
veloping the country 's labour force beyond its own needs. T h u s through-
out Kenya one will find craf tsmen who gained their experience, and often 
training, at some stage in this set-up. The i r reasons for having left are 
rarely to find better employment but ra ther to meet some of their social 
needs, first and foremost among them proximity to their home and their 
family. 

Formation of an industrial labour force in Kenya — Concluding 
remarks 

In discussions about industrial ization experiences and prospects in Kenya 
it has been argued by people like K. K a r u g a (1979) that the redeployment 
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of industry to Kenya is hampered by the fact that labour in Kenya is not 
socially formed. Now, what is mean t by this? Is it correct? And what are 
the implications for fu ture industr ial development prospects? 

Several indications from the s tudy may elucidate the ramifications of 
' the social formation of labour ' . I t should be appreciated, of course, since 
we talk o f ' f o r m a t i o n ' — a concept implying a process - that observations 
f rom the 5 engineering companies are indicative only. 

Given the different product ion- and labour relations in the five compan-
ies, the following observations seem to substant ia te Karuga ' s point: 

— T h e vast majori ty of the craf tsmen are first generat ion industrial work-
ers. Only 1—2 pet. come from industr ial working class homes. A larger — 
but still limited group - had wage-working parents or fathers belonging 
to the salariat or small business s t ra ta . T h e vast majori ty, however, are 
from peasant family backgrounds. In addi t ion to this, the majori ty of the 
workers are migrant workers, if not coming from outside Kenya , often 
coming from substantial distances f rom their work place. Not unexpect-
edly, this is less pronounced for the workers in the two rural based com-
panies. In fact, the large-scale agro-industry related workshop seems to 
be a welcome oppor tuni ty for workers f rom that area to take up employ-
ment in their home area. 

- I t is well documented that first generat ion industrial labour expose dif-
ferent characterist ics from workers who have been exposed to longer ex-
periences of industrial wage work. (See for example E. J . Hobsbawn , 
1976 and R. D. Grillo, 1973). In some terminology the first generat ion 
worker is less disciplined and cannot subject himself to the hierarchical 
s t ructures of organization in industry, to adhere to punctual i ty in t iming 
his work and doing it to the required s tandards . His ties to the land re-
late to his lack of working class consciousness, etc. Observat ions f rom 
the study, however, suggest that these generalizations need to be qual-
ified. Certainly the spatial s t ructure of indust ry in Kenya interlinks with 
the social si tuation of the worker and affects his role as industrial wage 
worker.7 Indus t ry is massively concentrated in Nairobi, M o m b a s a and a 
few smaller regional towns, while the major i ty of workers originate in 
the densely populated areas of Western Province, Nyanza and Cent ra l 

7. I keep us ing the des igna t ion h im, his, etc. a b o u t the indus t r ia l me ta l worker , s ince 100 pet . 
of those in terv iewed in the s tudy were ma le workers . 
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Province. When daily commut ing is impossible, and the economic — and 
socio-cultural - basis for t ransferr ing the family from the home area to 
town rarely exists, this sustains a pat tern of male work-migrat ion. No 
wonder , the employers still commonly complain about the ' instabil i ty ' 
of the workers. Family obligations at births, illness, family-crisis, cele-
brat ions and funerals for example will easily keep a worker from work 
for several days. Ironically, this complaint was aired in company 1, 
where we observed an extremely high labour stability in terms of years 
in same employment . But also the daily concern of the worker who is 
separated from his family but still has a n u m b e r of responsibilities for 
family affairs seems to influence his working capacity. I t lowers his pro-
ductivity, as was expressed by a company product ion manager . This 
general picture should also be modified. In company 4, for example, the 
family pat tern of a single male worker in town, his wife and children and 
parents in the countryside, has changed. An extensive housing scheme 
has been par t of this paras ta ta l ' s strategy to stabilize its workforce. T h u s 
many more of the craf tsmen here have been able to keep their wife and 
some children in Nairobi . 

A third dist inguishable pa t te rn emerges from the study: We would argue 
that the interplay of industr ial spacing and the high rate of male mi-
gration explains the surprisingly high rate of polygamous family struc-
tures among the engineering craf tsmen. In almost all instances, the po-
lygamous workers stay with one family in town, while another wife resi-
des in the countryside. The re is no observable generat ional difference, in 
fact younger workers are as apt to have more than one family as the el-
der workers. O n the average one fourth interviewed workers had more 
than one wife. 

With this family s t ructure , double household or separated single fam-
ily, the burden on the industr ia l worker to provide for his dependan t s re-
mains high. Generally the worker with both an u rban and a rural family 
has more children than the single family worker. T h e dependency bur-
den on both is high, however, and the general observation is that the 
number of dependan t s tends to grow with income ra ther than stop at a 
specific n u m b e r of pr imary dependants . Thus , the impression is that a 
stable wage income is spent on the very basic necessities of living in 
town, on contr ibutions to the nearest relatives. W h a t is left over is thinly 
spread out between a n u m b e r of secondary dependants . 
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- For the time being, after cont inuous real wage reductions for several 
years, savings for investments or for larger consumption goods are ex-
tremely limited. O u r material cannot fully i l luminate the u rban- ru ra l / 
ru ra l -u rban transfers of resources. T h e impression is there is a net trans-
fer from the u rban to rural area — however limited - in the form of con-
tr ibutions to family subsistence, school fees and ceremonial occasional 
expenses. 

- In addit ion to what has jus t been said about the engineering craf tsmen's 
family s t ructure , other aspects of labour reproduct ion relate not only to 
the par t icular situation of the first generat ion worker, but more so to the 
general pat tern of reproduct ion in a developing society. Thus , the wage 
incomes of this work force, whose stability in the Kenyan labour market 
is indeed as high as it gets, is certainly a core element in the reproduc-
tion of the worker 's dependants . Nevertheless, it is rarely the single 
source of income, topped as it is in the first place by substant ial amount s 
of overt ime work. Brothers typically share some responsibilities, while 
few of the wives in this sample have wage incomes. The i r contr ibut ion, 
the value of which is difficult to measure , is first and foremost from cul-
tivating the land and thus contr ibut ing a major part of the family's sub-
sistence. Wives typically bear the responsibility for managing family 
land, either alone with the children and parents or by hiring land-la-
bourers in peak seasons. But a very small minority grow enough to sell 
more than a few bags for cash beyond subsistence product ion. 

- While the typical feature of the metal worker 's reproduction pat tern is 
pi tching together a stable income, subsistence supplements and minor 
contr ibut ions from other relatives - brothers or sons for the most — there 
are indications of certain changes in this pa t te rn . Thus , a process of pro-
letarianizat ion seems to be underway in the sense that a number of fam-
ilies today no longer rely on their own land for subsistence contr ibu-
tions, but on that of relatives, or they have no access to land at all. In the 
first case the rural based wife and children stay with parents and not on 
their own plot. In the second case the worker is typically young, unset-
tled as yet but with no access to land. H e is heading towards a full-time 
urban-based life, most likely with a family at some stage. O u r material is 
not large enough to d raw extensive conclusions on these trends. But they 
suggest ideas for observing new pa t te rns of labour reproduction in the 
years to come. 

- T h e observable pat tern of differentiation of social reproduction is paral-

122 



lelled by a differentiat ion of the labour force according to its skill acqui-
sition. The re is a marked difference between the old-time worker with 
2—3 years schooling who learned his skills from observing and copying 
his colonial master , and the youngster who went through technical sec-
ondary school, got credits in math and science and later spent 4 years in 
apprent iceship training. In the work functions and with regard to wage 
levels the difference is already observable and in favour of the younger, 
formally trained person. T h e employer who is likely to in t roduce even 
marginal technological innovations will prefer the worker with some 
theoretical training. In our material the majori ty of the workers belong 
to the first category. But time will soon reverse this trend when formally 
trained workers take over more of the old-timers ' jobs. 

— If one looks at the formation process of a skilled labour force in the metal 
trades, all the interviewed employers agree that the work force of today 
is of a far better quali ty than it was 10-15 years ago. T h e general edu-
cational s t andard is higher and trainability has thus increased sub-
stantially. T h e n u m b e r of trained people from all sorts of pr ivate and 
public schools, including technical t raining institutions, has risen sub-
stantially and created an employers ' market . Indus t ry itself has contrib-
uted more to the practical experience gained by metal workers than to 
t raining them as such. And in the recent years ' recession several com-
pany closures have contr ibuted to swelling the numbers in the free la-
bour pool. 

— T h e process of skill formation in the engineering crafts has proceeded ac-
cording to the speed at which industry and training insti tutions have ac-
tively promoted relevant training. Thus , in 1980 the availability of craft 
skills seemed to match or exceed the immediate demands of engineering 
industry. The re is no reason to believe that skill formation should cease 
to develop at the required speed if industry so wishes and trains accord-
ingly. Certainly the t raining infras t ructure is available. 

With regard to social formation of the labour force, this is obviously a differ-
ent process. O n e should be careful in defining what is the necessary social 
formation of the industr ial labour force for fu ture industrial ization pros-
pects. Clearly the pa t te rn of reproduction of the industrial labour force is 
undergoing differentiation, as indicated above. . I t suggests that the social 
formation of the industr ia l labour force in Kenya has not followed the pat-
tern of proletar ianizat ion with the subsequent development of a nuclear 
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family s t ructure similar to the Western industrialized societies. But is this 
pa t te rn of the industrialized society a necessary pat tern of social formation 
of the labour force? 

If one postulates - as K a r u g a seems to do - that labour is socially form-
ed only when this pat tern arises, then prospects for industrial development 
in Kenya are bleak indeed. The re are no signs that Kenya for the time be-
ing will be t ransformed f rom an agricultural to an industrial society. Nor is 
the modern industr ial sector able to absorb all those who are seeking em-
ployment and who, by any s tandard , are qualified for entering an indus-
trial worker career with the necessary training it implies. 

In this si tuation one may postulate that the challenge for Kenya today is 
to shape its industr ial training policy more according to the basic social 
needs of its populat ion and less on the immedia te and - as we have seen in 
the K I T S debate - sometimes wrongly defined demands of the small mod-
ern industr ia l sector. 

The re is an unsa tura ted and constantly growing need for training and 
educat ion in the Kenyan populat ion. T h e challenge is to shape training in 
such a way that it develops the country 's h u m a n resources and does not 
waste t raining efforts by orienting training narrowly to very specific jobs 
that do not exist and are not likely to develop for the time being. 
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Appendix A: Wage rates for apprentices 

Wages of Apprentices are Based on a Percentage of the Wages of a Grade I 
Artisan 

Technician Apprentices 

1st year 
2nd year 
3rd year 
4th year 

6 0 % of a Grade I ar t isan wage 
8 0 % 

100% 
120% 

Crafts Apprentices 

Percentage of a Grade I ar t isan wage 

Form 11 learner 

1st year 
2nd year 
3rd year 
4th year 
5th year 

4 0 % 
5 0 % 
60% 
70% 
8 0 % 

Indentured Learnership Apprentices 

Percentage of a G r a d e I ar t isan wage: 

Form IV learner 

1st
 l

A year 
2nd 'A year 
2nd year 
3rd year 

4 0 % 
60% 
70% 
8 0 % 

1st year 
2nd year 
3rd year 

4 0 % 
50% 
70% 

Source: G E M M I 1978 
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Appendix B: Estimated time and manpower consumption for 
development of MES learning material in Kenya 

T h e Dictorate of Industr ia l Tra ining runs about 30 trades for apprent ices. 
By J a n u a r y 1982 the I L O Curr icu lum-development Group in the D I T 

had collected approximately 70 learning elements (of which very few were 
developed in Kenya but at the Geneva head office). T h e 70 learning el-
ements are supposed to cover basic masonry , equivalent to a Trade Test 
G r a d e I I I - i.e. less than one third of the full masonry course. T h e devel-
opment of one learning element on the average lasts 1 man-week. 

A full t rade will be composed of approximately 200 learning elements for 
the "s impler" trades such as masonry. 

If one year contains 40 effective working weeks the necessary man-years 
to cover the development of the 30 trades will be 

30X200 
150 man-years 

40 

Some of the learning elements are applicable in several trades but this re-
duct ion is likely to be counterbalanced by delays in other par ts of the sys-
tem. 

T h e I L O , Geneva, is likely to contr ibute with training elements as time 
permits (which in itself contradicts the "Kenyan iza t ion" objective of the 
t ra ining p rogramme) . To cover the apprent icable trades in Kenya it must 
be expected that 100-150 man years will be required. An est imate for the 
four t rades which are initially put into the K I T S programme: Litho-
graphic Print ing Trades, Welding Trades, Bui lding/Construct ion Trades 
and Automotive Trades, on the assumpt ion of 3 learning-materials devel-
opers in each group, give the following approximat ion: 

min. 100 man-years 
from 8 to 20 man-years 

3X4 men 

T h e t ime horizon for the introduct ion of MES-based training material on a 
full scale for the four initial t rades is realistically (at best) 8 to 10 years. 

Th i s should be compared with the resources and time utilization set out 
in the U N D P project document : 
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Durat ion of the project, Development of MES-Curr icu la , Nat ional Co-
ordinat ion Services and Technical Support : 3/4 years. 

Kenya Government Inputs : K . Shs. 2,564,171 (in kind) 
U N D P Inputs : USS 1,266,373 

Source: Based on es t imates p rov ided by Berge K r o g h , D I T , quo t ed in M . K n u d s e n a n d B. 
Mikkelsen , 1982, enc losure No. 14 and U N D P / K E N / 7 9 / 0 0 6 / 1 / 0 1 / 1 1 . 
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Appendix C: Implementation on progress of KITS 

Establ ishment of the Cur r icu lum Development Group, D I T , which has 
the responsibility to implement the K I T S project, started in 1980. Its term 
extends to J u n e 1983 according to the Agreement . 

T h e Kenyan Head of Section has been trained within the ongoing Phase 
II and Phase I of the project. Five local staff and 6 I L O advisers staff the 
division, which is hoping to recruit another 18 local members . 

Cur r i cu lum development has started in the Printing Trade, in the Auto-
motive Trades, and in the Building Trades on a modest scale. T h e "basic 
masonry" p rog ramme (approximat ing G r a d e I I I level), i.e. less than one 
third of a broad skill educat ion, is fur ther in its implementat ion. Its close 
to 70 learning elements are pr imari ly copied from I L O ' s elements, which 
have been developed in Geneva. A few of the elements have been devel-
oped or ad jus ted in Kenya . T h e so-called occupational analysis (national) 
was conducted prior to the development of t raining material , but it in-
cluded 6 Nairobi-based construction firms only! 

So far the project activities of (a) Training of National Staff, (b) Occupa-
tional Analysis (national) , (c) Job Specification, and (d) Curriculum Development 
have started but are all behind schedule. O t h e r project activities, (e) Estab-
lishment of a Printing Training Workshop, are still await ing commencement till 
the new premises are ready; and (f) Skill Assessment, Trade Testing and Certifi-
cation has been postponed indefinitely. 

Testing and Validation of the M E S - p r o g r a m m e - one of the basic principles 
of the MES-approach for adjus t ing the t raining material in accordance 
with employers ' feed-back - has been under taken in one single pilot pro-
gramme only. T h e pilot p rogramme was under taken in 1979 before the s tar t 
of the present project. It was conducted in the enterprise o f a private sector 
employer, a major canned-food exporter . 

Pump Attendant Programme 

T h e following observations can be made about the pilot p rogramme, based 
on information by the f irm's t raining super in tendent : 

T h e company relies on approximately 50 irrigation pump attendants dur ing 
the dry seasons. T h e job as an irrigation p u m p a t t endan t is a limited skill 
job , but in 1979 it was felt that the p u m p a t t endan ts needed systematic in-
struct ion. Previously instruction had been given on a casual basis, the last 
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t ime systematic instruction by a qualified staff member had been under-
taken was then 4'A years ago. In the meant ime the skill for a t tending 
pumps had been passed on from one p u m p a t t endan t to the other. 

Contac t was established between the firm and D I T in 1979 and a pilot 
p rog ramme was developed. It was decided to leave out nat ional occupa-
tional analysis and to commence with the second subsystem (job specifi-
cation). T h e work involved in producing the necessary training materials 
was carried out joint ly by the staff of the project and the co-operat ing em-
ployer. I t s tarted from a very simple level — instruction on time-telling — 
and it included taking and processing the photographs which formed an 
important feature of p rog ramme development. 

Preparat ion of the t raining material lasted 6 weeks employing more or 
less full-time 2 KIT-special is ts and the training super in tendent of the firm. 
Printing of a limited n u m b e r of manuals was paid by the company , totalling 
23,000 K.Shs — bringing printing costs alone to about 160 K.Shs . per man-
ual. If wages had been included, it was est imated by the t raining superin-
tendent that the full cost for developing this p rog ramme would approxi-
mate 100,000 K.Shs. 

T h e implementa t ion phase (fourth subsystem) of the p rog ramme was 
conducted entirely by the training staff of the company after they had re-
ceived project gu idance of the system. T h e exercise covered a period of 
eight weeks dur ing which time 50 p u m p a t tendants and approximate ly 20 
leadmen/supervisors were subjected to the t raining process wi thout the 
presence of project staff at the training site. 

In a report by the t raining super intendent , which summar izes the re-
sults of the pilot p rogramme, it is shown that the per formance of the irri-
gation p u m p a t t endan ts improved substantial ly. Irr igat ion increased in 
1979 coupled with a reduct ion in main tenance costs. It was reckoned that 
the company saved 80,000 K.S/is. in a 4 months ' period, part ly due to the 
training received by the operat ion personnel par t ic ipat ing in the pro-
gramme. 

Several other points were brought out dur ing discussions with the train-
ing super in tendent (TS): 

- T h e prepara t ion and implementat ion of the MES-based t ra ining pro-
g r a m m e was extremely costly. According to the T S MES-based training 
programmes are therefore justified only when a relatively large number of 
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persons need the training. In the case in question 50—70 people were in-
volved. 

— T h e company is not engaged in new MES-based training programmes , 
but the approach may be applied later for training drivers. T h e com-
pany employs 200 drivers. 

— T h e company has picked up the MES-based boiler operator course that 
has been in use in Kisumu ITG. It is being tried out on one boiler oper-
ator. It is unders tood, however, that the t raining material used for boiler 
operators is not fully developed according to the MES-principles, but is 
based on Danish experiences and tradit ional educat ional methods with 
a touch of MES. 

— T h e company uses and develops different types of training materials 
continually. Slide/tape training is used very regularly for supervisor and 
foreman training, some programmes being developed by the mother 
company , others by this local company itself. 

Very simple Jlip-over-script-photo-sheets are used to train the women from 
the product ion lines (10 lines with 34 women each, in two shifts) in sani-
tation, sanitat ion equipment , and simple s tandardizat ion. Each woman 
is taken off the line for training twice a year for half an hour. Also simple 

fact sheets showing simple tasks are used for various training purposes. 
An ILO developed supervisor-training programme has recently been bought 

from a British management t raining centre and will be tried out soon for 
comparison with other supervisor- training materials . 

— T h e turnover of broadly skilled craf tsmen used to be around 40 per cent 
p.a. in the company. Today the turnover approximates 60 per cent. T h e 
reason given is that many companies do not invest in training due to the 
general recession. Approximately 10 per cent of the company ' s labour 
force are broad-skilled people. 

I t should be noted that the company has its own training school ap-
proved by the D I T and that only Motor Vehicle Mechanics and Plant 
Mechanics are sent to the ITG for training. 

Inves tment in broad-skill t raining is therefore considered a very costly 
under tak ing for the company and it is envisaged in the company ' s fu ture 
t raining policy that broad-skill-training will be left to the Government (DIT). 
Government subsidizing of t raining means that broad-skil l- training 
within the company is 5 times more expensive than in Government 
training insti tutions according to the t raining super in tendent ' s estimate. 
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In future the company will concentrate on "product ion t ra in ing" (skill-
upgrading) within the company ' s own premises. 

- T h e concern of the company at present is how to give relevant t raining 
to the 2,500 plantation field workers. Although plantat ion workers are lim-
ited-skill people, it has been estimated that even the simplest j o b for 
plantat ion field workers comprises 12-13 tasks each having 10 different 
s tandards . 

Other KITS activities 

In the ongoing implementa t ion of the Kenya Textile Training Institute t raining 
material is being developed and a MES-approach is being applied. T h e 
team must be recommended for having done at least limited research re-
garding the reception of the visual/ text based pedagogy inherent in the 
K I T S approach . 

From a test applied to 10-18 years old youngsters it was found that the 
level of perception of l ine-drawings, as those used in the training mater ials de-
veloped by I L O , was very low. As a consequence the team resorted to the 
application of photographs but is s imultaneously trying to revert to line-
drawings. Emphas i s will now be laid on teaching instructors how to trans-
fer the skill of perceiving l ine-drawings to trainees. 

Dur ing our investigation we have seen no other a t t empt in Kenya with 
regard to research and testing of the relevance of using photo/ l ine-draw-
ings with simple explanat ions. Nor have we seen references to other kinds 
of research which reveal that pictures are perceived differently in devel-
oping societies and industrialized societies. Even iimited exploration 
would show that such research has been under taken in Kenya . 

Source: Exce rp t s f rom M . K n u d s e n a n d B. Mikkelsen , 1982. 
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Appendix D: Plant and equipment capabilities, Company 1 

F A B R I C A T I O N S H O P : 

T w o B a r n e s pres s brakes - h y d r a u l i c 
110 ton 8'x'A" p la te 

O n e Pres s Brake - m e c h a n i c a l 
4 ' X 1 / 1 6 " sheet 

O n e inc l inab le P o w e r Press 
50 ton ad jus tab le stroke 

O n e R u s h w o r t h g u i l l o t i n e -
m e c h a n i c a l 
8'x'A" p la te 

O n e H e n r y Pe l s mult i s h e a r i n g 
m a c h i n e m o d e l 13 
Angles u p to 4 x 4 x 3 / a Holes I " dia . 
th ru '/>" 

O n e B e n n i e plate ro l l ing m a c h i n e 
S'x'A" p la te 11" m i n i m u m diameter 
with extra rolls for small d iameters 

O n e plate ro l l ing m a c h i n e 
4 ' x ' / i " plate at 9 " m i n i m u m diameter 

O n e a n g l e ro l l ing m a c h i n e 
2 x 2 x ' / 4 " plus " T " and Flat Bar Sections 

O n e h y d r a u l i c p i p e bender m a c h i n e 
U p to 3 " d iamete r pipe 

O n e T r u m p f n i b b l i n g m a c h i n e 
Va" pla te 

O n e cut t ing -o f f m a c h i n e - 10" d i s c 

I'A" R .H.S . or Pipe section 

O n e T O S h y d r a u l i c p o w e r saw 

18" b lade u p to 7 " d iameter sections 

O n e Trennjeager p n e u m a t i c ass i s ted 

p o w e r saw 

18" b lade 

Boi l er test p u m p s and e q u i p m e n t 

O n e Rotary c o n v e r t e r for 

High Cycle Gr ind ing E q u i p m e n t 

G r i n d i n g fac i l i t i es 
Genera l Shop Use 

B r o o m / W a d e air c o m p r e s s o r wi th 
r e c e i v e r 
100 cubic feet 100 P.S.I. 

O n e o v e r h e a d crane - 45 ' span 

5 ton lifting capaci ty S .W.L. 

O n e Staffa m o b i l e crane (diese l ) 

G E K A - 1 3 H (No. 2616) 
Puncher , c ropper , shear and nibbler 

B L A C K S M I T H , J O I N I N G & 

F O U N D R Y S H O P : 

O n e C u p o l a coke f i red 

Single cast up to 800 lb. 

O n e a n n e a l i n g f u r n a c e (oil f i red 
automat ic ) 
4 X 4 X 3 " oven capaci ty at 700 degrees 
cent igrade 

O n e A l c o s a gas & air f u r n a c e 
for b raz ing prepara t ion 

O n e f u r n a c e - oi l f i red 
Lift out crucible up to 200 lb. single cast 
Bronzes and Alumin ium alloys 

O n e p n e u m a t i c p o w e r h a m m e r -
Mor in i & B o s s 
50 kg. H a m m e r 6 " d r o p height 

O n e automat i c p r o f i l e gas cutter 
B .O.C. 
6 " plate X 4 " d iamete r discs 

O n e spot w e l d i n g m a c h i n e 
18" throat dep th 

O n e Manipu la tor m a c h i n e - motor 
d r i v e n 
18" d iamete r 

T o w semi -automat i c B .O.C. w e l d i n g 
p lants 

350 a m p ( D I P & spray transfer) 

T w e l v e arc w e l d i n g p lants 

3 phase and single phase. 1 Rotary D.C. 
welder 
Manual s c r e w pres s 
50 ton capaci ty 

Fet l ing a n d t r i m m i n g fac i l i t i es 
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M A C H I N E S H O P : 

O n e D e n h a m SS & SC lathe 
17' between centres, 15%" centre height 
14" bed gap, 5 4 " swing over g a p 5% 
hollow spindle 

O n e C h u r c h i l l - R e d m a n SS & SC lathe 
10' between centres, 15" centre height , 
14" bed gap, 5 4 " swing in gap , 5'A 
hollow spindle, Tape r tu rn ing a t t a chmen t 
- All power feeds 

O n e At las centre lathe 
5' between centres, 10'A" centre height, 
10" bed g a p 

O n e lathe SS & SC 
6' between centres, 7% centre height, 414' 
between centres, 8 " centre height , 9 " bed 
gap , 14" centre over-gap 

O n e T O S Ti e n c i n centre lathe SS & SC 
4'A" between centres, 8 " centre height, 
9 " bed gap, 14" centre over-gap 

T w o T O S Trenc in centre lathes SS & 
SC 
3'A' between centres, 8 " centre height, 

9 " bed gap , 14" centre over-gap 

O n e H a r r i s o n centre lathe SS 8c SC 

3' 4 " between centres, 11%" centre 

height 

O n e Herbert W i d d o w s o n lathe 
3' between centres, 6 " centre height 

O n e w h e e l f a c i n g lathe 
4 3 " centre height over-gap, 19" bed gap 

O n e Cincinatt i hor izontal m i l l i n g 
m a c h i n e m o d e l N o . 4 
6 X 1 ' table 

O n e Victor ia horizontal un iversa l 
m i l l i n g m a c h i n e 

4 ' 8 " table, 15" spindle to table height 

O n e M o n o v a i r e hor izonta l un iversa l 

m i l l i n g m a c h i n e 
414' table travel, 11" table traverse, 
2 0 " spindle to table height 

O n e O r m e r o d horizontal s h a p i n g 
m a c h i n e 
18" stroke 

O n e Webster -Bennet vert ica l b o r i n g 
m a c h i n e 
3 6 " d iameter table. Au to controls 

O n e Ki tchen Waite o i l g r o o v i n g 
m a c h i n e 

O n e S t e p h e n Wirke key s lo t t ing 
m a c h i n e 
12" travel, SA" m a x i m u m single width 
O n e Brown-Sharp un iversa l 
cy l indr ica l g r i n d i n g m a c h i n e m o d e l 
N o . 2 

TA" centre height, 2 4 " between centres 
O n e M i l w a u k e e hor izonta l s u r f a c e 
g r i n d i n g m a c h i n e 
(Toolmaster Grinder) 

16" table travel, 7 " table t raverse, 
12" spindle to table height . Vee and 
magnet ic c lamping 

O n e Norton sur face g r i n d i n g m a c h i n e 
4 8 " X 1 0 " magnet ic table 

O n e D o r m e r centre po in t dri l l bit 
g r i n d i n g m a c h i n e m o d e l N o . 4 
O n e Asqui th radial arm d r i l l i n g 
m a c h i n e 

5' radius, 4 ' spindle to table height , 

2 " d iameter drill bit. Au toma t i c Power 

Feed 

O n e Pacera radial d r i l l i n g m a c h i n e 
U p to % " drill 

O n e Arboga Pi l lar dri l l m a c h i n e 
9 " to column for 'A" d i ame te r drill 

Small p i l lar dr i l l s a n d h a n d d r i l l i n g 

fac i l i t ies 

O n e R e m s thread cut t ing m a c h i n e 

BSP u p to 2 " Bolts u p to 1" W 

Tool gr ind ing , o f f - h a n d g r i n d i n g and 

b u r n i s h i n g fac i l i t i e s 

133 



O n e R o c k w e l l bandsaw machine-
w o o d w o r k i n g 

O n e manua l h y d r a u l i c pres s 
2 ton capaci ty . Adjus tab le bridge 

O n e m o b i l e hoist 
h ton lifting capacity 

All fac i l i t i e s for making: 
pat terns , models, prototypes, moulds, 
and fixtures 
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