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In this research, a s 

g needs of Ag1:icul 

ti.ni stry of griculture in I 

examining persoru 1 reoo =ds il 

en carr'ed o t on the 

the 

d 

e Minis , intervier,ring the 

policy- ers, e Project co-ordinators and the P eject 

r.'~gers in the Ministry. sing the data, training needs 

have }:).;.~ identified. It ~s hoped that this work will 

be useful to the training r- - .agers, who 1' 11 undertake the 

task of reveloping tl.e required post-graduate training 

sdle'TeS for .n.gricul tural Project Nanagers . 

The int;roduction and S1.1T!"!lal:Y of the study is in 

dlapter ore. 'Ihe infonnation gathered during the Literature 

survey is given in dlapter t\-JO and three with chapter two 

dealing with the general backgrmmd on training, while 

dlapter three deals with the specific training of Agricultural 

\ 

project managers. 'nle objectives of the sttrly, the scx:Jpe of 

the stooy, the sarrple , data oollection rrethod, data analysis 

rretho:l and Lirnita ·ens to the s~ are in d1apter four. 'Ihe 
. 

oollecte · data, the analysis aiscussio of the data are 

given in chapter f i ve and finally , the cx:mclusio.1S and 

recarrrrendations are given in dlapter six, while the 

references and the bibliography are gi ~ at the end of the 

report . 



ds of ~ gr· cult ·a roject 

of Agriculture in 1\enya 

ear is to · cbn 

ers th~ inistry 

t aining 

'Jhe d:>jecti. ;-es of the Unistr.; of Agriculture acrording 

to the report of the senior staff conference, 1 the report of 

the Civil Service Reviet cx::mni.ttce, 2 and the <'Evnlo rrent 

plan of 1979-1983, 3 is 'to ensure that the nation is 

adequately fed, the productivity of the land is increased, 

better fanning rrethods are used and major Agricultural 

products are produced in quanti ties sufficient for local 

cansurptio with a surplus for export. ' 

In order to ad1ieve these oojectives, the &partrrent 

1 . 'llie 1979 rep:>rt of the Senior staff conference rreeting, 

Kenya Institute of Adninistration , 4th-8th Jtme 1979, 

Pg. 3 annex 2. 

2 . 'lhe report of the civil ServiCE Revie-w Camti.ttee, 

1979- 1980, Republic of Kenya . 

3. Planning for Progress ; Our fourth Daveloprrent Plan: 

A short version of the ~ lopm:mt Plan 1979-1983, 

Republic of Keuya , Pg. 27-28 . 
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o gricul ure •. ·thin the inis T d' 

acti ities of cro n~oou on, gric ltural 

irriaation programmes, Land use a d cevelo m 

soil sur eys and rna ~in , soil conservatio. , 

5 6 
Agri cu ural research. ' 

To cope effectively -. itl: the responsib · lities 

entru::.ted to the 1in1stn of Agriculture , it has 

grouped the above activities into five divisions 

namely: Extension and manpower Development 

Division, crop production Division , Land Resources 

and Developrr'nt Division, and project management 

and Evaluation Di ision. 7 

It is the t:raining needs of Agricultural 

Project managers or officers in charge, 8 that 

4 • a errent ;anua.l or t e Depa.rbrent of A9 · cuJ ture 1 

Nairobi, July 1980. 

5. PresidentiaJ c· _ 1?.1 o . 1/83 of October 1983. 

6 . Report an Agri c-. ":ural Extension and Manpa;;er D:velo­

P • :.nt, Ministry of Agri~...utu.re I>enya, r-ay 1980, Pg. 3 

7. See tJI..anagerrent l-1anual for the r:epa.rt:mmt of 

Agriculture , Pg. 1 

8. Sc.herre of service for 'l'eC'lirucal officers, 

~tinistl.y of Agriculture 1 1907. 
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rith • 

The inistr recru · ts its A ricul turc.l 

project management staff from graduates tra]ned 

at the University of airo~i , graduates of other 

institutions of highe1· learning vli th qualifications 

equivalent to those of the University of N·irobi; 

Diplomates from Egerton college; and certificate 

holders from Agricultural institutes at Embu, 

Bukura and Eldoret. 9 

Reports made by some project co-ordinators 

indicate that at the time of recruitment, the 

project managers with a scientific bias have some 

basic theoretical background to enable them solve 

technical problems encountered in Agricultural 

project management, but lack practical knowledqe 

9. cht, Kurt et al; Professional anc1 sub-Professional 

Agricultural manpo.1er in Kenya (DeJrand, suoply, 

Educatioo and Utilization) : A preliminary report 

submitted to U.S. AID Mission to Kenya and 

C-ovemrrent of Kenya, Octd::>er 197 7, Pg. 1 
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t 
10 gernen . 

Staff ,~·th soc'al or d i1 'str tive bia hm•rever, 

have eno gh -heor tic 1 ackg ·o nd fo 

manage ent ut r q ire on- he-job train'nq in 

project management and further train'ng in the 

technical aspects . 

It is therefore apparent that regardless 

of the source of the recruited .anpo·'er, each 

prospective Agricultural project manager requires 

training in project management . After this 

training, the managers should be able to 

implement Agricultural projects better than they 

do at the moment. 

Since it has been observed thatone cause 

bf project failure is the inadequately trained 

rnanpo\'Ter, there is an urgent need to investigate 

the deficiency in the present training 12 rogrammes . 

1 o. Wapakhala, W. w; Training of Professional specialists : 

Manp::1.-1er needs for Agricultural Research 

in Kenya, April 1973, Pg. 6 

11. TRA/I : Training Policy , in· stry of Agri cu1 ture. 

1980. 

12. Training for Aqricultural Project Managerrent! 

A report from the C~alth Secretariat , :~ay 

1900, Pg. 71 



Th p es n a~ning ro rammes con cted 

at the insti from ~ h · ch the J. inj str · 

recruits ·t. p o c ve r'cult al roiect 

rn . a ers -~ere prev · o ly assumed to offer a eq ate 

t a·~· g, so that gra 'ua es o~ t ese i stitution 

cou d be employed as project managers soon 

after •:o ple~ · n their courses Reports made 

by previous researc.ers indicate that this 

t . . t 13,14 assump 10n was 1ncorrec . 

A brief outline o these trainin9 programwes 

1s~ given belmv: -

13. Harper , MalcoJm; Aqricultural Marketing Training 

in Kenya: :eport and conclusions of a cor.sultancy 

to the marketing deve1oprrent project, marketing 

developrent centre , c an:ield school of managerrent , 

April 1977 , Pq. 7 

14. See Hecht , Kurt et aJ Professional and sub-

Professic..oal gr· ctUt: ral ma11po.;er in Yer: a 

(~d, supply , Education and Utilization) 

Pg. I I I - 34 
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t le·el, t ~tion i . iven to 

Agricultural stude ts in agric 1 tural economics, 

a plied an t scie ces, crop production , 

!eterinary science , food m c anisation, rm 

manage ent , and lannin9 . 'he co rse takes three 

15 years . 

There are sections of the course devoted 

to practical education. The faculty of 

Agriculture and the faculty of veterinary medjcine 

have farms and units established for practical 

work. In addition, in first year, two weeks are 

spent on tours to important Agricultural regions 

in Kenya, as part of an introduction to East 

African agriculture. In second year, nine 

weeks are spent on farm practice on selected 

farms in Kenya. Students are given specific 

assignments to accomplish during their farm 
. . 16 
pract~ce. 

15. 'Jho Universitv of Naird)i calendar 1980/81 

16. See the University of airobi calendar 1980/81 
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t the end f the cou.rse, su<XllSsf 1 can · da t:.e 

are a1arded BSc. degrees ·n gricu 1re, Iood 

Science and ~e ·hno ogy, and A~r~c 1 ural 

engineering . At this st ge, they have co•ered 

a wide range of theoretical aspects and what 

should e done to realize a qood yield fr.om a 

farm, but they have not appreciated the 

practical limitations to the application of 

theoretical knowledge in field conditions. They 

should therefore start rigorous on-the-joh 

t 
. . 17, 18 ra1n1ng. 

Graduate engineers are recruited to work 

on irrigation and drainage schemes. During their 

course, under-graduates undergo an intensive and 

sound analytical enqineering, tra · n · ng extending 

through ten University terms in three years. 

Classroom traininq takes the form of lectures 

and tutorials while practical training is in 

the forrn of la oratory or field experimental 

17. See Training for Agricultural project r.-tanagerrent PCI. 76 

18. See Wapakhala, tv.~ ; Training of Professional 

specialists 
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. 19 
ClSeS . 

D 

practica tr ininq co !POnent · n engin ring 

education , he fou th term has been stru tured 

to provide some \'lorkshop practice and visits to 

full s cale en9ineering works . 

The final year courses are generallv 

stuctured so as to incorporate the practical 

application of engineering prjnciples in final 

year projects. However, with the current 

University prograrnrr.es where only academic trainin9 

is programmed, supervised and assessed continu~usly, 

it is not pcssible to provide significant 

industrial training and the engineering 

graduate depends on the employer for the 

acquisition of the essential post-graduate 
I 

practical training. 

At Egerton college , the courses of~ered 

are as broad in coverage as at University level, but 

the <Epth of ooverage is la>Jer than that at University level. 

19. Prof. Gichaga, Francis J ; Industrial training for 

Graduate Engineers: A paper presented to the first 

seminar on training of Graduate Engineers, Nairobi , 

25th-27th March 1981. 

20 . Prof. Gichaga , Francis J ; orcit. 



The co rse 1 0 t k ree earc- t · diffe · 

fro rsi cours s in one as ct in that 

academic tuition s reduced in f vour 'of 

practical ork. Th r fo· 1 a- E erton col ge, 

a lar er farm for pr-ctical e ucation has been 

estab ished and he s udents spend a remarkable 

pro ortion o their course, prac~jcing on t1e 

farm. The practical education gives the students 

a good insight in the varied problems of farminq, 

since the fa1~ supplies most of the foodstufis 

required by the college. Hm.1ever 1 this being 

an institutional farm, it does not expose the 

students to the manaqerial problems that 

exist in the farms outside the institution for 

example , social complications , financial and 

administrative problems . When they leave college 

therefore , the students still need to understand 

such problems and find out the methods of solving 

them. 
21 

Agricultural institutes such as Embu, Bnkura 

21. See Hecht, urt et al; professional and 

sub-Professional Agricultural m:mpo.1er in Kenya 

Pg. III - 16 
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and Eldoret provid Aar·cult ral inst ctions 

to stuoento:o who a er bee me e..<tens ·on officer 

o · the i istry o A ricu urc. T 'nstitutes 

offer a two year ro ra c and the su jects 

covered are Home Economics, Agr~cultur , cro' 

pro uction, Animal p eduction, Agricultural 

Engineering, Farm manaqefllcnt and E.·tel sion methods, 

at introductory leve· . 22 

From the above outl · ne, it is evident hat 

there is no specific management progran~e offered 

to prospective Agricultural project managers 

while they are undergoing training in the 

respective institutions. 

In project management, a manaqer requires 

both technical and social or administrative skills 

that "'otlld enable him solve the problems that 

he would come across in his Agricultural 

project. 23 The technical skills required include 

the technologies of irr~g-tio , crop production, 

animal production , technolc ies of Agr1cul tural 

22 . Hecht , Kurt et al; lbid Pq. III - 22 

23. See Training for Agricultural project mana~t, 

Pg. 75 



research, lc nc use an de e o ! e t. Usuall· , 

a prospe t~ve gricultur 1 p ~j ct manager is 

su po~ea to be speci·lised n one of these f'e ds 

and ave a general knmrled*e o the ot er .ceas 

24 of technology. 

The necessary adrninistratjve or social 

skills include the ability to plan project 

activities, forecast manpor,.1er rcq irements and 

the corresponding financial implications. 

Techniques of collecting and processing data for 

monitoring the progress of the project are also 

necessary. These should be supported by the 

abilj+.y to cart~ out etficient management, 

accounting, estimating, budgeting, purchaing and 

inventory control. Since human resources are 

a major component in the management of 

Agricultural projects, knowledge of human 

relations management is vital to maintain an 

efficient and relia~ e labour force. 25 ' 
26 

24. See Harper, Malcolm; Agricultural Marketing 

training, Pg. 11 

25. Managerrent Training P:rogramre in Felda , 

~.alaysia Pg. 6 

26 . Training of Personnel for Agricultural Product 

managerrent: '!he Lima ~ence ?g. 24 
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I t e r in g 0 ld ·ae th 

A ricultu al rojec ... rn na e s . . th the ove 

skills to en ble them c rr:.,. out projects in 

an ef icient n ef.t: cti e rn . e . This ho 1e er, 

has not been the ~ase. 

The competence of Ag·icultural project 

mana ers in the .inistrv of Agriculture has been 

questioned by farmers, politic·ans and soMe 

senior officers in the ~iinistry ·because of 

f t . f '1 27,28 requen proJect a1 ures. 

29 
Past.researchers such as Wapakhala (1973), 

27. A report fran the Agricultural project Evaluation 

Division, February 1981. 

28. Local rJewspapers. 

29 • \<Japakhala, ~\1 • W; Training Ldf 

specialists: t-".anJ.XM7er needs for Agricultural 

Research in Kenya, April 1973. 
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a expresced e e d 

for the intr uct'on of ?ost-g aduate tr iti 

fo ""e hni staf n e n ~ ry of Ar iru 

owever, i- pe s that e t in· g ne s 

of g icultural proj ct manacers ha e not bee 

examined closely, bec~use there ·s no rclcv~nt 

literature on this articular aspect in 

research ins titutions and even Hi thin the inist:rv 

itself. 

The purpose of this research is here fore, 

to study this problem in some detail and outline 

these training needs. Th~ eed for this research 

was emphasised further by the available 

literature o n technical training 
31

' 
32 .,.lluch shCMS that 

the current training offered by the institutions 

I 
30. Harper, Malcolm: Agricultural Marketing Training 

in Kenya: Report and conclusions of a Consultancy to 

the Mcu:ketinq Develcxmmt, marketing de lcprent centre 

Cranfield schCXX>l of managerrent, April 1977. 

31. rof. G aaa, 1cis J; n lStr' 1 +-rc>ining f'or 

graduate Engineers: A paper presented to the first 

seminar on training of graduate engineers, Nairooi, 

25th-27th March 1981, 

32. A report on staff training reouirerrents of the 

· rrigation and Drainaae branc.h, Ministry of 

Actriculture, January 1980. 
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already nti e:1 do ot rovide the ~.,ri th cnouah 

rnanag - 1 sk olls essen ia fo· - eir duties, and 

th t t ere is a n d for post-gr d ate ··a 0 ning. 

This r ining sho ld e for all ti ose who l ave 

gradua ed from the respective institutions 

mentioned above. 

The research is set to find out the type 

of training the Ministry of Agriculture thinks 

the Agricultural project managers should have 

for effective and efficient running of 

Agricultural projects ; the type of training the 

Agricultural project aqers· think they lack and 

ther~fore requirei and then to analyse and 

recommend the post-graduate training the 

Agricultural project managers need. 

In order to do this, data has been collected by 

revievling personnel records in the inistry ; 

intervit"vring po ic . rna ::ers in the Ministrv 

Headquarters , project co-ordinators in the 

Ministry Headquarters as well as those in 

Central Province , Eastern Province , Rift Valley 

Province and ~yanza Pro ince , and Agricultural 

project managers in ° the .respective provinces . 
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Such traininq eeds have been idcnti ied 

and the results of e esc rch shou d e a 

t se ul contribution to Train· n ··anage1:s 1ho 

will unciertaJ·e the t s · of de ·eloping the 

required Post- graduate training schemes. 



In en 

fe 'tsob' tc n s 

used fori e as, p uati 0 

training d ·- 'lYl s or -·th of . ining. 

the folla11inq ar:>ter, the past histo of the 

training of g1.i.cultural project managers has lY;en documanted. 

2.1 Definition of Traininc 

Training has }:::eP_n refined in many ways b different 

authors. 

According to Harrblin (1974) 1 training inclooes any 

type of experienoo designed to facilitate lean1ing which 

\'rill aid in the perfo:rmance in a present or future job. 

Hesseling {1970) 
2

1 on the other hand defines training as 

a sequ:mce or qJperttmities designed to m::xlify behaviour 

in order to attain a stat:E:d objective. 

1. Harrblin, A.G; Evaluation and control of Traininq 1 

McGraw- Hill Book ccnpany (U.K.) Ltd. , 1974 , Pg . 6-7. 

2 . HP..sseling ( 19 71, Pg. 9 3) : Evaluaticn of managerrent 

Training in '"' :rrc Eu cry tri s in :\.G. HaJTJ) in's 

Evaluation and cx:ntrol of Training , cGra:-t~-Hill 

Book corrpany (U.K) Limited , 1974. 
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I· or he Ill 1 osc of h · s re e rch ho ·e · r, the 

clef· n · io of tra ·J • n by th U. . repo1 t on 1 er nnel 

and Tra ·nil ·ilJ b us d. 3 The,r efil c t aini1 a_ 

the rocess of · pa t"ng notlc ~e and ski 1 on an 

indi 'idu:Jl by tuit"on, instruction and cl·monstration 

to assi~t him in impro\·ing hi prac ·ical ability to 

learn tcchn iq 1es of corry ing out the wo ·k requ i 1 d 

of him satisfactorily. The trained individuaJ can 

also attain an im roYement of his attitude to 'o1k 

and a pleasant behaviour to people . 

Training is therefore very essential for an 

indi vidua 1 who is not achie\ ing the standard of 

performance required by the organization where he is 

employed . Since the st~ndard required js rca1iz d 

through the competence of personnel, the deficiences 

in' the personnel must be identified before the appropriate 

training curricula arc developed to produce the required 

personnel . 

3. U.N. report on Personnel and Training: U.N. 

~veloprrent Administration: current approaches and 

Tronds in Ptlblic Achinistration for National Develcpn::mt , 

Ne-... 1 York , 1975. 
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2 . 2 g 

t ·ainin systc of an· org n · "'a jon ho 1 d 

therefo ·e ha •c tra · in ohje tiv s so that a 

definite rain~ng S)stem c.an b 

its employ es . 

stabU shed or 

Training objectives should be hased on 

identified training needs and the ·ma in goa l of 

t r ining should be to O\'crcome i den ti fia bl c 

deficicnc·e s on the part of mnployees as regards 

. 4 
thc1 r standa.rd of performance . In the course 

members' materials 
5 

some of these training 

objectives are acquisition of new skills and ne\ 

knowledge required for effective job performance ; 

motivation ; boo ting morale and productivity ; 

advancement; and enhancement of organizational 

stability . 

These training ob j ectives can be achieved 

through institutional or on-the - job training . 

Institutional tr~ining is carried out in a s~hool 

4. CUning, t • Maurice; 'Ibe theory and practice of 

Persa1nel Managezrent , Heineman , I..<:odon, Third 

Edition , 1975 , Pg. 170. 

5. Course Ercbers 1 aterials : Inst ructors 1 vJOrkshop 

Part II Pg. 7. 
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or college by teu in ci svll )US 

and the trainee t the end of the un-e by 

e:: ian. 6 

a pers lith _ kna' sto lis his 

jcb s cressfully. 7 

After insti -uticnal tl.uininq, the perscn should be 

offered an-the-joo training. 'lhe oojecti of co-the-job 

training is to teach a person the techniqlEs of usjng · is 

professional knOHled_e to sol ;-e prd.)lerns enoountered in the 

oourse of carrying out his duties. 
8 

'lhis type of training 

should be carried out after identi- ,.ing t.rain.ing needs 

and techniqu:s used for 1tifying these training needs 

in the sections to fol ., . 

2. 3 Training Needs 

Training needs are deriverl fran an a.&1alysis 

6. U.N . report on Education and Training, Opcit 

7. Prof. Gi '1aga, Fra"' ~i•; .T; Industrial traininq for 

Graduate Engineers: a paper presented to the first 

Seminar rn training of Graduate Engineers, NaL.~i 

25th-27th March 1981. 

8. Ma.nagenent training in Felda, Malaysia. 
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of h 0 s ,uir d b. an 

org•nizat'on h k'lls hat h not •et c I 

acquired but 3IC requir by th p opl nlre y 

~or in in he o anizatio h ndJitiona1 

skills likcl • o b re t ir } pe pi ·ho are 

about to be 1ecr tited by the or anization and 

s cps hat should be akcn to improYe the general 

conduct of h workers to crea e goo human 

1 
. 9 rc atJ.ons . Thus, training needs can be 

analyzed at three main le\·els namely: organi:.atio11al 

occupa ional and individual level. 10 

t organizational level, attempts 

are made to find out the departments or sections 

where training is most needed and the findings 

are used to fonnulate a trajning policy. 

At occupational level , the relevant 

~raining in terms of skills and knowledge are 

spelt out for each section of the organization. 

9. Ki.rr o, P. S. et al; · I "' tifying Tr in:i.ng and Dev lcr,t.>­

rrent Needs in the Tanzania Harbours Authority : A Project 

work presented in partial fulfilment of the Post­

graduate Diplana in management , ESAr.Jr, Arusha, tJiarch 

1900, Pg. 13. 

10. Kimaro, P .s. et al; r-•ardl 1980, Opcit. 
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In he case of th 1in · tr' of r · cul· r , tl · s 

is spel t ou 1 t e sd1 rn s of service of o f" e ·. 

o dif ere ctdrcs. 

At ind'vidunl lm 1, th · biliti"'. of c ch 

employee arc evaluated anJ the trnin"ng required 

by each employee is cleterrnine¢1. 

2.4 Identifcation of Traj.ni!!?. ~·eeds 

The methods or techni u used in the 

identification of training needs vary from one 

organization to another depending on the objectives 

or problems of a given organization and also in 

the approach being used for selecting people who 

are to be train d . However, in each organization , 

the three main basic le els of identifying training 

needs namely organizational , occupational and 

individual are maintained . 

At OT~anizatjonal level, the required nnmbers 

of differ nt calibres of staff arc considered. The 

responsiblit"es o£ all employees are analyzed and 

future requirements are also prDjected . This can 

be done through analysis of rn~npower · analysis of 

existing training policy ; and valuation of existing 

training_ programmes or schemes . 
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0 s · is tJ 

11 s ill en 

· sui 1e le oh the ab' 'ty 

to do the job well. 

'Ihe seccnd step · s for the organizaticn to make a 

forecast of the fut\ll."e mqu:i.rerrents. Here the organ· zation 

v1ill take into account normal reductions tl1rough labour-

tUl.nove , and the possible J:XJlicies and objectives. These 

could be in regard to expansion, ccntraction or rrergers. 12 

An evaluaticn of the foreseen vacancies is then carried out. 

'The next tep is to decide VJhere the pecple to be 

recruited are going to l::e found. Usually scrre f the 

manpa..;er will be recruited fran vii t.ltin the Organizatioo 

and fran outside the organization. 13 
I 

11. Bartho101"CiT, D.Ji Man~r planning: selected Re ... dings, 

Pen in Bcoks Ltd, 1976, Pg. 15. 

12. Manpcr...er Planning: Sokati Railv1ays Corporaticn, a 

mimiegraph, · 1I, Arusha 1980. 

13. Huma.'1 Resources Cevelcprent Policies in Zambia, 

mimiegraph , ESl'~ , Arusha 1980. 
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in y, ha to _rna e 

\ · o are already 

in e organizati and those r cruited fmn tsidc in 

:iJ1 their prese 1t 

posts and to prepare th~• or e j s the)• il be 

ult~telv engaged in. 
4 

'Ihe training policy should also be reviewed 

with the aim of ensuring that it suits the training 

programme being established and this should be 

done from time to time. The t·aining programmes 

can therefore be revised to suit manpo er demands of 

the organization , changes in technological 

advances and the corresponding variations in the 

recommended training curricula. 15 

At occupational level , the relevant training 

in terms of skills and knowle~ge are spelt out 

,for each section of the orqanization. Some of 

the techniques used for identifying these training 

needs are job analysis and performance appraisal . 

14. H\l"'laal Resources Ceveloprrent p:>licies in Zarrbia, oocit. 

15 . Kil:ya, L.N: Develooing ational Policy on Training 

and Develc::.prent: The case of Uganda: A paper preseted 

at the International Coofere.nce on Managerrent Education 

for Africa , 23rd-26th Noverrbar, 1976, Arusha, 

Tanzania. 
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l.S ... l oo t.o e. t blish e deman s 

o a giv n job in erros o ills and ·no: ledqe 

and t e form ce ap a·s e ·c.rcise \vouJ d c 

es ab ish he level of kills and kno ledqe of 

t.1e job holdor. If it is discovered that the 

jOb hO dcr I 5 level 0 5 ::i.lls an0 kno.trledge iS lat."er than he 

dema."lds of jro, the arranaerr--..n bema to ain the 

indivi ual so that he can ac:rW.r • thP additional skills and 

f .ll th 16,17 kna-lledge necessary to 1. e gao. 

Training needs can also be identified bv 

analysing problems w ich usually arise in the 

course of day to day duties. These day to day 

problems can be indicators of inadequate or lack 

of training. Soree of these problems are general 

complaints from the public, delays c~used by 

human errors, excessive hold-ups through slow 

paper-\'IOrk, errors resulting from instructions 

not clearly understood, poor communication, 

ignorance of organization rules, inadequate 

information about the organization's policy, 

employees difficu t in mastering nev1 jobs or the 

use of new equipment, high production or 

16. Ja;h.i, Ji Joo Analysis , a w.imiegraph , ES.1!I , Arusha,l980 

17. Mtenga, P; Performance Appraisal upsicb doNn, 

a m:iJn:i.egraph, ESN-1!, Arusha 1980. 
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re co ts a d 1 · roduct · i ty. ,1 

At indiv d al le·el the a ilities of each 

e p o ee are e ·al a~e an the tra ng rccru · re 

b} each employee is determined. These c n e 

identified by using techniques such as 

rev'ew'ng of Personnel records, interviews 

and questionaires. 20 

During the revie\-ling of Personnel records, the 

tra·ning officer ets an indication of the tvpe 

of training the employees require. 

In the interviewing technique, the training 

Officer interviews individuals to find out 

their feelings on certain issues as well as 

causes of prob ems and their poss'ble solutions. 

18 .CUTting, W. I•laurice , 1970 C¥'Cit 

19. Course rre.rri.Jcrs ' t-'a.terial , ooci t . 

20. . Beach, D.; Personnel ! The managerrent of People 

at \oX>rK , tile • 'aanillan compan ·, • ~e: York, 1965 

Pg. 353. 
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' if al 

a lot 0 use£ 1 info ~t~on b c se it qi s eoo e 

maximum 0 or unit for fr X e~ ion of t e r 

opi io a s st 'on· 0 Ma rs af ecting t err.. 

The in e ie (/ te ni uic iz O'IIC er lim~ ted 

at t·mes in tha i is ti e consu in and a .... 

such can cover relatively few people in large 

organisations. oreovE:r 1 many people are ustM.llv 

not \'Tilling o give information freely for 

fear of being victimised and therefore the results 

of the interviews rn~v be so varied and verv 

difficult to quantif•. It is therefore advisable 

t o use interview only as a supplement to other 

methods.
21 

It should however be noted that 

in large o ganizations they can be used as 

a sampling technique to evaluate the feelings of 

th 1 ab t d 1 22 . 
e emp oyees ou manpower eve opmen · . 

Circulation of questionnare is ano her 

method vThich can be used for identifying 

21. Data. oollection rreth , a ~inttecra_h for t~e 

Research nethodology course, Un · \113rsity of -airobi 1 

1982. 

22. Harold T. ·ine et al; •anufacturing orqanisat:i on 

and Managenent , second edition , 1971, pg. 340 . 
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ds t divi leve . 

of is thod is a · t czn :reach 

a short ?.Xi and e ans.· rs could 

y 

jor adv.ln ~ 

le 1i il 

tified s:i re 

peep •1ill fill the forrr.s .., i thou fear of inti-

midation espec'all if th yare instructed not 

to give their n es . Hm·lever, it is advisa le 

to use this tec.nique as a supplement to another 

method, since it does not have any neans o 

askin additional questions. 23 

part from the techniques already mentioned 1 

the Research Co!!lrn i ttee of the American Society 

of Training, 24 has prepared eleven techniques for 

determining training needs. Some of them have 

already been discussed above in detail and the 

rest will not be discussed in this rosearch but 

the full list including the one already discussed 1s 

provided below. 

They are: o· servations , management requests, 

intervievTs, Grotlp conferences, job or activity 

analysis, Questionn~ires, tests or examinations, 

merit or performance ratings, Personnel records , 

2 3 • Data oollection nethods, opci t 

24. Course ~rs' Materials , D:>id. 
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!liZ 

1 ch ·q €'"' ar pose 

be used by t 1.n stry of gric ture !"' the 

identi -ication of train· nq n eds of l q.,...icultur 1 

project managers. The details will ho .;ever 

discussed iri later chapters. 

2.5 Tr.aininq ethods 

Having loo 'ed at some of the techni~ues 

used for identifying traininq needs in most 

organizations , some of the cur rently known training 

models or methods should b examined . 

Training models in use to-day include 

induction training , on-the-job training , 

classroom training, apprentice training , voca­

tional training and vestibule training . 

In induction training, . a ne·1 emoloyee is 

introd1ced to an orqanization, its work svstc 1s 

and machinery . It is done by taking the trainee 

to various places of wor.~ and explaining what is 

done in each section. The trainee is not taught 

any skills . He is only required to appreciate 



- . 

25 

n-t -io r n_ is · r an em loyee 

under c. i g ~ i e sc oin 

of h's 'ob. On-the-jo tr inin 

is s le ~ c.penr-i e and the tu lra ning 

is perforrne ~ l y ·he emp oyee' s suoervisor or by 

an ex erie ced wo ker who is alread farmiJiar 

vtith the job. 'I'he advantages of on-the- 'ob 

training are low co~ts, informality, immediate 

or early respon.:.ae to prob ems and immediate 

application oi the skills learnt by the trainee. 

However, it will not roduce skilled workers in 

a short time nor will it produce \olorkers who 

are uniformly skilled since it tends to be 

26 administere somewhat haphazardly. 

Classroom training · s conducted in an 

establishment set aside for the purpose OT 

imparting knowledge to the trainees. Classroom 

training makes it possib e to handle a maximum 

number of tra · nees ,.,· th a m · nimum number of 

instructions in the shortest possible time, 

25. Torrington Derek; sucressful perscnnel 

1anage:rrent, ~ aples Press, 1st cdi tion 1969, pg. 50 

26 . Torringtoo, erek; oocit 
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d so it is suit le ~or a gi v n pr scribed 

instruction. 0 the othe hand, unl ss the 

groups re li i ed in s'ze , there may be some 

hes'tancy on the art of the in ividua· partie'-

pant to as.~ questions, and th f fe cti venes s o 

this method of instr. ction may be limi ed . 27 

Apprentice training is usually carried out 

in industries. Aprenticeship combines on-the-job 

training and classroom instruction in particular 

subjects. Apprentice programmes are administered 

by the guidelines outlined by a labour organization 

for example in Kenya, it is done by the Directorate 

of Industrial traininq ttlhich is a department of 

the Ministry of Labour . 28 

In the vocational training , the student 

spends part of his time in acquiring practical 

experience and part of his time as a student in 

school. The student is compensated for the time 

he spends at work and his job experience ·· 

27 . Beach, D. 1965, opcit 

28. Presidential circular No. 2/80: Organizatioo of 

the Governro:mt of the Republj c of Kenya , 1980 
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is rel ted to hi c dP ic w rv i th clasc:::r om. 

For exam. le, stu r--n s are t ken to ·lO l· in ·arious 

companie during their ~cation, and i~ this 

way, they get p c ical xper~ence. This is done 

by co-op~ration be ·1een the c mpan ·es d the 

a eadem· c · titutio in which students are 1 arning~ 9 

Vestibule training is used \Then a large 

number of · orkers are trained in sim ·) ar sk · lls 

when it is desirable to have them tral.ned auickl v 

and uniformly. It can also be used as a 

preliminary to on-the-job training. vH th this 

method , new workers are trained for specific jobs 

on special machine~ or equipment. The special 

machines are built in a separate unit and it is 

a small model of the working premises , ano it is 

used to shm .. , tt.e trainees how the actual installa-

30 
tion in the premises are used. 

29 . Under--graduate Engineers training by the Director , 

Wanja.'ti. C01sul tinq Engineers, Nairobi: A paper 

.. 
\.. , ·n · of 

Engineers, airobi , 25th-27th .March 1981 . 

30. Torrl.I).gtoo , ~rek , Ibid . 
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st of the raining mode dis u se abo ·e 

can be u ed b or anizations to train hei · 

rna ag I!'lCnt taff e.·cep ap!' ·en ice tr inin h · ch 

is more rcle ant to eel nicians and other 

subordin tc staff, ut it can a so be use in 

training manage .e 1t staff. 'l'he models chosen ,j 11 

vary from one organization to another dependinq 

on the urge cy of the need for skilled staff 

although the two commonl used models are class­

room or institutional training and on-the-jo 

training. 

However, to provide the above types of 

training, there. should be a plan to be followed 

by the organization concerned. 

The plan should be the frame 10rk for 

designing, implementing and evaluating training 

progr~. The first step in preparing a programme 

should be setting speci~ic objectives or the 

training function . Once these have been specified , 

the method for accomplishing them should be outlined· 

The organization should consider the possibilities 



f acco lis ·ng t e 

t . t 31 x s l.ng se u .. 

he traininq 

33 

ves nsid 

should nsure 

OT utside 

tr inina 

riorit' a e est li ed with'n the constr ints 

imposed b the trai ing bt 

f il . t. 32, 33 ac ~ 1.es. 

t and exist· q t a· ning 

Training of per onnel is an expens ive 

investment and unl1.J·e other invest en ts, its 

results are neither anqible nor imr. ediate. 

Tra·ning objectives should there fo re be such that 

they ensure economic utilization of limited resources. 

The benefits which the organization is likel~ to 

accrue as a result of training its employees 

31. Tinperly, Stuart; Personnel Planning and 

occupation. 

32. Pat en, 'lnanas Henry;: anro·'er J.;lanning and 

I:'e 'ela::nent of human resources . · w York 

wiley {1971) 

33. Han lin, Anthon, . an Ne l; Evaluaticn <:t'1d 

cx:ntro l of Training. 
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sho ld b rojec 34 

To the organization tlerefo e one or the 

c1:ucial C)Uestions is \ttheth tra:n ng impro·es 

~1e standa d of perfo~~ance of the em loyees or 

not. It checks whet'.er changes · n worl·crs' 

behaviour and skills could he achieved throng 

training . The personal develop 1ent of the worker.s 

is also an important consideration . 35 · 

3..J. Rogers, T~ 'Ihe Recruibrent and •rraining of 

Graduates , I.a1 doo , Institute of Personnel 

l-1anagenent, (1970). 

35. Patten, 'Ihanas Henry (1971) Cpcit. 



BAC 'GROU. 0. THf: TRJ 1. , OF . 

In this s c io , the L" rature on the 
-

training of Agricultural p·oject manafers has 

been looked at, ond more !'pecificall the role 

played by th r.l or any manager, the definition 

of both project management an Agricultural 

projects, the trpes of ;gyi·ultural projects, 

the e.·pcriences of gricultural projects in 

developing countries with a brief outline of 

experiences in Kenya . 

The skills required for manaping Agric ultural 

Projects have -hen been reviewed as well as the 

current training programmes for prospective 

Agricultural Project managers . This has been 

done so that their requirei skills and training 

needs \{hen discussed later, can be directly related 
. 

to their duti ~. 

3.1 The role of a manager 

The role played by any manager can be divided 

i n to five t/pes of activity namely : 



36 

(i) Rc ·i \'in t;d fin inr, the 

Organiz.' i ob j c t es : i h d ll 

be · ch · e ·e y th co-ordinate· f ~ orts 

of al t J:'f. 

(ii) Panning the bc!t usc of ~11 available 

resourc es such as labour , money, cctuipment 

and accommodation in order to a~hieve 

the object·.,, s. 

(iii) Taking action to effect plans aimed 

at achievjng the organization' s 

objectives. 

(iv) feasuring the results achieved by 

the action and comparjng them with 

sp~cified performance standards. 

(v) Taking corrective action if there 

is any deviation from specified 
1 

stnnda rds. 

1. ~lunford, Al~m; The .tanager and Trainili.g, 

London~ Pitman, 1971 



tra:ining d institutio.'l'lal or class 

at imp t' g the t hnical, econo ica and so ia 

skills. It shoul impart on he train e the 

understanding he reauires for his job level.2 

It is felt that the current post-q~aduate 

training programmes prescribed for prospective 

Agricultural project managers in the respective 

institutions, cater for scholars who wjsh to 

advance into narrowed specialized expertise, and 

not for managers \.oJho should cover a ~,olide range 

of the various fields of technology necessary for 

3 
project management. It has therefore been 

recoJnmended that the training given to 

Agricultural project managers should be largely 

practical and related to the type of projects 

2 •. Lippit Gordan L; A guide to an inservice training 

program 

3. Vaoal:h a, r'l.N., •Trainina of Prof ssional . _cialists 

l'-1anpa.o;~er Needs for 1 g1"iculttL...-al Research in 

Kenya, April 1973 , Pq. 6 
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,5 

To ao t:his, it is ncress ry to d9fine project 

manag~ t and gr· ltur ! rejects in t.l-te sections 

l lo.-1 fme the C!kills reauiro1 for managing Agricultural 

projects are outlined. 

3.2 Project 

Project manaqement is the co-ordination 

by the Project Manacer of the activities of the 

different participants in the Project like the 

Government departments, banks, local organizations, 

farmers and Project employees in order to make 

the proiect successful. It includes a folia,., up 

on the i.riitial project analysis and project 

preparation. Project evaluation is done freque­

ntly beca ust.: the project manager is required to 

evaluate the p ogr~ss of the project , and to 

4. Harper, Malcolm; _Agricultural larketing Trainjng 

in Kenya: oport and oonclusions of a consultancy 

to the r-'l..aJ.-k.eting De elo;::rrent , project, ~arketing 

Devel.c:pnen t CEntre, Cranfield school of l"'anagenent, 

April 1977 1 Pg. 7 

5. Training for Agricultural Project Managerrent: A 

report fran the a:mronweal th Secretariat , 

t-Jf.ay 1980, Pg., 71 
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back the results f the evaluation into a revision 

of the oroject p ans to th 
(: 

roject co-ordinators. 

In Keny~, li _e in most developing countrie~, 

the stages of project analysis, project prepara-

tion and project evaluation, involve the resEective 

Government departments and the donor countries 

that are involved in the financing of the projects. 

The ii""plementation stage is \vhere the project 

t-1anagers, \-.rho are normally appointed by the 

above bodi~s, are actively involved. There"ore, 

apart from the ability to solve problems cropping 

up in projects, they need them and the co-

ordinators to decide if any modifications to the 

. . 1 1 7 
or1g1na p ans are necessary. 

G Staff :requi.r:exrents and Training report fran the 

irrigati n an Drainaqe ivisicn, linistrv of 

!¢culture, 1980. 

7 . . See Training for Agricultural project fJ!anagerrent . 



activity aimed at it proving Agriculturul production, 

and 'tis implemented hrough a specific allocati n 

of funds, technical staff and management staff 
8 

to the project. 

It can be a settlement sch~rne, an 

irrigation scheme , a credit scheme, a plantation 

development , a forest development , a livestock 

project or a combination of these activities 
9 

mostly in a rural development. 

3.4 !Ypes of Agricultural Projects. 

The types of Agricultural projects are many 

and varied and all of them cannot be discussed 

here. HO\-lever, for the purposes of clarification, 

the follo-,.,ing are given as exarrples of Agriculutural Projects: 

8 . Gittinger, J. Price; Ecooanic Analysis of 

Agricultural projects . A world Bank Publication, 

1972, Pg. 13. 

9 . See Training for Agricultural Project managerrent. 

' 
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irrigation . che:rres, plantations, forest 

developments, sta e far s, :tensi ·or 

demonstr tion proj cts, int grat d 

Agricultural development projectB 

and supervised crcdi t sch roes. 

In irrigation schemes, ne'l'/ land is brought 

under irrigation or existing irrigation schemes 

are e .panded or improved. Heavy construction 

wor. , for example , the construction of dams and 

canals is involved besides land de •elopment and 

expansion of intra-structure for the newly deve~ 

l0ped areas. The size can vary from an area of 

100 to 400 hectares~0 

Examples of irriqation schemes are the 

Kibiri~~i irrigation scheme in Karatina , which 

is a pilot scheme for a commercial vegetable 

production covering 100 hectares and the Mvma 

irrigation scheme in Kirinyaga District ,.,hich 

is a p'lot oroject •or r'ce p oduction covering 

400 hectares. 11 

10. Report 0.'1 Agricultural Extension and .Manpo·;er 

I:e\.-eloprrent , Ministl:y of Agriculture, Kenya, !-'1Ci'.l 1980. 

11 ~ Sec A :report on staff requirem;mts and Training fran 

the irrigation and Drainage Branc.'1. 
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State fa1~s are usu 11_ Go e n oject n 

Researc· Stations. . 'nis ·r es of Aqr cult\ rc i.n 

most cow1tries opera e cro and r .. ock fa of 

various sizes for ese rch, de on r ·on, seed 

production and stock multi lication. Exmnles ·n 

Kenya are Katumani vlhere crops su · 'l ble for dry land 

farming are studi eel, Thika si lk-vtorm p:coject ancl 

Kibos sugar rehabil'tation Project . l 2 

Extension or De~onstration projects are 

designed to make extension services more effective 

and may itvolve in-servicestaff training , fanners ' 

training and establishing demonstration i n f.armers 1 

fields . Examples j n Kenya are ~-Jambugu FarrPers 

traininq centre , Kabianga and Mtwapa training 

13 14 
centres . ' 

12 . t-A..anaserrent ·anual fo · e denartrrent of Agriculture 

Naircbi , July 1980. 

13, t-A.anagerent training Proc.?'X'amTe in Felda , lialaysia . 

14. ~ ·;:_magem;."'lt ·cmual for the D=parbrent o= 

Agriculture, Nairobi. 
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ltrl integrated gricul ural oo is 

where there is a co.~inat on of two or more of 

the pro'ects e tior.ed ~ o es in Ken a 

are tle arok and 1achakos integrated de ·elop­

ment projects. 14 

In superivsed credit schemes farmers are 

provided with credits to expand c·r improve crop 

or Livestock production. Succcs.s in these proiects 

often depends on the effective co-ordination 

betv1een farmers and extension vmrkers to ensure 

that credit is used to produce the desired 

benefits. 

There is a wide variability in the economic 

status of the ajority of subsistence farmers 

who are the participants in these schemes, and 

~n order to ensure the efficient use of credit 

funds, an understandinq of the vlorking of these 

systems is essential as conce~~s 

th~ '-nrms and c:ondi ti ons of borro ·.'ed 



mon y 15, 6 

3.5 

In or er to icen 

tura1 

s. 

y ' e t · · ning r ir -

ments or needs of gricu tral ro· ct manaqer . 

previous e ·pe icnc s fron such rojects lith 

regard to t ain · nq ho ld be rcvic · cd together 

with s dlls required for implemen ··i ng such proiects 

It has been found t at practical s ~111:- c.re 

lac. in in most develop· ng countries v1here these 

development projects are initiatec . 1? ,18 Attemps 

made by Governments to increase Agricultural 

production in order to inprove the standard of 

living of the rural poor means that the have 

to play a major role in providing required 

15. F.A.O. Report on Traininq in Agricultural 

and Food fi'arkei.:ing a . :tversity level. 

16. Okuthe - Ojugi , F.C; li TnvestJ~11t for Private 

Enterprise: A study of the role of Parastatals as 

an actor and indicator of social change in Kenya, K3v 1982. 

17 . See rnanac·enent trainin progrunn;! in Felda, <al ysia. 

18. See Training for Agricultural Project L.ar,agement . 



manrxMcr . This has been a 19,20 
roblem. 

There are t 10 as ects o th oro· le. . F' • rst, 

the total size of the projects normally dema ds 

more management staff than arc currcntl available 

locally in these coun ries. This forces the 

Governments to seek technical staff from developed 

oountries Secondly, the local staff are in-

sufficjcntl~ trainecl and in-experiencec particularly 

in the irnplementatLon of Agricultural projects 

and this has contributed to the failure of some 

of the projects .21 

These projects are of increasing importance . 
in most developing countries. They consume a 

high percentage of Government investment and are 

also attracting an increasing proportion of foreign 

aid from international fundin ag ncies. This 

will e illustratecl in the nex ~ection which 

gives a brief tis tot: o so e nrojec.;ts · n Kenya. 

19 See Training for Agricultural project ~~anagerocmt 

20 Manpo.yer: A report from the Daily aticn , Satu~ciay 

28th March 1S81. 

21 A report oo the training of staff in the sugar 

Industries in Kenya, 1979. 
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Sinoo p ejects 

should be na 

enteroris ... , evt: effm .. t 

La ~ev n t eir ail 
2212 3 

3.6 Brief history of Pro1ects jn K nva 

It 10ula be qu · te lengthy to re ievl all 

the projects in Kenva in detail. One large-

scale project nas therefore been reviewed 

indetail and others mentioned where ncces.,ary. 

3.6.1 E. oerience o Jarok Development Project 

The project started in 1978/79 financial 

year and is a long term development programme 

designed to have an integrated approach to 
24 

mixed farming in Narok District. 

Phase I uf the project runs from 19 78/79 

to 1982/83 financial years. About 360 

22 . I. L. O. report on the FAO/SIDA Exoert 

oonsultation on olicics and Institutions for 

Kenya, 6th-8th Seoterrber 1976 • 

23 •• Traininq of Pe1.-sotmel for Acrricultural Project 

r.anagencnt: Lima Experlenoo. 

24. A Report fran the Aqri.cultcral Project ManageiTent 

and Evaluaticn Division, February 1981. 
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resident o..merg are ey,pccted to articipate ~rectly 

and 2,000 farm o•mcl.s be c it i directly dur:in 

this phase. 

The area covered by the project is Mau 

Division of Narok, that is, East Mau , central • au, 

and Nest Mau , all covering a proximately 6,100 

square kilometres. The objectives of the ~reject 

are: 

(i) To raise or foster production of 

wheat, rapseed and triticale. 

(ii) To finance farmers to pure ase f.ann 

machinery like tractors . 

(iii) To ~i. ance bush clearing, construction 

of fifteen dams, soil and water 

conservation schemes and establish 

tree seedlings in every location. 

(iv) To strengthen extension service in 

the I-inistry of Aqriculture. 

(v) To establish ·.Jildlife control measures 

to reduce daroaoe to crops and setup 

five new ~arne control posts. 

(vi) To carrv out basel·ne studies 
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in soil an ' our for 

ro d n t1 •ork, 1d d lopn f 0 imp '0 nt nd 

mai of ·c c d fee 1 roads jn e proj t 

arc . 1 · mm nt and grn rell ·ng of 5 ll ctrcs ru d 

d."V lop an rcgn de :5 ·Hom ·r s of f edcr roads. 

I 

3.6.) .1 Fin.:mcing Pl.n inmi11ions 0\!:=ls.) for the Proj 

Per· od of thrc Year:;. 

International Dcvcl pnent 

GO\ ernm nt of Kenya 

Fann TS 

gency (IDA) 10 •• 0 

27 . 20 

7. 90 

Canadian International Development 

Agency (CIDA) 11. 20 

150 .30 Total 

Fanners 1 rticip· bon has been low due to constraints 

discussed belo1 . 

In 1979/80, 12 farmers \oJere recruited. 6 had their 

bug ~;ts p ··pared but on,: J d their ns 1ting to 

Kshs . 197 , 400 approved . 

In 1980/ 1, 38 fanners were recniited , 36 had their 

budgets prepared and 16 applied for the loans ammmbng to 

Kshs . 3 , 178,392 \~hich is pending approval by the Agricultural 
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Finance Corporation (AFC) H ad offic"'. 

There are 2Rl Land t"t e deeds ~lready 

collect d and 2902 land titl eeds for cell tion. 

It is expcc ed tha wi h t is increased land 

adjudication ex?.rcise, tle number of farmer 

participation will be increased in future. 

A total of 60 project managers are invol?ed 

in the project and 10 farmer have be n trained 

on aspects of soil and water cot servation. Some 

bush c learing was done using crawlers. The 

Agricultural mechanisation service station has 

12 tractors b ut the implements which are 1968 

model are too old to operate efficiently . 

A consultant to study the structure and 

improvement of roads in the area has ccn 

engaged b t e "nistry of ~griculture . The 

consultant indicated that r.oad design and 

construction would cost 30 million (Kshs.) which 

is about four times the amount of funds available 

for the project. &me grading and gravelling is 

in the meantime being carried out by the 

tinistry of Transoort and communications, 
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Out of the 82 ips reco e ded fo const­

rustion, 1 are operatinq ith oar m 1tenance 

by the coun y council. On art'ficial i.sewinati n, 

the route coverin ;est au 1 s recon nded 

put in the pl~n for 1980/81 but fw1ds vrere not 

released to the inistr.t of Livestock Development. 

Wildlife control study for au a~a has 

been drawn. Evaluation of the possibi ities of 

inplementing these a tivities is in progress. 

Other baseline st dies have not been undertaken 

but propos~l from various consultant firms have 

been received and are being evaluated. Pre­

fabricated offices and house constructions ~or 

three officers have been completed at Nariage­

Enkare, Olchor and Olkurto. Construction for 

permanent offices and houses is not yet done 

but plans have been completed. Seven ehicles 

have ecn urc sed and drivers have been 

recruited. 

3.6 . 1.2 Exoenditure Returns in KS 

In 1978/79, the amount allocated to the 

project vras 2 . 3 mill"on. Expenditure returns 

for that financial ear is not available in 

records. 
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11 1980/81, 0.85 llion as allocate and 

onl . 2 2 m • llion ; s use .;h · c ·• n ott 2 

of that year's 1 ocation. 

This project has therefore had very lo 1 

expenditure since its ince tion. any farmers 

were unable to take loans due to lack of title 

deeds and hence the partj cipation v1as low. The 

requir ent that far.&rs should deposit 20% of 

farm machinery, and lack of proven - bili ty by 

some farmers to manage big loans , resulted in 

the lov1ering of other activities of the project . 

This slow rate of implementation was also as a 

result of d~lays in post clearance of project 

employees by the Directorate of Personnel 

Management . 

The communication network has c1 layed 

extensively and tnis has adversely delayed the 

project. The f nds all cated to thjs cornponet 

are four times less than the 30 million 

(Ksbs.) figure given by consultants and therefore , 

starting road construction at ·this stage could 

not contribute much to the project. Person el 

emoluments and house allO'dances are also J?aid 
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f otJ er o sin of ol 

~1 s the proj ec i 

l a J· of t · tl p lc but ·t. s 

almost solve Fa rs to r js 20\ f 

cost of fann chin y in the 'ost of :h I 

have £aile tu ra·s j t and hen e tl ey } are not bought ·hinerv . , 

and SO they e<mnot 1 · rl" i ipatc net" reJ; lll the projc t. 

Limited dip faciliti s an 1 lac of ,.,.oter for some 

dips has retarded Livestock development. Poor access roads 

to the fanners especially du ·ing r3iny se3SOT1 has hampered 

communication. 'Ihe ':orld Bank has h en requested to increase 

funds for road const1uction. 

Intcnsi •e training for s aff and famers to appreciate 

. 
the aims of the proj('Ct and \.;}1' t it can do for the local 

r s id r if imp erne 1 ed in the dght "·ay, has not bee11 

started. 

3. 6. 2 Fxpcrienccs from oth r Proj~~ . 

In the supcn· i ed crcdi t schemes in places such as 
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Kiambu, yer.i and a.· a cqa, 

vehicle v1ere made a aila1 1 

Agr.i cultural Extension '-'iO k n 

dcquat taff a d 

to h 1 farmers in 

facili ate eff · ci tt 

trainin~ of fa.rrrers. ~ite tl =. _p:resene2 of both staff and 

vehicles, they were unable to oet to the plat::Es of wo Y: 

because of poor unicatia."l . 

Poor weather led to lo.-.' yield and fa:t:l'l'ers were unable 

to repay their loans. The :process of availing loans t.o 

applicants has also been criticised in that it is JXlOrly 

managed. Hence it retards the progn~ss of projects. 

Extenred delays in preparing reinburserrents for cla.irrs 

made by the staff causes inoonveniences and annoyance to 

the staff, they tend to 1.--esiqn rather frequently, thus 

reducing the nl.l!Tber of staff available to the projects. 

Fanrers tend to be discouraged by the 1--esults of their 

projects and this has made them reluctant to apply for additional 

loans to oontinue or e>I_)and their projects. 

In t11e Group fann Rehabilitation J?rojec~; vlhich a+e in 

Rift. Valley and Cent.ral Provin<."ES 115 people have been 

, 

trained in about five years to bec:x:rre fann managers with the hope 

that they viOuld be enployed by the Gov-er:run::mt or Private fanrers as 
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fann mang rs. 11 "e' 1, an.!; a _.,.11 n 1· o tJ m ha 

been <~p ntc~.. as fann nru rs b at · o tl1e r 

of su h post in ov nn t and of f tme1: 

to ploy hem o::- fn1m 1 tage · . s a result of this, the 

trnii ing of fann managers has been stopJ ed since a lalf't 

numb 'r of them ha not se urcd jobs after training. 

The production from these fanns h· s bC>en bel ov1 the 

levels ·hich 1-.rerc cxp cted at the begilming of the proje ts, 

except for milk and coffee production because of their higher 

profit margins . 

~1any fa11ncrs have serious loan repayment problems 

and it is projected th~t they may take eight to thirteen 

years to clear their first loans . TI1e average financial 

rate of return for 18 mixed farms \\'as approximately 8% in 

'early 1980 . 

fann 0M1ers have had conflicts '\i th project managers 

ncl h v been rc 11... ant' to take their <J vice. Tne fanners 

are usually given prepared guideline.: of expenditure and 

they refuse to abide by these guidelines and hence they 

overspend and want to borrow more money to cover the over­

cxpendhure, while at the rune time , they should be repaying 

loans. 
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1 1 e off ds t as 1 ot I n mo rop ly 

project er 1 to n ts. 

nn a e t' nt c:: h , • n in !:) 

cas s, ar un r csti 2 5 

3.7 Skills r quircd 

As alrc y di.scuss<.>d jn the · ntroduc ·on, <111 Agricultural 

project mr ap,er rcq li res both technical and tUTI:i.nistrati e 

or social s ·ills th· t \·auld enable hha solve the 1 rob lcms 

that he \\OUld erne ac1 oss in th rnanagE'lnent of Agriulcutral 

projects . The technical skills 1equired include the t chnologics 

of irrigation, crop production, animal production, technologies 

of Agricultural res ear h, Land use and develorment. Usually, 

a pro,..pective Agricultural pl'oj oct manager 1s sUfPOsed to 

be specialized in one of these fields and have a general 

26 
knONledge of the other areas of technology. 

24. Press statemcn ·- during h per." 1 of Janua1y 1981 

to Dec ber 1981.. 

25 . l1:o, Jrith· Ba ·Ji r to f i\' p r·onnance in 

Public Enterpd ses Confc1·cnce r port : lmpro ring 

p rf01mance in Puhlic Enterprises, Antsha , Tanzania, 

26 . Harper, lalcolm; . gricultural marketjn Training in 

Kenya : Report and conclusions of a consul tancy to 

the ~larketing developnent project~ marketing dcvclopnent 

Ccltre, Cranfield School of .IIagcmcnt, Aprill977 . 
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include the vbil i · to Jan 1 roject i 'i · ~, fo · a-

man '' r r .uir men th co11 cs1 ndin, inane ial 

imp i at" 01 s. Technjq es of ollectine and proc ssing 

data for monitodng the pr gres of th · proj ar 

also ne C'SSaty . TI1csc sl ould be upporte 1 ))' the 

ability to can)' out eLiciC'nt mr~nagement~ accounting, 

cst"mating, budgetinp, purchnsing < nd iJ ·errto )' contro . 

Since hunan resources a1·e a major ccmponcnt ]n 

the J'lanagemcnt of Agricultural p1ojects, lmm·lcdge 

of huw.an relati~ms management is vital to maintDin 

an efficient and reliabJe lobour forcc. 27 TI1erefore, 

the training proQramme~ in the rcspecti re institutions, 

should provide the Agrkul turaJ project 11ru1agers 1 ,· th 

the above skills to enable them cany out projects 

in an efficient and effective manner . 

3 . 8 The current training pTogrammes for prospective 

Agricul t11ral Project 11anagcrs in Kenya c 

At this st·1gc, it is worth looking at the present 

training progrmrones with a v icw of finding out wh:-~t 

the trainees are taught during their studies . This 

27. , fanagement Trnini.ng Progranme :in f.elda , 1aJ aysia 



inf · ti01 · 1 be . 0 s b h h 

they n i c. ~nsti 

h y b c c pete ·cult a c m::ma rs. 

\\h \ b - e gricult 1 .. 1 Ptoi t Jnan· er· 

a r · l il·ely to be degr fu.III the f·wl jes of 1 g ··culture, 

V< terinru.y dicinc C . et P, Lm. an Art cs· ·all: 

those ,,ho spcialized n sociology, rconornlcs an 1 Political 

science; Diplomate. from Egerton Co11 nc_, l'l'nrn and .lanhasa 

Polytcclmics; and ordir a y rtifica ho1 lerc:. fran . qricul tural 

in .itutes of Embu, Bukura and Elclorct. 27 

3.8 . 1 University of Nairobi. 

The details of he courses covered at the University 

of Nairobi arc gh· n according to the Faculti, !", with det:;dJ s 

of the course o fered being sh01:n :1ccording to Dcpar1Jnents 

\·;ithin those fa tlt.es . 

In the facu ty of gricul ture. the degree courses 

offcrcll , · ~· in grn ~ttl ural · onon i ~s, Sojl Sci !lee, .\nirrnl 

prodt:ctj on, . gricul tural tnginccring, Forestry, Food ·cience 

and Technology . 28 

28 . The Uni ·ersit,r of • 'airobi Calendar 1980/81 
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·n e each· fo c in . P-li tl tr 

ext s r 

of f e 

fou h tenns r cd f r n.Jct:icn in'ng. I 

thre a adcmic years, ·h s jects co ar In ro 

to E· st A ric , ri ul tu · inc l. d · n tour 1 s· jng t\.') 

h'ee s of important 1 ·icultlmll Reg· ons in l'c11ya), mathematic: 

chemi.-try,., zoolo ,· or \g ic1lture, I ysj s forAgr·cu1tur, 

niochemistry, stati. Lies llo n. for r·culture, G n ics 

and 1'r.inciplcs of Brecding,p < nt anl cro physiology, Anil.t"l 

Physi oliogy, rconOi .i-s ,Runl ::.ocioloL: d Development, 

g "cultu1. 1 policy and Law, crop production, Genetics and 

Animal Breeding, . "utrition and Brc din. , 1 gricult-ural Engineering, 

Soil Science, Fann practice (being nine weeks of practical 

train :i 1 g on c;clectcd fanns duri E th 4th t nn in second 

year), Fa11n manno m n1 . g ·icult 1r 1 r ·e ing and E·t nsion, 

crops and Horticulturc_,c.rop production, Animal Health and 

hygiene, and foo Technologl8 

1he the neg · e of c1 cp s ·iencc, 

as those covered nr the degree of · oricul ture 

apart from addi ional subjo:t of crop protccUon '"hich co ·ers 

plant p t lOlOg)', ntomoJogy 3 d 1·:e tf SCience. 
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'lhe main subj ·ts co' •red f01 the ree of 

Agricul tur: Econumi f r 

Rura sociology 'tnd 1 1t, ~ric 11 tm 1 1 licy m 

Lm\', gri .ul turn! F.;·t si n, Farm m,mag m t 1 c1 gr ·cultural 

t
. 28 mar e .mg . 

The Dep:-~ rtment of soil scicn~e o fcrs special j sed 

courses l:iJnited to soil sci nee only. In first yea·, 

introduction to East African .1\~"Jricul tur is covered, in 

second and tlri 1 d years , il science is covered. 

The subjects offered for the degree of Animal production 

are also of a specialized nature limited t o animal production 

namely : Animal physiology , Cenetks of Animal Breeding, 

Nutrition and Feeding , and Animal production . 

In Agricultural Engineering, the <:u j cts covered 

a1·e fluid mecht1..nics, solid and structural mechanics , mechani . 

of machines, Themodynamics, materials and production 

Engineering, En inee ·in Drawi. 10, • · th a ·ics, Elcc deal 

Engineering, soH mechanics , Principles of crop production) 

soil science,m' thruntics and statistics , Agricultural po\\er, 

sun;cy lng , Fluid mechanics and Hydr logy, I·ann Power and 

machinery, soil and \··nter Engin ering , Aaricultural process 
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f:ngineer:in , Fa , manag n n t: ten i ot . I a f r 1 

tl1c abo ·e n1in s al CO'ITS S 

'·hich a e o t ion· 1 • ·n1c. a. J J anc _oil '< er .Lncr·n 

ope tions R .c.r h I fiigera i 

11 e tc.-1ching for the dcgr e in Food science and Tchnolo ~y 

extends over not less thn 1 thr ·e ncademic nrs, the first" 

te1m of tl e scocond year is used fo · a1 proved practi.c, 1 

,,·ork under . pervisi n in a food roce:,sin ~ · ndustry. 1he 

courses of ·e1·ed ar i ntroduc t · o to East · f r · c<m 

Agricultun· , mathcmati ..... and statistic, chmistry, Applied 

physics, Introduction to plant science, introduction to 

Animal science , Genetics , Biochemistry , Economics, microbiology , 

crop production , Animal product ion, Food chCini stl)·, Mic1·o iology 

and Fe11I1entations, Iltmnn Nutrition, Food EnginecriLg , 

~asurer.ent and control Engineering, constn tion and pac1·aging 

m:rterials~ sanitation and waste Disposal, ~larketing of procC'sscd 

food products, Food llygiene ~nd Leg isla bon, Food preservation, 

and processing, Industrio.l practjcc, Teclmology of spec1fic 

d ' 1 ] 28 pro :::ts, nn 111 ot p ant procc.·s . 

·The durabon of the course in For stry extends over 

at least three acadcmi years, leading to the m\rard of a 

Bachelor of Science l('grce in forestry. 1he first bvo 



acad i years co si 

three t 1ms. 1'he f 

or pra t ·cal fi ld ' 

four t nd 

te of s cond . ·c 

·Tile sub j ccts of fer in 

1 s on f 

util · se 1 

·replant 

phys. ology, Forest Ecology and c :irnatolo : drolo ', 

Genetics ru1d plant Breeding, B · ochc:mi. try, Fore_ t Economic 

Forest Bo <:~ , , 1 ~th a tics an s .. t. t.i.cs, jn ro uction to 

lant science, ch ist ty, intro ction to East African 

Agr:iculture, soil and "\Ccl er cons ation, m nsuration, 

cil iculture, wood util": ti 1, , •. ldlifc E olog/· · nd man::gemcnt , 

Forest lan policy and Law, smYeyjng, Forest Pr ctice, 

Forest Protection , Forest managanent, forest :ngineering 

and Arid land afforestation . 

The Faculty of eterinary medicine offer: a degree 

in eterinan· medicine (L . ' - ~ 0 . 1he courses offered extend 

o er a period of four academic year . In the first , second 

an third years, there js a fourth tenn of 8 '·:eeks rnainl 

spent on practical ,·.orl-. 

TI1e course::, offc1 cl nre in the following subject_: 

Anatomy, Histology and &nbryolog)', p_hysiology, Biochemist1y, 

Animal prod 1ction, 1icrobiology Parusi. t ology , Pathology, 

special pathology (inclu ing cUnical pathology) . medicinE. , 
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sur cry, Repr uctior e ics. • nna ol o nn 

anc pt 1 · c Ilea th. 

fte1 the p10fe. sional c aminati n of the fi st year, 

students spend 5 'eeks of he fourth t nn on <mii al rod11ction 

in pre; ctical work. The r ainin 3 \ · cl - are p nt on introduc my 

microbic ogy . A tcr the p10f~:s ional cxCJmi.J.at ions of the 

secon year, students spcn all the 8 \•:ecks of the fourth 

te1n on attachemcnts to Y crinians in the filet! o acqt ire 

some experience of. lives to .1\ di eases . After he professional 

examinations of the third year, students arc divjded into 

two mam groups each dcing practicals on meat inspection 

at va-rious slaughter houses for 4 \veeks and working in the 

department of clinical s u ics for the other v.eeks . 

The other facul tics fran '~hich project managers can 

be 1 ecn1itcd and h:hich will not be d · scusscd ·n detail arc 

the faculty of Science offering Biochemistry, Botany, Chemistry, 

Zonlogy and physics; fac;u1 t: of canmcrcc off ;ring Business 

Administration, Accmmting, and management Science ; faculty 

of Engineering offering mechanical Eng ·neering, Electrical 

Engineering an Civil Eng· 1eer.ing~ and faculty of Arts. 

. 1' . 1 s . 28 
offering sociology, ecx::nanics a'"ld Po 1.tica C.Lena:. 
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3. . 2 

Ege1 on College con ts three :cars coui·ses hi h 

lead ti 'e co rses. The co rses 

co ·ered are Home Eco a ics,Animal Hus c dry, General Agricul tu ·e 

fuiry Teclmology, Farm rnana~ement, Agricultmal Edt a jon 

and E.xtension, Agricu tural management, Rc nge m~magcment 

?9 
and Forestry.~ 

3.8.3 Institutes of Agriculture 

At Bukura and fubu, the courses conducted lead to 

ce1~ificates in An~~l production, griculture, Fa1m 

management, Home Econanics and Extension services. 30 

At Eldorct, the main course offered is in Agricultural 

Engineering while at AHITI and Nyahunnu 1·:hich are now under 

the ~1inistry of Li,·estock, the courses conducted lead to 

certificates in Animal Health, Hides and skins management, 

• d n~. 30 an 1"\CtJ ge management . 

29. . Egerton college syllabus , ] 982 

30 . Hecht, Kurt, et al ; ProfessionG-1 a.'1d sub-PTofessional 

Agricultural manpm\er in Kenya (Demand, supply, Education 

and Utilization): A preliminary report submitted 

to U.S. AID Mission to Kenya and Government of Kenya 

19777. 
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3. 8.4 The Polytechnics 

Both the Kenya Polytcchni and the ~ombasa 

Polytechnic offer l-rlde range of co r s aimeJ at pro ucing 

eopJ e l-rl th ·a rious technical skills in sciences, Business 

manage ent and arious Engineering fi lds. They award ordinar)' 

certificates and i lalk'lS in he respective courses. For 

example, in the science Department the courses offered are 

General Science (Pte-technician level), science laboJ.Itory 

Technicians certificate, advance Dipla1 in laboratory TechnoJ ogy, 

paint makers • course, certificate in g nera food Technology, 

certificate in mineralogy, rert · ficate :iJl Gemmology, and 

audio-Yisual aid operators co n·se65 

In the Electrical Engineering Departn t, the follm·.'i.ng 

courses are offered: Electrical ngineering Technician 

course, Electrical ins tallab on Tcclmici ans c rse, 

Telecanm mications T ch.nicians course, Ordinary Diploma 

in Elect ical fugineering, an Higher D'plana in Elec r· al 

En 
. . 31 . gmecrmg . 

ving had a J ook at what training is all about, 'hat 

Agricultural projects are and the skills required by Agricultural 

project mangers for running than, and the type of training 

31. The Kenya Polytechnic Syllabus, 1982 . 
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offered to the prospecti c Agricultural 1 rojcct man gers 
by the respective institutjons , it \~ottld be '"orthwhi le to 
find out the type of training needed y the A~ricul tural 
project managers . It i s these training needs of Ag1·icul tur.1l 
project managers that this research is going to deal with . 



4.1. Ob'ectives of the studv 

From the foregoina revie·l , it is evident t at 

the Aqricultural project managers are appon ed 

before getting adequate t aing. Thjs resnarch 

therefo~e aims specifically:-

(i) To find out the type of training the 

Ministry of Agriculture thinks the 

Agricultural proejct managers should 

have for the effective and efficient 

running of Agricultural projects. 

(ii) To find out the type of training the 

Agricultural pro'ect managers think 

they lack and therefore require for 

project ma~agPment . 
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(iii) 'lb analy e c re d of aining 

Agricultural roject manao rs need, using 

the res ·lts from t e abo e l o iectives. 

4.2 Scope of the study 

The study only deal~ 1ith the trainin~ 

of Agricultural project managers in the 1\'inistry 

of Agriculture and has not covered the training 

of the rest o= the inist~~ · s manpower. 

Information for use in this study has been 

collected from the Agricultural project managers, 

and the personnel who deal with their training 

such as the Policy-makers and the project 

co-ordinators. 

4. 3 The sample 

The sampling frame comprised of the Provincial 

programme or Project co-ordinators from four 

Provinces namely: Central, Eastern, Nyanza and 

Rift Valley Provinces, the proje~t rnanaqers From 

these provinces, the project co-ordinators from 

the Ministry Headquarters and the policy makers 

\oJho are the Heads of Departments at t- inistry 

Headquarters. 
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The s ple s·z~ co 

who l'lere dLrided · to t ·fO 

one group 1as the olicy 

r s of 40 resnond n 

rou s of 20 ach. In 

k r and t e project 

co-ordinators, ;h: lc i tl e other gxo p was the 

project managers, 5 from each province. 

The choice of the sample was non-random, ased 

o personal judge nent and ccnvenien-e ecause t e 

Agricultural projects are geo9raphicallv scatt red 

and only a few of them v1ere accessible as most of 

them could only be reached through bad roads . 

It was difficult to travel to all the sites and 

hence employ a random sampling ~ethod which could 

have made the data collected more representati e. 

Furt her work on th ' s project should include more 

extensive d,ta collection , through the provision 

of a S' itable vehicle able to reach all the 

proje : sites , since such a facility \'Jas not 

available during this session. 

The four provinces chosen are all close to 

Nairobi, except yanza Province . Data could therefore 

be collected by travelling to ~he project sites 

on a dai y basis , hence the expense of staying in 

hotels was avoided . The time limit v1as an 
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addi ional co1 straint to extensive d ta collection. 

4.4 

~ o different types of intervie 1 questionnaires 

were prepared. One ".las or the policy-makers 

anc.l projec · co-n1dinators, and the otl er for the Agri ·uJtural 

project managers . 1 ersmmel records '"ere also reviewed for 

addltion·l infotmatlon . 

4. 5 Data Analysis Method 

The purpose of th~" ques ionnaires Yas to find out the 

opinions of the policy-makers~ tLe project co-ordinators and 

the project managers about this training function. 

Being an opinion sun·ey, the data collected could not 

be analysed by rigorous statistical techniques. 

1hc analysis \\as done by examini.Dg the opinion of the 

respondents \dth reference to the manpm,·cr de ·clopmcnt and 

training 1 ol k;, skHl 

the present training prognmvnes for prospective Agricultural 

project managers and the problans facing the post-graduate 

traini.r..g. A suHable trajning scheme for gricul tural project 

managers was then proposed . 
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.6 

Th tl r e and ? hal tl to c 

'·as q 1i te si ort hecau ·c ·i thin t 1a t p ri d Lj 1 t ture .a 

to be re iel'edJdataJcoll ted nnd analy. the 1·c 01t draft, d 

typed and botmd to he hand~ in for ex · nntio Hence, 

the data collected had to be nal'TO\ cd to ~: sm J 1 quant~ 1:y . 

Transportation \'lias anothE:r constraint . It was not 

possible t o travel by public means to all the projc t sites 

due to bad roads , and therefore , only the projects \vhich 

were easily accessible wen~ visited . 

Some of the infonnation necessary for 1.nalysing data 

was classified and could not be made available . TI1e analysis 

has therefore been limited only to the collected information . 

Due to the above lim· tat ions , it is recomm nded that 

in future , more t ime should be given to researcher s Khcn 

this trpc o ~ s tndy · s unpert<J1-c:1 so that the res CJrch cr~n 

be finished satisfactorily . .\ vchi cle ,,h ich can tmvc on 

rough roads should be provi.d d, so that all project sites 

could he reached and thus enable the researchers to usc a 

random . rnpling method . 'Ihis is the onl' 'til in which enoll<"fh 

data fo1 st atistical analysis can be collected. 



OF TA 

The main findings of this study will be divided 

into the following sect'ons: 

(i) The Ministry's .rt.anoower Develoornc t 

and Training Policy. 

(ii) Skill requirements and hence training 

needs 

(iii) The present training programmes 

(iv) The problems facing the current 

tra'nin proqrammes 

(v) Suitable training scheme for Aqricultural 

project manaqers. 

5. 1. f"'anoov1er neve 1 o t? t and Tra · ninq 
--~------------~ -
Manpo\>ler r~evelol? ent and Training , aims at 

supplying a stable inventory of adequately trained 
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manpo er at all lev s of an organ'z l~ 1 n. 

Data on this a ect has e n coll cted t 

find out t,.•ha the l"'inistrv of Ag1:i c lt re in · n a, 

has planned i th r spect to its rnanpm·1er inv .nto v. 

Two groups of officers ~ere interviewed. One 

group was rna e up of Pol~c -makers and Project 

Co-ordi ators, while the other group \':as made up 

of project managers. 

The interviewed Policy-makers and Project 

Co-ordinators totalling 20, responded to the ~uestions 

as· ing \vhether manpov1er development and training 

policy of the Ministry of Agriculture is v1ell defined 

and written as follows: 

12 (60%) s.: id tl ere \'Jas no clearly de -ined policy 

5 (25) ~«ida policy has te.n established 

3 ( 5 } did not specif' and · rere therefore 

treated as undecided cases. 

l. King , S.D.M.; Training ·Jithin the Organization (1964), 
T~Jistock Publications Ltd. Pa . 149-159. 
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The intervie 1e Proj c anaqers totalling 

20 respond~d to th same guestion ..,,it:J.l 18 ( 90 ) 

saying t at there is no clear y defined traininq 

policy while the rest (10 ) f·Jere una cid a. 

From the above data, i. t is apparent that the 

!'1inistry of Agriculture in Ycnya does ot have a 

well formulated or clearlv defined manpower 

Development and train1ng policy . whjch is known to 

the abo'~ respondents. 

In order to develop a policy for any pureose , 

adequate qu1ntitative data must be collected to 

enable the Policy-makers to draft the policy . 2 

~.lthough the people intcrviev1ed differed on 

the po,icy aspect, there are indications from the 

reoords at the Ministry that there ic a training 

olicy in the Ministry because there is the necessary 

quantita ive data on · the annual manpo·1er 

2 . Optimizing Hunan Resources : Readings in individual 

and Organization Develorm=nt edited by C-ordon L. 

Lippit , Leslie E. This ,Rebert G. Bidvell Jr., (lq77) 

.Addisoo - \'lesley PUblishing Ccxrpany 



- 7•-

t project· ons at · tc.rvals o 5 y-e 

eY.pansion p a s nd the rres on ding mat~ r 

requ · r rnents a d r -ser ce m npo'o'ler traini g 

plans. 3 ' 4 

1-1anpower planning app:arro to be done bv 

indivioual Departments or sections guided by their 

ovm judgements <md theoretical assurnpti ons. 

Manpo• er plan models are not employed in these 

exercises and hence, j t is difficult to locate them 

in the total manpower development plans of the 

Ministry. 

The e s timates of trained rnanpo\'ler for Aaricul-

tural pro j ects should be related to the critical 

needs and disciplines reauired for solving the 

problems of increased production as seen against 

·the targets established for the olan period . The 

rnanpo·Jer development plan should be related to the 

policy and must be projected beyond the time 

horizons of the p o)ect v~lop _nt pla 

3. -.rrajl : A file on Training Policy, Ministry of 

Aqricul ture. 

4. Report on Agricultural Extension and ManpoMer 

Developrent, I~inistxy of Agriculture, 1980. 
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So f , it has difficult for o Ministry to 

quantify annual rnannower t rnover. I shoul 

houever be appreciated tha is is o 1 of th 

important pieces of data in training olicy form latior. 

Therefore, a~thouq~ thPre seems to bt=' no clearl 

defined raining policy, it should be ~xpected to 

be there or to come in future. At the moment, the 

prevailing system of manpo ... ,er planning in the 

M1nistry can remain o erational' as more data for 

policy formulation is collected and quantified. 

5 . 2 Skill requirements and hence training needs 

The skill requirements for Agricultural 
• 

Project management have been outlined in section 3 . 7. 

when collecting data on this aspect , an attempt was 

made to find out vlhat various people involved in 

Agricultural projects would like to be done with 

regard to the present training programmes, post-

gra?uate training, the training methods and the 

poss'bility of revi~ing the present traininq 

proqrammes to satisfy the skill requirements and 

training needs. 

The data collected on skill requirements is 
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p es n ed j table I 

'l'ab 

Categ • of Offia:rs ~sp::m e 

int~crvie . ...ed intelvie~. d 

Policy-nukers 
and Project 
Co-ordiru:lto:rs 

Project rranagers 

20 

20 

]6 people ( -) 
agreed th t there 
\'las n d for .fu_rther 
trainiJ1q to satisfy the 
ski 11 i..reman 
'!he rest (20 ) r,~e 

undecicle1. 

18 peop e (90 ) 
err asis_d that there 
was need for further 
traininq. The 
rest (10 ) who vJere 
of an older. age grouo 
felt that further 
training 1as not 
ne~saxy. 'Ihey felt: 
that tr 2re '1.·/as on1y 
a need for seminars 
and other short courses . 

The above data indicates that there is need 

for training in order to satisf.y the Ministry's 

req j .... ements, and the keenr . c; f t 1e cu ·rent 

trained manpor:1cr to ao for further trainina. 

From the records in the Ministry of 

Agriculture and from the interview discussions with 

the policy-makers, the project Co-ordinators and 
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the proje t mana er , it s pa en t at t er is 

need fo· training as ~ell a proper incenti es ~o 

retain the ocal t f in h i - po s. s o t 

rejects are being Managed l y cxp tr· t1 es ... , o a e 

sent by the donor countries sponsoring tl e p- je:cts. 

Of the local officers, on y a small ercen age has 

got post-grc duate training. The rest have no 

post-graduate training nor proper experience in 

project manage ent. 

It has been recognsied that post-graduate 

training in managerial skills is essential because 

it \-Till lead to the efficient and effective 

running of projects. It is therefore necessary to 

give the local officers training in project manage­

ment techniques . Since there is no definite post­

graduate training programme for Agricultural project 

,Managers at present, the only opportunities available 

are :-

(i) scholarshiDS offered to the people 

attached to tech11ica l as · st<:mce research 

projects. 

( ii) Other post-graduate scholarships like 

those offered b the Directorate of 

Personnel .. anaqemen t and 1inistry of 

Education. 
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These pro ·amwes can onlv c ter r s all n b 

in a give period. Tlere is therefore a urgent 

need for a locally based popt-grad ate training 

programme where a laxge umber of tra1nees can be 

accommo ated in the same session of trainin to elp 

speed up the training of new project m na ers. 'l'he 

post-graduate training programme for the J\griculturaJ 

project managers should include orientation and 

induction training, work planning and control 1 

performance appraisal techniques, · human relations 

management , on-the-job training, traini g in policy 

formulation and other problems related to skill 

requirements. 

5.2.1 Orientation and Induction Training 

Response from the current Project managers to 

the questions asking Lhem whether they received 

or+entation and induction training on new 

appointment, and if they did , Nhether they felt it 

was relevant, indicated that little orientation and 
. 

jnduction ·a·ning .i.s given to newly a' o·nted 

project managers. This is considered most unfortunate 

since such training is one of the important steps 

that should be taken to introduce new employees to 

the overall project implementation plans of the 

Ministry. 
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1\ fe 1 of he re o r ce hi 

type of r ini a prec'ated it and in icated th t 

it was a necessity ru1d this observat'on 

forego· 1g a gument. 

5. 2. 2 t o.rk Planninq and C<2_nt ·ol 

PI or s t c 

In ormation roc=E>i ed through the intervi.c ·1 

discussions indicatec1 that careful •ork planning and 

control is not widespr~ad or systematically carried 

out. This is a particularly difficult task in the 

field of Agricultural Project management where 

individuals work in widely scattered geographical 

l ocations , using their own initiative subjected only 

to intermittent supervision . It is important 

therefore that a system of supervisory practj cc be 

established to deal with such situations . 

Response from the interviews indicated that 

almost all the Project Managers are aware of the 

need for such a system. The procedures that go into 

such pJanning and control s stem are crucial for 

evolvl g a good working atmosphere bet\·1een st,pervisors 

and subordinates. Project managers should be able 

to guide the subordinates through project targets , 

schedules , progress monitoring and performance 

evaluation and therefore, training in work planning 

and control is one of their skill requirements . 
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5.2.3 

Info~~ t on collected ·n the fi~l during the 

study, ind·cated that the att ntion 'ven to 

continuot s as Y.7ell as annual . taff a praisal reporting 

require.ents is not adequate. This seems to be due 

to lack of rnanpo1e· trained in performance ap raisal 

techniques and the embarrass1 ent arising from the 

discussion of personaland confidentia matters with 

the subordinate staff. 

Project managers should be able to allocate 

jobs to personnel v1ho can do them effectively. 

They should also be able to plan induction and on-the­

job training for their subordinates , for the 

acquisition of necessary skills as a short-term 

strategy. 

They are also supposed to make accurate 

recouunendations on the training needs of their staff , 

so that relevant training is given to them in order 

to develop co petent manpower for the projects, as a 

long-term manpm1er development measure. 

Due to these requirements , the Project 

Managers should be trained in perfor~ance appraisal 
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tccl niques · hich w 1 ena le he to e ,. 1 th 

competence of their sta and th ir tr ining needs 

accuratel . From this valuation, the Jill kno ~ 1ho 

can do ;hich job effect· v lv, the 1 ece sar, i d ct · o 

and on-t e-job traininq for each _person, and the 

necessary long-term training ne ds \-7hich they will 

forward as recommendation on the training of 

personnel to the Min·stry Headquarters. 

Considering the current time consuming nature 

of performance appraisal, the cause of the time 

consumption should be established and if possible, 

eliminated. If a person is carrying out a perforwance 

appraisal on a vTOrker , he is supposed to collect 

information from the vTOrkers' imrr.ediate supervisors , 

personnel records and have an interview with the vTOrkers. 

He should then analyse the information and assess 

the workers ' strengths and weaknesses, from which 

recommendations on the workers ' trajning needs would 

be derived . 

Performance appraisal reports at the project 

site for subordinates rnav be required at least every 

three months and annually at the !"in is try Headq_uarters . 

Takinq a pessimistic viev1, a supervifor vli th a larqe 

number of subordinates is likely to have not more than 
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fi ty s b o'na n (' 

super •isor in eve r jec . If 

preparing report.s for h's su or 

it should be poss le for hl. 0 r 

requ ·red ports t:r.in this '"'r 00 

be regu · r.cd to roduce at most fift. u 

90 days. 

From this analysis it appears that th(' c ~c 

unsatisfactory implementation o£ this e :e else 1 s t: 

necessarily the time consuming aspect as \'las clairnt!d 

by the Project rnunagers i nterviewed in the fie lcJ, n 

the delays currently e:perienced could be because 

the project managers have not been truined in 

performance Appraisal techniques . 

It should be possible to start overcoming his 

problem once the project !7Wlna9"ers have been trained 
\ 

in pe r formance appr.aisal techniques , as they will use 

their acquired kno·.-1lcd e to guide the supervisors in 

thjs exercise. S bseq~ent , they will ar·an9e for 

the supervisors to be t ained, "'0 that their efficiencv 

in carrying out this exercise improves . Eventually , 

the promotion of pro:ject manpower development through 

performance appraisal can be realised. 
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Af er solv'n the pro lem f tra ni 9 i 

perfo1~ nee apprai · 1 te hn'q s, t e bar i r 

aris · ng from e . arras n ur'nq discu .• sion 

of perso! 1 and confic nt1al matte _ cnould e 

o ·erco .~, before the exercise of perform n 

appraisal is comp et y ucce~s ul. It should le 

apprec ' ated that.both the 'nter.v'e er and tlc 

intervie;·.ree get embarrassed dur · ng this dialogt e. 

For inst-..nce, if the intervie\·ler talks in an u -

becoming manner 1 the person being in ter.vie,,ed rniaht 

misinteroret and feel that he is being told of= by the 

interviewer. On the other hand, 01 some occassions, 

the intervie·~er approaches his subordin ates ·: 

assuming that they are to blame. In the course of 

discussion , he might find that he is the one to 

blame and hence feel embarrassed . 

5 . 2. 4 . Training in Human relations anaqement 

Host of the Project managers interviewed, 

especially those with a scientific bias, fel that 

there was an tlrgent need o kno\1 something al out 

human relations management. The. argued that the 

type of training they had r.eceiv~d before einq 

employPd as project managers did not prepare the~ 

on the handling of human relations problems . 



- 84 -

I1 order to overc m is o rn, oth e 

project managers an their subord1n t s sho d b 

assiste in ovcrcor. ·.ng the arra c- nt 

appropriate r ining in the echniqu~s of h 

relations management. They should he taught ho·I to 

approach each other ~hen discussing their jo 

activities and other matters; hm·1 to develop good 

personal conduct and self discipline, and related 

beha ·ioral skills. 

It is difficu t to carry out a formal human 

relations management training for subordinate staff 

because of the large numbers involved. Proiect manaqers 

should ho-wever be trained at institutional level 

initially , by offering them a course in this subject, 

followed by frequent course seminars and wor1· .:;hops 

revie~ling the problems of human relations management 

within the projects and find·ng their solutions. 

The project managers can then organise similar 

courses for the·· te staff on si e w. ere 

their attitudes towards people and \·mrk and their 

general conduc .... can be improved. In this 'lrar , it 

might be possible to break the serious communication 

barriers existing at the moment . 
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From the outl · ne of th var · ous co'lt cs of red 

in the different ·nstitutions from ..,, re he 

in'stry recruits its Agricultural tat cgement st ff 

it can be seen that t te practical experi .nee 

acquired by them is e ~y inimal. It should 

therefore be udvantageous to offer them on-the-job 

training soon after their recruit·nent by the 

Ministry. 

The interview results indicate that this has 

not been the case . Moreover, the scheme of service 

for these officers indicate that one can only be 

considered for training after serving the Ministry 

for a minimum period of three years. Accordinq to 

the ·t-tinistry, . this restriction enables them to 

retain staff for at least three years since their 
' 

argument is that after training , the officers rarely 

return to the Ministr· because at that period, they 

ha e more ~venues open to them in the or'vate sector. 

This restriction has hov1ever, proved to be more 

of a disadvantage than advantage, when it comes to 

project management because the project m3naaers need 

to knov1 project management techniques in order to z:un 
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th proj i n d J. 

I most occasion , he pro1ect n en 

forced to g in e .per· ence t rou h :n-}· in xp ns e 

mist es, and h nc the cop ins fr t e Puhl'c 

about th ineff · c· nt 1:unnin of .. .1 e p ojects. Here, 

the mist ·e lies solely ~ith h inistry and not the 

Agricultural project manaqexs. 

On-t e-job traininq wou d offer the project 

managers the necessary practical expe~ience. It might 

be worth\'lhile to off r this training for a period of 

two year5 . During this ~eriod, one year can be spent 

on specialization j n one type of l;)roject fo_· exampl e 

irrigation or plantations \'lhere the Project managers 

will eventually be employed . This should then be 

follo1ed by appreciative traini~g in other types of 

projects for about 3 months, after hich t.~1e trainees 

should go back to their respective ojel_;ts v1hcre they 

have spcialised . 

This type of traininq can lead '·o flexibility 

of manpov1e · ·lh~ch is of in port:ance due to the 

predominant shortage of manpower because i 1.. becomes 

necessary to move the project managers from one project 

to another so that they will be familiar with v1hat 
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. 
happ s .L. 0 e e 

At t e time 0 tra·n:in I the tr- inee p i ct 

managers s ould be ·n ... rod ced to the echnica d 

. anagcri.::tl s ect~ of oroiect nan so tl 'L tJ ey 

develo u theoretic 1 and p '"ctical ·nterface There 

they can cover cul ural a ~ects , man "'E"rial 

princ · ples and interact 1i th he new d old employees 

during thin period. The 'r.pact of reliqions , 

customary and traditional bad· grounds on hu.rnan ehaviour 

and attitude should also be ap reciated. 

The on - the- job traininq should be a trainina 

with a progranune . 'l'here should be a training scheme 

guided by the proj~ct Co-ordiantors and designed to 

motivate the trainee project managers. The guidance 

and training site, in the field or at conferences 

and staff meetings planned at various administrntive 

levels , \'lOUld be beneficial to the trainees as a 

preparation to any further academic training hich 

they mav endevour to undertake. 

5 . 2.6 Traininq Proiect . ·anac1ers J.n trai 

techniques 

In the Project management process, project 
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anage ·s lay the> guiding role o a he s n 

ite and a the s me ti _, hey id the tr n1n9 

needs of heir su d nat , eco.,.,. en t}P 

suitu.hle trai ing -0 the They ld ther fore be s 0 

acquainted with t! tecl n cz.ue U"' or idcnt·_ying 

training needs and at the same time, they hould 

know the type of tra · n nq tl ... ... s relevant to the 

subordinates engaged in different sp£>cjalitics, hence 

they should be conversant with the . tr ining techniqu"'s 

Response from the oroject manageJ:s indicated 

that this type of knowledge has been thought to be 

irrelevaP.t to their type of work , but it ~ust be 

appreciated that for the ~reject ~anagers to 

recommend appropriate training for their subordinates , 

they must be conversant with the relevant training 

techn iau~s and there fore, this should be included in 

their traj ning progranunes. 

s. 2. 7 Trn.ining in Policy formulation 

The contribut·on of the Project manager~ to 

the data being used by the oolicv-makers to 

formulate the manpower training and deve l opment 

policy is also important. Policy-makers h ve to 

rely on the projPct lllanu.gers \oJOrking in the Projects 



for · formati n an r e d t' 0 o i l _o u t ion. 

ror their con i ution to e se ·ul , they 

should k o • ~t a ol'cy is, it ho e or-

mu ated ana how ~ts r sults sh 1 be monitored. c 

training of P eject na ers should there£o e include 

a coverage of policy orrnulat'on techniques . 

From the discuss'on on man ower Development and 

train ng policy in section 5.1, i can be seen that 

although there are indications in the Ministry's 

records that there is a training policy in the 

Ministry , most of the respondents indicat02d that there 

was no clearly defined training policy thus sho\11in9 

that either the records in the Nin ' stry were just 

blue prints which are kept without the management ' s 

knowledge or , the records are correct but the people 

interviewed a~e not aware of this. 

5 . 3 The Present Traininq Programmes 

The purpose of this section is to find out the 

extent to which the skill requirements discussed in 

the foregoing section, are met by the present 

training programmes for pro~pective Agricultural 

managers . First , the response from the people who 
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· ere interviewed ~,o,ill e out ined an sed. 

The policy-makers, Pro· ct c -ordinate ~·, 

project managers and a fe\ol farmer~ :ere interviewed 

to find out vlhat they feel c out the present 

training programmes in relation to the project 

management process. Th·ir rccoons is outlined n 

table 2 . 

• 



Table 2: ' e 

Policy-
rnaJ·e s and 

oject 
Co-rdinators 

Project 
Managers 

Fa.mers 

20 

20 

12 

- 9 

felt th 
. laints f 
tl at the roject 

J ot tent nough 
to handle Projects, 11': current 
trailu ng p:t:'<:Xfr s should l:e 
:revie,~d to :i.nprove the oourc_.e 
content. Alte ati relv, Cl post­
gradLate prograr rould be 
tntrodu<E:l. 1lle rest (2<.> ) £elt 
Umt the Project w.:maaers Cdl1 get 
oddi tional Ol&-the-job training 
j f they are gi'\i eno~.:gh tiire and 
argu...~ that the training the~ an~ 
given in the jnst:i tutions is enough . 

18 1-e5JXmdents (90%) felt tl.at the 
pmsent training prcgrClil'llres do not 
eguip tbem with enough practical 
background to enable them to manage 
the projects adequately . They 
Crrphasised that they find it 
crrbarrassi.ng to learn tlm::mgh 
mistn.'l(es and recarrrencJed that the 
oourse outline b= made rrore practical 
oriented or altcmatively, they 
shou d be taken for post-granuate 
training in p1."Cject managerrent 
before they ru: enployed as P :oject 
14magers. Tne other two responcle .ts 
were not clear <".bout whut they wanted. 

All the respctldents inter.v lC',.-ed feJ t 
that if training can inprove the 
f..erfOUT'.aTIO? of J gricul tural roject 

_ , t. ~ "' s1 c· d h ~ t'- r 
training tha11 they have a~ the 
rrorrent. 
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2 c:.n 

the pre t t1 · i.ng r ly 

for a post-q ·a.~ t aining p:rog to be incrr~>au,:x!c 

Agricultural project rs to enabl t1 m p2rfo th ir 

jobs satisfact rily. 'lhis ;o· d th~ leam ng of jo _, 

through rnistai es. Qle therefere nr.:._ to hr.;.. a lcxi< at e 

possibili tv of overhauling tl e present training p o:Jrarrrrcs for 

the prospecti\e Agricultural Proj""c..t .lmc: qers and the st­

graduate mana arrent training pro;ram 

'llie syllabi of the current train:ing programtBs outlined in 

section 3. 7 , are very ~tailed and '110Uld net!: have rocl1l £or 

additional topics . '111e pos ibiliL-y of including extra topics so 

as to produce a· suitable oourse for _prospective Agricultural 

project managers within the eJ:isting insti tutioos \•JOuld be 

faced witl1 a lot of difficulties. 

Firstly , the additions would need to be 

incorporated in every department from which 

Agricultural Project managers can be recruited. This 

v1ould meet a lot of o position , because the students 

being trained in ·hese departmznts are not necessarilv 

going to \-lOrk in Agricultural projects in tota.li ty. 

They rna join many other organ.i zations • hose 

activities are very reJl\ote £ron• those encountered 

in Agricultural projects. In addition, since their 

syllabi are already congested, it would mean 



ext nd n the t inin9 0 v 

rnateri 1 is incl ded in 'h rres n 1 i 

wold 1 traduce onstra'nts i· f'nance, v s 

of teachers and ceo. o t'on o st ent . 

-
The training institutions a~n at intra ucing their 

students to all the neccosary sections within their 

pro~e3sions , so that they can fi · in any ty~e of 

ap;>oin ment they take after ins 'i·utia.'1al training , and 

this institutional pract'ce should be maintained a~ 

it serves the market consuming the trained tudents. 

reasonably satisfactorily at the moment. 

~fuen in future, the institutes expand and suh-

divide their resent deoartments into further S£ecialised 

sub-depc. rtments , then i 1: wi 11 be possible to design 

departments to produce trainees moulded speci.fica ly 

for Agricultural project manaqement . It is at such 

a stage that their syllabi can be prepared to meet 

the demands of Agricul turaJ. Projects. ·lhat can be 

done in the ncar futu e, is for the i•'inistr_y to 

consider the introduc~ion of ~urther training for 

their Agricul tural Project ~ana ers after leaving the 

existing academic instituions where they are 

currently being trained or to send tham for a 

post-graduate management course. 
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According to r vious r ., arc k nd 

information got fr e r snoidcnt it rvlew .or 

this stu y, the m b con nting the 

training of m~"lager. ~s t e nade 1 c of a 'l'ropr ·ate 

f 'l't' 5,6 ac1. 1 .1.es. 

The number of people .,,ho oul d like to take 

courses related to manag ment is much higher than 

111hat the e ·isting trnining facili tie::; can handle. 

The University of l"airobi fos..· exam le, which 's the 

only institution offering in full the complete 

master of Business and Administration degree course 

fo r managers has very limited faciJ1.ties at the moment . 

In this course, the cand1dates are recruited 

from all areas of technology for example , there are 

Engineers , sociologists, La\-1yers , Economists and 

Accountants , to name only a few . They are all taught 

the techniques of management so that v1hen they f1.nish 

the course, they are well versed in manager.ial 

5 . U.N., Report on Perscn.'1el a"'ldTraining: U.~. Develc:prrcnt 

Administration~ c rrent approaches an Trends in Puhlic 

Ac!ninistraticn for Naticnal ccveloprent , New York 1975 , 

rnimieqrap!l , ESA.I\fi, A.nlsha 1900 · 

6. Training for Agr' cultural Project lal1agerrcnt: A. rerort 

fran the Carrrcrri ealth secrtariat , Colc.nbo lay 1900. 



tcchn1q es as 1ell as i t e · r to s on 1 1eld . 

They cover subj cts euch as markc · nis rati e 

functions, .inancial 

Applie Econo de , co P 

y,;3 s, ·· n.gc_"-1 and 

r sc enc , QuantiLat v 

Analysis , Po lie Develop ent and Irrplem n tation , 

Behavioral Science, anagerial Accounting, Ope ·ations 

Research, Finance, Labour Relations cmd Pe onnel 

1anagement, and any other related subjects. 7
 

There are also other institut ·on<· \vhich offer 

training to managers. orne of these ins·itutions are 

the Kenya Inst•tute of Administratio~, the Kenya 

and Mombasa Polytechnics , the Management Training and 

Advisory centre and the Kenya Institute of 

Management . 

At the Kenya Institute of Administration, short 

courses in Nanagemcnt Development a e run for 

senior and middle managers to equip them with 

managerial techniques. There are also long-term 

cour,cs offere' to those '10 r~ n rs· 1g Cc tif.C>d 

Public Secret· ries Certificates and Certified ·Public 

7. The Uni versi ly c.:""llend:r 19 79/80 og. 185 
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T e subject o red · lude Ac o tancv, 

diti g, Busi ess A in s t 0 1 cret r· al a d 

Jdminist ati e Pr ctice, ed Ec n ics d 

Statistics, -1anr:tg ~tPnt, co. p y La·1, comp ny Secretaria 

and A i1 istrative Dutle~, ethods of conducting 

t . p· . l 8 mee ~ngs an nancJ a managcmen . 

A Dip lorna in purchasing c:md supplies mana e nent 

is also offered in the same ·nstitute for se ·vi 9 

Government supplies officers who qualify by virtue 

of their having a degree from a r ecognised Universitv 

or by hav·ng passed equivalent examinations vlhich 

qualify a candidate for some subject exemptions as 

necessary , or by having passed the Advanced National 

store Keeping from a recognised i tituti ~. The 

course is offered in parts I, II , ad III. The 

I • 

subJects covered .include ·anngement Accounting, 

office organization and Practice, Applied Economics , 

Stores management and stock control, purchasing 

function, Public f':i n nee, . ercan tile L w, su ply 

8 
and 1aterials Management . 

8. Kenya L'lstitute of Acininistration , r.o,.er Kabete: 

Progranne for Academic ear 1982 . 
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A the Po yte ics, ey offi r a Diplana in mess 

s ti and the can t~ s r sub· ts su 

as Accounts, Economics, • ar.·e in Sdl s, Financi~ 

llianagc ent, Personnel 'anaqel cn'L, Industr al 

Relations and the General Nature of mar g:.m nt. 

The rna agement Training and Advisory centre vTas 

until recently, conducti g courses or middle managers, 

supervisors and Business Extension Service staff 

employed by various Ministries, Cor orations and 

other Business Development Agencies. It j s however , 

nov1 running courses for small business in the rural 

areas and has handed over the management trai ning 

function to the Kenya Institute of Management . 9 

The Kenya Institute of !-ian:"! tement ' s main objective 

is to enable managers to obtain in depth , a knm·1ledge 

and understanding of the Principles andPractice of 

Management . For one to obtain a di lorna in 111anagemen 

studies, one mu~t have een a member of the Institute 

for at least 4 months. The Diploma course covers 

subjects such as Principles and Practice of aanagewcn t:, 

Personnel Management , Production Management, 

9. Nanagemmt •rraining and Extension service for small 

Business and Industry: A prospectus . 
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:arketing, offiCE Na."l gem:! 

stores and st.ock cx::~ntrol, I 

ia ~nt, Purcha 1 ;, 

n and lnd trial ations 

an gement ana 1ork st y. 11er ~rc 

weeks se in rs for practicinq managers. 

o 1 to 2 

The University of 1airobi also ru s e.-:tra mural 

courses \olherc management subjects such as Business 

Administration, Accou ting, •arkc> ting, Personne 1 

Management an preparation for the"Certified Ptilllic 

Secretaries ~ Ce~ied 0 ublic Accounts examinations 

are offered. 

There are also other institutions 1t1here one is 

taught through correspondence such as the Institute 

of Chartered Secretaries; the Intern a tiona 1 

correspondence co lege, the . itish Tutorial College, 

the Rapid Results college and the Transworld 

Tutorial colleg . l\11 these facilities e1re however , 

not able to enable the Trainee to attain the required 

standa~d easily. In addition, there is no direct 

institutions to p ovide udequ~tc pr ctical traini g. 

There are therefore two major immediate 

problems. The first one is the need to expand the 

tuition facilities and to equip them with enough 

tutors and teaching materials, \'lhich definite l y calls 
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for a very arge capital n ~stre e s c one 

is to approach ind s tri s, se 11 to tl the cone t 

an impo~Lance of ost-arad ate tr~·n·nq ana c n rince 

them that they should gel heavily i ·olved in 

supporting this functior rrorally by relcominq trainees 

to acquire practical training in th ir prem·ses and 

possibly donating tov1ards the efforts of stre 1gthening 

the fWlction. 

The building o.r. a large training institut·on in 

Kenya , should not be avoided just because of the 

capital investment. The large expeaditure made to­

day will be of a much greater benefit in future. The 

country Hill have more trained rnanpo\ITer , which will 

increas~ the National Industrial econony and output. 

It will also enable the country to produce more 

cornpen tent manpo·~1er locally and as a result , the 

reliance on expatriate staff which is expensive to 

hire will be reduced • 

. an ' of the res o. entr; also e t that em 

additional benefit will bethe provision of training 

facil~ ties for trainees from other countries, as 

there are very fe\lr countries in Africa with such 

training facilities . 
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Si ce vry r t tr n q 

fac l"ti s loca 1 , bot he (iovcrn an v 

Organizations ha . th r to tra·n ide t e 

COW1t or expand Inst· u 0 s ~he 

demand for train in Tee p nsi ( .. t e e cilities 

requires careful planning, s~artin ·~ th a loo · at 

the present trc:~i ing programmes, n lookinq at 

\>!hat the managers should kn0\'1 to ena) e them to run 

their duties effectively and efficiently and £ "nally, 

\>lhat should be provided in the cY.pand d prograTTUlles. 

It should be emphasised that although the 

expansion of .facilities and involvement of I~dustry 

are jointly the ultimate solution to the exisiting 

problems, they constitute a long-term solution. The 

follO\'ling discussions will outline the problems and 

seek short-term ~elutions. 

5.4 Some of the Problems facing ·he Post-qraduate 

Training of manaqers. 

The most out~ anoinq problems uhich were 

enumerated by the: h-10 groups o.f respondents, v1ill 

be discussed as well as the possible solutions. 

~ost of the respondents stated that when training 



0 

s done outsi - _ t c u t n th 

number ta en f r tra· inq it n al ·s 

opposed to t c r aui re t o4= tr i d rna On 

the o ·he- h d, t e ca ital in es and r rent 

costs that \'10 ld be invol cd in loc 1 expanded 

training faciljtics a e a ite larg , and the funding 

of this undertaking is a di ff cult task for t!1 

Government as T..· e 11 as Private organj zat5 ons, v-1hich 

may offer to co 1 · ibute tov1ards ·he e tabli hment 

of larger training institutions. 

Despite these diffjculties , organizations should 

start l o oking for solutio C'- to the problems facing 

them i n regard to the training of their manager!? 1 

otherwise the problems Yiill accum 1late to uncontrollable 

proportions very soon . Through this move , it could 

be possible to avail some appropriate training 

facilities in Kenya, to be combined with the 

existing institutional facilities, with a view of 

producin t e required managers. 

Apart from the problem of limited space in 

the current training ins ti tutions.l the other J.?roblem 

is the reluctance o£ emQloyers to take their 

employees for training . They look at it as an 



n c s ry se 0 t 

of man o~1er dov lo .en . T e do t r 1 

in the long-run, they \o i l.t. b nef · t e , o 

been s they \-11 hav ~ n af . 

Ul:.:i g data collectio!l, thi~ ~eluct 

people for training y the i 1istry wa~ asc,o 

·lith lab01-Ar. turn-over. 'l'l c labou't·-turnover in 

Agricul ural projec s j q1ite hi 1. For x mplc, 

in the irrigat.on and Drainage Division of the ~inistr_, 

six out of the eight local eng· neers employed 

in July 1980 , had left by :arch 1981, to join other 

organizations or had got scholarships from International 

bodies like CIDA to go for further studies. The 

main reasons attributed to this high rate of labour 

tum-over are that : 

1) lost of the Agricultural P ·ojects are 

being conducted in remote rural areas like 

andera and Garissa v1here the climate is 

not enjoyable. 

2) The ~iniztry does not lik recomw~nding 

people for further training immediately 

they join the ~inistry because the have 

found out from past experjence that 
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they do not e in the trai m 

after po t-grad a~ ·r inin . This 

restrict~o is 1ot th rest o 

tile Aqr·cultu al Troject a ers. 

3. The project mana9ers esp.cidlly tte 

Enginee ·s in the Irrigation nQ orainage 

Division are very marketab e to 

consul tancy firms and such or9an i za ·ions 

are aJ:wavs readv to absoro them into 
...... -

the private sector. 

4. The expectations of the Project managers 

are very different from what thev get 

i n t h e Ministry in the form of their 

authority and control at ·~ork , 

remunerations and personal develol?l!lent 

prospects. This makes them join tle 

private sector in anticipation for 

better pros,Pects. 

Labour turn-a er is a menace to the lin is try's 

effort to develop adecruate skilled manpower . There-

fore , if training can be used to curb on this 

problem , it should be done . It appears that the 



v1ere 

newl 

1 .ge to ain 

o ~iblc ·o s ell out the sch 

a pointed per nnel as ev 

of ·ork for 

o ld ace r;t e 

appoin e t wi tl the f e .I?rogr ~s in p rs i .;e. 

The po""sibili ty of .his ap ,roach j s ·lorth 1n estiga­

ting. This can be dot.c y assm.-~nq he nm·1 m loyecs 

o improving their skills if employ d by the l1inist 

Another problem which can be po'nted out is 

the fact that some employers give v1ronq £:1crures of 

the number of people they have sent for train· ng 

vli th a hope of clai ing training lev-y where j t is 

reimbur ·ed. The wrong fjgure thus given, will make 

it difficult for the Govet~ment to make accurate 

forecasts for those \·lho still require training. 

Financi1 g po~t-graduate tLaining is also a 

difficult a d n CXEensive exercise and many 

employe1:s - ·c ot will{. g to get involved in l.t . 

Apart from tl ese, there a e problems v 'tlin 

the training institutions in hat the tutors offer"ng 

the courses are very fm, and this as been brouglt 

about y poor remuneration as opEosed to better 

remuneration offered in industr . 

Em~loyees who are to be taken for training 
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also ha wOC1al 11 it ti n~, ec· E 

ha e amil es to look a_t r ~•d find i 

de ote the·r time o studies nd at t e 

look after their fa ilies. 

of em 

i f cu to 

me · ·1'1'(> 

The scheme of ervice especially in the ci v 1 

service L: another factor \·lhich discourages t:he self­

motivation of employees who could go for fur her 

training because there is no guaran·ee that one will 

get promoted after training. This is unfortuna e 

because the provisio11 of a re...,ard after succc~ .. ful 

traininq has been advocated by the lear i.n9 t:heories 

to be a very· i mportant element in the learning 

process , since a trainee should not only be 

self-moti ted in order to learn enthusiastically , 

but he should also be motivated . 

There is also lac of acco .. odation in the 

trainin~ institutiox s and most trainees find reading 

at ho~e very prob e atic. In addi~io1 , there is 

also ·a scarcity of I.i eratu ·e and read· 1G 

f aci li ties. 

1any project managers interviewed also indicated 

that there is reduced initi~tjve to go for trajning, 

due to tl e management of traininq programiPes. 
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This is · part 011 

the nature of allo\'r ces nd · ng on the re. (" 

tr in· ng. Trainees studyinq locally d not g t. 

allo;rances ' ile t ose studyin9 

·:here they re as we 11 a., s -1 ries d . os 

their local accounts. ~s a esult, most loy e. 

aspire to go abroad or their training and \•roul 

turn down offer~ for local training. 

There is a scarcity of grants available to the 

local training institutions and the running of course 

has become difficult Some important financial 

assistance which should be provided to the trainees 

such as reading materials have been withdrawn because 

of lack of funds . A good exarnole is in some Faculties 

within the University of Nairobi which were get tin~ 

aid from ClDA. This has been wi thdra\vn nd the 

Faculties concerned f:ind it difficult to get enough 

funds for the satisfactory running of the courses . 

There is also lack of practical training 
. 

facil~ties such as Industrial visits. Although the 

training Institutions would encourage industrial 

visits , collaboration with indust~ies is limited 

and therefore trainees are not expo ed to case 

studies where they could see the application o£ the 



theore i <.4- • spe ts ctic 1 

ind stri 1 visits a~ a waste of thc'r c ec 
. 

they do ot see he bcnef t they get rom th vi!"" 

SoMe org· niza. · ons ta}·e too long to take 

their errployees for traini g and by the i.rre thcv 

decide to take the e !.[>loyees for traini.ng, the ·c i. 

resistance from the em11loyees who perhaps are too 

old at that time to see the benefit of the training, 

or are already holding big posts and would not see 

the benefits, or have got involved in some cash 

generating occupation v1hich they find more 

lucrative than further training. 

There has also been the vJrong assumption that 

managers are a particular group of people, who in 

most occasions, 1nust have a Bachelor of Commerce 

degree, and that it is easier to employ such a 

person in the post of a manager, rather than waste 

funds trainil g people with other disciplines. This 

assumr~tion as been wrong becallse to do a managers 

job, depends on on~~s schecule of du·ies, 

irrespective of the tyre of. discipline he has 

taken and to perform these duties efficiently, he 

needs to be \'7ell versed in managerial techni<J_ues. 

There are also mange.ent problems in specialised 



ar as for e. p 1 , t 

of a 1 q brida 1' e r n 1 

br'da , s c too t • h i 

o corr c.rce grad t . S cl 

by a ci il Engineer tit •ster in 

Administration degree and lentv o i 

experience. 

tc 

n 

tr.tal 

'fhere has been reluctance jn i us ry t . er.~ 

trainees other th n Administrators for managemenL 

traini g. A fe organiz tions have been sendlng their 

peoole to the mangement development courses · ch 

are short-term courses of upto 3 months. When 

the courses are lonq term , the managers who have a 

sc entific bias have tended to resist, because ·hey 

have been made to believe that these ~ou ses are 

only rele ant to the office Administrators. 

It is not po sible to exhaust the list of 

problems in a text o t1is nature. This section has 

s mpl hi hl' t d orne of e Jroblerns w ich were 

more cbv· ous during the discussion •,:i th the respondents. 

An attempt s ould n0\'1 be made to discuss some 

possible solutions. 
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The po sible so ution 

in se tio 5.4 m J 

fac or a f c ing c . I 

br"ef o·tl"ne of the solut'o s 

0 1 ::l 

be iv n 

particular asis o c> a1d"ng faciljti s, Tra·n·ng 

pro ranune anagen.ent a in1ple c=an t.ion, £..i.nnncing 

the post-graclua ·e train· 19 funct ·on, the rem ne a ion 

of tutors in th train"ng instit tions a d so 1 1 

problems. 

5.5.1 Expansion of 1rainino Fac· lities 

It has already been mentioned in section 5.4 

that to send employees abro~d for training is an 

expensive exercise and should therefore e ·educed 

as much as possible. In order to reduce it, it teuns 

that the present training fac "lities for JOst-gradua·c 

progranunes should be c ·panded 1. th a vievl of 

providing enough space for both the number which 

is bein trained abroad and Joca ly . It ·s therefore 

import nt o car out ~ fea i il~tj s u o the 

possibility for this expansion, by a body such as 

the Directorate of Personnel ·anagernent, \'lhich is 

the body currently dealing with the manpower planning 

and development, both at Govern ental and National 

level. The Directorate of ~ersonnel ~anagement 
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could be a sisted b the fin~ of ation, l ich 

slould be in a po ition tog v d on t e e 

manpower. I d str~ shou d a_so si 

they can do eir o JTian o· r a l .. ing ss 

in giving a forecast on the manpower req'irinq 

training . 

'rhe capital investrr.e11t i valved in this 

expansion will be qt j e substant · al. Hov1ever, a .• 

already di~cussed in secti n 5 .. , i is necessary to 

spend it no1 as a long-tern investment, than to 

postpone it because postponement might lead to more 

expensive ccveloprnents in the future . I>oreover, as 

already discussed, both the Government and the 

Industries should contribute to\'lards the achievement 

of this goal, so that the expen~e is sha~ed and 

therefore less demanding for the Government. 

The expanded space should include full 

boarding facilj ties to overcome the pro 1lem of 

acco mond ~io1 as a lonq-tc 1 so tion. s or(.-

term solution wh1ch might e en continue to be used 

in the long-run, sl ould approach this p ~oblem 

differently . Lecturers could be sent to the 

E ployers' premises to conduct in-compan training. 

This ·will r~duce to the siJTI_ple duty of only 
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accommod~ ing ~he ecture tns 

learning could also be use to ace 

utions o~ 

odqt train"'es 

during t .=ir vacations. Th sc tv10 ap ranches coul 

go a long .._, y in red cing th_ existi g accommod tion 

problems . 

The problem of liter.at1re can be solved by 

creating a specific e<>tablisl rncnt for Literature 

production and updating ~d th · n the country. 'l'he 

scarcity of litera ture is due to importation restri­

tion and the absence of suitable facili ties for 

local authors . Several people have tried to write 

books locally but they encounter some limitations 

such as inadequacy of secretarial facilities and 

research funds. If a specific organization is set 

up to fund such 3ervices ~or Authors, it might help 

a great deal in literature production. 

5.5.2 Training Proqramrne Monagernent and Implcmentaion 

. One of the major problems which \'las mentioned 

by the respon"' ts v:nch has b en pointed out 

at section 5.4, ls the lack of a proper sche e of 

service \·lhere trainees v1ould know the rewards they 

would get after training. A proper scheme of service 

with respect to training, and common to all 

organizations, should be made mandatory. In this 
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schc e of serv:tce, loy r sh ul hav I ovis · 

for re' rds af er tra · i1 g .. i ld 

,o i a e lo ee 0 e ·eluct n to 9 0 

tra · ning, but l. t v·oul d al o en co r e e ith 

social. problems such a s family 1e lfare, o 

prepared to sacrifice some of their time w·th the 

hope of ge~t~.g better rewards at the end, and hence, 

raising the stan ards of living of tleir families. 

Organizations should so be requested o 

outline a specific training procedure for any 

person in a managerial post, and a very reliable 

method of trainee assessment. This is to curb on 

the problem vThere organizations send their employees 

for training \oJhen the r are too old, or when they are 
. 

already holding big posts and therefore l ·able 

to resist. Organizations should therefore try to 

send th ~i · managers for training when they are still 

relatively nevr and hopefully, relatively youn<J to 

avoid resista. ce from them. This could possibly be 

achie ed ly hav~ g .hereb 

the new ewployees are put on-the-job tra·l i1q for 

one year in the plant and then taken for a tv1o 

year post-graduate training, after 'tlhich they are 

apoointed to substanti "'C posts.. This is a ready 

being done in organizations such as the Ministry of 



Trans or ' d 0 ca ".., it r g t 

Engineers a d also, r'c 0 cr n 

Light· ng. d pr c c 1 tr i n 

in the t =t nees ci 1' ary rcc.s, a this c be 

done more effect vel, j th nya .. plo ers 

Associ a ion is invol cd, so t. at the ..:.n us rie , wl.ich 

are its me bers can be fully invol.•ed in the trnininc., 

function. 

5.5 . 3 Fi ncjng of the 

Programme. 

Training funds should he admini~tered by 

a statutory body or a counci appointed by the 

Government so as to monitor its use and be in a 

position to have a forecast fo the future . There 

should be a fixed contribution rated as a percentage 

of less than 1% of each registered organization's 

total assets , so that there is no resi tance fror, the 

Emplo ers to contribute towa1:ds traini g or to 

take em o ecs f r training. 

The above vmuld hel, the Governrnen t to raise 

grants locally. These qran ts, should help in the 

expansion of the tr :i.njng jnsl:itut'ons, and payment 

for train·ng expenses. 
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•r e clai of re r e et 

1 ry l y employers -vr o ·r in thei 

or tl 

loy 

r n 

s. ould 

be scrappe since soMe or anizatio s chc t in order 

to a·:c profits from the sc e e, lit o t ctually 

sending e.mploy es for trai;1ing. 

5.5.4 Remun ration of Tutors in 

Institutions. 

Tutors should have remuneration schemes wher · 

they should get attractive fringe benefi s. Factors 

like more effective ~nd attractive facilities for 

publications, and vle lfare such as nedical tCl."1TtS, 

housing and ·schooling for ch:i.ldren should be taken 

into consideration. This could help the Government 

to ~~tain more tutotrs in the training institutions 

instead of having all the competent people preferring 

better paying jobs in industry. 

5.5.5 Social Problems. 

Social problems are difficult o deal t,.Ji th 

sine~· the ar varied and therefo -c findlnq one 

optimal solution f r all of them is not easy.. At 

the moment, their impact on post-graduate t:.rctining 

is not as substantial as the other problems 

discussed above. They should therefore be dealt with 

after handling the other more pressing issues. 
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5.6 Appronriate Traininq 

Proj 

From the -oregoing dis .. ussion, it can be 

seen that Proj~ct ana ers harA 1idel·r v, r ·_a 

training backgrouncls. They are recruited fron 

among people \-Those background is biased to Agri cul turc, 

Engineering and general Adm'nistration. 

The training scheme for Project Managers s ould 

therefore be designed to qet rid of the particular 

defici encies.of each prospective manager. Although 

well - established progrrufu~es for executive 

development are available in places such as Kenya 

Inisti tute o f Administration as already outlined 

in section 5 . 3 , they do not cater en tire ly for the 

specific needs of Agricultural Project anagers. 

There should therefore be an appropriate post-graduate 

training programme for Agricultural Project 1anagers 

desig~ed to meet their specific objectives . 

5.6 . 1 Objectives of the Post-Graduate Training 

The objectives of the post-graduate training 

of these managers are to curb on ma.1po•t~er turnover , 

to build the Ministry • s required manpower and to 

overcome the exisit.ing problems of Agricultural 
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Project a e. ent. h tra ·1 · 1g sl ld bt:: not 

0 the t pe of project s 0 a 0 

be based on the t ac. gr u. d a ro1ect ager 

had, and al at tern t chou! e ad to s t. s y is 

needs. 

The cffecti"eness of training can onl be seen 

by evaluating the results o er a long period an0 ~ith 

a large number of tra·ned project managers. However, 

indications suggest tl at while training cannot 

guarantee success, its absence greatly increases the 

likelihood of failure. Ca,·efully design<2d programmes 1 

combining formal and informal instruction, 

vlith on-the-job training, provide the best chances 

of success. 

All the problems mentioned above result in 

labour-turnover. Labour-turnover, has been high in 

project management due to aspirations by project 

managers to go for post-graduate training so as 

o better their re ner~ io~. 71·s aspiration has 

also been due to the fact t.~at people want beter 

positions .o~hich they cannot get in the t> inistrv at 

the moment and therefore, the resign to join other 

firms "Y1here they can get better positons and 

better re uneration. 
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Project managers have also been resj gning 

because of 1-ck of job satisfactjon. Th~s ·s d 

to t e act hat t 1ey do not have po 'ers b con ro 

the projects financ'ally and they arc also 1ot 

given powers to recrui or discipline their sta-f 

ithout approval from the 'jnistry Headquarters. 

It should however, be clarified to them hrough 

training that this is a laidout policy designed to 

safeguard matters of Public interest, but there 

should also be greater collaboration between them 

and the Ministry- Headquarters. 

Another factor that leads to high labour­

turnover is the fact that the project managers are 

looking for better living standards whicl. are not 

available in places like Iandera 1 Garissa 1 and 

Kachiliba, where the climate is not enjo~able. The 

Government has, however, already recognised this 

problem and is working on it. 

Some ways of compensating for these geographical 

factors have been introduced for example, payment 

of hardship allowance, and interest free loans for 

buying refridgerators. 

A possible approach to sol v:i. ~~ th0se proh) ~~ 
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is discussed belo~. 

5.6.2 

The Ministr r of , gri nl ture should have a 

clear scheme of service fo Aqric ltur.al Proiec 

managers vlhich will finally end up to be a ,,f:. - 1 

defined manpower policy. There should also 

be a Training and Development polciy v-1hic;h shou c'! 

have a cla~fication on f ture pro~cects for the 

employees extending over at least fi vc years. This 

clarification could help in reducing the manpo ;er 

turnover arising from ncertainties of the employees. 

The Ministry should have a clear trainin9 

programme from the time of recruitment to the time 

of appointment to the post of a project manager and 

further to that of a project co-ordinator. There 

is also need for at racti ve remuneration to reduce 

the rnanpm·Ter turnover arisinq from better 

rernunera ion els ?he e . Remuner tion should not be 

improved by salary increment. alone, ut also by 

reduced taxation , provision of transport by the 

Employer , housing and provision of staff loans , ,.,hich 

·~·ould be very attractive economically. These 

measures should be supported by the training geared 
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to overcoming the c:'sting nroblems of rgricultural 

p ·eject rn agernent s out in_d in the traiii · ng 

sc erne belo ... 

5 .6.3 

It appears that in the course of training 

Agricultural Project manaqers, the problems vJhj ch 

ar-· se from the wide range of their specialities 

should be got rid of initially, through on-the-job 

training after which they would be in a better 

position to take a common post-graduate course in 

Agricultural Project management. The suitable 

training scheme would be as outlined below . 

1st-12th Month - On-the-job training conducted 

in the project manager• s profession 

or speciality , for example , a 

civil engineer vJOrking in 

an irrigation scheme. 

13th-15th Month - Tour in other types of ?rejects in 

a properly planned scheme , to be 

familiar with what happens in other 

projects . 

16th-24th 1onth - To be spent on the · proJect site, 
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plus oc asio 1 tours to o her 

o ct ~·~cs s ell a vis't to 

ead~u r ers to enable en o be 

con '!:"sant oJith th ni:-t ' 1 S 

administrative activities. 

25th-36 h onth - Post-graduate Diploma in Project 

management. 

During the first twelve months, a lot of 

appreciative training will be necessary. This will 

enable the people from various fields of specialization 

to familiarise themselves \'Tith their project work. 

This appreciative training should cover a period of 

24 months so that the famil ' arisation can be 

reasonably wide in scope . 

During the 25th-36 month, there should be a 

post-graduate Diploma course. At the commencement 

o= the co rse, t c pros ecti ve Aqr · 11 tural Project 

managers should alread be familiar , .. 3th the ·basic 

problems of Agricultural projects from their 

experience during the past two years. 

The purpose of the post-graduate Diploma 

course is to teach the project managers the 
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tec.n·q es of dcal'ng 1 th 

This co rse . ould e o fe · 

L~s · c r 

oca ly 

Agricultural school. The school coul estal lished 

within tle instructure of exjsting t aining 

institutions but if eccss rv , · t could c 

introduced as a separate establishment, if the 

number of trainees is la ge enou h to warrant it. 

After the three yea s post-graduate traininq, 

the trainees would be ready to take up jobs as 

competent Agricultural project managers. This 

training and development should, hO\#Iever, not end 

at this stage. The ones who are interested in further 

studies should have arrangement:s made for them to 

proceed to Masters and Doctorate degree levels. They 

s~ould also tcke part in workshops and seminars 

locally and outside the country, and they should be 

encouraged to become members OT rofo~sional bodies. 

They rould , then become pro'ect co-ordi na ors. Th 

ones who do not opt for further academic studies, 

should be given frequent short courses and partici­

pation in workshops and seminars locally and outside 

the country. The people taking this option should 

also be encouraged to become members of professional 

bodies after which they would become project co- ., 

o-r-dina tors. 
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The cou se conten 

tr in p og e to 

3o h months, 1 tinq 2 

some detaiJ below. 

o the ost-g 

o fe 

onth.., is ou · in 

5.6.4 The Post-Graduate Trainina Co1rse 

0 

in 

The co 1rse should include topics on the 

techniques of labour to e ~ose trainees to the 

methods of delegating powers, and to ma~e them 

understand the extent o the responsibility and 

authority within the orqanizational structure of 

the inistry . The principles of the co-operatives 

scher ca should be covered to enlighte:-1 them on the 

activities of co-operatives in t.e country and to 

show them ho\ th~ co-operatives can be incorporated 

in the master _ c n of Agricultural Projec s 

especially in the aspects of Extension services and 

cred't schemes. 

The techniques of co-ordinatlon, decision 

making , policy-making, and communicati.on should 

be covered as v1ell as behavioral sciences, human 

relations management and induntrial relations. 

These topics should be treated in relation to the 

utilisation of human resources in projects. 



Pe son cl me. 

train'nq and dee opment, 

recruitrr t, 

dlu ion· t c ig e 

are · c uded, shou d co h _ e 

trainees on the pti is ti n of th me pm1 ploy 

in rojccts 1 and to ena c them to eve lop c abili t 

to de a 1 ui th disc· plinn · 1 atters s1 oothly I 

according to the Governmen L' 5 code of regula t · ons. 

Financial management, Estimate ·I Bt·dgetin9 

and costing r,o;ill be vital b cause there are man1: 

financial transnctions in the implo~entat·on of 

projects. There are many other .Problems v1l cih may 

not be included here, but ··1hich the project I!lanagers 

will come across. The rnana9ers should therefore 

cover topics rel.1ted to these problems for instance, 

office administration for running offices eFficiently, 

work study for maki n9 sure that v10rkers operate 

under the most appropriate conditions, scheduling 

and routinq to beat project deadli _s and quality 

a::ntrol !1'1 ' ntain a high standnrd of w~rk . 

Control is another iroportant a~ ect o~ 

management which should be considered. They should 

learn the techniques of .I?J anninq and control of work, 

inven torv control 1 purchasing , sales and marketing . 

It is also essential for them to cover the 
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General pri ciples o law. 

After c veri g t ~ theor~'"> · 1 

tra · nees need to 1 arn +-he mctho .. o rc c 

project re orts. This s ould be a ~iled 

assigning the case study projects to ~ar v o 

write project reports at the end of the c ~e studies. 

These case studies can be carrie.d out t ro ghout 

the 12 months post-graduate tra · ning course, Ti~h 

the J ast 3 months being spent on the pre:-u:r.ation 

of project reports . 

5.6 . 5 Final Remarks 

The ist nf topics given above is not completely 

exha sti re, but it is a guideline for preparin9 the 

scheme of "mrk for post-graduate course. The trainees 

should be awarded a diploma in A.gricul tural Pro iect 

management at the end of the course. 

The discuss .... on outlined in this chapter has 

led to the s ecific recommendations made in the 

last chapter \oJhich follows. It is hoped that 

these recommendations will be useful in the tinistry 

of Agriculture ' s efforts to build a stable skilled 
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labour force for t e 

that urthe tai 

will be carr·ea out t 

manpower as a vhole. 

icul u 1 P ojec , an 

s 1 to tis on 

m o ;,inis .... 

It is also hoped tl1 .. t if the ini:-try ccm 

outJ ine this kind of programme for their employees 

at the time of recrui ment, the employee: would e 

abl~ to foresee their ftt re prospects projected 

over a period of 5 to 10 ears 'fhereforc, when 

they take up the jobs, they should no longer be 

havinq the element of uncertaint_ . 



6 . l. C elusions 

Agr.:.cultural Project o-ordinators and seuio 

Personnel in the ~itlistry of A~ric lture, seem to 

agree that the prr..-sent Agr · cul turaJ reject man· qcrs 

are not adequatelr trained to manage Agric lt ral 

projects efficiently. 

The Agricultural co-ordinato,·s and the senior 

Personnel in the Ministry feel that if the _reject 

manpov1er is not v1ell trained, then the projects may 

eventually fail. 

}any project managers currently employed by 

the .t-in:istry of Agriculture, feel that they need 

further training in subjects relevant to project 

management , hence it · s 1110rthwhi le to have a speci ic 

trainin pr rnrnMc or i,... ,, · ra 1 Project ro n gers. 

A formal training ro~.: ra.nm.e for Agricultural 

project managers has r.ot been established vet. 

The present training progran~es for 
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prosp ctive l i ultu c 1 proj ct; m nag rs o not 

include all the necessary technic~} and nagerial 

skills. 

It appears that the training curricula in the 

present training institutions would h~ve to be 

changed if tile graduates from these institut·ons are 

to become competent Aqricultural project anagers 

without post-graduate training, and in this case 1 

both the course content and trai ing d~rations would 

have to be extended . This would, hmvever 1 be a 

difficult e.·ercise . 

The present Agricultural project managers are 

keen to go for further training to improve their 

competence as Agricultural project managers , hut 

more so , for personal development. 

~~en Agr · cultural project managers are 

takeri for furtt~r training, they do not always 

go back to man projects. Therefore, post-

graduate training alone might not le to the 

avalability of enouoh qualified proj-ct managers , 

unless it is accornpani~d with some other incentives. 

The study has shown that the traininq needs 
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for A ·cultural p oj ct anagers a e i the 

area o naqer· sk ls. 

A wri tte11 raininq pol' cy for Agric 1 t 1 

proje t managers has 1ot et been p oduc din 

. 
Kenya. t sec .s necessary to introduce a post-

graduate training proqramne for prospective 

Agricultural project managers whose course duralion 

could be three years and to develop a training 

policy on its basis. 

6 . 2 Recommendations 

Since a written training and manpoHcr develop-

ment policy doc~ not seem to be in the Ministry, a 

su. co~~ittee should be set up to draft the poljcy 

and hence produce a pol.icy document for the 1inistry . 

. A sub-committee should be cet up to looY. 

into the possibili~1es of e ~ablis in a ci i 

training progranme for Agricultural project managers 

as outlined in s~ction 5.4.3 , and if possible, the 

programme should be esta lished. 

A study should be carried out to quantify the 

current labour-turnover vJith ·. a view of finding 
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out the pos ihle met ods o - r due 1 i to al 

a build- p of the i~tr 's po, r. 

rhere should · a tra · ning officer and a 

training comm'ttee whose duties are o co ord]n e 

the training program.:nes at d to col1 ab rate vli th the 

training institutions, the t1inistry of Aqrj c·1lture, 

otl er Go ·ernment inistries, and the industries ·thich 

need the services of Agricultural project~ nag rs, 

so as to J.mm·: the ype of sk.' lls and training needed 

by the Agricultural project managers. Although the 

Directorate of Personne ~anaqernent recommended that 

each Ministry should have a training committee as 

far back as 1979, no committe has been formed by 

the inistry of ~griculture. 

A model programme of Po t-graduate training 

for Agricultural project manager~ joining the 

-1inistry of Agriculture should be drav1n up by the 

project nag . n 

Training and manpa er development sectior. This 

should be done in collaboration with other sour.ccs 

such as the Directorate of Personnel managemen , 

Kenya institute of Administration, and the Project 

managers in the field. 
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he ost-g ad a e tra·ning rog e f"or 

Agr· c 1ltural projec na er , 0 c. in 

sl ould be rovi wed f em ti1 e to Il to in cor orate 

the technica and managerial .h n .. es. 

Wnen Agricultural Proiect manag~rs ve 

finished their three year pos ·-graduate traj ning, 

they should be given the facjlities fo further 

training and should be encouraged to bee me members 

of professional bodies. Their ad itional ach · e ~men~s 

could be considered durin heir performance 

appraisal and consequent promotion. The ty e of 

Professional bodies being recommended ar.e 

equivalents of the Kenya .r-•edical Association , the 

La,, Society of Kenya, the Association of Radiographers , 

and the Insti ute of Engjneers of Kenya. 
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