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The paper considers the importance of specific kinds of labour
market data as an input to the planning of industrial training. Methods
of collection are discussed with special attention on forecasting methods
actually used by firms. Several data and survey activities of the Kenya
government are considered and suggestions are made for possible improvements
through reorganization and interagency cooperation.
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Manpower Planning and the Provision of Training

Introductions

The importance of quamtitetive data as an input to economic
planning and policy formation is well recognized. Indeed, the establi-
shment of a statistical bureau is one of the first priorities of a deve—
loping country in order to provide the data base against which progress
can be gauged. The promotion of effective, rapid industrializetion is
one area which demands planning and for which the planning of human re—
sources (manpower.planning) plays an integral part. As Zymelman Zf§:7
points out, experience has shown that planning for humcn capital is
often more difficult than for physicel capital. Manpower planning is
especially critical in courtries such as Kenya where emplovment crea—
Tion is a major policy objective and significant weight is attached to
the role of the industrial sector in providing a growing share of total
employment, When an industrialization program is faced with an initial
shortage of skilled labour, planning of the manpower component implies,
a fortiori, the formulation of appropriate training schemes. This "im-
plicit demand for training®™ which is embodied in manpower requirement
data means we must also obtain specific data on the nature of the relc—
vant industrial skills required to fulfill the overall objectives of
the development plan, and thus identify the possible ways in which tra-

ining programs can provide thesec skills.

In this paper, references to training will usually refer to
industrial training in 'employable skills' as distinct from more general
'educotion' which develops broad cognitive abilities which are besic or
preperctory to actual job-determined tr~ining. Of course it is foir to
say thot o welldesigned 'troining' program will have distinct feedbacks
to the 'education' sequence which precedes it. Thus 'training'! will ine
volve either the teaching of an exact job or of 2 set of exact skills

necessary to the performance of o given job or set of related jobse

What kinds of dote are likely to be important to determine tra—
ining needs? On the one hand there is the demand for skills which is in=
ferred from labour market dota on the industrial, occuprtionnl and skill
composition of the current labour force, a projeciion of future changes
in demand for labour by skill catcgory, and a measure of job contart and
thus of the training required for the existing and future labour stocke.

On the supply side, planners must know which institutions and firms are
providing which kinds of traininz, for how many people, and in which skill

types and levels,
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It is when we bring the figures on demand and supply together
that we revsal areass of surplus or deficit in the skills required for the
rlanning periocd,thus indicating where adjustments in the form and /or
magnitude -of . the training outpul are necessary. Of course this view imp—
liez a causality, with the demand for training indveing apprcpriate supply
responses. -But we can more realistically take the view that planning is
a simultaneons. interactive process in which feedback from the supply
constraints determine the range of acceptable demand  parameters and thus
the gverall manpower plan and its f=asible goals,l For our »resent pur—
pose, however, we neecd only assume thet every possible effort will be
made to accommodate supply to demand in order to facilitate the expansion
of industry and employment as much os possible, This is a »easonable app—
roach where our mgjor concern is in the plamning of aporopriate training
facilities and less in the actual short run outcomes which ars affected
by current supply constraints.  In short, our aim is to reduce these

constraints through the provision of training,

The focus of thi

0
3

[

raper, then, is on the probiems of obtaining

4

accurate labour market cdata cn the demand for training which, as direct
measure of labour market reality, will serve ac the best guide for modi-—~
fying our 'dependent variable® —- the industrial training which is supplied.
The paper is arranged as follows. In Section I we consider objectives in the
planning of training and cvalucte possitle alternative techniques for obtai-
ning the necessary dats. Some preliminery evidence from a recent Kenys
survey is presented. Section IT briefly reviews the various datae—colle—
cting activities currently used in Kenya, the manpower forecasting methods
uscd-in planning, and their usefulness as ‘inputs for training design.
Finally, Section III contains sugeesiions for improved data collection

)

and conclusiocns about the use of labour markst data for training.
1. Menpower Methodology and Deta for the Planning of Training:

We can identify two major objectives in the planning of training
First. when a country is faced with an initial shortage of skilled labour,
as in ¥enya, a mojor goal is to creante sufficient training facilities not
only to provide for new requirements over tims, but to overcome the currsent
numerical gap as well, and thus rcduce the bottlenecks .which can limit groe
wthe This mus¥ be- a somewhet graducl process if for no other reason than
that training takes timec. Second, an important considerstioci is not only the

1 This is a combination of ‘'manpouwer forecesting® and' social demand pro-—
jections®, See Blaug / 1 / for a complete discussion,
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volume but the specific skill content of the manpower demend, and this

requires direct labour market fleedbaclk.

Of course meny countries, including Xenya, already have an
institubtional structure of trainrins which involves both public and
privete facilities providing training of various types and lsvels and
with a veriety of purposes in mind. Nevertheless, they all require up
~tc—date labour market information in order to be efficient in their
primary objective; the creation of employable skills, Yet exdisting.
facilities differ in their access to such informstion, - The nature of
a particular treining facility will be determined by educational philo=—
sophy, budgel constraints and, for non-employer operated schemes, by

conditions in the labour market for which the training is intended.

There are three paremeters” of training th-t can be affected
by the data input to planning: 1) structure -— whether training should
be public or private, formal ox informal,; on—job or institutional,
horizontally or vertically integreted, of what duration; 2) Scale— the
number of facilities, the number of trainees, the rate at which gradua—
tes are produced; and 3) Content——the general skill arcas to be covered
and the specific curricula for each, the proportion of theory to applied
woriky and the possible combinetion of on~job and institutional instru-
ction, We might ask if therc is an alternative fo the use of systemati-
cally obtained latour market dats for determining these narameters, Pub
anocther wey, should informetion on training needs be derived from the
data of manpower planning and forceccesting techniques, or covld we simply
provide a broad array of institutional training options amcng which
firms and individusls are frec to choosey along with on—-job programs run
by firms? There are obvious recasons why we should find this approach
unsuitable, It would mean the nrovision of institutional training in an
infermation vacuum without regard for actwal labour market demand for
the various skills., There wcuLfbo no mechanism for identifying changes
in thesc demands except through a very lagged indicoation via a change
in use of particular traininz options. Equally undesirable would be the
waste and inefficiency from the provision of inaprropriatc instruction
(content) and duplication of effort due to a lack of ccordination and
cooperation among facilities, IMurthermore there would be no measure of
effectiveness based on a comporison of the labour merket performance and
experience among indivicduals from different training backgrounds. -A
"b1lind® provision of training idthout infermed planning and followup data

would have no capacity for self—evaluetion and modificaztion. Finallyy
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there are likely to be firms wiich require certain types of training which
are not available and which they are unable to provide themzelves for
economic reascns, so there must be o mechanism for identifylng and provi-
ding for these nceds,
It is clear that decisions on the structure, scale and content of
7
training should depend on deat. inputs from the labour market. In Kenya this
(<] & a2
probler was addressed squarcly by an internal paper of the MHinistry of Labour:
"So fary, the expansion of industrial training in ¥enya has becen
directed by intuition and in response to yressure fron the industr—
dial partics rather thean by systemetic analysis of requirementS.e.
As the cepatitiss of the training institubtlons grow, however,
and the backloge ars covered in one arca after the othery the
risks increase that 2 purcly intuitive and responsive mode of
resource allocation will lead to misinvesiment, either through

overproduction of certaln skills... or through nezslecting sk%lls
which are not yet rzpresented by organised intercst groups,”

A plan for industrial training should, be a system for comtinuous review of
resource use in the light of an incoming flow of data, reloted both to the

treining activities and to the labour market.”

In the literoture there i3 zmple criticim of training which is

&
unrslated to actual job conditions% Appropriate trainiig nust have some
communicetion with the labeur merlet through & flow of dats . How might this
flow be established through the usce ond extension of exdsting manpower pla—
nning tcechniques and data sources in Kenys?

There are twe things we wish to measure, Tirst, as mentioned in
the intreduction. we want to linow tlie structure of the existing stock of the
labour force in terms of its skill composition; industrial distribution, and
any current shortages. This'stock! data is perhaps casiest to obbtain.

Direct surveys of cmployers, ncrhaps based on weighted samples, will be -
sufficient if carefully administered. Such surveys provide sdded advantages
as thev offer an opportunity to discover the cxtent and nature of training
programs within industry cxn o rcgular basisy to form 2 rough picture of the
floy of skills by way of changes in stock over time, and finally it may be
possible to identify new skills as thcy arise and demand begins to grow for
them, duc to changes in technology for exrmple. The sccond ncasure we
require is forecasts of the futurc level of demend for existing skills and,
if possible, some indication of new skills and job tyres thet may arise, tc

the extent thot these can bs anticipated in advance « It is in the area of

2 I;IIOL/F-"T;’D [“_7../7 Pol

3 Ibil,p.2 | )

4 For example Staley Zf§m7 and lictloun /L6_7} The theme of occupational rele—
vance in training is consistently nointed up and is zeparate from the debate
over the validity and efficiency of 'vocational education® as discussed by
Foster /NB“/ and Blaug 772
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forecasting that we encounter. prceblems of reliability and accuracy in the
cata and in the {tschniques used. lonpower plamning has tcended to emphasize
current shortages and their cxtrapolation rather then,the dyramics of
general growth patterns for all emmloyment categorics, but manpower planne—
ing must be a function of growth =rscas, It is the latter which we most desire
to identify,
In his review of manpower planning techniques, Zymelman /~§L7 de=—

goribes the four principal, conventional approaches to the forecasting of
occupational structure:l) trend projection or extrapolationg 2) international
gomparisons based on given productivity levelss 3) estimation by direct
surveys of employers; and 4) special studies of specific industries. The
intent of sach of these is to tie industry technology to an occupatienal
(skill) structure in some predictable manner. While each of thesc neihods
has ¢lenents to reccommend it, &t least in theory, we con analyze cach spe—
sreining.

cifically in terms of its practicnl usefulness as-an-input to

Method (2) is nmore suited to the introduction of an industry for
the first time than to menpower plarning for already existing establishments
who will, in any event, manipulate productivity, inputs and oubtputs accor—
ding to local conditions which may not be duplicated elsewhcre. This app—
roach alsaﬁﬁﬁgfﬁfo rely on agregzote occupational categories (coge,adminie
strative,/skillea, etce) which are uscless for sctting up job specific
traininzg as they can only indicate the reclative megnitudes for emphasis in
the overoll training structure. Specific skills are required to determine

training ccntent.

Mcthod (4) could hc very uzeful in select cases but since it only

reclates to a particular portion of training regquirsmerts it could not serve

D

8 a general guide for a comprchensive training prograii.

.

Method3(l) ir practice often suffers from the seme limitation as
(2); too broad occupational cotegories. Morsover, such projections tend to
rely on technicel data which is simply not available in developing countries
with short industriel histories; c.g. long term data on oapital/lahour/out—

put ratios which provide thc base for extrapolaticn,.

Method {3) is generelly dismissed as a very short run technique,
but one which can provide a uscful check on other methods of forecasting.
In fact, the regular usc of dirzct surveys may eventuelly rceveal some of
the long term rclations of technology, output and occupational structure

n verious industries in developing cconomies, thus contributing to the data

.

base which can meke methed (1) morc reliasble., In particuler, the direct
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approach is well-suited for obtaining data which hes tic necessary occupa—
tional detail tc determine treining reyuirementse (eo.ge rather than 'skilled!
we heve ‘mosons, fitters, welders', etc) Thus the subsequent aggregete
projections of needs can bc in terms of the detailed ekill requirements for
the occupations which training must scrve,
W If the important qucstion is to dstermine the’size and type of
the educational systcem thet provides the skills, w: have to group
deta in accordance with the type of training provided...
The best data that cen e obteined of the occupational structure
of the labour forc is ot the establishment level,™

Direct surveys, in conjuciion with subscquent ecxirapolation, emer—
se a5 Ybest! for our purposc of obtaining both stock and forecast data for
the deteilcdplanning of indusirial trainings The level of aggregation and
degree of accuracy of date collection are a function of the use for which
the data are intended. The design of trairing cbviously requires cdata on
specific occupations and their sikill coxntent. In:addition to providing
this important detail for+irend projections, direct survegfmake'it possible
to monitor new skills and. job typcs as they emerge in thc labour markct,
thus "allowing more rapid ( albeit still ex post) adaptation of training
facitities to the fulfilment of ncw needs, These survcys can also be used
to discover the.extent of in-housc training schemes operatcd within some

£

fims. - .

A Xcenya Survev: Some Preliminary Findings.

In a direct employver survey we find that not 211 firms will in Pact
calculate their own projected demand for skills; nor sheuwld they if their
own cmployment is small and their recquirements easy to fulfil, But fer
those that do project, we car usc the dat. in one of two wayse. It can be
used ag a check against independently calculated aggregete forecasts, or
it can be uweighted by sample sizc and used to actually crcerte thc aggregate
forccasts after being adjusted for the predicted effects of macro variebles
on the micro projectionse (ecezs the oil crisis, tax and tariff policies,
etc)‘The-use to which we may put the avoilable data will depend pertly on
the accuracy of the technigques which firms themseclves use, as well as the
length of their forecegt horizon. This is an area about which more nceds
to .be knour. Referring again to Zymelman, he describes two ways in which

irms cean translate their physical or money targe sale roduction
T 1 slate the phys 1 v targets (sales, product y

5 Zymelman /9 / pps.61,63

6 .one cannot overcstimate the immortance of these internal training actie-
vities of firms, It is obvious even to thc casuel obscrver that most
labour skills arc not acquired formally but tlrough on the—~job experie—
nce and instruction. It is clcarly importont to learn morc about this
training, This is one of the goals of an ILO projcct describved below.
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forecasting that we encounter. prcblems of reliability and accuracy in the
data and in the tzchniques used. lonpower plaanning hss tended to emphasize
currcnt shortages and their cxtrapolation rather than the dyrnamics of
general growth patterns for all employment categorics, but manpower plann—
ing must be a function of ergwth =sreas, It is the laticr which we most desire
to identify,

In his review of manpower planning techniques, Zymelman /H§ 7’de-

goribes the four principal, conventional approaches to the forecasting of
occupational structure:l) trend projection or extrapolations 2) international
gomparisons based on given productivity levels; 3) estimation by direct
surveys of employers; and 4) special studies of specific industries. The
intent of cach of these is to tie industry tcechnology toc an occupatienal
(skill) structure in some predictable manncer, While ecach of thesc ne hods
has zlements to rccommend it, &t least in thecry, we con analyze each spe—

cifically in terms of its practicnl usefulness as-an-input to treining,.

Method (2) is morc suited to the introduction of an industry for
the first time than to menpower plamning for already existing establishments
who will, in any event, manipulaite productivity, inputs and oubputs accor—
ding to local conditions which may not be duplicated elsewhcre., This app—
roach also tengds fo rely on agregate occupational catsgories (e.g.,admini—

- clerica

strative,/skilled, etc.) which are uscless for sctting up job specific
fraining as they can only indicate the relative megnitudes for emphasis in
the overall training structure. Specific skills are required to determine

training content.

Mcthod (4) could be very uzeful in select coses buv since it only

reclates to a particulcr portion of training requirements it could not serve

ol

s a general gulde for a comprchensive training prograi.

Bhthbd*(l)‘in practice often suffers from the seme limitation as
(2); too broad occupational categories. Moreover, such projections tend to
rely on technical data which is simply not available in developing countries
with short industriecl histories; e.ge. long term data on capital/labour/out—
put ratios which provide thc bLase for extrapolaticn,

Method (3) is generelly dismissed as a very short run technique,
but one which can provide a uscful check on other mcethods of forecastinge.
In fact, the reguler usc of dircct surveys may ceventuelly rcveal some of
the long term rclations of technology, output and occupational structure
in verious industries in developing economies, thus contributing tc the data

base which can make methed (1) morc reliable., In particuler, the direct
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approach is well-suited for obtaining data which het tiic nscessary occupa=
tional detail to detcrmine treining reguirements. (eege rather than 'skilled!
we heve ‘'mosons, fitters, welders?, etc) Thus the subsequent aggregete
projections of needs can bhs in terms of the detailed skill requirements for
the occupations which training must scrve.
W If the important gucstion is to dstermine the'size and type of
the educational system thet provides the skills, wc hieve to group
deta in accordance with the type of training provided...

The best data that con e obtained of the occupational structure
of the labour forc is ¢t the establishment level,

Direct surveys, in conjuction with subsequent ecxirapolation, emer—
g6 s Ybest! for our purpose of obtaining both stock and forecast data for
the deteilcdplenning of industrial traininge The level of aggregation and
degree of accuracy of date collection are a function of the use for which
the data are intendede The dosign of trairing obviously requires data on

specific occupotions and their siill contente In-addition to providing

this important detail for+4rend nrojections, direct surve;/?nake' it possible
to . monitor new skills and. job typcs as they emerge in thc labour markct,
thus ‘allowing more rapid ( albeit still ex post) adaptation of training
facilities to the fulfilment of ncw needs. These survcys can also be used
to discover the.extent of in-heoucc trainring schemes operatcd within some

r<
fims., . .

A Xenya Surveyv: Some Preliminary Findings.

In a direct employer survey we find that not 211 firms will in Pact
calculate their own projected demnnd for skills; nor should they if their
own cmployment is small and their requirements easy to fulfile. But fer
those that do project, we cen usc the dat. in one of two wayse. It can be
use¢d as a checik agaianst independently calculated aggregete forecasts, or
it can be weighted by sample size and used to actually crerte thc aggregate
forccasts after being adjusted for the predicted effects of macro variables
on the micro projections, (G.g° the oil crisis, tax and tariff policics,
etc)'The use to which we may put the aveoilable data will depend pertly on
the accuracy of the techniques which firms themsclves use, as well as the
length of their forccagt horizon. This is an area about which more nceds
to -be knouwr. Referring agein to Zymelmen, he describes two ways in which

firms can translate their physical or money targets (sales, production,

5 Zymelman /.9 / pps.61,63

6 .one cannot overcstimate the irportance of these internal irsininzg acti-
vities of firms., It is obvious cven to thc caesusl obscrver that most
lebour skills are not acquired formally but through on the—job experice—
nee and instruction. It is clcarly imnortent to learn morc about this
training, Thkis is one of thc goals of an ILO projcct described beloue
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sapacity, investment, etce) into forecasts of manpower necds. One is the
rotio~trend method using a time scrics of pest eipericnce and assuming no
structural change in the organization. The second is the "normutive app-
roach! which allows for radical stiuctural change but which requires deta~
iled knowledge of labeur requircments for given technolegy, production
techniques and output levels which may be chosen. One could-conceivably
find both of these methods in use by the same firmg cene 1f a firm were
planning on growth as predicted by = trend nlus the addition of 2 new unit

of capacity to be staffed cn » normative buzis.

Fortunately some preliminary z2nd very teniciive data on the
forecasting tschniques- actually employcd by Kenyan industry is available

. )

and uc can cxamine it in terms of the standard techniques described above.

This information comes from a Survey of Industrial Training (SIT) carried

out for the Dircctorete of Industrial Training by the Employment Promotion
Division of the Ministry of Labour, with advice and financc from the ILO.

The purposcs of the BIT arc to dcotcrmine the detailed training needs of
industry by occupation, the siill content of these occupations in the hope

of deriving standerd occupationzl clessifications bazed on common termino—
logy for Kenyva, and the cxtent of training activities existing within firms,
The SIT will be further discussed in the following sectione One phase of

the projcct, however, wes an in-depth personal intervicw of a random sample

of G3 firms chosen acress 2ll industrics and cmployment sizes., It is from
somc of these interviews that the informotion in Table I is drown. We again
stress thet this deata is hased oa partial rosponscs (3? of 83 firms) to a
subjective question asking whet forecasting tcchniques, if any, are employed.
The size breakdowns are arbitropysnevertheless some intercsting patterns appeor
whose implications could form the basis for further investigation. For example
one would not expcct very small firms to reguire.or use any long term plae—
nhing methods and, in the samplc, nonc did. Within this group there ucre

a disproporticnate number cf building and construction enberprises which are
somcthing of a special casce Zxecept for 2 small core of nermancnt employees

(usually the most highly skilled) they 'hire and firc'

by the comtract from
a *pocl' of workers which the ILO cstimates at about T7C to 80 thousand in
Kenyee Most of these firms do have a notion of the retio of labour to co-
ntract value per ycar, but this veries by type of job and among firmse. They
havc no trouble procuring gencral unskilled labonr but face a sericus shor—

tage of skilled artisans and tcchnicians, and especlally foremcne

As we lock at the cotegorics of larger firms uc find most of them

using somc form of planning, uwhich a7nin is not too surprising since larger
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_Toble 1

Method' Forecasting Methods in Kenye Industry

(" of firms stating method)

Range of
Firm Size .
Rat % I
(employees) io—trend  Normet ive  Otherx None ;. Totals
7 to T2 0 0 0 12%% 12
12 to 256 1 2 1 3 1
374 to 576 ‘ 1Lt 2 0 6
1
T24 to 3605 ‘ 6 3. C . 12
1 i — 4
Totals o g 6 15 ‘ 37
% Other: includes informal giesstimates', replacement merely
for Kenyanization cnd expected retirements, and
planned intake of formol apprentices.

#% Includes 5 building and contracting firms who hire and
fire as contracts are obtcincd and completed, maintaining
only a smell 'permenent' staff.

Table 11
Manufacturing o
and Repairs_
# of firms 2993 385
employment 15,284 78,569

——

Source: Statistical Abstract 1974
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employment requires more labour menagettent dvue simply to magnitudes and
training demends. Half of those using the ratio—trcnd mcthod identified!
‘expected sales volume' as the determinant of future labour requirements.
In this limited sample several of the largest firms indicated the use of
rather rigorous procedurcs, decentralized by departments with the estime~-
ted labour ( and in some cases training) requirements fed upward from the
workshop level to top management whcre they are reconciled with invest-—
ment and growth plans., These scemcd to be the firms with learge invest-
ment in machinery, and assembly linc processcs which depend on the avai-
lability of adequate numbcrs and types of labour in order to opercte. We
must refroin from making too many conclusions at this time, but further
investigotions of the relation of types of planning %o typcs of firms and
an examination of the level of sophistication of methods wourld seem
worthuwhile. Iz particular a systemctic study of the accurosy of firms'
forecasts over time would contribute greatly to our ability to adjust
agsregate manpower and training forcecasts to the input from micro surveys.
Tablc 11 shows the domincnce, in terms of employment, of thc relatively
few large firms in the "manufacturing ond repairs'® industry where one
traditionally thinks of industrizl treining as appropriate. Since these
lerge firms are the ones employing rplanning tochniques they are obvious
choices for further study, espccially since they are the mosi likely to

be operating Hraining progrems of their ouwn as well,
11, Data Collcction and Manpower Planning in Xenyas

Having discussed some of the techniques of planning; the kinds
of data that are useful to k~ve for a training program to function effi-—
ciently, and a desirable wcy of obtrining this data, we caon now examine
the current dsta activities in Kenya which are or could be rclated to the
administration of training.

Ministry of Financc and Planning —-Central Burcou of Statistics (

(cBS):

CES maintoins a 'Register of Esteblishments' (rather than of
firms) in the modern sector which is updated continuously. The lawreau
draws on 25 different sources, some of them weekly, in order to cross—check
the Registry's accuracy. Bach year in June C3S mail/an YAnnual Enumeration
of Employeces and Self-Employsd Persons' tc every entry in the Register. At
the same time a field staff conducts an area canvas of informal sector
activitye. The mail qucstionnaire aslis for data as of 30th June. Returns
are requested by July but it is usuwally December before they erc reasonably

completc and data processing doesn't begin until April of the following year.
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The normal lag until results ere availeble is 15 months, but the '72 and
73 results have yet to be published altheugh they cre expccted soon with
the 74 data to quickly follow. The survey form asks for: numbers of
employses in various job categerics by citizenship and race, occupational
totals by sex, and grogs cash remuneration by occupation and sex for the
month of June., It also asks for the distribution of all worksrs by race
and sex over various wagt groupings, gross csteblishment sexpenditure cn
fringe benefits, and number of hours in the normal work week. The occu~
pations listed are very genexral: s.g. "Technicians, Works Fanagers, Work-

shop foreman and Ssmi--FProfessionals™ is one category and “Scmi-Skilled

¥ - . - . . P . .
Workers™ and Skillszsd Workers® are cthers. The latter is defincd as indi-

viduzls who "have passcd some Trade Test™ and is thus not ‘a trus reflection

Eal

of ths number of de factc skilled workers currently emnloyed. These cate—

gories are clearly toc broad to be of much uss in providing for specific

training.

- CBES also typicaliy carrics out a "Survey of High and Hiddle Level
Manpowcr®—The lanpowsr Survey (IIPS) ——prior to the formuletion of sach
Devclopment Plane. This is carried cut through a direct employer questio~
nnaires over a sample pepulatiorn. Ths last of these was done in 1972 for
the 1974~78 Plzn, Here, too. the occupstional groups arc brosd with the
exception of 28 manual trades for which some detail is provided, However,
the currcnt Plan states that there will be a “comprehensive labour force
survey" so thalt the government cen “taiget its progreommecs more accurately

7

on those in grcatest need¥, This svrvey has been temporarily put aside.
Meanwhilc the Burcau Is considering conducting the IPS on a rcgular besis,
indeperndently or the Development Fian, which may f£111 the same neced as the
proposcd comprehensive survey. 1n additicon, it may be possible to carry
out the next MPS in conjuction with a specizl mail survey—— tcntatively
scheduled for . ~ that is being done by CBS as onc phase of the SIT
which was discussed in Section l.... A coantinuous KPS could be o useful tool
when .such *special® guestions a5 those concerning training activities cab

be added to the stendard format as required.
Minisiry of Labour (MOL):

Witnin the MOL there arc threc suvbdivisions that are of interest
to ust
A) Eenyenization of Personnel Bureau (xPR):

The LKFB was establislhed under the Immigration Act of [ 1967. While

he Pureau does not itself issuc work permits for non-~citizens, it is chargeg

7 Kenya /[ 5.7 ,0a97
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with ensuring that citizens are being trained as beona fide replacements for
expatricte workers with permits. As the levcl of Kenyanization has risen
substantiallysover the years the remaining areas tend to he higher level
professional/énd some techniciazns who might be considered 'above! the level
of industrial training. The bulilding and construction industry is a major

exception where non—citizen artisens are still numerous.

The questicnnaire uscd by ¥PB asks for employmecnt breakdown by
citizenship and by the same broad cccupational categorics as the CBS enu~
merztion. In addition, howcver, it asks for a detailed cdescription of
'"Training and BExperience Schemes for Citizens' in those firms where non—
citizens are employcd,. This survey is sent out on a rotuting basis to any
firm which has a work permit due for expiry. Thus it is pessible for the
same firm to receiveOBhe form in consccutive months in regard to different
permits. 4 “Return/Progress of Trainees™ is rcquired every six months for
"Prainee Understudies®™ to expotriate positicns. Until last yecar, research
and dote activities were given o low priority reletive to the mere place-—
mcnt function, but this situation is changing with the addition of ncew staff,
At present information is filed by industry and employer with no overall
cocrdinaticn and classificaticn by occupations or any comparison emong firms.
Thus there zre no commen standerds or criteria. for judging the relevance
or quality of training. Neitlier is this infcrmetion sharcd with ner advice
sought from other training organizations ( such as the Directorate of
Industricl Training — DIB) ~1lthough increascd cooper-bion is ncw planned
with other parts of the MOL which ws discuss next.

B) Employment Promotion Division (ZPD):

The EPD is involved in analysis and planning in a variety of
labour areas. One of these is Imployment Exchonges. The Exchanges are
interesting to our prcscnt purtosc beczuse of their potential as a data
-gothering scrvice. The current Development Plan provides for an increasc
in the number of exchange offices, Severel reforms arc already in pro-
grcss as o result of a special study in 19735 ameng these is higher prio-
rity for the collection of labour market informction and special regard
for requircments of technical skills, If this in fect beccomes a signi-
ficant ractivity of labour officers in the various resional exchanges it
could prove an invaluable source of detoiled date on monpower requirements
at the level of individuel employcrs and on a countrywide basis which has

herctofore been difficult to achievs,

A more significant interest of the EPD is the MPS which it assi-
sts CBS in carrying out and evaluating., The MFS provides some:-projections

of thie future demand and supply of broad occupational categorics based on
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extrapclations of past employmemi/output rotios and assumptions about
future sectoral output growth, FFD has used these figures 1o project
requircments in 28 mere detailced occupztions. (MOL / 1 /)s These pro-
jections have well-recognized limitations. It was the EPD, responding

to the need for an ongoing analysis znd a long term manrower plan, which
put forth the idez of a fellow=up to the 72 MPS which wovld also fulfill
the function of a Ycomprehensive labonr force survey's We quoted from the
MOL/EPD report /-Zm/ ir secction 1. The follow-up idca evolved into the
current SIT in cooperation with the ILO, and of course the DIT. The SIT
is attempting to identify actual job titles and to obtain detailed.
descriptions of job content,; as well aos turnover and veacancy retcs in an
effort to enable the DIT to oricnt training activities more directly to
labour merket requirements. (& propesed change in DIT treining philosophy
is discussed below). As mentioned carlier, it is alsc =z first time ever
attempt tc begin to catalcgic and cixamine the training programs carried

on privately by firms. Thus the SIT is a start toward a continuing labour

3

narket enalysis end training review, £ regularly schedulced, coatinuous
¥MPS, briefly menticned in our 038 discussion, is a logicel mcechanism for
implementing the long term plan, and for Ycollection and shalysis of brom
ader cetegories of data on domend and supply of manvouer with different

. . . o 4 ~ ..
types of industrial skillSeoos ( ny unaerilnlng). As a direct survey of

employers it would sctisfy our previous conciusion about desirable data
collecting methods. Such a survey counld hopefully cllow for the study
of employer forecasting techniques os suggested éerlicr by responses in the

preliminary SIT results,

C) The Directorate of Industrial Training (DIT):

The DIT was .ecstablished in 1971 in .conjuction with the Wational
Industrisl Training Act. It plans to cventually assume admiaistrative and
techniciél supervision of all industiiasl training in Kenya through the esto-
blishment of approved curricula and of uniform testing stondards. Currently
its major responsivility focuscs on the three National Induetrial Vocational
Training Centres (NIVIC's) in Meirobi, Kisumu and Mombasa, and of course it
administers the Training Levy funds. The orgenizational higrarchy undecr
the Training Act consists of an Industriel Training Council, the ultimate
pclicy and dccision body, under which zre Industry Training Committees for
cach levied industry ( 5 at 'this.‘time)° These in turr have Technical Sube
committees to work out the deteails of training. Tach boldy hes tripartite

rcvresentation from governmemt, unions and employers. Thus there is direct

8 MOL /7 / De 2.
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communication with tne labour marlhet through employer representatives,
There is no other formal mechanism for infermotion.gethering, however, and
consequcntly the non-levied industrics are somewhat hindered in voicing
their imterests, Another limitation arises in that thc cencern of the DIT
at this time is primarily with formal apprentice and technicien training
rether than on the entire spectrum of industriel instruction. Thus the
SIT with its broad coverage is an important step for the DIT especially
since, with ILO technical supprort, the DIt is planning & major chenge to-
werd a "modular' format of instruction based on clcarly defined '"employa—.
ble skills'., This would replacc the old style curriculum of standardized,
comprchensive trade courscs waich have bcen oriented toward the external
standards of thc London City and Guilds cxominations. The neu system will
establish performance standards of lccal relevance — thercin lics the need
for explicit skill details of menpouwer reguircments in industry, and for

appropriate mcans of obteining this information.

The present structure of the sovernment bodics we have been

discussing can be roughly reprecented as in Diagram 1.

To sum up, we find thet existing data collecticn suffors from
a varicty of limitations from thc vicwpoint of its usefulness for training
plans. £lthough most survcys are implementcd at the level of individual
employers, the form ia which data is gathered and the degreec of detoil are
unsatisfactorily broad sad nonespecific. Thore are long time lags before
results arc available and coopcraticn and deta sharing amons government
brainches is poorly developed. The lack of a central amthority to oversce
and coordinate all data activities means thet some arcas of government aren'

cven auare of thc existence or format -of dota gathcred by others,.

111, Somc Suggestions end Conclusicns.

At this point we can consider some possible reccommendations based
on our summary of findings. The wost obvious improvement. would be the
establishment of a central clearing agency for all surveys. C35 would pro-
bably be best suited to assume thic responsibility. Such centralization
would avoid unnecessary duplication of cffort and could lcad to the combi-
ning of some of thc existing surveys into a common fecrmat. This would apply
to all typcs of dota, not just in the manpower and labour market area.
Central organizctiorn and cataloging would be a greut essist to academic as
well as applied recsearch both in ond out of govermment o In this paper we
have suggested that a regular LFS (perhaps cvery 2 years) could foerm the
basis for a singlc, cooperative survey among somc of the agcncies we have
nmentioned. One lesson of the SIT is thot cmployers currently feel bombae

rded, if not harassed, by the numbcr cof survcy forms which thcy continually
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Dlagram I

Organizaticn Chart

—————
%Inaustry /
:Traiming -
Committees ¢

|

‘Technical ;
iSub—Comms » |

The solid arrows reprssent existing interaction while the broken arrows
represent pctentially useful irnteractions which could be developed.

The above diagram and preceding discussion are in no way interfed to be a
an exhaustive or comprehensive reprssentation of the data activities of the Kenya
Governments They merely represent those of which the author is aware and has
had direct contact with thrcugh his work with the SIT.



- 14 ~ IDS/WP 222

receive from thc govermment and from various special study

tcams, Cooperation from firms is obviously fundamental to a

successful survey. OConsequontly an effort should be made to establish
a uniform survey format through consultation with employer representa-
tives in order to reconcile the government®s desired data with what
firms can reascuably and azcurately be expected to supply o The inede—
pth interview phase of +the SIT revealed private sector personnel prac—
tices that ranged from weli~indcxed, cross-~filed systems to complete
chaos, ( sometimes even in larger firms). It might therefore be useful
to conduct a course for personnel managers at KIA in an effort to coo-
rdinate and stendardize indusiry practices in personnel records and
data, espgcially among larger employers. If firms knew what surveys

to expect, when to expecct them, and what data would be required , and
if the governmant maintained some orderliness in the survey process,
frustrations would be reduced on all sides., The timing aspect can be
very important, During the January/February period most firms are
involved in preparing year—end reports, and multi-nationals often have
fiecld visits from corporate officers; so that they are less willing and
able to deal with surveys unless the data is already in an accessible

format.

Another area for improvement is in the supcrvision and coor—
dination of the ftraining activitics thenselves in rcsponse to the labour
markcet information Jhat is gethered and evoluated, The DIT is the desi-
gnated body for this task and as their role expands they should be able
to advise ftraining iunstitusious ol all levels as to which occupations
need emphasis, what Type of curriculum is best. and how a given insti-
tution cen best 'mecht its ingtruction vertically or horizontally
within the overall training structurc, This must be done in cooperati-
on, for examp’e. with the Ministry of Education. DIT guicdence ahould also
lead to more informed contributions from foreign aid donors who wish to
establish training facilities sincc they can be advised of the occupa-

tional and regicnal priorxities for new focilities.

In conclusion, we have seen that for firms which do not or can—
not use rigorous forward planning techniques, a centralized survey of
employment composition in occupationel detail; and of trsining activity,
provides the means for comprehensive planning by creatipng a continuous data
base upon which vo measure changes and make projections, as well as to
guide training curricula. The survey would be equally important in regard

to large firms which already do plan and which, as we have scen, make
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ur the bulk of total employment in industry and of demand for training
facilities. Comprehensive surveys, with the built in reliability
controls suggested above, allow not only for morc accurgtc, centrali-
zcd aggregate forecasts which accownt for mecro effects, but they also
create the potential for on-going analysis of the impact ¢f these mecro
favtors on micro plans. They.are also a potential megns of far better :
follow up of institutional trainces during their labobir marKet experie—
ncee : o e - : ¢
Discussions with fimms indicate a very real concérn about actual
shortages of skills. It is a problem not cnly of insufficient scale of
existing training, but -of thc-absence of somc-kinds altogethicr (e.g.
foreman and supervisor training). While not threatening the existence
of these enterprises, the shortsges surcly pose a cohtraint oan potential
growth in output .and employment. “Growth depends onsthe availability of
factors of production, among which troined labour ranks high in impor—
tance. There must be a reguler, systematic means of communicating these
needs to treining authorities. We said earlier that the level of aggre—
gation and method of collection of data werc functions of the vpurpose
for which the dafa was intended. We have explained not +iust the impor—
tance of deta for manpower plamning and training, but of the specific -
kind = of data and thus, by implication, the way in which it should be
collecteds Hopefully this discussion has helped to clarify the picture
on cdata needs for taining and the ways in which the relevant data co-

llection process might be improved in Kenya.
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