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ABSTRACT 

Education and training are important for economic growth as they increase labour 

productivity through skills, knowledge, values and attitudes they impart. Vision 2030 aims at 

making Kenya a newly industrialized middle income level country by the year 2030. Youth 

Polytechnics (YPs) are among the avenues through which craft and artisan level personnel 

needed for this are developed. However, employers complain that graduates from YPs do not 

demonstrate possession of relevant knowledge and skills failing to perform work related tasks 

effectively. The purpose of this study was to investigate the influence of physical facilities, 

curriculum, tutors‟ competence and principals‟ leadership skills on the quality of public 

Youth Polytechnic graduates produced by these institutions in Kisii County. The study 

adopted a correlational research design. The accessible population comprised of 29 

Principals, 65 tutors from metal processing, garment making and motor vehicle technology, 

an infinite number of Jua Kali employers and Youth Polytechnic graduate employees. A 

sample of 29 principals, 65 tutors, 99 employers and 99 employed Youth Polytechnic 

graduates participated in the study. The principals and tutors were purposively selected 

through a complete census. Employers and employed YP graduates were selected through 

snowball technique. Questionnaires and interview schedules were used to collect data. 

Cronbach Alpha coefficient was used to estimate reliability. The reliability was 0.81, 0.79, 

and 0.78 for employees, tutors and graduates‟ questionnaires respectively. These reliability 

coefficients were more than 0.70, an acceptable threshold for studies in social science. 

Descriptive and inferential statistics were used to analyze data. Descriptive statistics used 

were frequencies, means and percentages while inferential statistics were simple regression 

analysis. Results were presented using Tables. Hypotheses were tested at 0.05 level of 

significance. The results showed that physical facilities statistically significantly predicted 

quality of YP graduates (β = .343,  t(3.542), p = .001). The findings further revealed that 

tutors‟ competence was a statistically significant predictor of quality of youth polytechnic 

graduates (β =.231, t(2.327), p =.022). The results however revealed that curriculum was not 

a statistically significant predictor of quality of graduates (β = .093, t(.915), p = .363). 

Finally, principals‟ leadership skills were not a statistically significant predictor of graduates‟ 

quality (β = .057, t(.558), p = .578). The study recommends that the Kisii County government 

should increase its funding to equip the institutions with physical facilities. There is also need 

to upgrade the competence level of tutors through in service training. 
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CHAPTER ONE 

INTRODUCTION 

1.1  Background of the Study 

Technical Vocational Education and Training (TVET) is a comprehensive term 

referring to educational processes encompassing general education, the study of technologies 

and related sciences. It also involves the acquisition of practical skills, attitudes, values, 

norms, understanding and knowledge relating to occupations in various sectors of the 

economy (UNESCO, 2020). Technical vocational education and training thus equips people 

with technical and vocational skills and with a broad range of knowledge, skills and attitudes 

that are recognized as indispensable for meaningful participation in work and life. Mclean 

and David (2009) opines that TVET aims at imparting knowledge and skills, values, attitudes 

and norms vital for labour productivity and the world of work. The acquired skills and other 

attributes increases individual productivity. The skills and knowledge acquired increases 

individual productivity and opportunities to participate in socio-economic development in a 

speedily transforming labour market demands.  

Ngure (2013) observed that Technical, Vocational Education and Training (TVET) 

plays a central role in the provision of requisite skills that increases employees‟ productivity, 

competencies, occupational integration, and it opens greater opportunities for both self and 

salaried employment. Angel-Urdinola and Gukovas (2018) contends that the individuals of a 

society are highly likely to experience economic and social disengagement if the education 

system does not facilitate them in the acquisition and development of the market-based skills. 

Asadullah and Zafar (2018) argued that TVET have a significant potential to facilitate nations 

in overcoming the economic challenges of meeting the required skills for industrial 

development.  

Education and training programmes in many countries are guided by the human 

capital development policies. Human capital development is the acquisition of skills, 

knowledge, attitudes, values and experiences that are useful in economic growth of a country 

(Adelakun, 2011). It also influences the capability of a nation in controlling its capital, land, 

entrepreneurship and enhancement of required innovation. There seems to be a connection 

between skill development and economic growth. Thus, a country cannot achieve sustained 

economic growth and development without developing its human capital (Kanayo, 2013). 

Sinnathurai (2013) observed that a country with low skill development will experience slow 

growth in economic progression, have high dependency ratio, many of her citizens will be 

unemployed with low standards of living which might hinder the country‟s economic growth. 
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Diebolt and Hippe (2019) further noted that increasing the skill levels of majority of the 

citizens significantly leads to increased employment, better living standards and hence 

national development in both developing and developed countries. It can therefore be argued 

that the existing differences in labour productivity and economic growth of various nations 

globally is a reflection of varied levels of skills across the nations.  

All nations of the world do practice TVET because of the many benefits it is claimed 

to have but the practices differ from one country to another across the globe. For example, 

TVET programmes in the United States of America (USA) are aligned to the Country‟s 

career programmes which includes Agriculture, Architecture, Government and Finance. 

These subjects are taught in non-independent subsystems with few structural connections 

(UNESCO- UNEVOC, 2014). The Germany vocational training practises are carried out in 

the industry and in colleges. Eighty percent of teaching is done in industry premises while 

twenty percent in colleges (Deissinger, 2015). In this country, employers are obliged to 

provide funding and resources for training as stipulated in set rules and guidelines of 

vocational training system. According to UNDP (2012) the German system emphasizes 

continuing education that includes emerging skills for it is largely employer-driven. In India, 

industries are closely linked with TVET training institutes and the courses are aimed at 

satisfying the employer. The training programmes offer several skills, intake is done 

throughout the year and several cohorts‟ graduates. Both training institutions and the industry 

administer examinations to evaluate and grade graduates (Tognatta, 2014). 

In Africa, TVET is an important development agenda of many countries (Afeti, 

2014). Dasmani (2011) noted that because of the expectations that practical skill training 

offered by TVET institutions would address the need for skilled labour, TVET in Africa 

attracted increasing attention during the 1970s when most governments needed skilled labour 

after independence. The acquired skills were aimed at raising individual‟s labour productivity 

and chances of getting entry to the labour market. Consequently, countries like Zimbabwe, 

Egypt, South Africa, Ghana and Gambia have given Technical, Vocational Education and 

Training serious attention (Kingombe, 2012). This has contributed to faster economic growth 

and general development in these countries. Technical and Vocational Training is therefore 

an important pathway that is available to governments to prepare its citizens in the current 

work environment which is changing and increasingly demanding.  

According to RoK (2012) TVET in Kenya is to develop an organised system capable 

of producing competent and skilled graduates who can easily fit in the job market and serve 

satisfactorily in the various sectors of the economy to enhance the country‟s growth and 
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prosperity. A look at TVET objectives show that the education provided is expected to train 

on artisan, craft and entrepreneurial skills required for national development. As envisioned 

in Vision 2030 (TVETA, 2018). In Kenya, TVET programmes are offered at various types of 

training institutions such as Youth polytechnics (formerly Village Polytechnics) which train 

artisan level skills. Institutes of technology also provide artisan, craft and diploma level skills 

and lastly, the national polytechnics which offer diploma and higher national diploma level 

skills. This study focused on artisan programmes offered at the YP institutions.  

The major objectives of YPs were to equip youths with relevant skills and attitudes 

that would lead into gainful self-employment. It was also to enable them after training, to 

contribute more competently in the development of their communities by building up the 

economic strength of those communities (Njeru, 2014). The polytechnics were to offer short 

courses (Artisan programmes) in different trades (Kigwiru, 2014). The polytechnic 

programmes run for two years and the graduates are awarded an Artisan Certificate referred 

as National Vocational Certificate of Education and Training (NVCET) (KNEC, 2012). With 

coming of devolution as a result of enactment of the New Constitution, the Transitional 

Authority (TA) transferred the functions of the TVET to County Governments vide Gazette 

Notice No. 116 of February, 2013 and Gazette Supplement No 116 of 9
th

 August 2013. Since 

then, the Youth Polytechnic training falls under the docket of County Ministries of Education 

and TVET.  

One of the objectives of Kenya‟s Vision 2030 is to make the country a newly 

industrialized middle-income level country and provide a high quality life for all her citizens 

by the year 2030 (Republic of Kenya; [RoK] 2012). This implies that Kenya‟s products of 

industrial nature and services should be sold internationally and compete with the likes 

produced elsewhere. Thus, Kenya can only be able to realize real progress if the country is 

able to train majority of her citizens in required skill areas to fit in the engineering profession 

(RoK, 2010). The engineering profession comprises of four categories of workers, namely; 

engineers, technologists, technicians and crafts/artisans. For effective execution of the 

development projects in any economy, it is important that each of these cadres be represented 

in appropriate proportions. For most developed countries the ideal ratio for the four 

categories of professionals is 1:2:4:16 while for a typical developing country like Kenya, the 

most realistic ratios would be 1:3:12:60 (RoK, 2011). By the year 2030, Kenya is expected to 

have an approximate population of 60 million people. Hence, the country will require at least 

7,500 engineers, 22,500 technologists, 90,000 technicians and 450,000 crafts (ROK, 2012). 
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The required artisans/crafts personnel are expected to be developed in Youth Polytechnic 

(YP) institutions which were the focus of this study.  

Employers have identified a set of several skill areas that training institutions should 

train graduates to enable them be productive in their trained areas of work. Afeti (2010) 

identifies adequate communication, literacy and numeracy, technological and personality 

skills. According to the RoK (2012), an efficiently developed graduate exhibits three major 

skill areas as indicated on Table 1. The skills are; occupational, personal and interpersonal. 

These skill areas prepare graduates for wage employment or self-employment. 

Table 1: Marketable Skill Categories 

    Occupational       Personal     Interpersonal  

Handling equipment safely Accepting authority Team player 

Using tools as required Performing supervisory roles Orderly 

Drawing / sketching Taking instruction Innovative/creative 

Manipulating numerical data Accepting assignments Good Communicator 

Taking care of tools and materials Working under pressure Assertiveness 

Using ICT facilities   Good leadership 

Showing precision and accuracy  Confident 

  Source: RoK (2012) 

Table 1.1 show the required skill areas for successful productivity of a graduate. 

Kamau et al. (2013) contended that besides occupational skills employers require other skills 

of personal and interpersonal categories that helps graduates to be perfect, efficient, confident 

and cordial to all customers. This study investigated quality of graduates in relation to their 

ability to exhibit specified occupational, personal and interpersonal skills as detailed on Table 

1. 

Employers expect training institutions to provide graduates with the skills and 

knowledge necessary to be successful in the workplace, yet graduates are not necessarily 

well-prepared for work. In Nigeria for example, employers expressed concerns with the 

employability of TVET graduates. Many of the concerns had to do with the acquisition of 

needed work-related skills (Kyng et al., 2013). UNESCO (2017) noted a similar situation in 

USA and concluded that graduates were not well prepared for the world of work. In Ghana 

for example, Adams (2010) observed that vocational training programmes were not attractive 

to the youth due to lack of employment opportunities after graduation. In Kenya, training 
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programmes have failed to train graduates in relevant skills that are able to enable them fit in 

the job market and satisfy the needs of industry. Youth polytechnics too suffer from meeting 

the industrial skill needs (Republic of Kenya, 2011). Available literature on YPs RoK (2012) 

and RoK (2018) recognizes them as important institutions in skills development. However, 

Yungungu et al. (2014) established that the polytechnics were not effective in doing this. 

Further, the authors were of the opinion that graduates were experiencing difficulties in 

executing tasks using new tools and equipment. The graduates also demonstrated deficiency 

in entrepreneurial skills, innovativeness and creativity. The authors attributed these to limited 

practical exposure during the training process.  

Various interventions and policies have been tried in order to ensure that graduates 

are well equipped with relevant and quality skills for the job market (ROK, 2011). However, 

public TVET institutions, Youth Polytechnics included, continue to attract a great deal of 

criticism. A report from the United Nations Development Programme UNDP (2012) 

indicated that TVET graduates in Kenya had masterly of theoretical knowledge, but lacked 

occupational, interpersonal and critical thinking skills, and the necessary confidence required 

to perform their work competently. According to ROK (2011) youth polytechnic graduates 

need at least six months to be integrated into the workplace and had weaknesses in work 

attitude, behaviour and social skills. Surveys carried out in Kisii County observed that YP 

graduates in the region did not do well in their workplaces due to lack of essential skills 

required for their better performance (NCPD, 2017; RoK, 2011).  

 Continuous enhancement of the quality of TVET is a key priority for any nation that 

desires to reap the benefits of this programme. However, over the years TVET programmes 

have been bedevilled with numerous challenges that have been affecting their quality (Afred 

& Kayoma, 2012; Okoye & Okwelle, 2013; Onyesom & Ashibogwu, 2013). According to 

these authors, TVET in Nigeria faced many challenges. These included inadequate funding of 

TVET; inadequate infrastructure; poor power supply; shortage of qualified TVET teachers, 

poor supervision of TVET programmes; inadequate curriculum planning and implementation. 

In Kenya, the challenges include: inflexible and outdated curriculum, insufficient modern 

equipment and tools, expensive training materials and textbooks and lack of linkages with 

industry in curricula design and implementation (ROK, 2011). A study by Oduor et al. (2017) 

established the following issues and constraints as facing YP institutions in Nakuru: 

mismatch between skills trained on and actual labour demanded and theoretical curriculum 

delivery in majority of the institutions as opposed to the desired combination of theoretical 

and practical teaching approaches.  
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Ngure (2013) asserts that the quality of education and training provided by TVET 

institutions is determined by among others; the competence of instructors, the relevance of 

the curriculum, availability of teaching/learning facilities and the nature of learning 

environment in terms of safety and cleanliness. Etor et al. (2017) notes instructional materials 

and equipment, quality of teachers and management functions as factors influencing quality 

of education and training. Curriculum, physical facilities, competence of teachers and 

management functions were the focus of this study. 

The physical facilities are supposed to be available, adequate, in good condition and 

properly managed (Biyabeyen, 2014; Duruji et al., 2014; Kigwiru, 2014; Mwendo, 2016).  

Libraries must have up to date resources, tools and equipment in the workshops be functional 

and modern (Frank, 2003). A vocational curriculum should connect the school to work, 

incorporate technology and have strong relevance to industry and link students directly to 

industry (Artchoarena, 2009). The curriculum should ensure learners are able to use 

technology, think creatively and independently, develop and communicate their own beliefs 

effectively (UNESCO, 2000).  

Competent teachers exhibit accurate and clear communication of ideas Ediger and 

Rao (2013), have a thorough understanding of the subject matter in terms of pedagogical 

knowledge and teaching methods and are effective in monitoring student progress through 

examination and feedback (Bartilol & Ngeno, 2016). Kouzes and Posner (2013), desirable 

leadership skills are exhibited in daily practices like; setting personal examples, inspiring a 

shared vision, willing to try innovative techniques, and allowing people to make choices. 

Others are effective communication regular praise and recognizing of teachers‟ efforts, being 

supportive (Fullan, 2011; Hodges, 2005). 

 The Vision 2030 noted the discrepancy on quality of skills offered in TVET and what 

is needed in the labour market (ROK, 2010). This had to be corrected in order to achieve the 

goals of Vision 2030. A study on selected factors to determine whether they had any 

influence on quality of skills produced by TVET institutions was therefore necessary.  

Achieng (2012) studied on factors affecting acquisition of vocational skills among 

youth polytechnics in Maranda Division, Siaya County. The factors studied were indiscipline 

and teacher burnout. The study found out that learners‟ poor attitude affected skill 

acquisition. Physical facilities were found inadequate and teachers‟ burn out rate was high 

due to poor working conditions. Agufana and Ndaviula (2011) also investigated challenges 

affecting effective implementation of vocational education programmes in YPs in Kenya. 

Their findings established that the institutions lacked professionally qualified teachers, had 
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inadequate infrastructure and equipment, books and instructional resources, as well as being 

poorly financed. Kamau (2013) carried out a study on challenges affecting YPs in Nyeri 

County. The study established that the institutions had well organized learning programmes 

but were poorly equipped and often resulted in using obsolete equipment in teaching.  

This study therefore investigated the influence of physical facilities, curriculum, 

competence of tutors and principals‟ leadership skills on quality of graduates produced by 

Youth Polytechnics in Kisii County. 

1.2  Statement of the Problem 

Education and training are the best avenues for achieving socio-economic growth and 

development. This is because they impart skills and knowledge that increases productivity of 

workers and these results to increased competitiveness. Technical Vocational Education and 

Training is expected to provide graduates with trade-specific skills to execute various tasks in 

the labour market. However, although the number of TVET graduates increases year by year, 

the quality of skills and knowledge acquired by graduates from these institutions has not met 

employers‟ expectations in Kenya. This is likely to derail the achievement of Kenya‟s Vision 

2030. Literature however shows that the quality of the graduates of the YP institutions may 

be influenced by many factors. These may include the institutional internal efficiency, 

government policies, mode of training, tutor/trainee ratios, cost of training and entry 

behaviour of students admitted into the programme. It is also likely to be influenced by the 

curriculum offered, physical facilities, tutors‟ competence, and institutional leadership skills. 

This study therefore sought to investigate the influence of physical facilities, curriculum, 

tutors‟ competence and principals‟ leadership skills on the quality of public Youth 

Polytechnic graduates in Kisii County. No empirical research has been done to investigate the 

influence of these factors on the quality of graduates produced by the youth polytechnics in 

this or any other county in Kenya. This study therefore fills this important knowledge gap. 

1.3  Purpose of the Study 

The purpose of this study was to investigate the influence of physical facilities, 

curriculum, tutors‟ competence and principals‟ leadership skills on the quality of public 

Youth Polytechnic graduates in Kisii County. 
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1.4  Objectives of the Study 

This study was guided by the following objectives: 

i. To establish the influence of physical facilities on quality of public Youth Polytechnic 

graduates in Kisii County. 

ii. To determine the influence of the curriculum on quality of public Youth Polytechnic 

graduates in Kisii County.  

iii. To find out the influence of tutors‟ competence on quality of public Youth 

Polytechnic graduates in Kisii County.  

iv. To establish the influence of principals‟ leadership skills on quality of public Youth 

Polytechnic graduates in Kisii County.  

1.5  Study Hypothesis 

The study tested the following hypotheses: 

Ho1:  There is no statistically significant influence of physical facilities on quality of public 

Youth Polytechnic graduates in Kisii County. 

Ho2:  There is no statistically significant influence of the curriculum on quality of public 

Youth Polytechnic graduates in Kisii County.  

Ho3:  The influence of tutors‟ competence on the quality of public Youth Polytechnic 

graduates is not statistically significant in Kisii County.  

Ho4:  The influence of principals‟ leadership skills on quality of public Youth Polytechnic 

graduates is not statistically significant in Kisii County. 

1.6  Significance of the Study 

This study has provided empirical data on the influence of selected factors on the 

quality of Youth Polytechnic graduates produced by YPs in Kisii County. The outcome 

would likely be useful to YP institutions in Kisii County and its Government. The 

information will facilitate continuous improvement of quality training provided by the youth 

polytechnics to meet the growing skill and knowledge deficits of relevant skills in the market. 

Principals of YPs and tutors may develop workable ways in curriculum implementation at 

institutional level. The results from this study may also enable leaders of these institutions to 

properly understand how the factors studied influenced the quality of graduates they 

produced, therefore design appropriate ways of navigating their negative influence. Education 

managers in Kisii County would also be able to appreciate shortcomings in the YP training 

processes and hopefully devise ways of rectifying the shortfalls internally. 



 

 

9 

1.7  Scope of the Study 

This study was conducted in Kisii County. The target population included principals 

and tutors of public Youth Polytechnics, employers of youth polytechnic graduates and YP 

graduates from public YPs in kisii County employed in the Jua Kali sector. Employers, 

Tutors and graduates were selected from three trade areas; Metal Processing (MP), Motor 

Vehicle Technology (MVT), Fashion Design and Garment Making (FDGM). The study 

focused on the influence of physical facilities, curriculum, competence of tutors and 

principals‟ leadership skills on the quality of Youth Polytechnic graduates in Kisii County. 

The study was carried out in public Youth Polytechnics and in Jua Kali enterprises within 

Kisii County.  

1.8  Limitations of the Study 

This study had the following limitations.  

The study used a correlational study design which does not prove that one variable leads to 

changes of another. The design is only limited to showing existence of an association 

between variables. It does not prove cause- effect relationships (Crawford, 2014). To 

overcome this challenge, data was analysed using simple regression analysis. At the same 

time study variables were not under the control of the researcher. The questionnaires tested 

perceptions which Creswell (2013) argues that they fall under attitudinal measures which 

may not give equal reality since maintaining a level of accuracy and honesty with 

respondents could be difficult. To overcome this limitation, all respondents‟ consent was 

sought and confidentiality to their responses assured.  

1.9  Assumptions of the Study 

The following were the assumptions of the study. 

i. Youth Polytechnic graduates from Kisii County polytechnic institutions were 

employed in the Jua Kali sector within the County.  

ii. The respondents‟ information was a true reflection of what was happening in the work 

place and what they experienced on daily activities. 

iii. Most YP employed graduates were trained in institutions located within Kisii County. 

iv. All the courses offered by the YPs were conducted using the curriculum provided by 

the Ministry of education. 
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1.10  Definition of Terms 

The following terms are defined as used in the study:  

Competence: Fukada (2018) define competence as core abilities that are required for 

fulfilling one‟s role in a particular task. Competence is based on a workers‟ 

actual performance while executing job tasks. Competence enables one to 

effectively perform assigned responsibilities. Here in, it is referred to as YP 

tutors‟ capabilities and abilities terms in regard to their masterly of content, 

pedagogy, classroom management and assessment.   

Curriculum: A sort of blueprint for systematically implementing educational activities 

(Shao-Wen, 2010). In this study, it refers to all learning activities and 

experiences youth polytechnic trainees go through which enables them to 

demonstrate a set of marketable skills as reflected in the objectives of the 

Youth Polytechnic course programme. 

Factors:        The variables that influence the success of a programme, process, or practice 

(Primorose, 2013). In this study, it refers to physical facilities, curriculum, and 

competence of the tutors and principals‟ leadership skills. 

Human Capital: Human capital according to McCracken et al. (2017) are skills, values   

knowledge and abilities acquired through education and training In this study, 

it is referred to as knowledge, skills and abilities gained by graduates of YP 

institutions. 

Influence:    To affect what people do or affect situations (Arowolo, 2010). Influence in this 

study refers to the effect of studied factors on quality of graduates produced by 

youth polytechnics. 

Interpersonal Skills: Refers to those skills which enhance effective communication in any 

social setting (Rungapadiachy, 1999). In this study, they are illustrated in 

Table 1. 

Leadership: The ability to influence and work things through and with people (Armstrong, 

2016). In this study, it refers to principals‟ leadership which is operationalized 

as their ability to give strategic direction, curriculum support and monitoring 

staff and students. 

Occupational Skills: Task oriented abilities requiring understanding of specific knowledge. 

For example ability to repair a car‟s muffler or the knowledge of sewing a 

dozen shirts per hour (OECD, 2016). In this study, they are hands on skills as 

shown on Table 1. 
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Personal Skills: Are Skills mainly correspond to cognitive skills, such as knowledge and 

thinking skills (Engelberg, 2015). In this study, these skills are shown on 

Table 1. 

Physical Facilities: All infrastructural materials that support delivery of formal education 

and training (Hailu & Biyabeyen, 2014). In this study, physical facilities refer 

to classroom, library facilities, workshops and tools and administrative offices. 

Quality Graduate: A graduate with a set of skills that make them successful in their chosen 

occupations and satisfy stated or implied society needs (Kotler & Keller, 

2012). In this study, it refers to extent YP graduates exhibit identified 

marketable skills, namely; occupational, personal and interpersonal skills at 

the work place.  

Skills:  Refers to individual capability to perform and apply knowledge, use tools, 

cognitive and practical strategies and routines, and beliefs, dispositions and 

values  effectively based on given situations (OECD, 2016). In this study, it 

refers to occupational, personal and interpersonal abilities graduates of Youth 

Polytechnics acquires to perform tasks in the Jua Kali sector. 

TVET:  UNESCO (2017) contends that TVET encompasses educational process 

involving acquisition of general education, practical skills, attitudes, 

understanding and knowledge relating to occupations in various sectors of 

economy (UNESCO, 2017). In this study, it‟s all educational process that 

occurs in the YP institutions to acquire occupational, personal and 

interpersonal skills.  

Vocational Training Institutions: Kamau (2013) observes that VTIs are basic training 

institutions spread in the villages that train in relevant skills and knowledge 

required in the labour market as it opens pathways for advancing in higher 

education. In this study, they are institutions where people undergo training to 

acquire employability skills. VTIs are synonymously referred to as Youth 

Polytechnics throughout the study document. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1  Introduction 

            This chapter provides a review of related literature in areas of TVET and Youth 

Polytechnics in particular. The chapter starts with a discussion of TVET followed by the role 

of TVET in socio-economic development. Further, it reviews the objectives of TVET in 

Kenya, the YP programmes, quality of TVET. Factors influencing quality of graduates are 

also discussed. The chapter too describes the theoretical and conceptual framework that 

guided the study and lastly ethical considerations the study employed are highlighted.  

2.2  Technical Vocational Education and Training   

           Technical Vocational Education and Training (TVET) comprehensively refers to 

educational processes encompassing acquisition of general, technological, and practical skills 

relating to various occupations useful in the labour market (UNESCO, 2020). These 

educational processes are very vital. They equip individuals with a broad range of knowledge 

norms and attitudes besides technical and vocational skills which enable them participate 

meaningfully in the world of work. Mclean and David (2009) opines that TVET aims at 

imparting relevant and quality knowledge and skills to enable them be effective in 

performing work related tasks. These skills are to expand opportunities for either self or 

salaried employment as well as increase individual productivity. These will go a long way to 

increase participation and profits in socio-economic activities that will in return enhance 

national development.  

       All nations of the world do practice TVET because of the many benefits it is claimed 

to have but the practices differ from one Country to another across the globe. For example, 

TVET programmes in the United States of America (USA) are linked to their National Career 

groups which include Agriculture, Architecture, Government and Finance. These subjects are 

taught individualised programmes which have limited structural connections between them 

(UNESCO- UNEVOC, 2014). They are mainly mainstreamed into various government 

programmes, miniscule apprenticeship systems and in large business-based training. The US 

vocational programme promotes connection between secondary and postsecondary vocational 

institutions. This links effectively prepare graduates transit effectively from school to careers 

and later to work. The main objectives of VET programmes are to improve higher education 

and lifelong learning opportunities for youth and adults besides increasing college access, 

quality and completion rates (USA Career, 2014). 
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            In the USA, two main qualifications for TVET educators are bachelor‟s degree and 

work experience in the field they teach. Thus, for one to become a TVET educator, one must 

demonstrate a working experience in his/her field of experience. Further, a bachelor‟s degree 

on the field of teaching, however, some TVET programmes requires different types of 

certification and competencies (http://www.unevoc. unesco. org/).  

 In Germany, eighty percent of TVET instruction is carried out in industry and twenty 

percent in colleges (Deissinger, 2015). In this system training is cost shared, employers fund 

two-thirds of the training while trade unions and the local governments fund the rest. In this 

country, the system is regulated by established rules and regulations. For instance, employers 

are bound to provide funding and resources for training. The influence exerted by the 

industry in funding the Germanys‟ dual system of training is worthy borrowing however 

expensive it may be in Africa. In Africa industrial funding for on-the-job training can be 

borrowed and implemented to enable industries regulate skills being offered. The German 

system emphasizes continuing education and emerging skills and is therefore largely 

employer-driven (UNDP, 2012).  

 Most parents advise their children to choose TVET than general secondary or higher 

education. In 2001 for example, two thirds of young people aged 22 years joined 

apprenticeship in Germany, 78% of them completed the programme (Abdulkarim & Ali, 

2012). One of the leading factors for the positive image of TVET in Germany is the 

immediate availability of job opportunities for TVET graduates.  

 In India, market driven TVET courses are enhanced through combined efforts of 

industry and colleges. This is made possible established Committees collaborating between 

skills needs and the training institutions. The training programmes are flexible and courses 

offered are directly related to the employment market. Bothe the industry and training 

institutions jointly carry out evaluation and certification (Tognatta, 2014). 

 Technical Vocational Education and training is becoming increasingly regarded as an 

effective tool for combating poverty and unemployment in Jordan. Indeed, there is a high 

commitment in the country, both within the government and among the vocational education 

and training stakeholders. However, many families especially the rich whose children have 

achieved poorly in education at the basic school level prefer to enrol them in private schools 

rather than in vocational institutions (Edokpolar & Ekpenyong, 2016). 

 In African countries, TVET faces many challenges and it is entirely sponsored by the 

government as well as the trainees‟ parents. The industry plays no role. Kigwilu et al. (2016) 

observed that most of the students admitted into the programmes are without prerequisite 
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qualifications since most of them were drop outs from the basic education level. They further 

noted that the institutions target primary school leavers, secondary school dropouts and 

leavers who do not qualify for higher levels of education.  

  Industry plays a small part in curriculum design, development and implementation 

process (Kamau, 2013).  In the Nigerian context for instance, Ayomike et al. (2013) observed 

that the curriculum was well designed and that courses offered are relevant to the labour 

market but the problem was the low entry behaviour of learners and implementation process. 

Employers are not involved in designing educational and training policies, hence courses 

offered in the training institutions may not be pegged on employer requirements (Gill et al., 

2000). 

2.3  Role of TVET in Socio-Economic Development 

 Education and training is an investment in human capital which ideally should yield 

socio-economic benefits by increasing the productive capacity of the beneficiaries. Using 

evidence based on endogenous growth models, Ramadhan and Puja (2020) observes that 

skills are key determinants of socio-economic growth. Economists argue that governments 

invest in TVET systems for several reasons. These are; to help unemployed young people get 

jobs; encourage many of them to join TVET hence reduce overstretching resources in higher 

education by reducing number of entries. Others reasons for investing in TVET are; attract 

foreign investment and reduce the inequality of earnings between the rich and the poor as 

TVET is affordable (World Bank, 2020). In putting a case for TVET, Gyimah (2020) 

observes that TVET in the international educational arena provides economic, cultural, social 

and political benefits. He argues that educated individuals are more productive than their 

uneducated counterparts because of skills, knowledge and attitudes acquired during the 

learning process. It is also widely known and established that educated women have less 

number of children and are conscious of family health. At the same time, educated 

individuals are law abiding and are able to choose capable leaders and enhance peace and 

harmony in society, an essential condition for socio-economic growth and development. On 

the same note, International Labour Organization ILO (2000) argues that TVET has been 

given increased attention in Africa because it focuses on skills that are relevant to current 

technologies required to steer industrial development. This is because TVET offers 

programmes that enhance economic and social freedom which individuals needs to succeed. 

World Bank (2020) further notes that skill development empowers citizens to provide 
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manufacturing and export services. This realization has seen an increasing national and 

international interest in TVET.  

 Studies from Israel and Turkey for example reveal that investment in TVET benefits 

both the individual and the society (Oketch et al., 2014). Vocational training process imparts 

skills that enables an individual to be more productive, economically competitive and 

increases ability for occupational integration and expands opportunities for employment notes 

(Ngure, 2013).  The study further argues that the training provides hands on skills and 

knowledge making graduates have better job opportunities particularly in the Jua kali sector. 

United Nations Education Scientific and Cultural Organization (UNESCO) (2016) further 

observed that TVET has the potential to equip the youths with the skills needed for 

employment whether salaried or self. The above mentioned potential economic benefits from 

investment in training have made TVET to be given increased attention in many countries. In 

Africa, policy makers are aware that TVET plays a critical role in skill development which is 

essential for economic transformation (Kerre, 2017). There are several benefits associated 

with TVET that has made these programmes popular. First, the knowledge and skills 

provided in TVET institutions contribute to higher productivity. The skills increase the 

competency levels of individuals and many other people surrounding them. The benefits 

accrued to other people which are referred to as positive spill-over effects (Mehrara & Musai, 

2013). 

 A skilled person for example can start a business and supply tools to others which can 

facilitate their productivity in their fields of operation. For example, a trained metal worker 

makes doors and windows to facilitate the work of a mason who fixes them. Third, 

entrepreneurship skills that aim at promoting self-employment are acquired through 

undergoing TVET programmes successfully. Consequently, insufficient TVET training could 

negatively affect the quality of products produced from industries and services offered in any 

economy. Where goods and services are for export, poor quality can lower competitiveness in 

the market enhancing lowering prices and eventually the profit margins (Onsomu et al., 

2009).  

 The UNESCO‟s (2016) medium term Strategy for Technical and Vocational 

Education and Training (TVET) (2016 – 2021) is a medium term strategy aimed at solving 

youth unemployment. The strategy main priority is to foster youth employment and 

entrepreneurship among others. This strategy concedes that both employers and youth 

consider that many graduates are ill-prepared for the world of work it still considers 
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vocational education and training programmes as important avenues through which rising 

youth unemployment will be solved. 

2.4  Objectives of TVET in Kenya 

 The main objective of TVET is to develop an effectively coordinated and harmonised 

programme that has the ability of developing quality skilled human resource with the positive 

attitudes required for growth and prosperity of the various sectors of the economy (Rok, 

2012). Specific objectives of TVET are to provide enough and capable skilled artisan, 

craftsmen, technicians and technologist who will serve in all levels of the economy through 

practical training and work experience; pass on technology continuously through joint 

approaches between TVET institutions and the relevant industries; promote dignity and 

decency of labour, particularly manual work; provide varied training courses for the 

increasing number of school graduates and dropouts and the other trainees to increase their 

chances of being employed; provide progressive upgrading of skills and knowledge at the 

pace and ability of the trainees; provide a flexible curriculum which responds to the 

manpower needs of a growing economy; impart marketable skills, technical know-how and 

positive attitudes that are align with present labour market demands of the industry, informal 

sector and self-employment; build on gains acquired in prior learning by promoting and 

sustaining entrepreneur and technological innovations among the youth in TVET; re-direct 

the ability of youths towards productive economic activities and provide life skills to learners 

that will enable them to cope with  the challenges of adulthood and working life (RoK, 2012). 

 A look at TVET objectives shows that the education provided is expected to offer 

occupational and entrepreneurial skills necessary for national development. It is also expected 

to provide relevant industrial knowledge and experiences as envisioned in Vision 2030 

(TVETA, 2018). However, serious issues on TVET policy have made the objectives 

unrealised. For instance, TVET curriculum has not included for example life skills education 

(Kigwiru, 2014). The relevance of the curriculum which is most likely affected by rapid 

changing market needs may deter achievement of the objectives. 

 TVET programmes in Kenya are offered at various levels of training institutions such 

as Youth polytechnics (formerly village polytechnics), Craft Vocational Training Centres, 

Technical training institutes (formerly Technical Vocational Institutes), Institutes of 

technology and National polytechnics. This study focused on programmes offered at YP 

institutions. The programme runs for two years and the graduates are awarded an Artisan 

Certificate; the National Vocational Certificate of Education and Training (NVCET) (KNEC, 
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2012). YP Graduates who participated in this study had completed artisan programmes from 

Kisii County YPs and were in employment in the Jua Kali sector within the County. 

2.5  The Youth Polytechnic Programme 

 Polytechnics worldwide were formed through the expansion of higher education 

opportunities in the 1960s. Historically the development of polytechnic education was 

facilitated by the rise of industrial power and technical education in France, Germany and 

USA that required many skilled labourers to work in the industries (Njeru, 2014). In Britain, 

the first polytechnic was the Loyal Cornwall polytechnic society, the term, it retains up to 

now. In the 1960s and the early 70s development of technical vocational skills in the 

emergent countries like Kenya was regarded as key in the development process and attracted 

much support from donors for example the World Bank (ILO, 2015). The initiative became 

popular among several countries in the sub Saharan Africa. The Workers Brigades in Ghana, 

Botswana‟s Brigades, Tanzania‟s education for self- reliance and village polytechnics in 

Kenya are examples of offshoots of this movement.  

 The National Council of Churches of Kenya (NCCK) study report published in 1966 

initiated and recommended the development of the Youth Polytechnic programme to counter 

the recognised challenge of serious unemployment problem among graduates of primary 

schools (Oketch, 2000). The general argument for the start of Youth Polytechnic programme 

was that primary school graduates lacked basic skills to secure either self or salaried jobs. 

The major objective of YPs was therefore to equip these graduates with relevant skills and 

attitudes that would lead them into gainful self-employment. It was also to enable them 

during and after training, contribute more competently in the development of their 

communities by building up the economic strength of those communities (Njeru, 2014). It 

was further expected that the training would focus on issues affecting the local independent 

communities so that courses taught would enable them use locally available resources. In 

addition, it was hoped that the trainees would identify and secure work opportunities for 

themselves and therefore were expected to select the appropriate disciplines in which to train. 

Lastly, it was expected that the disciplines of study would be flexible. This kind of training 

was to reduce rural to urban migration triggered by desire to look for job opportunities 

(Oketch, 2000). 

 The Youth Polytechnics then referred to as village polytechnics, therefore targeted 

primary school graduates in the rural areas who were unable to find employment, further 

training or continue with further education (Njeru, 2014).  Graduates from the formal basic 



 

 

18 

education system that is primary and secondary schools who could not progress to university 

education required technical and vocational training in various trades to make them 

productive. The polytechnics were to offer short courses (Artisan programmes) in different 

trades (Kigwiru, 2014). Okwemba (2014) in his study on equity in accessing YPs in 

Kakamega County found that majority (89.4%) of the class eight graduates  scored a below 

average mark at Kenya Certificate of Primary Education (KCPE) and this are the ones who 

joined the YP training. Very few (10.6%) had a 50% score and above. From this it can be 

inferred that YPs failed to attract highly qualified candidates. 

 The Presidential Working Party on Education and Manpower Training for the Next 

Decade and beyond popularly referred to as the Kamunge Report made several suggestions 

geared towards improving YP training. Among the suggestions was a national curriculum 

initiated by the then Kenya Institute of Education (KIE) to be used to provide artisan training, 

mainly to primary school leavers (RoK, 2008). The Report further recommended that YPs be 

provided with basic facilities and equipment which would enhance and improve curriculum 

delivery and implementation process. Other suggestions were; terms of services for YP 

workers and tutors and provision of professional development for the instructors.  

 In 2005, the government created a legal framework for education training and 

research, a department of youth training, and renamed the then Village Polytechnics as Youth 

Polytechnics (RoK, 2010). The main objective for the change from village to Youth 

Polytechnics was to counter the negative perceptions towards the Youth polytechnic 

programmes held by the community as they gave the institutions a national standing as 

opposed to a local one. The government report further points out that the purpose of the legal 

framework for Education Training and Research was to reform and improve skills provided 

by these institutions to ensure that graduates from these institutions are capable of executing 

tasks effectively. A department for youth training was to rehabilitate and revitalize YPs 

countrywide. A steering committee headed by the Director of Technical Education was to 

manage TVET training programmes (ROK, 2015). 

 Through the legal framework, a National Policy for Youth Polytechnics and 

Vocational Training Sector Plan which highlighted six major areas of intervention including; 

improving training programmes and quality assurance, infrastructure and equipment (RoK, 

2012). The ministry was to carry out further activities that included the process of upgrading 

one Youth Polytechnic in each constituency through provision of equipment and 

improvement of infrastructure as well as provision of instructors (Ministry of Youth Affairs 
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[MOYA], 2010). On the ground each constituency has a model youth polytechnic which is 

not different from others as far as facilities and equipment are concerned. 

Vision 2030 targets Technical and Vocational Education and Training (TVET) 

institutions to train middle level work force required to work in the industrial sectors (Oduor 

et al., 2017). The Vision‟s Medium Term Plan II (2013-2017) envisaged the establishment of 

a TVET Authority which is concerned with institutionalisation of quality assurance and 

accreditation systems. It was also to oversee the whole process of TVET training activities in 

partnership with industry (Kenya National Literature Bureau, 2018). This implies that TVET 

institutions were viewed as critical avenues for social and economic transformation. With 

devolution as a result of enactment of the New Constitution, the Transitional Authority (TA) 

transferred the functions of the TVET to County Governments vide Gazette Notice No. 116 

of February, 2013 and Gazette Supplement No 116 of 9
th

 August 2013. Since then, the Youth 

Polytechnic programmes are supervised by County Ministries of Education and TVET.  

 Despite notable achievements and suggestions on its expansion, YP programme has 

failed to achieve its intended objectives for a long time. According to RoK (2011) Youth 

Polytechnics have become similar to the formal education where majority of the learners are 

greatly concerned about acquiring good certificates for white collar jobs instead of creating 

self-employment. The report showed that Youth Polytechnics offered programmes which 

supply skills not required by current labour market. This implies that graduates from these 

institutions were most unlikely to employ themselves or secure salaried employed. This study 

report indicated further that the YP programme offered opportunities for few school leavers. 

Another government report (RoK, 2010) observed that the curriculum used in the YPs was 

too limited, and that some of the courses taught for example home economics, were not major 

requirements in the local communities. It was further established that YP graduates did not 

acquire sufficient training in business skills thereby lowering their chances of succeeding in 

their own business enterprises. The Youth Polytechnic programme still ranks as the most 

accessible training programme for many school leavers even though it seems to have failed to 

achieve a number of its objectives.  

 To reduce unemployment and poverty, the Government of Kenya has considered 

investing in TVET. The government commitment is portrayed in the various reforms in the 

sector. The reforms are geared towards offering relevant skills and competencies for both 

local and global labour markets as identified in Vision 2030 (Republic of Kenya, 2007). The 

reforms target great majority of the youths who do not secure chances of proceeding to higher 

levels of formal education.  Majority of graduates from TVET get access to jobs in the 
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informal sector (Jua kali) which is one of the major sectors offering employment for the 

youths. It is therefore important that the government continues to reform the TVET sector 

and YPs in particular because it is an avenue of reducing unemployment and provision of 

skills required to achieve Vision 2030. 

2.6  Quality of TVET Graduates 

 A programme of high quality should be able to produce graduates that satisfy the 

needs of the students and the society. Several studies have provided lists of many 

characteristics that reflect quality graduates. UNESCO-UNEVOC (2007) argues that quality 

in the view of the stakeholders is more than just subject matter knowledge in an area of study. 

It should include character development and preparation of the graduates toward being useful 

members of the society. Harvey and Velligan (2011) summarises quality graduates as being 

in possession of a variety of skills. These include; communication skills which are the ability 

to make presentations, negotiate with others and use a variety of communication modes. 

Problem solving is the ability to carry out independent projects. Analytic ability is ability to 

summarise key issues. Other skills associated with quality graduates are; self-motivation, 

self-management and commitment, these are demonstrated in a clear commitment to 

complete assigned work within a given time-frame. Others are energy and reliability shown 

through carrying out assignments honestly, and lastly flexibility and adaptability which are 

the ability to learn fast and adapt to changes in technology. Other characteristics according to 

Wheelahan and Curtis (2010) are; high competency in communication, adequate know how 

in  literacy and numeracy, occupational work related skills needed for a sustainable economy 

and society, technological and the knowledge skills they need to enable them proceed for 

further learning.  

 Employers‟ knowledge of employable skills of new job entrants varies according to 

the type of trade one ventures into. For example, the Central Business Investigation (CBI), 

2007) suggest skills and abilities like having positive attitude towards work, self-management 

and emotional control, business skills particularly dealing with customers, problem solving, 

clear and accurate communication, dealing with numbers accurately and information 

technology skills.  

 A report by UNDP (2012) argues that employers have a problem with the youth 

polytechnic graduates. They assert that most of the graduates from the YPs lack employable 

skills. This is because the training the youth polytechnics graduates get, does not expose them 

to the present realities in the job market. According to Kigwiru (2014) the graduates have 
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difficulties in using modern equipment and lack adequate work skills due to limited practical 

exposure. They also have weaknesses in work attitude, interpersonal skills and therefore are 

unable to deliver required services effectively.  

 Debate has emerged on whether training adds value to the learner in particular and 

whether it contributes to national development in general. Afeti (2010) argues that the 

vocational education and training programmes are not cost-effective because the quality of 

TVET is low while the cost is high. However, Ngure (2013) observes that TVET in Kenya 

does not receive enough budget and this results to poor infrastructure and insufficient 

facilities. Provision of adequate financial resources is necessary for the acquisition of 

educational resources, in-servicing of teachers and carrying out administrative services 

effectively. Due to lack of this, availability of adequate training facilities has been a daunting 

task to educational institutions. 

 Another challenge facing quality of YP training is the status of the labour market. It 

keeps on changing due to its dynamic nature. Addressing this gap entails a detailed study on 

existing policies in labour market and industry so that vocational education programmes are 

aligned to current labour demands (Brockmann et al., 2011). Edokpolar and Ekpenyong 

(2016) argues that vocational education programmes in Nigeria has focus on training 

individuals to work in jobs requiring lower and middle levels of the skill spectrum. This has 

created a gap on upper level and in particular management skills thereby the system has 

failed to meet labour market requirements.  

 Quality of graduates from the YPs programmes in Kenya is wanting. Studies 

(Republic of Kenya; 2011, 2012 & 2018) reveal skill mismatch in vocational training 

programmes and what is required in the industry. The scenario is attached to low capacity of 

YPs to develop skills the industry requires (ROK, 2019). Even so Youth polytechnics 

programmes are still regarded among the avenues of skill production to achieve Vision 2030.  

2.7  Factors Influencing the Quality of Youth Polytechnic Training  

 The provision of high quality education and training is influenced by several factors. 

Chepkonga (2017) perceives quality education as being influenced by various inputs such as 

relevance of curriculum taught, availability and quality of instructional materials and 

equipment, nature of the school culture, the ration between instructors and learners, available 

capital and existing training policies. It is further determined by quality assurance 

programmes, the period of course completion and above all the competency levels of the 

teachers and management function skills. For quality education to be achieved therefore,   
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instructional materials and equipment, curriculum, quality of teachers and management 

functions have to be provided in full measure. This section discusses selected factors most 

likely to influence the quality of training offered in the youth polytechnics in Kenya. 

2.7.1  Physical Facilities 

 Educational facilities consist of all types of infrastructure found in a learning 

institution that serve academic and non-academic purposes. They include; equipment, 

classrooms, furniture, ablution, ICT, library and laboratory buildings. The facilities play a 

significant role in supporting curriculum delivery and enhancing a smooth teaching and 

learning process (Biyabeyen, 2014). They further indicate that institutional facilities enable 

instructors to effectively manage their content delivery making learners understand concepts 

fully. In putting a case for the importance of physical facilities in teaching and learning, 

Olabiyi et al. (2008) observed that facilities enabled students to learn by discovery, a method 

that enhances cognitive skills in the learner. Biyabeyen (2014) observes that school facilities 

enable the teacher to successfully achieve the learning objectives. He emphasized that the 

availability of school facilities helps instructors use appropriate teaching methods, this in turn 

arouses the interest of the learners positively influencing their academic achievement. It can 

be concluded that adequate training facilities help to achieve better lesson presentation in the 

classroom. 

 Ndirangu and Udoto (2011) indicate that effective school facilities need to satisfy the 

learning surrounding. They should enhance good air quality, reduce noise, enhance good 

lighting, be of appealing colours and provide appropriate temperature levels. These facilitates 

enhances proper learning. Duruji et al. (2014) observed that deteriorating conditions of 

buildings, inadequate physical facilities and other learning environment deficiencies 

negatively affect instructional processes. These translates to poor health and safety of all staff 

and learners.  

 Notably, most youth polytechnics started in the early 1970s and 1980s through 

community self-help initiatives. There was also support from Non- Governmental 

Organizations (NGOs) and faith-based organization like the Danida, Action Aid and the 

Catholic dioceses. A study carried out by Kigwiru (2014) found out that community colleges 

lacked resources for maintenance and expansion. He further found out that due to poor 

management of the infrastructure, majority of the colleges were in terrible states of despair.  

 According to the Presidential Working Party of Education and Manpower Training 

for the Next Decade and Beyond (ROK, 1988), planning and utilisation of classroom 
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facilities should be done effectively and properly to bring about efficient provision of quality 

and relevant instructions. Lecture halls/classrooms have chairs, tables and blackboards. These 

facilities are used for reading, writing, sitting, conferring, interacting, viewing, listening and 

thinking (Asiabaka, 2008).  

 Kings (2005), observed that existing infrastructure and other plant like classroom 

space in public YPs and Vocational Training Centres (VCTs) in Kenya were in poor working 

conditions, not enough and required renovation in order to facilitate proper curriculum 

delivery and hence quality training. On the same note, Muendo (2016) found that some 

educational institutions did not have enough classrooms, tables, desks and chairs leading to 

congestion. These situations frustrated learning process. In addition, Ndirangu and Udoto 

(2011) argued that although there was no consensus on what constitutes a quality physical 

facility, generally, a good classroom should have enough natural lighting, space, good indoor 

air quality and be clean. These conditions provide comfort to students increasing their 

concentration levels during learning and training process frees. Additionally, the conditions 

are likely to enhance students‟ motivation and help them demonstrate better performance.  

 Teachers and administrators need places to assemble, consult, relate and discuss as 

they carry out the various administrative functions (Asiabaka, 2008). Administrative facilities 

provides offices that offer various administrative services for instance: reception/ waiting 

areas, the office of the principal, registrar‟s office and the staffroom. According to Education 

Facility Specification [EFS] (2012) administrative offices provide amble environment to offer 

organizational and instructional leadership processes which are needed to create an 

atmosphere that is conducive for teaching and learning. Further, they assist in coordinating 

organisational activities, giving general instruction and interaction with various stakeholders.   

 Popoola and Haliso (2009) define a library as a physical facility with resources and 

information, it carries materials that are in printed and electronic formats. These are 

textbooks, journals, indexes, abstracts, newspapers and magazines, reports, internet/E-mail, 

video tapes/cassettes, diskettes, magnetic disk, computers and microfilms. Teachers need 

various kinds of information resources for teaching, research and for the purposes of 

imparting knowledge to students and self-development. Library resources with the right kind 

of information mix provide avenues for the same. Nasongo et al. (2013) indicate that the 

absence of textbooks and other resource materials hinder effective classroom delivery since 

they are basic tools, which helps teachers to illustrate concepts. They further argue that the 

library must be up to date by allowing access to current reading materials. Skills like 

discovery and inquisitiveness may not be acquired where use of teacher-centred methods of 
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delivery are encouraged. Such methods can only be applicable where adequate and relevant 

library facilities are available. 

 This means that availability of library facilities is directly related with the 

performance of learners in their examinations. Musau (2004) found out that unavailability of 

library facilities was among the other major problems hindering higher achievement of 

educational standards in learning institutions. A study done by Agufan and Ndavula (2011) 

established that youth polytechnics lacked library facilities. He noted lack of adequate 

textbooks, materials for teaching and learning and workshop tools/equipment. This implied 

that Kenyan YPs were in dire need of improvement of the library facilities if quality learning 

was desired. 

 Workshops and tools are used to illustrate concepts, to carry out experiments and do 

demonstrations (Asiabaka, 2008). Practical (observation, measurement and drawing) and 

technical skills are acquired through activities carried out in well-equipped workshops. Njura 

(2013) observed that effective training is not practically possible without tools and equipment 

in workshops since YPs are supposed to provide trainees with hands-on-experience. This is 

because practical activities and demonstrations of the concepts are carried out in the 

workshop sessions. Hence, it can be argued that post primary training institutions and 

particularly TVET and technical universities require adequately equipped workshops.  

 Workshop tools and equipment play a significant part in enhancing successful 

implementation of any type of TVET. On their study on challenges of implementation of the 

curriculum in Nigeria, Bandele and Faremi (2012) observed that the main issue affecting 

technical and vocational education training systems in Nigeria was absence of standard 

workshops and modern instructional materials for practical work. TVET curriculum is largely 

practical, which, if not implemented correctly, acquisition of skills and knowledge is likely to 

be hampered.  Without functional workshop tools and equipment, the technical educator finds 

it difficult to use demonstration method in teaching. Uzoagulu (1993) affirmed that poor 

student acquisition of skill in TVET in Nigeria was as a result of limited and non-functional 

training workshop tools and equipment. Perhaps the reason why Ibrahim et al. (2014)  

discovered that graduates from TVET programme were being rejected by industry because 

they were deficient in hands on skills.  

 Kigwilu et al. (2016) suggested that YP be provided with better equipped workshops, 

for practical skills to improve the programme and increase employability of the graduates. A 

school workshop when adequately equipped facilitates acquisition of technical skills since 

opportunities for practical training of students is made possible. This is a fundamental 
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requirement for the successful implementation of the curriculum (Bybee & Loucks-Horsely, 

2000). Kamau (2013) pointed out that, most youth polytechnics in the area were ill prepared 

for effective training. In these institutions the available tools and equipment were not enough, 

the few present were obsolete or not working at all. A survey by MOYA (2011) revealed that 

the public YPs were constrained with inadequate modern equipment which was critical in 

skill development. 

Challenges of Provision of Physical Facilities in TVETs 

 Under-investment in Youth Polytechnic institutions has resulted in inadequacy of 

physical infrastructure. This inadequacy leads to ineffective teaching which translates to low 

quality skill acquisition. As most African governments expand TVET to create skilled labour 

force, underfunding of physical facilities, materials and equipment needed, is likely to hinder 

the achievement of desired outcomes (UNESCO-UNEVOC, 2008).  

 It can be argued that the state of physical facilities in YPs is as a result of limited 

funds. In support of this fact, Messar and Mucai (2011) established a close connection 

between finances and availability of facilities. Gonski et al. (2011) in their study found that 

funding for school capital and infrastructure was inadequate, un-co-ordinated and lacked 

planning. They also established that many schools particularly in the government sector were 

suffering from lack of capital investment. 

 Whereas in Kenya, the governments both national and County are highly responsible 

in funding TVET, other options need to be sourced to enhance effective training. Some of the 

financial options to supplement government funding includes, business enterprises initiated 

and owned by the organisations, farming activities, searching for private and public sponsors 

and international donors. This is necessary because according to Simiyu (2009), it costs more 

to run a technical and vocational institution per student than an academic one.  

2.7.2  The Youth Polytechnic Curriculum  

 According to Akinnseinde (2004), the curriculum refers to the formal and informal 

content and the process by which learners gain knowledge and understanding, develop skills 

and alter attitudes, appreciations and values, under the auspices of learning institution. 

Arowolo (2010) further posited that curriculum is an educational plan that spells out which 

goals and objectives have to be achieved, which topics should be covered and which methods 

are to be used for learning, teaching and evaluation. A vocational curriculum according to 

Ellis (2003) should provide instruction in a variety of fields, focus on technical skills rather 
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than academic knowledge, allow students to focus solely on training for careers and be 

flexible. 

Artchoarena (2009) observes that an effective TVET program connects the school to 

work by building partnerships between the government, communities, industry and non-profit 

organizations, in order to provide quality training and accreditation. He further indicates that 

the programme, should incorporate technology in its implementation, have a strong relevance 

to industry and have instructors with strong industrial experience. Effective programs also 

directly link students to industry through internships and apprenticeships, so that they may 

gain practical experience through the application of skills acquired in training (UNESCO, 

2000). At the same time, the curriculum should ensure that at the end of the instructional 

period, learners should be able to use technology, think creatively and independently, develop 

and communicate their own beliefs and view of the world. It should also achieve success in 

different areas of activity, develop knowledge and understanding, make informed choices and 

decisions, communicate in different ways and settings, and work in partnership with others. 

In his argument, Ahmad (2015) allude that curriculum design, development and making, 

needs the inputs of all stakeholders for it to be relevant, meaningful and adequate to meet the 

needs of the people for whom it is made. 

 The Kenya Youth Polytechnic curriculum offers Proficiency Skill Programme, 

Artisan and Craft courses that are examined by Kenya National Examination Council 

(KNEC). There is also trade test based courses that are examined by the Directorate of 

Industrial Training (DIT) (RoK, 2012).  

 Proficiency Skills and Certificate Programmes are short skill development courses 

which are intended to prepare the youth for employment in the informal sector. They are 

designed to last for six to twelve months to provide primary school leavers with skills in 

specific occupations (KICD, 2009). The curricula are tailor made to suit the demands of 

particular learners in their community. This training is mostly practical in nature, with 

students spending more than 90% of their time learning practical skills intended to enable 

them perform practical tasks without necessarily understanding the theories behind the 

technologies used. The practical training skills learned are expected to enable them enter into 

self-employment. These programmes are offered in youth polytechnics, Farmers‟ Training 

Centres, Christian Industrial Training Centres, National Youth Service, and Rural 

Community Training Centres (KICD, 2009). The trainees take both written and practical 

examinations at the end of the six or twelve months‟ course and are awarded Technical 

Education Proficiency Certificate (TEPC).  
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 Artisan courses target primary school leavers who do not proceed to secondary 

education level for one reason or another. The programme lasts an average of two years. At 

artisan level, the curriculum comprises 10% theory and 90% practical that include three 

months‟ industrial attachment. The artisan syllabus includes a number of vocational courses 

for example welding, motor vehicle technology, garment making and fashion and design, 

land surveying, cartography, painting and decorating, electrical installations and general 

fitter. Others courses include; plumbing, masonry, food and beverages, carpentry and joinery, 

leather work and agricultural mechanics (KICD, 2009). These artisan courses are offered in 

Youth Polytechnics, Institutes of Technology (IT) and Technical Training Institutes (TTIs). 

 Craft courses on the other hand target secondary school leavers in addition to those 

who already hold the Artisan certificate. The courses last an average of three years and are 

offered, just like Artisan courses, in YPs, ITs and TTIs. According to the KICD (2009) 

syllabus, the craft curriculum entails 60% theory work and 40% practical work that include a 

three month industrial attachment. Courses offered at craft level include electrical 

installation, textile and fabrication, welding and fabrication, masonry, carpentry and joinery, 

plumbing and science laboratory technology. In addition, students pursue courses in 

agricultural engineering, land surveying, cartography, computer studies, graphic design, food 

technology, fisheries technology, general agriculture, garment making, leather work and 

tannery, graphic reproduction, mechanical engineering (production option), automotive 

engineering and medical laboratory technology. Further, students take such courses as 

construction, electronics, machine printing, print finishing and bindery operations, weaving, 

spinning and road construction. Finally, craft courses are offered in accountancy, banking and 

finance, business administration, co-operative management, personnel management, supplies 

management, transport management, housekeeping, laundry, library, archives and 

information studies.  

 In 2007, KICD developed a curriculum for YPs which had 12 courses with two 

options. The courses were in metal processing, electrical and electronics, motor vehicle, 

building, refrigeration and air conditioning, appropriate carpentry and joinery, Information 

Communication Technology (ICT), leatherwork technology, fashion and design and garment 

making, hair dressing and beauty therapy, agri-business and food processing technologies 

(KNBS, 2010). Option one is a modular program offered to candidates with KCPE 

certificates or any other equivalent qualification. The program takes two years and covers 

such areas as communication skills, entrepreneurship skills, life skills, ICT studies, technical 

drawing and mandatory industrial attachment. Upon completion of the course, graduates are 



 

 

28 

awarded the National Vocational Certificate in Education and Training (NAVCET). On the 

other hand, option two is a four-year program that targets primary school leavers with KCPE 

or its equivalent who aspire to follow the parallel secondary school format and then proceed 

for further studies at diploma and degree levels (Kigwiru, 2014). 

 As already noted, the basic entry requirement for Craft courses is KCPE and either 

KCSE mean grade D or relevant Artisan certificate courses. The courses offered at Artisan 

and Craft levels allows a progression route for Artisan graduates into Craft level courses 

(KNEC, 2012). Thus, it is expected that primary school graduates who later on enrol for Craft 

level courses should have successfully completed the respective Artisan courses. This 

therefore ensures that the trainees acquire competence in the specific skills or trades that 

would enhance their productivity in either self or wage employment.  

Challenges of the YP Curriculum in Kenya 

 The Youth Polytechnic programme has lost focus of its initial objectives over time. 

According to a government study on skill gap analysis (ROK, 2011) youth polytechnics have 

become more attached to the formal trade certification system, while most trainees are more 

concerned about obtaining certification for wage employment rather than entrepreneurship. 

The report further showed that the YPs offered courses that were unrelated to the needs of 

employers and industry. This means that those who trained in these institutions were unlikely 

to secure employment.  This report observed that the YP programme offered opportunities to 

only a small fraction of primary school leavers. Another government report (ROK, 2010) 

observed that the focus of the YPs curriculum was too narrow, while some of the skills 

offered like Agri-business and food processing technologies were not in high demand in the 

rural areas since learners are taught cooking skills earlier in life. The report further found that 

YPs graduates received insufficient training in business management skills which 

undermined their chances of succeeding in self-employment.  

 Another government report, (RoK, 2012) observes that YPs programmes follow a 

time-bound rather than demand driven curriculum. Certification is based on completion of 

courses and passing examinations not on quality of skills acquired. The report further 

indicated that the current TVET curriculum is weak and not flexible to meet the technological 

challenges and diverse needs of different clients. Hence graduates of TVET institutions did 

not easily secure jobs or manage self-employment because they lacked productive skills. The 

report further observed that the core values and attitudes which translate into positive work 

ethics were also lacking as they tended to be given passing recognition within the institutional 
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settings. The report suggested that the TVET programme should be re looked into. A study 

on the effectiveness of YP training in Machakos County established that majority of the YPs 

concentrated their learning experiences in the institutions and rarely allowed their trainees to 

engage in learning experiences outside. For example, attachment in Small and Medium 

Enterprises (SME) and industry, inter-institutional educational visits as well as exchange 

programmes were rare (Yungungu et al., 2014). In this regard, the graduates are meet with 

challenges at the workplace especially in handling modern tools and equipment (Wachira et 

al., 2009). To perform successfully, TVET curriculum should include diversity of content, 

flexibility of delivery and general practical skills. Additionally, it should be aligned with 

other parts of the national education system. 

2.7.3  Tutors’ Competence  

 Teachers are critical in the provision of quality education because they impact literacy 

and numerous skills in addition to providing a set of complex analytical, social and emotional 

skills (Abuel-Ealer, 2012). The quality of education in both developed and developing 

countries depends on the quality of teachers (Kagoda & Ezati, 2013). Thus, the quality of any 

education system globally is a reflection of quality of teachers. This is because teachers play 

an essential role in implementation of content resulting to quality education (Likoko et al., 

2013).  

 Competent teachers may be understood as those who meet a certain set of 

professional criteria. International Labour organisation (2000) identifies a set of these 

attributes; a high degree of functionality in information and communication technology (ICT) 

and technological processes. They should also have pedagogical skills to enable them give 

instruction and organize learning processes, research, reflection and change as necessary in 

their teaching practices. They should also have the ability to activate entrepreneurial skills 

and transfer this spirit to learners (ILO, 2000). Other indicators of competent educators are 

high academic qualifications and professional training. Ediger and Rao (2013) identify 

accurate and clear communication of ideas in conveying different facets of a lesson as one of 

the principles of effective teaching that generates positive results in learning process.  

 Klusmannn et al. (2013) indicates that teachers‟ thorough understanding of the subject 

matter in terms of content knowledge enhances quick and easy delivery in the classroom. In 

support of this, Bartilol and Ngeno (2016) assert that excellent masterly of subject matter on 

the part of the trainer raises educational standards. A study done by Kirika et al. (2019) found 

that there was a relationship between teachers‟ knowledge of subject matter and quality 
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teaching. The results of their study concurred with Akpo and Jita (2013) who also found that 

subject matter content masterly had a significant and positive relationship to students‟ 

academic quality. This therefore implies tutors with higher academic and professional 

qualifications in their subjects of specialisation teach more effectively, hence students are 

likely to perform better. Tutors who are experts on subject matter are able to put into practice 

the full diversity of their roles. Kagoda and Sentongo (2015) in their study on student 

perceptions on factors influencing academic performance found that educators‟ subject 

masterly was key.  

 Classroom management entails planning, supervising, controlling and coordinating 

the activities of students in the teaching –learning process. It is a prerequisite for achieving 

instructional objectives and safeguarding the well-being of students (Ogunu, 2000). 

According to Grieser (2007), successful classroom management enhances effective teaching. 

Factors which have been found to contribute to effective classroom management according to 

Kern and Clemens (2007) are many. They include; clear, simple rules and expectations which 

are consistently and fairly applied. Secondly, predictability of events and activities through 

establishing routines, information cues and signals about forthcoming transitions and 

changes, as well as for content duration, and consequences of activities. Next, frequent use of 

praise, both verbal and non-verbal. Teacher praise has demonstrated positive effects on both 

those earning it and those nearby. Verbal praise should be specific and descriptive. Teachers 

should try to provide students with at least four praise statements for every reprimand. Lastly, 

all students need to have the required entry skills and ability to successfully engage in 

assigned activities. Participation and learning can only follow successful access to the 

curriculum and encouragement to sustain activity. 

 Bwika (1997) advised instructors to apply the principles, methods and techniques of 

instruction in the classroom. This involves speaking clearly, repeating and emphasizing key 

points in such a way that they stand a chance of being understood and remembered. 

According to Clotfelter et al. (2007) the impact of classroom management strategies on 

performance is highlighted. They argue that educators‟ experience in classroom instruction is 

a significant determinant of academic performance among students in educational 

institutions.  

 Among the most important elements of effective instruction according to Muijs and 

Reynolds (2011) are questioning and discussion who advices teachers to ask higher-level 

questions whenever possible to help develop pupils´ thinking skills.  Sieberer-Nagler and 

Tirol (2016) in their study on Effective Classroom-Management and Positive Teaching 
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argues that class discussions need to be prepared for them to be effective. They indicate that 

the teacher needs to give pupils clear guidelines on what the discussion is about and later 

summarize and review the discussed content during and towards the end of lesson. Sieberer-

Nagler and Tirol (2016) highlight other importance of effective classroom management 

strategies as; feedback and praise, handling mistakes, questions from students, and clearly 

structured lessons. The praise is most effective when it is sincere and natural. Teachers‟ 

should use appropriate gestures and actions to accompany them. Teachers should try to 

motivate the students so that the students are more likely to pay attention.   

 Assessment serves several functions such as enabling teachers judge students‟ 

progress, measuring and diagnosing the effectiveness of the instruction, and reporting student 

progress to interested clients. Assessment actions involves setting tests, administering, 

marking, recording, communicating test scores and interpreting standardized test scores 

(Hills, 1991). Feedback from teachers to students as part of formative assessment is a prime 

requirement for progress to occur in learning. Teachers need to team up and to draw on 

external sources to collect or develop good questions or worthwhile tasks that are not easy to 

create (NCTM, 1991). In Kenya, educational institutions administer two types of 

examinations; internal and external. Internal examinations take the form of continuous 

assessment tests, assignments and end of session examinations. These are set and evaluated 

by the concerned subject teachers. 

 Lezotte (2001) argues that frequent measurement and monitoring of student progress 

on the achievement of curriculum objectives generates results which can improve the 

individual student learning behavior and performance. Positive feedback to students 

contributes to their autonomous thinking. It facilitates the development of independent 

thought and self-reflection of the learners. A study by Gbore and Daramola (2007) assert that 

frequent Continuous Assessment Tests (CATs) motivates and stimulates learners‟ thinking 

thereby improving performance. Assessment results are used by teachers to adjust their 

teaching.  

 Feedback is considered as a vital aspect that facilitates students‟ development as 

independent learners in order to monitor, evaluate, and regulate their own learning (Ferguson, 

2011). Feedback as a dialogue does not involve only written feedback information but also 

provides the opportunity to have discussion about that feedback afterwards. Thus, feedback 

provides evidence about progress and achievement and how best to improve the current 

results. 
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 The training and quality of TVET tutors is the responsibility of the Ministry of 

Education. Tutors teach in national polytechnics, and technical and vocational centres and 

schools at the secondary education level. They are responsible for teaching in vocational 

training centres and private industrial centres (UNESCO-UNEVOC, 2018).  TVET tutors are 

required to have various qualifications, depending on the level of TVET taught. At the 

vocational centres level, they are required to have a Diploma or Craft Certificate. At the 

tertiary education level, they are required to have a Higher Diploma or a Bachelor of 

Technology. 

 In Kenya, there is only one institution preparing TVET tutors, the Kenya Technical 

Training College (KTTC). It provides pedagogical skills for those who have mastered the 

trade from various colleges and wants to join the teaching profession. It also trains flesh 

entrants in technical/vocational and pedagogical skills. These qualify as tutors after 

completion of the training process. According to Hughes (2011) training of teachers upgrades 

their competence. Lack of such upgrades handicaps the teacher in any attempt to fulfil their 

roles effectively in the classroom.  

 There are no specific educational programs to supply the TVET sector with tutors. 

Nyerere (2009) observed that teachers in TVET institutions lacked necessary industry-based 

technology skills due to lack of industrial attachment. Nyerere further noted that Kenya 

Technical Training College (KTTC) had shifted from its original mandate as a producer of 

technical teachers and was now competing to offer programs similar to university institutions 

and therefore quality technical teacher training has been completely compromised. Selection 

of TVET tutors focuses more on technical education rather than together with training in 

pedagogy. With devolution, County governments now recruit and appoint the YP tutors.  

 Youth Polytechnics do not have sufficient number of tutors. To address the shortage, 

Board of Management (BoM) of YPs  recruit‟s trainers to supplement those from TSC. 

However, limited resources and unattractive salaries have made retention of such trainers 

elusive. There is a marked difference in the remuneration between the two categories, leading 

to high labour turnover with resultant understaffing. Whereas tutors employed by TSC have a 

clear scheme of service, constant salaries and have appointment designating them as 

employees, those employed by BoM do not have a harmonized scheme of service (Njura, 

2013).  Nwachukwu and Nwosu (2007) observed lack of instructor preparation and in-service 

programmes and also difficulty in recruiting well educated instructors with skills and 

competence in vocational and technical education as challenges facing TVET.  
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Challenges faced by TVET Teachers 

 Kimei (2018) in his study on Challenges Affecting the Implementation of Technical 

Curriculum in Public TVET Institutions in Kenya: A Case of Nandi and Uasin Gishu 

Counties, identified several teacher related factors that create challenges in the process of 

curriculum implementation. These were; lecturers‟ competence which had highest mean 

score and lecturer‟s syllabus coverage. Others were lack of punctuality, tutors‟ did not have 

interest to teach, unavailability of reading materials or equipment, lack of preparation of 

lesson by tutors and evaluation of students‟ academic performance among others.  

 Indoshi (2010) cited in Kemei (2018) found out that tutors lacked industrial 

experience and they preferred teaching theoretically with no practical application. The 

lecturers‟ preference to teaching theoretical content than practical aspects of the curriculum 

affected the acquisition of occupational skills.   

 A research carried out in Kiambu County revealed that the majority of instructors in 

the public vocational institutions studied were inadequately trained or not trained at all in 

technical trades and pedagogy. The youth polytechnic staffs had no scheme of service and 

were paid extremely low wages and were not motivated in their work. This was attributed to 

inadequacy of finances. 

 Kiplagat et al. (2018) established that some of the instructors, based on their 

qualifications, were not able to handle the TVET curriculum well. County Directors observed 

that there was need to retrain already employed instructors. These findings agree with those 

of Sang et al. (2012), who established that trainers were not adequate and did not possess the 

required qualifications for training. The instructors and students suggested that the VTCs 

should employ qualified instructors to improve graduate quality. 

  2.7.4  Principals’ Leadership Skills  

 Armstrong (2016) defines leadership as influence, power and the legitimate authority 

acquired by a leader to effectively transform an organization through the direction of the 

human and other resources to achieve the desired goals. In this study, leadership is mainly 

associated with the formal organizational positions in YPs.  

 The youth Polytechnic principals have a mandate to lead teachers, students, non-

teaching staff, parents and other stakeholders towards the accomplishment of institutional 

goals. To a large extent success depends on proper institutional management under the 

guidance of the principals. In the educational setting, the principals are the chief 

administrators in the Youth Polytechnics institutions. The functions of the principals among 
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others include scheduling, budgeting, instructional supervision, maintenance of physical plant 

and custodial services for students and staff. They also play the role of a liaison officer 

between the institution, the ministry and the community (Educational Research Service, 

2000). According to Northouse (2007), the function of management is to maintain order and 

consistency in an organization. In a Youth Polytechnic, guiding the development of 

timetables, allocating resources, instituting rules and procedures, providing incentives and 

creative solutions and taking corrective action on arising issues are important roles of the 

principals. They should be able to adequately guide, direct and control the operations of the 

institution‟s success of which requires effective leadership skills (Pont et al., 2008).  

 The recruitment of educational leaders therefore should be based on important 

characteristics such as possession of appropriate educational qualifications, and competencies 

for effective decision making, leadership skills and resourcefulness. Institutional leadership 

involves provision of strategic direction to an institution, promoting the delivery of the 

curriculum and monitoring the same, human resources management and student support 

services. 

 Strategic leadership centres on the ability to create an institutional vision and directing 

resources and energy for the achievement of the same, through a series of calculated 

management processes. According to Meigs (2008) principals are expected to set a clear 

vision for the school community and be responsible for its execution. Vision is a foresight 

and forethought. Vision and Mission motivates and energizes followers to perform because 

they both give direction and expected performance levels. In arguing a case for the 

importance of both vision and mission in an organization, Locke and Latham (1990) noted 

that a vision effectively increases motivation of the tutors because it clarifies the goals to be 

attained and therefore directs all staff to focus on these. This focus translates into high 

performance of the organization. They further postulate that a vision focuses attention to the 

achievement of the task, expends effort on the goal, persists to achieve it and increases the 

development of strategies to obtain the goal. The principals are expected to develop a plan to 

be followed based on goals and objectives of the institution. They determine, if the 

expectations are measurable, precise and are connected to the goals and objectives. 

Rosenzweig (2001) argues that staff and students support goals which define the expectation 

of an educational institution, with regard to academic achievement because they are 

motivated to achieve them. Principals are expected to be strong academic leaders who 

develop institutional vision and mission of their organisation.  
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 Vision is increasingly being regarded as an essential component of effective 

leadership. Beare et al. (1992) indicate that outstanding principals have a vision for their 

organizations and communicate it in a way which secures commitment among members of 

the organization. Mclver et al. (2009), argues that educational leaders should pass on the 

purpose and vision of their institutions in a meaningful way to enable staff understand what 

they need to do. Bookbinder (1992) explains that frequent communication of institutional 

goals by principals promotes accountability and instructional improvement. 

 Principals support curriculum delivery through provision of appropriate resources. On 

this, Gorton et al. (2007) point out that they are supposed to provide the instructional and 

curriculum materials. According to Lunerburg (2010) providing resources includes; 

scheduling, developing the school calendar, hiring and correctly placing teachers and 

providing necessary resources to support instruction. When staff in an educational institution 

lacks resources, they place the responsibility on the principal. Gamage et al. (2009) reported 

that one of the variables determining high achieving learning institutions was the principals‟ 

assistance to teachers in provision of resources to achieve maximal students‟ outcomes. 

 To gain knowledge of what is required in classrooms and the materials being used 

effective principals frequently observe teachers‟ instructional methods and involve them in 

deciding the best method to use. A study by Kigwiru (2014) on Resource Utilisation and 

Curriculum Implementation in Community Colleges in Kenya suggested that the principals 

need to establish order and give supportive environment both inside and outside the 

classroom. This is by providing appropriate and adequate resources to preserve time for 

teaching and learning. 

 Yunas and Iqbal (2013) in their study on Dimensions of Instructional Leadership Role 

of Principal, argues that supervision is one of the roles of a principal, which is concerned with 

the improvement of instructional effectiveness. This means that to have effective teaching 

and learning within educational institution, the principal needs to oversee the process. He 

notes that the role of the principal is characterized by frequent classroom observations, giving 

effective feedback to teachers on their teaching and involvement of staff in professional 

development activities. The principal is instrumental in successful curriculum 

implementation. The instructional supervision also takes cognizance of the timely 

implementation of curriculum, improvement of programmes and monitoring of the planned 

activities of the institution.  

 Educational leaders should be capable to help teachers adapt the teaching programme 

to the local requirements of the learners. They need to implement measures to promote 
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teamwork amongst the teachers and get engaged in teacher monitoring, evaluation and 

professional development. Teachers should be effectively trained and possess the knowledge 

about how to meet the needs of the students. It is therefore an important goal of the 

educational leaders to support, evaluate and contribute in the development of teacher quality 

(Pont  et al., 2008). 

 The function of human resource management focuses on many activities that motivate 

workers to do their best. Although money is not the only motivator, Taylor and Dori (2008) 

argue from the economic point of view that money is the principal motivation instrument. 

Thus, for teachers to be motivated, their economic situation must be well catered for through 

objective pay and incentives. In addition principals may create special financial incentives if 

they are not directly involved with salaries. They should lobby for special financial incentives 

for their staff from the relevant authority. Such measures were likely to boost staff work 

morale, thus enhancing effective performance in the teaching-learning process.   

 However, Robbins (2003) argues that human beings have some social-psychological 

needs that should be satisfied in order to stimulate behavior toward work. Van Wart (2008), 

viewed rewarding workers through tangible incentives works best. He suggests for instance 

promotions, increased discretion, superior work assignments and provision of additional 

responsibility because they are more motivating than financial rewards. To him, a reward 

does not necessarily have to be a financial one only. In support of this argument, Van Wart 

and Suino, (2008) in their book on Leadership in Public Organizations observe that 

recognition is an important motivational strategy. According to them, it is an intangible 

incentive that can be carried out through show of gratitude and praise to staff for good work 

performance. This is simply acknowledging good behavior or actions. An effective 

recognition strategy may be walking around the organization and giving a warm hand-shake, 

through celebrating successful accomplishment of tasks or a good word or a short written 

comment.  

 According to Lanzeby (2008), feedback shapes employee performance. He argues that 

leaders should structure feedback in a way that the worker will accept the comments for 

future improvement rather than using criticism for negative performance.  Another motivator 

is career advancement along with career services. The principal should conduct timely, 

structured, and in-depth interviews with employees to determine their needs and aspirations. 

The principal should further provide career advice and create a career plans for the employees 

(Van Wart & Suino, 2008).  
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 Training plays an important role when it comes to employee‟s motivation in the 

organization because it prevents them from failing in their tasks due to a lack of skills. The 

principal being a manager should provide employees with adequate training in order to 

increase their chances of doing a successful and competent job. This could be done through 

planning and implementing professional development and progression schedules. Principals 

can organise for in- service courses, workshops, seminars and even invite experts to talk to 

the tutors. From the foregoing discussion, it is clear that there are many activities that 

motivates worker. Not every activity works for every individual worker. Greenberg and 

Baron (2003) are of the view that the first task of a manager is to find out what motivates 

their employees and create a balance between employee‟s needs and the offered reward.   

 Research shows that in institutions where students are achieving at high levels, 

principals create time to evaluate and monitor students‟ progress and lead staff effort in 

designing focused instructional approaches to meet the special and specific needs of students. 

Gamage et al. (2009) reported that in successful learning institutions, careful monitoring of 

students progresses took preference. It has been found that effective leaders develop 

institutional climates and cultures that create better teaching and learning environments for 

students (Gamage et al., 2013). Besides, in most educational institutions systems, the 

principals are accountable for student learning as they are supposed to develop motivating 

and energizing strategies for their students to work hard. 

 A study by Fisher and Frey (2002) indicated that the principal who regularly modelled 

lessons in front of instructors and students and interacted with students freely led to increased 

student performance. During the process, the students were encouraged to work hard and 

achieve success. This Among other roles of the principals as implementers of the policies and 

procedures of the government, they lead teams of professional educators (Onyango, 2001). 

As far as guidance and counselling is concerned, the support of the schools principals is 

essential. The principal assists in the development and maintenance of counselling 

programme. This is through providing a positive working relationship between and among 

school counsellors (Mwaniki, 2008). 

Principals’ leadership Challenges in Kenya 

 The minimum qualification for the post of school principal varies from country to 

country. In Nigeria for instance, Adesina (2011) indicates that for one to be appointed as a 

principal must possess first degree in education.  While in Cameroon it   is a direct 

appointment by president of the republic through a presidential decree (Cameroon Education 
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Law, 1984). One reason that has always been advanced for poor results in educational 

institutions however is that principals are not appropriately trained to take leadership roles 

(Reitzug, 2002). According to Kamotho (2008) appointment of institutional heads is being 

based on good classroom teaching, active participation in co-curriculum activities and 

teaching experience. He argues that this criterion has resulted into ineffective leadership and 

resulting into challenges in institutional leadership. The Education Act presumes that heads 

of educational institutions are knowledgeable in educational and HR management which 

might not always be the case.  

 Principals are appointed by the Teachers Service Commission (TSC), to run the day-

to-day operations of the Youth Polytechnics. A number of researches conducted on principals 

training needs have made various recommendations. For example, Okumbe (1999) 

recommended in-service training for school managers and teachers. Mutai (2003) identified 

the need for effective institutional management and suggested that appointment or and 

promotions of principals should be pegged on a pre-service training. It is assumed that when 

the newly appointed heads assume office they will learn on the job. 

2.9  Theoretical Framework 

 This study was guided by the Human Capital Theory (HCT) advanced by Schultz and 

Becker in the early 1960s. Theodore Schultz asserts that human capital refers to the 

knowledge, skills and abilities gained through education and training (McCracken et al., 

2017). Human skills are important in facilitating the pace of growth and development through 

enhanced productivity. This is because through education and training, one acquires 

knowledge, skills, attitudes, values and abilities, which can potentially increase productivity 

and performance at work and life in general. 

 Human capital has set the framework for educational policies since it is the most 

influential economic theory of Western education since 1960s. The theory rests on the 

assumption that formal education and training has the capacity to improve the productive 

capacity of a population. It emphasizes how education increases the productivity and 

efficiency of workers by increasing the level of cognitive stock of economically productive 

human capability (Babalola & Aliye, 2014). 

 Fagerlind and Saha (1997) observe that human capital theory provides a solid 

foundation for large public expenditure in education globally. The theory emphasizes on the 

need for policy makers to allocate significant resources to the expansion of educational 

systems. While some governments may be reluctant to invest in education, positive returns 
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from this investment will significantly outweigh the costs. Babalola and Aliyu (2014) assert 

that the contribution of education to economic growth and development occurs through its 

ability to increase the productivity of an existing labor force. Therefore, economic appraisal 

of educational investment projects should reflect education as a source of economic growth 

and development only if it liberates, stimulates and informs the individual and teaches them 

how and why to make demands from the environment by careful utilisation of the resources 

available.  

 This theory is relevant in this study because the Youth Polytechnics develop human 

capital through provision of knowledge and skills for economic productivity. For this process 

to be effective, the inputs which include curriculum, physical facilities, tutors and principals‟ 

leadership skills must be availed in correct quality and quantity.  

1.10  Conceptual Framework 

 The conceptual framework was modelled along the objectives of the study. It provides 

a diagrammatic representation of the interaction between the study variables. The framework 

postulates that physical facilities, curriculum, tutors‟ competence and principals‟ leadership 

skills influence quality of graduates and the link between the dependent and independent 

variables is moderated by internal efficiency, learner entry behaviour, and government YP 

policies, parental involvement and community‟s attitude towards YPs as depicted in Figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework showing the relationship between dependent and variables 
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Figure 1 show four selected factors, namely; adequacy of physical facilities, relevance of the 

curriculum, tutors‟ competencies and principals‟ leadership skills were the independent 

variables, while quality of YP graduates was the dependent variable. The dependent variable 

was expressed in terms of occupation, personal and interpersonal skills. The figure shows that 

under ideal conditions quality of graduates is totally dependent on the four selected factors as 

characterised by one-way flow of information arrow. However, there are intervening 

variables between the selected factors and the outcome. An intervening variable is considered 

as a variable which affects the outcome of the study, either because the researcher is not 

aware of it or does not have control over it (Mugenda & Mugenda, 2020). The effects of the 

intervening variables was minimised through randomization and sampling. The study 

samples were drawn from only public institutions, which use government admission 

guidelines to admit students. This means that there was homogeneity in the samples since YP 

policies and entry behaviour of students among the institutions were comparable. Best and 

Khan (2010) support use of randomization and sampling as means of minimizing effects of 

intervening variables on the relationship between an independent and dependent variables. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 3.1  Introduction 

 This chapter presents the research design, location and population of the study, 

sampling techniques and sample size. It also describes the instruments, and their validity and 

reliability, data collection and analysis procedures. The section also outlines the ethical 

considerations that guided the study. 

3.2  Research Design 

 This study adopted a correlation research design. This is a type of design in which the 

researcher seeks to examine the direction and strength of association between variables 

without any manipulation of the variables (Creswell, 2014). It entails collection of data at one 

point in time from a sample and using them to determine the direction and magnitude of 

relationships (Cohen et al., 2011). The design was deemed appropriate because the study 

investigated the influence of selected factors on quality of graduates. It was concerned with 

exploring associations which did not involve manipulation of variables. Badu-Nyarko (2011) 

contends that the design is ideal for determining the strength and direction of a relationship 

between variables in their natural settings.  

3.3  Location of the Study 

 The study was carried out in Kisii County, which is one of the six counties of Nyanza 

Region The county lies between latitude 0 30„ and 1 0„ South and longitude 34 38„ and 35 0„ 

East and covers a total area of 1,332.7 square kilometers (Kisii County Government, 2019). 

The county borders Nyamira County to the North East, Narok County to the South and 

Homabay and Migori Counties to the West. Kisii receives an average rainfall of 1500 

millimeters, with long rains falling in March and June. Maximum temperature range between 

21 °C – 30 °C and minimum temperatures range between 15 °C – 20 °C (Kisii County 

Government, 2018). 

 The county has a population of 1,266,860 people and is inhabited mostly by the Gusii 

ethnic community (Kenya National Bureau of Statistics, 2019). Majority of the inhabitants of 

the county are smallholder farmers. The main subsistence and cash crops grown by these 

farmers are maize, bananas, beans, potatoes, tea, sugarcane, coffee and horticulture (Kisii 

County Government, 2018). The inhabitants of the county also keep dairy animals which 

produce milk for domestic consumption and sale. Other economic activities that the 

https://en.wikipedia.org/wiki/Gusii_people
https://en.wikipedia.org/wiki/Gusii_people
https://en.wikipedia.org/wiki/Gusii_people
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inhabitants engage in include commerce and trade, soapstone mining and carving. Kisii had a 

total of 36 public Youth Polytechnics with a student population of about 3882 (County 

Director of Youth Technical and Vocational Training, 2016). 

 The county was selected because it had a fairly high number of Youth Polytechnics 

and a large population of unemployed youths some of whom were YP graduates (UNDP, 

2017). Further, it has been established that some of the graduates who were employed had to 

be given additional training by the employers to be productive at the workplace (Kirika et al., 

2019). A study in Kisii County by the National Council for Population and Development 

(NCPD, 2017) also showed that the knowledge and skills acquired through YP training were 

not relevant to the labour market requirements. The high unemployed rates among YP 

graduates and the inability of those in employment to perform is an indication that they are 

not of quality. It means that they do not possess technological, interpersonal, intercultural, 

ethical and decision-making and entrepreneurship skills that meets the requirement of the 

labour market. It is on the basis of these observations that the study location was selected. 

3.4  Population of the Study 

 The target population comprised of all Youth Polytechnic principals and tutors, 

employers of YP graduates and employed graduates in Kisii County. The county had a total 

of 36 principals and 218 tutors in the 36 public YPs and an infinite number of employers of 

graduates and employed graduates (County Director of Youth Affairs, 2016). The numbers 

were deemed infinite because most of the employers and employees were in the Jua –Kali 

sector, a non-formal entity without proper records. The accessible population comprised 29 

principals (29) and 65 tutors of YPs which had been in existence for at least 5 years at the 

time of data collection (2017) and offered courses in three trade areas namely; motor vehicle 

technology, metal processing and garment making. The accessible population also comprised 

of infinite numbers of employers of graduates and employed graduates in motor vehicle 

technology, metal processing and garment making sectors.  

 The study focused on YPs that have been in existence for at least 5 years because such 

institution had graduated students. Principals were selected because they are the chief 

executive officers of YPs and are in-charge of all operations in these institutions while tutors 

were chosen because they are the curriculum implementers.  The employers were selected 

because they utilise the skills of YP graduates and were best placed to evaluate their quality. 

The three trade areas were chosen because they were the major trades that offer employment 
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for the youth polytechnic graduates in the County (Jua - Kali Records, 2014). The accessible 

population is given on Table 2. 

Table 2:  Accessible Population  

Category Accessible 

Principals 29 

Tutors 65 

YP graduate employer Infinite 

Employed YP graduate Infinite 

 

3.5  Sample Size and Sampling Procedures 

 The study sample was selected using non probability sampling techniques. The use of 

non-probability sampling methods allows a researcher to focus on respondents who have the 

required information (Mugenda & Mugenda, 2020). All the principals (29) and tutors (65) 

from public YPs which offered courses in motor vehicle technology, metal processing and 

garment making trades were selected.  The census sampling technique was adopted because 

the accessible population was small and therefore manageable.  

 The number of employers and employed YP graduates who participated in the study 

was determined using Louangrath‟s (2014) formula for computing a sample size of an infinite 

population: 

 n = Zδ/E  

Where: n is the minimum sample size of a sub-group 

 δ is standard deviation  and was 1 

 Z is constant set value and was 1.65 

 E is confidence level and was .05 given that the confidence level was set at .05 when 

testing    hypotheses. 

 The employers‟ sample comprised of those dawn from metal processing, garment 

making and motor vehicle technology. For each sub-group (trade area) n= (1.65 x 1)/.05 = 33 

Therefore, the sample of employers n was = 33 from metal processing, 33 from garment 

making and 33 from motor vehicle technology. This gave a total of 99. The same procedure 

was used to determine the sample size (99) of the employed YP graduates.  

 The stratified and snowball sampling techniques were used to select the 99 employers 

and 99 employed graduates in three trade areas. Snowball entails identifying the first 

respondent, who identifies the next respondents who also identifies the subsequent 
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respondent in that order until the required sample size is arrived at. The sample sizes of the 

respondent categories are summarised on Table 3. 

Table 3: Sample sizes of the Respondents 

Respondent group Sample Size 

Principals  29 

Tutors  65 

Employers  99 

Employed Graduates 99 

 

3.6  Instrumentation  

 The study used four instruments, namely; tutors‟, employers‟ and employed youth 

polytechnic graduates‟ questionnaires and principals‟ interview guide to collect data. 

Questionnaires were chosen because they guarantee confidentiality and are ideal for 

conducting a survey that involves respondents who are dispersed over a wide geographical 

area, where travelling demands on a researcher would be excessive (Salkind, 2009). The 

interview was selected because the instrument generates quality data since it provides the 

interviewee with an opportunity to seek clarification when he/she does not understand a 

question. It also provides the interviewer with the opportunity to explain to the interviewee 

questions that are not well understood (Sekaran & Bougie, 2010). Porter (2003) contends that 

interviews generate quality data because fewer respondents refuse to take part in them. 

Further, the use of more than one data collection tool was preferred because it enabled the 

researcher to countercheck the information provided by the various sample groups.  

3.6.1  The Youth Polytechnic Employers’ Questionnaire (YPEQ) 

 The Youth Polytechnic Employers‟ questionnaire comprised of three sections; A, B 

and C. Section A was used to gather employers‟ demographic data while section B generated 

data on quality of graduates. Section B had 15 close ended items for measuring three 

dimensions of employee quality, namely; occupational skills, personal traits and interpersonal 

skills. The employers were asked to rate the YP graduates they employed in the three areas 

using a five point scale; Very Low (1), Low (2), Average (3) High (4) and Very High (5). 

Section C contained open-ended items that were used to generate additional information on 

quality of the graduates.  
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3.6.1  Employed YP Graduates’ Questionnaire (YPGQ) 

 The employed YP graduate questionnaire comprised of three sections, namely A, B 

and C. Section A was for collecting the bio-data of the respondents. Section B had 11 close 

ended items which were used to solicit data on three components of tutors‟ competence. The 

components were subject matter masterly, classroom management and learning assessment. 

The items that were used to measure the three dimensions of tutor competence were 

constructed using open ended items. The responses to the close ended items were assigned 

scores using a 5 points scale; Excellent (5), Very Good (4), Good (3), Moderate (2) and Poor 

(1). Section C comprised of open ended items which were used to generate qualitative data on 

tutor competence. 

3.6.2  Tutors Questionnaire (TQ) 

 The tutors‟ questionnaire had four sections, A, B, C and D. Section A contained three 

items on tutors‟ demographic characteristics.  Section B had a set of 15 close ended items on 

YP curriculum. The responses to the close ended items that were scored on a 5 point scale; 

Very Relevant 5, Relevant 4, Moderately Relevant 3, Somehow Relevant 2 Not Relevant 1. 

Section C was used to gather data on physical facilities, namely classroom, workshops, 

learning and administrative. This section had 15 closed ended items The responses to these 

items were also scored on a 5 point scale; More than Adequate (5), Adequate (4), Moderately 

Adequate (3), Somehow Adequate (2) and Not Adequate (1). Section D generated data on 

four dimensions of principals‟ leadership; provision of strategic leadership and students 

support services, monitoring curriculum implementation and human resource management. 

Responses to the 19 close ended items in section D were also scored on a 5 points scale: 

Excellent 5, Very Good 4, Good, 3, Moderate 2, Poor 1. Each of the three sections B, C and 

D had open ended items on curriculum, physical facilities and principals‟ leadership. The 

open ended items provided additional information that was used to supplement those 

provided by the close ended ones. 

3.6.3  Principals’ Interview Guide 

 The principals‟ interview guide provided supplementary information on all objectives 

of the study. Section A assisted the interviewer to introduce herself to the respondents, 

explain the purpose of the study and seek their consent to be involved in the study. The 

section was also used to gather the bio-data of the respondents. The subsequent four sections 

B, C, D and E were used to guide discussions on physical facilities, curriculum, tutor 
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competence and principals‟ leadership. The discussion on physical facilities focused on those 

ones used for learning, administration, libraries and workshops. Discussion on curriculum 

focussed on its relevance. The discussion on tutors‟ competence focused on their mastery of  

subject content, classroom management and learner assessment. The discussions on 

leadership examined the roles of principals in the provision of strategic leadership and 

students welfare services, curriculum delivery and human resource management.    

3.6.4  Validity of the Instruments 

 All the instruments were validated in order to ensure that they measured what they 

were designed to do. Face and content validity of the instruments were examined. Content 

validity analysis ensures that items in an instrument are aligned to the specific objectives of a 

study while face validity, was for ascertaining that the items in an instrument appear to 

measure what they purport to measure (Wiersma & Jurs, 2009). The validation was carried 

out by five experts from the department of Curriculum, Instruction and Educational 

Management, Egerton University. Kenya Institute of Management (KIM) (2009) 

recommends validation of instruments through expert judgment.  

3.6.5  Reliability of the Instruments 

 Data obtained from the piloting was used to estimate reliability. Piloting was carried 

out in the neighbouring Nyamira County. A total of 18 tutors, 18 employers and 24 YP 

graduate employees from the three trade areas were involved in piloting. Herzog (2008) 

recommends a sample of between 20 and 25 when estimating reliability of instruments. The 

reliability coefficients were estimated using the Cronbach Alpha method. The estimation was 

conducted with the aid of the Statistical Package for Social Science. The reliability 

coefficients of employers‟, tutors‟ and the graduates‟ questionnaires were 0.81, 0.79 and 0.78 

(Appendix F) respectively. The instruments were deemed reliable as the coefficients were 

above 0.7. According to Fraenkel and Wallen (2019) critical thresholds for reliability 

coefficients for social sciences is 0.7.  

3.7  Data Collection Procedures 

 The researcher obtained a recommendation ctor of Education. The tutors, principals, 

employers and employed graduates were formally contacted. The purpose of the study was 

explained to the respondents and their consent to be involved in the study sought (Appendix. 

I). Dates and venues for administering questionnaires and conducting interviews were fixed 

upon agreement with the respondents. On the material dates, the modalities of filling the 
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questionnaires were explained to the employers, YP tutors and graduates‟ before the 

instruments were administered to them. Thereafter, the questionnaires were administered to 

the respondents who were given two weeks to fill them. The interviews were conducted in the 

principals‟ offices.  The data gathered during the interviews were recorded using a video 

recording facility and in the form of short notes. The interviews took an average of 45 

minutes.  

3.8  Data Analysis Procedures  

 According to Patton (2014) data collected from the field need to be cleaned, organized 

into patterns and analysed using a variety of statistics to reveal the essence of the data. Data 

were edited, checked for consistency and coded. The codes were entered into a data file with 

the aid of Statistical Package for Social Sciences. Data generated from the open ended items 

and interview schedules (qualitative data) were organised in themes pertinent to the 

objectives of the study and described and summarised using frequencies. The responses to the 

close ended items on adequacy of physical facilities, tutor competence, curriculum relevance 

and principals‟ leadership were assigned scores, their means computed, and transformed into 

indices of the constructs they were used to measure. The indices were then used to test 

hypotheses at the .05 confidence level.  The four study hypotheses were tested using simple 

linear regression procedure. The procedure was based on equation   

Where  

Y is quality of the graduates 

 α0 is the intercept 

is a selected factor (adequacy of physical facilities, relevance of the curriculum, 

tutors‟ competencies and principals‟ leadership skills) 

is the error term 

 Simple linear regression was selected because the data from the variables were 

continuous (converted into indices). In addition, the test is ideal for establishing relationships 

between variables and explaining the power of each independent variable in accounting for 

variations in the dependent variable (Tabachnick & Fidell, 2013). 

 The regression test makes a number of underlying assumptions about the data which 

if violated affect the results and the conclusions of the study (Schmidt & Finah, 2018). These 

assumptions include; normality, linearity between the independent and dependent variables, 

multicollinearity and homoscedasticity. The study ascertained that these assumptions were 

not violated before conducting the regression procedure (Appendix G). The Kolgomorov 
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Smimov procedure was used to examine normality of the data while linearity between the 

explanatory variables and the outcome was checked using scatter plots. Multicollinearity was 

examined using Variance Inflation Factor (VIF) while homoscedasticity was detected using 

the standardized residual scatter plots. Table 4 presents a summary of the statistical 

procedures used to analyse data. 

3.9 Ethical Considerations 

 Ethics is concerned with the dos and don‟ts in research and aims at protecting and 

respecting the respondents taking part in a study (Ngure, 2013). Practises like intrusion into 

peoples‟ private life, or offering undue influence through giving money or favours are 

unethical. The following ethical guidelines were followed: 

i. Before commencement of the data collection, permission to conduct the research was 

sought from NACOST, County Director and Principals of the institutions visited.  

ii. The purpose of the study was explained to all respondents which made them aware of 

what the study was about. 

iii. Consent to participate in the study was sought and granted by the respondents filling a 

consent form (Appendix I) 

iv. During data collection, the respondents were treated equally and with respect  

v. Data and related files were kept in a locked cabinet, in addition, passwords were used 

to secure and control access to data files.  

vi. Data provided by the respondents were not tampered with to suit the researcher‟s 

opinion. 

vii. The findings of the study are based on the data provided by the respondents 

viii. All sources cited in the thesis were listed in the reference to avoid cases of plagiarism.  
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.1  Introduction 

 This chapter presents the results and discussion of the study. The results are presented 

based on the objectives/ hypothesis of the study. The objectives were; 

i. To establish the influence of physical facilities on quality of public Youth Polytechnic 

graduates in Kisii County.  

ii. To determine the influence of curriculum on quality of public Youth Polytechnic 

graduates in Kisii County.  

iii. To find out the influence of tutors‟ competence on quality of public Youth 

Polytechnic graduates in Kisii County.  

iv. To establish the influence of principals‟ leadership skills on quality of public Youth 

Polytechnic graduates in Kisii County.  

 The presentation begins with return rates of the questionnaires and the respondents‟ 

profiles. It then presents results on the influence of selected factors (physical facilities, 

curriculum, competence of tutors and principals‟ leadership skills) on the quality of youth 

polytechnic graduates. Each finding is presented, interpreted and discussed with respect to 

those of similar and relevant studies in TVET field.  

4.2  Instruments Return Rates and Respondents’ Profiles 

4.2.1  Questionnaires Return Rates 

 This study used a set of three questionnaires namely; employers‟, tutors‟ and YP 

graduates‟ questionnaires to collect data. Table 4 shows the return rates for each category of 

the questionnaires. 

Table 4: The Study Questionnaire Return Rates 

Questionnaires  N Returned % 

Employers 99 98 98.9 

Tutors  65 51 78.5 

YP Graduates  99 94 94.9 

Principals  29 26 89.6 
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 The results on Table 4 indicate that the greatest number of sampled respondents 

returned their questionnaires. All categories of respondents; employers, employed YP 

graduates and tutors had high return rates of above 78%. This indicates that the study did not 

suffer from low questionnaire return rates. The study targeted 29 principles but only 26 

principals were interviewed translating into a response rate of 89.6%. The principals who 

were not interviewed were unavailable as they were attending to other duties outside their 

stations, busy or unwilling to be involved in the study. According to Babbie et al. (2000), 

50% response rate is adequate for analysis and reporting, while 60% is good. Based on the 

above recommendations, this implied that the overall response rate for this study was 

adequate for analysis. 

4.2.2  Profiles of the Respondents 

 The respondents‟ characteristics were examined before presenting the results of the 

hypotheses tests. Kipkebut (2010) states that understanding the characteristics of a respondent 

enables readers to have a better understanding of them and provides evidence on the 

attributes of the population. The study examined the characteristics of employers, principals, 

tutors and YP graduates who were already employed. The characteristics are presented in the 

subsequent sections in the following order; employers, principals, tutors and employed YP 

graduates. 

4.2.3  Employers’ Characteristics 

 The characteristics of the employers examined during the study were trade area they 

were engaged in and the number of years their businesses had been in operation. Table 5 

summarises employers‟ characteristics. 
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Table 5: Characteristics of the Employers 

  Scale  Characteristic f % 

  n = 98 

Type of business   Metal processing 32  32.6 

 Garment making 33  33.7 

 Motor vehicle technology 33  33.7 

 Total      100 

Number of years in operation      3 years and below   6    6.1 

  3 to 6 years 64  65.3 

  6 years and above 28  28.6 

  Total  100 

  

 Table 5 indicate that major trades were garment making and motor vehicle 

technology. A study carried out in Kisii Central on enrolment among the YPs established that 

most students were enrolled in tailoring and dress-making because the course had higher 

prospects for employment within and outside the study area (Maronga et al., 2015). The 

findings support a study carried out by Njeru (2014) in Kiambu County on Factors 

Influencing Technical and Entrepreneurial Skills acquisition by Youths in Kenya which 

established that the trainees joined the course because of high demand for fashion design and 

dress making services. At the same time, the initial capital required to start a tailoring 

business is relatively low compared to the other two trade areas studied. This may have 

influenced the employers to invest in the garment making businesses. 

 Oketch et al. (2002) in their paper entitled „Understanding Business Systems in 

Kenya‟ noted that most of the motor vehicle businesses operated in semi-permanent sheds or 

open grounds where they sold spare parts and performed motor vehicle repairs. The scholars 

also observed that the MVT businesses repair motor vehicle bodies, recondition and 

customize cars. The findings of this study collaborate with Ngure‟s (2013) study on 

Stakeholders‟ Perceptions of Technical, Vocational Education and Training; the Case of 

Kenyan Micro and Small Enterprises in the Motor Vehicle Service and Repair Industry. The 

author observed that the motor vehicle maintenance industry in Kenya is a booming business 

because owning a car is prestigious and therefore many people, especially the low and middle 

class acquire cars irrespective of their age and mechanical condition. According to Kenya 

Bureau of Statistics (KBS, 2011) out of the registered vehicles on Kenyan roads, 80% were 
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second hand vehicles which means that they require continuous maintenance. The evidently 

poor state of roads in Kenya increases breakages, wear and tear of motor vehicles. Based on 

the above factors, the motor vehicle business is a thriving industry. Although statistical data 

on motor vehicle industry in Kisii County was not readily available at the time of study, the 

numerous number of garage shades in the main market centres and along the main roads was 

an indication of the high number of motor vehicle ownership in the study area.     

 The rest of the employers (32.6%) were in metal processing businesses. Although 

products from welding and metal work are on high demand in the building and construction 

industry, there were relatively fewer people engaged in this business. This might be attributed 

to the initial high capital required to open up a metal workshop. However, Oketch et al. 

(2002) indicated that the Jua Kali firms that are spread all over the county were attracted by 

availability of inputs, labour, electricity and ready market.  

 The findings on Table 5 indicate too that majority of the employers (65.3%) had 

operated their businesses between 3 to 6 years while a further 28.6%  had been there for more 

than 6 years. These results indicate that most of the employers had been in operations for a 

reasonable period of time hence were experienced and were therefore in a position to give 

reliable data on quality of YP graduates they had employed.  

4.2.4  Characteristics of the Principals 

 The characteristics of the principals examined during the study were, highest level of 

education, duration as head of the institution, and their area of specialisation. This 

information was gathered from the interview schedules. The results were as summarised on 

Table 6. 
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Table 6: Characteristics of the Principals 

      Scale  Characteristic  f  % 

 n = 26 

Highest level of education Secondary   4 15.4 

 Diploma 16 61.5 

 University   6 23.1 

 Total  100 

Number of years as principal 5 years and below 15 42.3 

 5 years to 10 years 10 49.5 

 10 years and above    1   8.2 

 Total  100 

Area of specialization  Metal processing 11 42.3 

 Garment making   4 15.4 

 Motor vehicle technology 11 42.3 

 Total  
100 

  

 Table 6 show that (65.5%) of the principals were diploma holders while the rest were 

university (23.1%) and secondary school graduates (15.4%).  The results therefore indicate 

that majority of the principals (84.6%) were qualified to head the youth polytechnics. 

According to the Teachers Service Commission (TSC, 2013), a diploma or a bachelors‟ 

degree is the required qualification for one to be a secondary school or tertiary institution 

instructor or principal. Principals of learning institutions have a vital responsibility of 

providing strategic direction and support in all learning and teaching activities stipulated in 

the curriculum. All heads of institutions must have the required academic and professional 

qualifications, enough experience, high competencies, integrity and initiative to actualise the 

educational goals and objectives of institutions (ROK, 1988).  Kabugi (2013) asserts that the 

quality of education provided by institutions of learning and quality of their graduates is 

significantly influenced by the principals‟ qualifications, and experience. Kabugi further 

asserts that quality education is influenced by principals‟ ability to control, direct and guide 

teachers and students to achieve the expected learning outcomes. 

 Table 6 further shows that 42.3% of the principals had been in this position in a 

period of less than 5 years. This indicates that TSC is trying to enhance management policies 

recommended by the ministry of education (ROK, 2005). Table 7 further indicates that 
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(57.7%) of them had headed youth polytechnics in more than 5 years. This finding implies 

that they were experienced. Gholami et al. (2013) in their study noted that experience was a 

significant determinant of workers‟ performance. They attributed this to the fact that 

experienced persons have practiced a vocation for years and their knowledge base is 

extensive and practical.  

 Table 6 further indicate that metal and motor vehicle technology had an equal number 

of principals (42.3%). This reflects the male dominance of enterprises in these two trade areas 

in the County. The rest (15.4%) were from tailoring and garment making (Maronga et al., 

2015) established that tailoring and garment making in the region was a female dominated 

occupation. However, few women were represented in management positions. The results 

however indicate that the three trade areas were represented in the study. 

4.2.5  Characteristics of the Tutors 

 The characteristics of the tutors examined by the study were highest level of 

education, years worked in the institution and their area of specialization. The characteristics 

were as summarised on Table 7. 

Table 7: Characteristics of the Tutors 

Scale  f  % 

 n = 51 

Education Level Primary    3  5.9 

 Secondary 18 35.3 

 Diploma 25 49.0 

 University   5  9.8 

 Total  100 

Years in the Institution 4 years and below   5  9.8 

 4 – 6 years 25 49.0 

 6 – 9 years 19 37.3 

 9 – above 9 years   2   3.9 

 Total  100 

Area of Specialization  Metal processing 15 29.4 

 Garment making 24 47.1 

 Motor vehicle technology 12 23.5 

 Total  100 
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 Table 7 indicate that (58.8%) of the tutors had attained diploma and above. The rest 

were holders of secondary and primary school qualifications. These results indicate that half 

of the tutors had the academic qualifications required to teach in a Youth Polytechnic. 

According to the Teachers Service Commission (2013), the minimum qualification for one to 

be an instructor in a tertiary institution is either a diploma or an undergraduate degree. The 

rest of the tutors who held primary and secondary certificates (41.2%) were mostly recruited 

as support staff to look after administrative and clerical duties, but because of the insufficient 

number of teaching staff in the institutions, they were also given teaching jobs temporarily by 

the management to bridge the gap. 

 The results on Table 7 also indicate that tutors who had been in the institution for four 

years and above, were the majority (90.2%). This implies that they had enough experience to 

respond effectively on matters affecting their institutions. The Table further shows that 

majority (47.1%) of the tutors were from garment making trade area, while 29.4% from metal 

processing and the rest from motor vehicle technology.  

4.2.6  Characteristics of Employed Youth Polytechnic Graduates 

 The investigation on youth polytechnic graduates in employment was conducted with 

respect to number of years before employment and employment area. The characteristics 

were as summarised on Table 8. 

Table 8: Characteristics of the Employed Youth Polytechnic Graduates 

Scale Characteristic F % 

   n = 94 

Number of years unemployed    3 years and below      22 23.4 

 3 – 5 years 59 62.7 

 5 years and above 13 13.8 

 Total  100 

Employment area Metal processing 30  31.9 

 Garment making 33 35.1 

 Motor vehicle  technology 31          33 

 Total  100 

 

 A closer scrutiny of results on Table 8 reveal that majority of the graduates (76.5%) 

took three years and above to secure employment. Besides inadequate job vacancies and 
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capital to invest on their own business, this may be attributed to the low quality of the 

graduates produced by the YPs. Amedome and Fiagbe (2013) noted that TVET graduates did 

not access jobs easily in Ghana due to mismatch of the training and the labour market 

requirement. RoK (2011), attributes this to the inability of TVET institutions to develop and 

equip trainees with skills required by the industry.  

 The findings on Table 8 further reveal that 64.9 % of the graduates were employed in 

the technical areas. The rest (38.3%) were in garment making. The scope of this study 

focused on the three trade areas deemed to be more common in polytechnics within Kisii 

County.  

4.3  Physical Facilities and Quality of Youth Polytechnics Graduates 

 The first objective of the study was to establish the influence of physical facilities on 

quality of graduates from the youth polytechnics. Data on physical facilities was collected 

using 15 closed ended items in the tutors‟ questionnaire. The physical facilities were grouped 

into classrooms, workshops and tools, learning and administrative facilities. The construct 

measured was adequacy of the facilities. Adequacy was measured using a 5 point rating scale 

based on levels of adequacy (1 Not Adequate 2: Somehow Adequate, 3: Moderately 

Adequate, 4: Adequate, 5: More than Adequate) of facilities. The tutors‟ responses to all the 

categories were averaged and then converted into the physical facilities index (overall mean). 

4.3.1  Classroom Facilities   

 The first category of physical facilities investigated in this study was classroom 

facilities. Table 9 illustrates the resultant means and standard deviations as indicators of the 

adequacy of these facilities.  

Table 9: Adequacy of Classroom Facilities in YPs 

Classroom Facilities    Mean SD 

 n=51 

Lecture rooms 2.78 1.10 

 Seminar rooms 1.51 0.73 

Computer laboratories 1.25 0.52 

Drawing/Drafting rooms 1.11 0.30 

Mean Index  1.66 0.31 
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 The results on Table 9 show that the overall classroom facilities index was 1.66 

(SD=0.31).  Given that the adequacy level was out of a mean score of 5, this means that 

classroom facilities in the youth polytechnics in Kisii County were not adequate. The low 

standard deviation (SD= 0.31) implies that variations in adequacy of physical facilities at 

institutional levels were comparable. Table 9 further shows that lecture rooms had the highest 

mean score 2.78 (SD=1.10). This is an indication that the classrooms were somehow 

adequate while drawing or drafting rooms had lowest mean score 1.11 (SD=0.30). This is an 

indication that they were not adequate. Seminar rooms and computer laboratories had mean 

scores of below 1.5 which means they were inadequate given that they were measured out of 

a mean score of 5. An examination of the standard deviations of the facilities indicate that 

(SD = 1.10) of lecture rooms was high an indication that there was wide variations in 

adequacy of lecture rooms among YP polytechnics in Kisii County. The standard deviations 

of seminar rooms (SD = 0.73), computer laboratories (SD = 0.52) and drawing/drafting 

rooms (SD = 0.30) were low and comparable. This implies that inadequacies of these 

facilities in the institutions was comparable 

In education and training process, availability of sufficient number of classroom 

facilities play an important role. The facilities satisfy emotional and physical needs of 

teachers and learners thereby facilitating achievement of educational goals and objectives 

(Ihuoma & Asiabaka, 2015). Both teachers and students need rooms and facilities to enable 

them search for information, read, write, assemble, socialise, and watch (Asiabaka, 2008). 

Classroom facilities provide such spaces. Williams (2003) observes that school buildings are 

a vital input into the educational system as they provide sufficient spaces to undertake school 

activities. He further observed that inadequacy of these compromises teaching and learning 

processes in YPs by decreasing instructional effectiveness. It is therefore important for the 

youth polytechnics to have adequate classroom facilities. This would enable instructors and 

students to actualize learning goals and objectives. 

 Similar to the findings of this study, Kings (2005) observed that existing 

infrastructure particularly, classroom space in public Youth Polytechnics and Vocational 

Training Centres (VCTs) in Kenya were in bad condition and not enough, the few available 

required modernization in order to produce high quality graduates. Further, Muendo (2016) 

studied on the Influence of School Infrastructural Environment on Performance in KCSE in 

Kisauni Division of Machakos County and found that most educational institutions did not 

have enough classrooms, desks and chairs leading to overcrowding. Such conditions frustrate 

student learning. In addition, Ndirangu and Udoto (2011) argued that although there was no 
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consensus on what constitutes a quality physical facility, generally, a good classroom should 

have enough natural lighting, space, good indoor air quality and be clean. These conditions 

make students to concentrate on school work because they free students from physical 

distress. Additionally, the conditions are likely to enhance students‟ motivation and help them 

demonstrate better performance.  

4.3.2  Workshop Facilities and Tools 

 Another category of the physical facilities whose adequacy was investigated were 

workshop facilities and tools. Table 10 presents the results.  

Table 10: Workshop Facilities and Tools in YPs 

Workshops and Tools Mean SD 

 n-51 

Mechanical fitting/turning facilities 1.53 0.70 

Forging/ welding facilities 1.45 0.70 

Sheet metal  facilities 1.63 0.85 

Auto mechanics facilities 1.55 0.73 

Electrical facilities 1.39 0.63 

Garment/dress making facilities 1.31 0.58 

Mean Index 1.48 0.29 

 

 The results on Table 10 show that workshop facilities and tools adequacy index of 

1.48 (SD= 0.29) was low given that the adequacy level was out of an average score of 5. The 

low standard deviation implies that variations in adequacy of physical facilities at 

institutional levels were not wide in Kisii County. Tools and workshop facilities facilitate the 

acquisition of technical skills. Table 10 indicates that all categories of tools and workshop 

facilities were inadequate. The average scores ranged from 1.31 (SD=0.58) to 1.63 (SD=0.85) 

an indication that all the facilities were inadequate. The adequacy level of these facilities was 

rated below an average score of 1.48, this shows that they were not adequate. The low 

standard deviations imply that the adequacy of tools and workshop facilities in youth 

polytechnics in Kisii County was comparable in all the institutions across the County.  

 Technical Vocational Education and Training regulations of section 8 stipulates that 

before registration, institutions should be adequately equipped with workshops or laboratories 

required by the curriculum implementation (RoK, 2015). Contrary to this regulation, findings 
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from YPs in Kisii County reveal that the institutions did not have adequate workshops and 

tools. This observation agrees with findings of a study carried out by Odour et al. (2017) on 

Youth Polytechnic Students‟ Perceptions of Training in Nakuru County. They established 

further that many YPs did not have adequate classrooms and workshops for learning and 

teaching. This implies that the TVET regulations as stated above are not adhered to in YPs 

training across the County.  

 Workshops and tools are used to illustrate concepts, for experimentation, scientific 

investigation and discovery, observation and inquiry (Artkin & Brooks, 2002).  Practical and 

technical skills are acquired by use of such facilities. Ngure (2013) observed that lack of 

workshops and tools leads to the production of poor quality technical education. Since YPs 

are supposed to give trainees hands-on-experience, learning is not practically possible 

without tools and equipment in workshops.  Onsomu et al. (2010) found out that the available 

equipment were obsolete and not fit for instructional purposes. This observation was further 

supported by a Government report which identified inadequate and lack of modern equipment 

among the problems facing TVET institutions (RoK, 2011). Similarly, Kings (2005) also 

noted that the existing equipment in public YPs and Vocational training centres (VCTs) in 

Kenya were not enough and required renovation and modernisation to facilitate production of 

high quality graduates. From the above it seems the problem of facilities in Kenya is 

persistent.  

Apparently this challenge is felt in other countries. In Nigeria for instance, Bandele 

and Faremi (2012) argued that inadequate workshops, tools and equipment and other 

instructional materials hindered practical teaching. Inadequacy makes it impossible for 

learners to acquire effective technical skills. Among the equipment/tools relevant in the 

teaching of Artisan and Craft courses most cited as inadequate, include automobile engines 

and sewing machines. Mupinga et al. (2006) in their study noted lack of teaching and 

learning resources as critical. This puts financiers and managers of YPs on the spot given that 

these resources are critical to the development of practical skills required in the workplace. It 

then means that the objectives of the YP curriculum may not be fully met due to the 

deficiencies.  

4.3.3  Library and other Learning Facilities  

 The third group of facilities that the study examined were library and other learning 

facilities. Table 11 presents the results on this. 
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Table 11: Adequacy of Library and other Learning Facilities in YPs in Kisii 

Learning Facilities Mean  SD 

            n-51 

Library  1.31  0.62 

Resource centres 1.31  0.55 

Studios (building with equipment for production) 1.25  0.52 

Mean Index 1.29  0.38 

 

Table 11 summarises the state of learning facilities in YPs. All library and other 

learning facilities had mean of 1.29 out of the possible mean score of 5. It implies that the YP 

had serious learning deficiencies in relation to those identified on Table 4.8. The lowest rated 

was studios with a mean of 1.25 and (SD=0.52). These findings collaborates those of  

Ngware (2002) which established that even basic teaching materials such as library and 

textbooks were in short supply in TVET institutions. Indoshi et al. (2012) in their study found 

out that limited teaching and learning resources and facilities affected curriculum 

implementation in Kenya. 

  In their study in Bungoma County, Nasongo et al. (2013) found that adequacy of 

learning facilities influenced teaching methods. They further argued that absence or 

inadequacy of textbooks and other resource materials deters teachers from handling content 

professionally. Ola (2008) pointed out that a well-equipped library contributes to high 

academic achievement. The low government budgetary allocation may be the cause of the 

poor state of learning facilities in YPs. The implication of this observation is that quality of 

educational provision in the youth polytechnics may not be met without interventions to meet 

these shortages. Skills like discovery and inquisitiveness may not be acquired in a case where 

expository strategies dominate the teaching and learning (Popoola, 2009). Generally, lack of 

learning facilities translates into poor instructional methods being used which have a negative 

impact on skill acquisition.  

4.3.4  Administrative Facilities  

 The last aspect of physical facilities the study sought to establish was administrative 

facilities. The administration offices provide space for housing the organizational leadership. 

They are important for they provide spaces for offering leadership services required for 

teaching and learning. The findings on this are presented on Table 12. 
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Table 12: Administrative Facilities 

Administrative Facilities Mean       SD  

 n-51 

Administrative offices 1.47 0.67 

Staff rooms 2.35 0.56 

Mean Index 1.41 0.40 

 

 With reference to administrative facilities such as offices and staffrooms the situation 

was similar with the trend already noted. From Table 12, adequacy of staff rooms was rated 

2.35 (SD=0.56) while administrative offices were rated at 1.47 (SD=0.67). This was an 

indication that offices were not adequate while adequacy of staffrooms was still below 

average. This means that the institutional management team and tutors lacked appropriate 

spaces to carry out their duties. 

 Administration facilities provide rooms for several different student services 

including: inquiry, secretarial services, principal's services and registration. The offices 

houses the following; principal, assistant principal, registrar, secretary, and staff. The offices 

provide space for organising, coordinating, directing and interaction with parents and other 

stakeholders.  Lack of these facilities may imply that coordination services were poorly 

carried out. 

4.3.5  Physical Facilities Index. 

 Adequacy of physical facilities was investigated in terms of four components, 

classrooms, workshops/tools, administrative, library and other learning infrastructures. Its 

index was thus derived from the indices of the components as shown on Table 13. 

Table 13: Overall Mean Index of Physical Facilities 

Category of Facilities  Mean SD 

                                                                                       n-51 

Classroom Facilities 1.66 0.31 

Workshop Facilities 1.48 0.29 

Learning Facilities 1.29 0.38 

Administrative Facilities 1.41 0.40 

Overall Index 1.48 0.18 
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 The low overall mean index of physical facilities of 1.48 shows that, the physical 

facilities in YPs studied were inadequate. This is because they were measured out of a mean 

score of 5. The low value of SD=0.18 indicate that the inadequacy of physical facilities 

prevailed in all YPs studied and that the variations were comparable. Hailu and Biyabeyen 

(2014) argued that teachers require school facilities to accomplish their task effectively and 

that the facilities enhances learner performance. The proper use of available school facilities 

positively improve teaching activities and hence academic achievement.  

 These findings boosts a great implication on quality of training provided by YPs. This 

may imply limited practical training takes place in the polytechnics. Tutors most likely use 

theoretical approaches because of lack of the required resources and facilities. This may make 

the youth polytechnics not achieve their intended goal of equipping their graduates with 

practical skills. According to Ngure (2013), TVETs should equip their graduates with 

knowledge, trade specific practical skills, and adequate language, literacy and numeracy 

skills and others required in the labour market. This may not be possible without adequate, 

relevant and well maintained facilities. It is important that the local and national governments 

provide youth polytechnics with adequate facilities to enable them expose learners adequately 

to practical training and general skill learning. 

 A supplementary question was asked. Principals cited unavailability of some facilities 

required for teaching certain courses, inadequate number of workshops, lecture rooms and 

administrative facilities. Some of the facilities did not exist at all such as library facilities. 

They observed that the available facilities were old, dilapidated and dysfunctional. Their 

responses on how they managed without adequate facilities revealed that some courses were 

offered in makeshift rooms partitioned by cardboards and combining of classes taking similar 

units or practical work. Some institutions offered courses on shifts. Some courses were taught 

in the morning while others in the afternoons.  

 Due to existing shortage of facilities, tutors were forced to use expository methods of 

teaching due to lack of practical rooms, equipment and tools. The facilities were congested 

making the environment not conducive for learning. This increased absenteeism of both 

tutors and students. This according to the principals limited quality training and therefore 

quality graduates. They suggested that County government provide more funds to YPs to 

enable them construct and purchase more facilities and improve the existing ones.  
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4.3.6  Suggested improvements on Physical Facilities 

 In a supplementary question, the tutors were asked to give suggestions on possible 

improvements on physical facilities in YPs. Table 14 gives their suggestions.  

Table 14: Suggested Improvements on Physical Facilities (in YPs) 

 F % 

      n-51 

Put up additional facilities  32 62.7 

Repairing available facilities 31 60.7 

Proper management of facilities  22 43.1 

Replace old equipment & tools 12 24 

 

 Table 14 indicates that majority of the respondents (62.7%) suggested that new 

facilities be put up. This supports the suggestion that facilities were inadequate in the YPs. A 

study carried out by MOYA (2010) also indicated that new physical facilities in public YPs 

needed to be added to enable the YPs graduates acquire quality skills which would help them 

contribute to Vision 2030. A further 60.7% of the respondents suggested that the existing 

facilities be modernized by renovating them. This corresponds with Kings (2005) who 

asserted that the facilities in the Vocational training institutions required renovation and 

modernization for them to produce high quality graduates. Nyerere (2009) also recommended 

that YPs be equipped with new and latest tools and equipment to reflect on the demand of the 

market. It would appear that there is a serious underfunding in the YP institutions. 

 Table 14 further indicates that 43.1% of the respondents suggested that existing 

facilities be well managed. According to Fenker (2004) facility management is concerned 

with care and maintenance of buildings and other facilities to ensure that they are safe for 

use. However, as indicated by Asiabaka (2008) lack of policy guidelines on facility 

management in many learning institutions is a major challenge.  

4.3.7  Quality of Youth Polytechnic Graduates 

 The quality of youth polytechnic graduates was measured using data generated from 

the employers‟ questionnaires. The study investigated whether the graduates possessed skills 

which were critical for effective job performance namely: occupational skills, personality 

skills and interpersonal skills (Table 1). A set of 18 closed ended items constructed using a 

five-point rating scale (1 Very Low, 2 Low, 3 Average, 4 High and 5 Very High) was used to 
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investigate this construct. The means and standard deviations in the three skill categories 

were averaged. The item means, their standard deviations and the quality indexes are 

presented on Tables 15, 16 and 17 respectively. 

4.3.7.1 Occupational Skills 

 Refers to skills required to perform specific job tasks in the work environment. These 

skills are job specific and are acquired mostly during practical lessons. The employers rated 

the youth polytechnic graduates in their employment. Results on mean and standard deviation 

of occupational skills acquired by YP graduates were as presented on Table 15. 

Table 15: Training and Occupational Skills for YP Graduates 

Occupational Skills    Mean SD 

 n = 98 

Using equipment carefully 2.29 0.84 

Using tools/equipment as required  2.30 0.75 

Drawing/Sketching 2.10 0.81 

Manipulating numerical data 2.29 0.80 

Maintenance of tools and materials 2.11 0.69 

Precision and accuracy 2.11 0.67 

ICT facilities use 2.15 0.79 

Mean Index 2.20 0.32 

  

Table 15 shows that quality mean index of the occupational skills acquired was below 

average at 2.20 (SD = 0.32) because it was measured out of 5.00. This means that the 

occupational skills of YP graduates from Kisii County was low. The average scores were in 

the ranges of 2.11 (SD = 0.67) and 2.29 (SD = 0.84). This implies that from the perspective 

of the employers the graduates from youth polytechnics were below average in occupational 

skills. Table 16 further shows that employers perceived graduates to be worse in drawing and 

sketching which was rated at 2.10 (SD=0.81) and precision and accuracy rated at 2.11 

(SD=0.69). The findings are similar to a country wide survey report which established that 

employers found that YPs graduates experience difficulties in using modern equipment 

(UNDP, 2012). This was attributed to lack of exposure to practical work during training.  

This may have resulted from theoretical teaching.  
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 Occupational skills were most likely to be gained more through practical workshop 

sessions as well as industrial attachment. According to the (RoK, 2011), there was more 

theoretical teaching in TVET institutions at the expense of practical teaching. This is perhaps 

due to inadequate tools, equipment and resources for practical training. In Germany which is 

argued to have the best practice trains in two distinct places whereby  80% of instruction is 

done through industrial attachment while 20% in school (Hippach-Schneider et al., 2007). 

This is likely to expose learners to practical work and handle equipment and tools used at 

work place. 

4.3.7.2 Personal Traits 

 According to Leary and Wandner (2002) personal traits are non-technical skills and 

abilities which help individuals in a specific work. They involve inspiring the confidence of 

supervisors and management, understanding and adapting to the cultural norms of the 

workplace. They include willingness to learn, open-mindedness, patience, flexibility, ease of 

adapting to new ideas, humility, respect for other people and ability to appreciate different 

points of view. The personality skills targeted in this study were those expected to be 

developed during YP training. Results of mean scores and standard deviations are presented 

on Table 16. 

Table 16: Training and Acquisition of Personal Skills (n = 98) 

Personal Skills    Mean SD 

                                                                                                 n=98 

Accepts authority 2.30 0.75 

Performs supervisory duties 2.32 0.82 

Takes instructions 2.19 0.741 

Works well under pressure 2.17 0.69 

Mean Index 2.24   0.40 

 

Table 16 shows that quality index of work related personality skills acquired by YP 

graduates were below average 2.24 (SD=0.40). This is because the items were averaged out 

of a maximum of 5.00. The average scores were in the ranges of 2.17 (SD = 0.69) and 2.32 

(SD = 0.82). This implies that from the perspective of their employers, the graduates‟ 

personality skills were considered low. This finding is similar with UNDP (2012) whose 

survey indicated that graduates from YP were weak in personal skills.  
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4.3.7.3 Interpersonal Skills 

 This study further investigated the interpersonal skills acquired by the YP graduates 

through their training. These are intangible qualities that enhance people‟s interactions. They 

are related to how individuals communicate and interact with those around them. They allow 

people to work well with colleagues. Table 17 gives details of the findings.  

Table 17: Training and Acquisition of Interpersonal Skills (n=98) 

Interpersonal  Skills    Mean SD 

 n=98 

Team player 2.17 0.77 

Works within time-frames  2.16 0.68 

Innovative and Creative 2.07 0.76 

Communicates effectively 2.35 0.79 

Understands work rules and protocols 2.21 0.69 

Displays Leadership skills 2.20 0.67 

Is Confident 2.32 0.71 

Overall Index  2.27 0.33 

 

 Table 17 shows that quality index of the interpersonal skills of youth polytechnic 

graduates was below average 2.27 (SD = 0.33). The average scores were rated lowly in the 

range of 2.07 (SD = 0.76) and 2.35 (SD = 0.79). The whole average score in the measured 

constructs were below average as they were measured out of a mean of 5.00. It means that 

from the perspective of their employers the graduates from youth polytechnics lacked 

adequate interpersonal skills for effective work performance. The findings indicate that the 

skill levels of the graduates in interpersonal skills were generally low. This was likely to 

affect the graduates‟ entrepreneurial competencies which are necessary for planning, 

organizing and managing oneself. This is according to Kamau et al. (2013) in their study on 

Employability of Fashion and Garment making Students from the Youth Polytechnics in 

Kenya. Kaijage (1997) argues that communication skills are highly demanded by employers 

in the process of carrying out daily routines. They are important in order to create and 

maintain working relationships. Quek (2005) also observed that employers preferred workers 

who had generic competencies such as leadership and teamwork because these skills enhance 

effective work performance.  
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 In a supplementary question, the employers indicated that YP graduates had some 

outstanding abilities which included possession of new knowledge. They too felt that the 

graduates‟ ability to learn practical skills was high compared to those who had not gone to 

any training after school. The employers indicated that the newly employed graduates needed 

retraining for some time and they put them under strict supervision period before being 

allowed to execute tasks on their own. Even so, employers were willing to employ the YP 

graduates despite the realised deficiencies. They suggested that attachment period for the 

trainees to be increased and were willing to be involved in the training process. They felt that 

they could effectively guide the trainees on choice of careers and demonstrate to them on 

how some tools and equipment were used.   

4.3.7.4 Overall mean Index of Quality of Graduates 

 Means from the three quality dimensions tested were calculated to get the overall 

mean index on the quality of the YP graduates.  This was done through summing the means 

of the skills categories from the three areas tested and then dividing by the number of skill 

categories measured. The total means, their standard deviations and quality index level are 

presented on Table 18. 

Table 18: Overall mean Index of Quality of Graduates 

Category of Skills Mean Standard Deviation 

Occupational Skills   2.20 0.32 

Personality Skills 2.24 0.40 

Interpersonal Skills 2.27 0.33 

Overall Index 2.21 0.20 

  

From the results on Table 18 the overall mean quality index of the youth polytechnic 

graduates was 2. 21 (SD = 0.20). The entire item means in all the three skill areas were low as 

they were measured by an average of 5.00. The low standard deviations (SD=0.20) indicate 

that the graduates from the institutions studied were comparable in quality. This implies that 

from the perspective of their employers the graduates from youth polytechnics lacked 

adequate skills for effective work performance. This study findings concur with those of 

Nyerere (2009) who noted that many TVET graduates lacked appropriate skills to execute 

tasks and offer required services in the society. To solve this problem, Kigwilu et al. (2016) 

suggested earlier that YPs and the Jua – Kali sector need to work jointly in order to produce 
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quality graduates. It is worth noting that the problem that was discovered in the 1980s still 

persists. The skill gaps in TVET graduates is a global issue. Stevens (2005) established from 

American employers that graduates lacked interpersonal skills like communication and 

listening. Harvey (2003) indicated similar situation from employers in the UK. The concern 

about skill deficiency in communication and performing major tasks was also identified by 

Thomas and Patton (1993). 

 The findings herein indicate that the YPs graduates had low skills. This implies that 

Vision 2030 may not be realised if this trend continues. Yungungu et al. (2014) found from 

employers that knowledge and skills acquired by YP graduates were to a great extent not 

required in the work place. This puts on the spot the training in Kenyan YPs. It seems that the 

government‟s plan of targeting YPs to produce qualified artisans to achieve Vision 2030 is a 

dream and this may not be achievable. This calls for urgent action if the YP training was to 

make the contribution desired. 

 Poor occupational, personal and interpersonal skills among the graduates may be 

attributed to many factors for example, low entry behaviour of students and inadequacy of 

physical facilities in YPs in Kisii County. Onyara (2013) argued that adequacy of learning 

facilities significantly influenced learning outcomes. This agrees with Vos et al. (2004) who 

observed that inadequate facilities have a retrogressive effect on the quality of education 

offered by learning institutions. This is because effective teaching and learning largely 

dependents on adequate physical facilities. It is necessary that adequate facilities be provided 

to ensure quality of YP institutions in Kisii is improved.  

 Metto (2016) notes that education and the industrial sector in Kenya work 

independently of each other, unlike in other countries like Germany where the industry and 

training institutions work together to produce quality and relevant skills. In many developing 

countries Kenya included, industry is not involved when designing education and training 

policies (ROK, 2003). Employers are equally ignored when designing and developing 

education policies and systems thus relevance of knowledge and skills provided do not meet 

business needs. Gill et al. (2000) agree that in developing countries, strong links lacks 

between education and training institutions with the labour market. This needs to change. 

 The lack of industrial link in Kenya‟s TVET affects skill training since it fails to focus 

on the skill requirement of the market. In Norway for example, they have an entrepreneurial 

model based on contractual apprenticeships (Word Bank, 2002). Apprenticeship contracts are 

signed on completion of lower schools. This ensures TVET training involves both theoretical 

and contextual practical training in an enterprise. Perhaps Kenya would benchmark on this 
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German and Norwegian practises by allowing YP trainees to spend time in the relevant 

enterprises during the attachment period. 

4.3.7.5 Influence of Physical Facilities on Quality of YP Graduates 

 Using simple linear regression analysis, the influence of physical facilities on quality 

of youth polytechnic graduates was tested. Regression test was deemed appropriate because it 

indicates whether a relationship between variables exist and further explains the power of 

each independent variable while accounting for variations in the dependent variable (Field, 

2017). The test involved regression on the physical facilities index (Table 12) and graduate 

quality index (Table 18). The findings from the test analysis are on Table 19.  

Table 19: Regression Coefficients in Physical Facilities and Quality of YP Graduate Indices 

Scale Unstandardized Coefficients Standardized 

Coefficients 

t-value p-value 

 B Std. Error Beta 

Constant 1.629 .167  9.778 .000 

Physical facilities .503 .142 .343 3.542 .001 

R = .343, R
2
 = .118, F(1, 94  ) = 12.544, p = .001 

 

 The results on Table 19 show that the relationship (r = .343) between physical 

facilities and quality of the youth polytechnic graduates was positive. The results also show 

that physical facilities significantly predicted quality of YP graduates (β = .343, t (3.542) = 

3.542, p = .001). It explained a statistically significant proportion of variance in quality of YP 

graduates, (R
2
 = .118, F (1, 94) = 12.544, p = .001). This means that physical facilities 

significantly influenced the quality of the youth polytechnic graduates. Based on the results, 

the hypothesis was rejected. The alternative hypothesis which stated that there is a 

statistically significant influence of physical facilities on quality of YP graduates was 

accepted.  

 The significant influence of physical facilities on quality of the youth polytechnic 

graduates implies that if YPs were provided with adequate physical facilities, learning 

effectiveness would improve hence quality of graduates would be enhanced. Low budgetary 

allocations translate to inadequate facilities and other resources. This scenario limits 

opportunities for practical sessions and hence hampers curriculum implementation (Hicks et 
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al., 2013). Therefore there is need to ensure that YPs are equipped with adequate physical 

facilities.  

 Findings of this study agrees with Ayoo (2002) who established that availability of 

facilities directly lead to better performance of learners in examinations. Similar findings by 

Hailu and Biyabeyen (2014) indicated a direct association between educational facilities and 

quality of teaching offered by institutions. 

4.3.7.6 Recommendations for Enhancing Quality of YP Graduates 

 In a supplementary question, employers were asked to suggest ways of improving the 

quality of YP graduates. Table 20 gives the summarized suggestions.  

Table 20: Suggested Improvements on Quality of YP Graduates 

Response  f % 

 n=51 

Review of the curriculum 39 39.9 

Prolong industrial attachment period 41 41.8 

Involve the employers in career guidance  62 63.0 

Expose learning to more practical sessions during training 61 62.2 

Provide trainees with ICT skills 52 53.0 

Provide trainees with relevant tools and equipment 42 42.8 

 It is clear from Table 20 that majority of the employers 63% suggested that they 

should be involved in YP training. Employers would help the trainees understand major 

demands of the work place and therefore concentrate on the needed areas before they 

graduate. Owigar (2003) in his study on strategies of combating child labouer in Kenya 

observed that career guidance at national and institutional levels was very weak. Most 

training institutions were not concerned about what happens to their students after exiting.  

 Table 20 further shows that (62.2%) of the employers suggested that trainees need to 

be exposed to more practical sessions during training to get used to tools and equipment used 

in the place of work. Bwisa (2014), in his study on Youth Polytechnics income generating 

activities observed that courses like motor vehicle mechanics was taught using old equipment 

like old engine models. This resulted into teachers with no grounding in industrial 

experience. Consequently, virtually every program in Youth Polytechnics studied in the 

county is delivered using outdated equipment. Practical activities including industrial 

attachments and internships if taken seriously can expose the trainees to work experience and 
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acquire skills on how to work with required tools and equipment. Practical work provides 

trainees with an opportunity to interact in a real work surrounding and this sharpens 

knowledge, skills and attitudes hence strengthening the practical and occupational skills 

(Metto, 2016). 

 More than half of the respondents 53% suggested that trainees be provided with ICT 

skills. Virtually all work places now require ICT skills. It is therefore important if all trainees 

were taught computer skills. This implies that ICT should be a common course of study for 

all trainees regardless of the trade area. Other suggestion on the Table includes lengthening 

the duration of attachment period and curriculum review. These suggestions were also 

recommended by Yungungu et al. (2014) who in their study found out that the period for 

industrial attachment was short and needed to be prolonged especially for technical courses 

like motor vehicle technology. Thus, a reform of the curriculum was required to include new 

skills needed in the market. They also suggested that the employers be involved in the 

curriculum review.   

4.4  Curriculum and the Quality of Youth Polytechnic Graduates 

 The second objective of the study sought to find out the influence of the curriculum 

used in YPs on the quality of graduates produced by these institutions. Data on the youth 

polytechnic curriculum was measured using tutors‟ questionnaire. Tutors are central to 

curriculum implementation and therefore were considered appropriate to provide information 

on the relevance of the curriculum. The data was generated using 14 close-ended items in the 

tutors‟ questionnaire.  

4.4.1  Tutors’ Responses on Curriculum 

 The tutors were asked to comment on relevance of the curriculum with regard to 

helping students achieve objectives of the youth polytechnic programme. The responses of 

the tutors from the items were summarized using means and standard deviations. An overall 

mean score index of the relevance of the YP curriculum was also calculated as shown on 

Table 21. 
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Table 21: Tutors‟ Responses on Curriculum Items  

Area Mean SD 

                                                                                                                          n=51 

Imparts relevant knowledge to trainees 2.29 0.64 

Supports learner centred teaching approach  1.76 0.81 

Equips learners with ability to cope with changes in technology 1.00 0.00 

Provides opportunities for graduates to pursue higher studies  1.04 0.20 

Provides students with opportunity to undertake practical projects  2.57 0.54 

Provides opportunities to experience the world of work through 

industrial attachment 

 

2.69 

 

0.47 

Meets labour needs of local communities  1.12 0.33 

Enhances critical thinking  1.10 0.30 

Enhances problem solving  1.25 0.44 

Encourages invention and innovation 1.18 0.39 

Promotes interpersonal skills 1.20 0.40 

Promotes  acquisition of adaptability skills 1.06 0.24 

Facilitates acquisition of business skills 1.06 0.24 

 Equips students with ICT skills 1.12 0.33 

Curriculum index 1.43 0.10 

 

 From Table 21 the mean index of the curriculum item is very low at 1.43 (SD=0.10) 

given that it was being measured out of 5. This means that the YP curriculum was deficient in 

enabling trainees acquire specified objectives as stated in the measured items. Although the 

general picture of the tutors from Table 21 was that the youth polytechnic curriculum was 

grossly inadequate and therefore not relevant; there were aspects (acquisition of knowledge, 

project work, and industrial attachment) of the curriculum that tutors deemed to be somehow 

relevant. These were rated at mean slightly above 2. This corroborates with findings from a 

study done by Yungungu et al. (2014) which established that the YP curriculum was weak in 

many aspects that rendered it irrelevant. They found out that the curriculum was weak in 

imparting marketable skills like communication, business, information technology, reading, 

literacy and guidance and counselling skills. Simiyu (2010) also found that the vocational 

curriculum was weak in some aspects. These were creativity, innovativeness, and business 
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skills.  The author suggested that the curriculum be overhauled in order to address these 

deficiencies hence improve its effectiveness.  

 Data on Table 21 further reveal that the curriculum was somehow relevant in helping 

learners acquire knowledge rated at 2.29 out of possible 5. Table further reveals that the 

curriculum does not support learner centred teaching approaches. An aspect rated lowly at 

1.76. This can be attributed to training methodology adopted in YPs and teaching fraternity in 

Kenya. Munavu et al. (2008) observed that teaching approaches in Kenyan institutions were 

geared towards covering the syllabus and not emphasizing the curriculum objectives. A KIE 

(2006) report from a study carried out in Kwale established that tutors in vocational 

institutions frequently used lecture approach during lessons despite the curriculum 

requirement of 90% practical teaching for artisan level. Theoretical teaching imparts 

knowledge but fails to enhance acquisition of practical abilities. This meant that there was 

minimal practice of what was taught hence the graduates did not have time to internalize 

skills through practice.  Wagonhurst (2002) indicated that there were more chances of 

effective learning taking place during learning and teaching activities when tutors 

increasingly made use of both sensory and intellectual capabilities in the learning process 

instead of using one faculty. The teaching approaches however depend solely on facilities in 

the institutions. This study has established that YPs in Kisii County had inadequate physical 

facilities a factor likely to explain why the curriculum is said to be not supporting learner 

centred approaches.  

 On the issue whether the curriculum helped learners to cope with changes in 

technology, the curriculum was deemed deficient. The mean score for this item was low at 

1.00 out of a mean of 5.00 as shown on Table 21. This means that YP curriculum is not 

reviewed regularly to reflect changes in technology at the work place. This finding implies 

that the skills provided by YPs did not reflect current technical practises at the workplace. 

According to the Republic of Kenya (2006), regular review of the curriculum in all levels of 

education and training is necessary to reflect current changes in technology and labour 

market needs. Sessional Paper Number 2 of 1996, further supports this by indicating that the 

regular review of the curriculum will enhance the production of employable graduates who 

will have relevant knowledge and skills and positive attitudes to exercise in the world of 

work. However, this seems to have been overlooked when it comes to the Youth polytechnic 

curriculum. 

 Yungungu et al. (2014) noted that equipment for training both hydraulic and manual 

engine repairs expected to be used in motor vehicle technology were missing in the youth 



 

 

74 

polytechnics. Ironically, the institutions were offering motor vehicle technology course. This 

implies that acquisition of practical skills was not possible. Workshops in the training 

institutions provide ample space, tools and equipment for practical training of students in skill 

acquisition in their technical trade areas (UNESCO, 2010). Where facilities were not 

available practical sessions were avoided. It is therefore recommended that the government 

devise strategies of ensuring that every youth polytechnic has appropriate number of 

workshops that are well equipped with requisite tools and equipment to facilitate practical 

activities.  

 The motor vehicle industry is very dynamic with new models being produced often. 

They come with new and improved technological devices. Failure to review the curriculum 

makes graduates face technological shock when they enter into the world of work and are 

unable to fit in. During the period study, the craft curriculum that was being implemented 

was developed in 2009 revised from the one developed in 1992. This is too old because we 

are in a world where technology changes very fast. The curriculum needs to be reviewed 

regularly to include current market skills. This will make training programs to be adequately 

adapted to the labor market needs.   

 This study further found out that the curriculum was inadequate in providing 

opportunities for YP graduates to pursue higher studies. This is indicated by a very low mean 

of 1.04 as shown on Table 21. This implies that it was not structured in such way that it 

articulates well with those of higher educational institutions. This means that the YP 

graduates do not have a direct pathway to higher levels of education to advance their careers. 

This is perhaps because the main objective of YPs was to prepare learners for self-reliance 

and job placement in the local area upon graduation (Eshiwani, 1993).  

 A study by UNESCO (2007), argues that advanced countries like Malasyia have risen 

into economic prominence because of their support for development of higher level technical 

skills. These countries have invested in both basic and higher level skills of literacy at 

educational programmes. Youth Polytechnic curriculum should facilitate articulation to 

higher levels of education to enable graduates proceed to higher levels of training. This study 

suggests that the curriculum provided for the youth polytechnics should be designed to create 

opportunities for the graduates to pursue further education and training. 

 From Table 21, curriculum aspects of projects and industrial attachment were rated at 

2.57 and 2.69 respectively. The scores are on average mark given that the scores were out of 

five. Industrial attachment and projects are important aspects of the YP curriculum. They 

help the trainees acquire practical skills and practice hands on activities. There were 22 
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weeks allocated for field attachment. A study carried out by Ngure (2013) found out that the 

22 weeks allocated for industrial attachment were not utilised effectively for meaningful 

participation in industrial practices. This was because it took time to locate suitable places for 

the attachment while at the same time, students lacked adequate resources to settle down 

properly. This reduced the actual time used in the attachment. This study suggests that more 

time be allocated for the industrial attachment practices.    

 Table 21 further indicates that the curriculum was not suitable in meeting the needs of 

the local community. This item was lowly rated at 1.12 out of 5.00. Mwiria (2005) asserted 

that a centralised system in curriculum development limits local participation a situation that 

hinder the development of courses that fit within the locality of an institution. Yungungu et 

al. (2014) adds that YP training should be relevant to the communities where the institutions 

were located. They suggested that programmes should be reassessed to include relevant 

changes to focus on local needs. From the results of this study, the youth polytechnic 

curriculum in Kisii was not effective enough to enhance exploitation of local resources or 

opportunities. This might be caused by lack of involving YPs stakeholders in the 

development or designing of the curriculum. Different localities may have different priorities 

based on resource availability and needs within the environment. This strengthens the 

recommendation that the youth polytechnic curriculum needs to reflect local requirements. 

This study suggests that local communities and all other stakeholders be involved in 

designing the curriculum. This would enable the youths exploit the natural resources 

available in their communities. 

 Table 21 indicates that the curriculum was poor in inculcating critical thinking. This 

was rated at 1.10 out of 5.00. Further, Table 21 shows that it was ineffective in imparting 

problem solving skills. This was rated at a low mean of 1.25. ILO (2015) argues that 

cognitive skills are among the employable skills required at the workplace, these skills are 

acquired thorough deep understanding of the content taught. Their acquisition is therefore 

linked to teaching methodology employed by the tutors. Teaching such skills requires 

innovative approaches as opposed to theoretical ones.  

 As indicated on Table 21, the mean rating for the curriculum‟s ability to encourage 

inventive and innovative capacities was quite low rated at 1.18, an indication that it was 

ineffective in imparting these skills. Evidence indicate that graduates who possess these skills 

are innovative and creative, embrace and promote change. ILO (2015) indicated that 

employers wanted workers who are innovative, creative, do research and ready to implement 

change; people who are courageous and those who seek a way around the problem. Ability to 
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do the above indicates that one has these skills. Further, it is observed that the YP curriculum 

was poor in promoting interpersonal skills. The mean score for this item was rated at 1.20. 

Table 21 further reveal that the curriculum was lowly rated in its ability to develop 

adaptability skills. This item was rated at 1.25. Table 21 further reveals that the YP 

curriculum failed to support acquisition of business and ICT skills. These items were scored 

lowly at 1.06 and 1.22 respectively. This implies that the curriculum lacks an array of vital 

interpersonal, cognitive and behavioral skills. These personal skills allow the graduates 

understand work culture, be initiative, creative and responsible (Harvey et al., 1997). 

 Mean ratings of the individual items and the overall mean index of relevance of the 

curriculum gave a picture of a curriculum that was deficient in many aspects from the 

perspective of the tutors. It required to be revised to address the problem of quality training. 

A study by Simiyu (2010) supported the findings of the study that the curricula were 

irrelevant in several aspects and needed to be redesigned in order to address training needs in 

YPs. 

 TVET should empower the youth by equipping them with technical, vocational and 

practical skills and knowledge necessary to speed up the pace of employment and hence 

national development. Thus, TVET curriculum should match the labour market requirements. 

Training requires use of modern tools and equipment which are critical in enhancing relevant 

skills development (Akhuemonkhan & Raimi, 2013). Use of outdated curriculum reflects 

lack of seriousness from the Ministry of higher education and the government in setting 

strategies of linking education and training to current industrial needs and technological 

advancement (Tikly et al., 2003).  Ngure (2013) further points out that enabling the 

attainment of skills that correlate with the labour market demands requires training 

curriculum propel graduates towards acquiring adequate and relevant skills.  

 To realise Vision 2030 in Kenya, relevance and responsiveness of the TVET 

curriculum should be taken into seriously. As observed by Kamau et el. (2013), lack of 

appropriate skills leads to unemployment of many YP graduates. According to (Republic of 

Kenya, 2012) the government had proposed to assign an organ to ascertain the competencies 

developed by TVET sector and redesign curriculum to be modular and flexible in nature in 

order to make graduates‟ competencies relevant. This was a good proposal. However, by the 

time of the study, there was nothing on the ground to show that this had been done. 

 From the interview guides, principals were able to supplement information on the 

issue of curriculum in YPs. All the principals interviewed were of the opinion that curriculum 

was relevant as it were and that it had the potential of producing quality graduates. The main 
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problem they identified however was the implementation challenges. Low entry behaviour of 

the trainees made classroom interaction a problem because the leaners lacked masterly of 

instruction. This was because most of them dropped out of school system. At the same time, 

the community‟s negative attitude towards the YPs resulted to lack of parental support 

leading to frequent absenteeism of the learners, a situation that affects skill acquisition. 

Tutors were not adequate while those tutors employed by the County government were few 

and demotivated due to poor terms of employment and delay in paying their salaries.  

 At the time of this study, a majority of the tutors were not in their institutions. They 

were on a go slow strike demanding for their delayed salary payments. The principals further 

indicated that the physical facilities were inadequate which affected curriculum 

implementation and limited practical sessions. Funds were inadequate to acquire tools, 

equipment and resources for teaching and learning. The tutors worked with old and outdated 

equipment and in unconducive environment. Some principals observed that some of the 

institutions were located in remote points which made it hard for tutors and trainees to access 

frequently. They suggested that County Government supply YPs with adequate and 

appropriate physical facilities, adequate human resources, improve terms and conditions of 

employment of the tutors as a way of motivation. They suggested that the community be 

sensitized as well to understand the value and government objectives of the YPs. This, they 

suggested would make the community have a positive attitude towards the institutions 

making them part of improving the YP programme. 

4.4.2  Influence of the Curriculum on the Quality of Graduates 

 Having determined tutors‟ ratings on the YP curriculum aspects, the study proceeded 

to establish the influence of the curriculum on quality of the youth polytechnic graduates. 

This was achieved by subjecting computed scores of tutors‟ responses on the curriculum 

(Table 21) and employers‟ computed scores of quality of the graduates (Table 18) to a simple 

linear regression at 0.05 level of statistical significance. Influence was determined using R² 

which also predicted amount of variance in quality of YP graduates. The findings are 

presented on Table 22.  
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Table 22: Regression Coefficients in YP Curriculum and Graduate Quality Indices 

Scale Unstandardized 

Coefficients 

Standardized 

Coefficients 

t-value p-value 

 B Std. Error Beta 

(Constant) 1.936 .306  6.329 .000 

Curriculum .195 .213 .093 .915 .363 

R = .093, R
2
 = .009, F(1, 96) = .836, p =.363 

 

 Table 22 reveals that the relationship (r = .093) between curriculum and graduate 

quality was positive but weak. The results also reveal that curriculum was not a significant 

predictor (β = .093, t(.915) = .915, p = .363) of quality of graduates. The results further 

revealed that the curriculum did not account for a significant proportion of variance in quality 

of YP graduates, (R
2
 = .009, F(1, 96) = .836, p = .363). This means that curriculum did not 

significantly influence YP graduate quality. These results supported the second hypothesis 

which stated that there was no statistically significant influence of curriculum on quality of 

youth polytechnic graduates in Kisii County. The second hypothesis which stated that there 

was no statistically significant influence of curriculum on quality of YP graduates in Kisii 

County was thus accepted.  

 Contrary to these findings, Duoc and Metzger (2007) in their study on Quality of 

Business Graduates in Vietnamese institutions in Switzerland found that curriculum 

significantly influenced learning outcomes. The implication of this finding may be attributed 

to many factors both internal and external to the individual youth polytechnic. All aspects of 

the curriculum in learning institutions require to be implemented where facilities are 

adequate. This perhaps made the curriculum implementation difficult and therefore 

contributed to low quality of graduates. 

4.4.3  Tutors’ Suggestions on how to Improve the YP Curriculum 

 Tutors were asked through open ended questions to suggest what can be done to 

improve the YP curriculum.  Table 23 gives the summaries. 
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Table 23: Tutors Suggestions on how to Improve the YP Curriculum 

 Responses  f     % 

          n = 51 

Lengthen implementation duration 26 50.9 

Make curriculum responsive to market needs 12 23.5 

Improve entry behaviour of students 12 23.5 

Employ more tutors  19 37.2 

Provide more facilities for effective implementation 13 25.4 

Improve the working conditions of tutors 12 23.5 

 

 Table 23 reveals that 50.9% of the respondents suggested the period of implementing 

the curriculum content be lengthened, others 37.2 % suggested that more tutors be employed. 

From the low percentages on Table 23, it is clear that the tutors seemed to have no common 

idea on the way forward for improving quality of the graduates.  

4.5  Tutors’ Competence and Quality of Youth Polytechnic Graduates 

 Objective three of the study established the influence of tutors‟ competence on quality 

of youth polytechnic graduates. A hypothesis which stated that there is no statistically 

significant influence of tutors‟ competence on quality of youth polytechnic graduates was 

tested. The influence of tutors‟ competence on quality of youth polytechnic graduates was 

determined using simple regression. Data on tutors‟ competence was provided by the 

employed graduates. Three aspects of competence were measured, namely; subject-matter 

masterly, classroom management and assessment. Respondents were asked to rate the 

competencies of their tutors using a 5 point likert scale. The graduates‟ responses were 

scored, averaged and converted to indices of each aspect of competence. 

4.5.1  Subject Matter Masterly  

 The tutors‟ mastery of subject matter was scored using a set of 3 closed ended items. 

The responses to the items were scored and averaged as shown on Table 24. 
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Table 24: Tutors‟ Competence in Subject Content Masterly 

Area  Mean Std. Deviation 

                     n=98 

Showed mastery of subject matter in their teaching  2.63 .60 

Provided relevant industry examples to trainees   1.19 .40 

Provided trainees with career counselling services  1.24 .43 

Subject matter Index  1.69 .28 

 

 From the overall mean index in the area of subject matter masterly, Table 24 shows 

that tutors‟ competence in this area was rated lowly at 1.69. This indicated that the tutors had 

a low level of subject masterly as rated by the graduates. Results on Table 25 further reveal 

that rating on the tutors‟ competence in providing industry examples was low 1.19. This 

meant that the tutors were poor in using relevant industry examples when teaching. A survey 

carried out by UNESCO-UNEVOC (2012) noted that many TVET training institutions only 

provided theoretical knowledge rather than practical skills gained from industry. Participants 

in the survey stated that tutors largely preferred teaching obsolete theory-based TVET. The 

survey further noted that in most TVET teacher training institutions, Kenya included, general 

pedagogical skills were not emphasized. To solve the problem, the survey suggested an 

effective integration with TVET institutions and industry to facilitate tutors in acquiring 

exposure in order to teach effectively. 

 On the area of subject matter masterly, the graduates indicated that their tutors were 

average on this area. This was rated slightly higher at 2.63 than the others as shown on Table 

24. This implied that tutors were just about average on this item. Darling-Hammond (1997) 

observed that students‟ achievement beyond basic skills depended largely on their teachers‟ 

command of subject matter. Knowledge of subject content ensures that learners understand 

the concepts being taught and therefore perform well. They further argued that effective 

teachers have mastery of curriculum content and that they are always presenting the correct 

concepts in class. Bartilol and Ng‟eno (2016) found that an excellent command of subject 

matter on the part of the teacher raises educational standards. This translates to quality 

education and training. However, Ladd (2008) argues that masterly of the curriculum content 

by teachers depends on many factors among them training, teaching experience and 

pedagogy.  
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 Table 24 further shows that the tutors were poor in providing trainees with career 

guidance services. This was indicated by a low mean score of 1.24. Career guidance and 

counselling is important because it guides learners on their choice of programs, hence help 

them to position themselves in the labor market (Anindo et al., 2016). Provision of a proper 

career guidance enables trainees enter training programs depending on their ability, academic 

qualifications, and the level of skills to be attained (Van der Sluis et al., 2008). The job 

market expects that the trainees have an understanding of the required market qualifications 

in chosen courses before seeking admission into college (Tsitskari et al., 2017). Properly 

guided learners are able to pursue their interest thereby exploit their potential in a better way.  

 The Kenyan scenario is also reflected in developing worlds. Similar to the findings of 

this study, Watts (2013) concluded that students in technical training had fewer opportunities 

than those in universities to benefit from subject guidance in their institutions. Banda (2016) 

found related results. The study attributed this to teachers‟ limited knowledge and skills in 

career guidance for example mentoring and subject combinations.  

4.5.2  Classroom Management  

 Data on classroom management skills was generated using 5 close ended items. The 

responses were scored and their means computed as presented on Table 25. 

Table 25: Tutors‟ Classroom Management Competencies 

 Mean Std. Deviation 

      n=94 

Managed lessons well 1.30 0.46 

Communicated clearly and accurately 1.26 0.44 

Provided learners with opportunity to practice 

what is taught 

 

1.24 

 

0.43 

Used student centred teaching 1.23 0.43 

Motivated to learners 1.21 0.41 

Classroom Management 1.25 0.19 

 

 From the results presented on Table 25, it is clear that tutors had low classroom 

management competencies. This is indicated by the mean index of 1.25. This average score 

was low as it was measured out of the possible 5. Table 25 further shows a low mean score of 

1.30 for lesson management. At the same note, the tutors were unable to communicate clearly 
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and accurately as shown by a low mean of 1.26 on the competence of communication. Clear 

communication entails audibility, repetition and stressing on key points for students to 

understand and remember. Bwika (1997) observed that key principles, methods and 

techniques of instruction in the classroom must be followed by instructors. This implies that 

tutors in YPs did not adopt appropriate methods of instruction in their classroom teachings. 

 Tutors‟ skills of clear communication has a special implication in teaching 

effectiveness. Ediger and Rao (2013) identified accurate and clear communication in 

conveying different facets of a topic.  Findings from this study agree with those of UNDP 

(2010) which found that YP tutors did not have pedagogical skills. This does not apply to the 

situation in Kenya only. A study by UNICEF (2000) found that a number of TVET educators 

in China and Mexico did not possess any pedagogical skills required for good presentation of 

the instructional content. This finding may be attributed to many factors, among them initial 

pedagogical training and lack of in-servicing. It can be rightfully argued that during the 

selection and recruitment of tutors, content knowledge was more valued than pedagogical 

skills. 

 Table 25 additionally shows that provision of learners with an opportunity to practice 

what they had learnt was rated at 1.24. This implies that tutors did not provide these 

opportunities to the learners during the learning process. This means that students did not 

have an opportunity to perfect their skills through practical work. This may be attributed to 

availability of facilities. For instance, Kigwilu et al.  (2016) noted that lack of facilities 

limited practical teaching.  

 A similar TVET baseline survey on Teacher Development for the 21
st
 century in 

Tanzania by Hooker et al. (2011) found that institutions had challenges of having modern 

equipment and that this hindered practical teaching. Further findings by Indoshi et al. (2010) 

noted that inadequacy of physical facilities in TVET hindered effective syllabus delivery. 

This study suggests that the individual governments should provide modern equipment and 

tools to the YPs to make teaching and learning more practical to inculcate practical skills. 

Like in other countries such as German, Kenya can employ the services of experts in related 

industries to enhance acquisition of relevant skills of the students before graduation. 

 Further, Table 25 shows that tutors did not use student centred methods of content 

delivery. This was rated at 1.23. This was an indication that the tutors were poor in this skill. 

Ideally, curriculum in YP is 90% practical. It would mean that the ideal method of instruction 

in YP should be leaner centred not lectures.  This finding is similar to the findings of Ferej et 

al. (2012) who found that tutors preferred to teach theoretical even in practical aspects of the 
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TVET subjects. Such a preference would certainly affect effective acquisition of skills. It is 

therefore suggested that tutors undergo in service training and that the County employ tutors 

who are qualified to teach in TVET institutions. KIE (2007) indicates that 80% to 90% of 

youth polytechnics‟ curriculum is basically practical. However, the resource constraints as 

has been established, makes teachers resort to theoretical teaching approaches. Thangeda et 

al. (2016) argue that effective teaching leads to quality education which must be supported by 

the necessary facilities.  

 On the aspect of motivation to learners, Table 25 further indicates that tutors were 

scored lowly at a mean of 1.21. Motivating learners creates in them a sense of self-worth. 

Creating a feeling of self-worth among learners has a high positive influence on effective 

training and learner achievement (Colquitt et al., 2000). Lack of self confidence in the 

learning process, especially in practical sessions may increase accidents when using 

machines. It is important that tutors instil confidence in the learners during training. 

 ILO (2015) argues that altering aspects of the classroom setting where technical skills 

are taught is an effective technique to classroom management strategies. The study noted that 

many schools and training programmes do not operate this way although the approach is 

simpler, less expensive and easier to train a greater number in a shorter period of time. The 

study further noted that many youths who graduate from TVET programmes did not portray 

skills necessary for current job market nor capacity to adapt to changing requirements. 

4.5.3  Tutor Competence on Learner Assessment 

 The tutors‟ ability to assess students‟ learning was measured using three items. The 

participants‟ answers were scored and changed to an index of learner assessment. The results 

were as indicated on Table 26. 

Table 26: Tutors‟ Skills in Assessment of Student Learning 

 Mean Std. Deviation 

                         n=94 

Gave assessment regularly 1.24 0.43 

Used a variety of assessment methods 1.25  0.43 

Used feedback from assessment to improve teaching 1.27 0.44 

Student Assessment 1.25 0.24 
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 On the area of student assessment, Table 26 shows that tutors did not give regular 

assessments. This is proven by the low mean rating of 1.24. The importance of undertaking 

frequent assessment of student learning cannot be overemphasized. In asserting a case for 

timely evaluation of students‟ learning, Lezotte (2001) argues that frequent measurement and 

monitoring of student progress on the achievement of curriculum objectives generates results 

which could be used to improve their individual learning behaviours and performance. He 

further asserts that knowledge and skills of student assessment can appropriately determine 

the necessary corrective measures. In contrast, Gbore and Daramola (2007) asserts that tutors 

in Nigeria examined students through their Continuous Assessment Tests regularly so as to 

evaluate their academic performance. They further asserted that frequent use of CATs 

motivated and stimulated learners to study thereby improving performance. 

 Table 26 further shows that when tutors evaluated student learning, they did not vary 

the methods of assessment. This is indicated by a low mean of 1.25. This means that tutors 

were not competent in assessment. Use of several assessment methods helps to determine 

more effectively learners‟ ability. These varied assessments may include tests and other 

summative forms of assessment, may be used to inform further learning on the part of the 

student (Black & Wiliam, 1998).  

 Table 26 further reveals that the tutors were poor in giving feedback on students‟ 

performance. Students rated the tutors at 1.27 on this. Kaneko (2008) argues that feedback 

helps teachers to have knowledge of learning outcomes to help them rectify areas of student 

weakness in subsequent teaching. This implies that in situations where students‟ evaluation 

and feedback is done effectively, quality teaching is enhanced.  

 In all cases on this item, the tutors were rated poorly. The mean index for assessment 

was 1.25. This indicates that they were perceived as incompetent on assessment of student 

learning. Vandeyar and Killen (2007) argue that when students‟ assessment is part of 

teaching and learning process, better decisions are made about the students‟ learning 

outcomes. Since most tutors appeared not to have pedagogical training, these findings are not 

surprising. It is therefore recommended that tutors in YPs in Kisii County should be 

encouraged to give regular and varied assessment to their students.  

4.5.4  Tutors’ Competence Index 

 Tutors‟ competence index was established by summing the indices of the three 

aspects investigated namely; mastery of subject matter, classroom management and 

assessment of students‟ learning as illustrated on Table 27. 
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Table 27: Tutors‟ Teaching Skills Index 

Area  Mean Std. Deviation 

 n=94 

Subject Matter Masterly  1.69 0.28 

Classroom Management  1.25 0.19 

Assessment of Student Learning 1.25 0.24 

Tutors Competency Index 1.37 0.14 

 

 Table 27 shows that the tutors were rated poorly by their students, a lowly mean score 

of 1.37 on tutors implies that the tutors were not competent. This finding can be attributed to 

several factors. A study carried out by UNESCO and IICA (2011) identified lack of initial 

teacher training as the main factor affecting competence of tutors in Sub Saharan Africa. The 

study argues that teacher training transmits content matter and classroom management 

strategies. Other factors identified by the same study were lack of professional support and 

favourable conditions for teaching and inadequate communication skills in the medium of 

instruction. 

 Principals too indicated that tutors‟ competence in classroom management was low. 

This was exhibited by noise from classrooms even when lessons were on going, tutors 

themselves reported indiscipline cases from various classes. It is important to note that some 

tutors had trained on general trades and had not attended teacher training colleges to learn 

pedagogy skills. The principals suggested that many graduates from the TVET institutions to 

be encouraged to attend TTC to enhance their pedagogical skills. 

 The weakest point of tutors in YPs was the gap between tutors and students in the use 

of technology for learning purposes. Principals noted that except for tutors of ICT, the rest 

were unaccustomed to the use of ICT. They also noted that although tutors were masters in 

their area of knowledge, they failed in communicating it due to poor communication skills. It 

was also noted that tutors did not know administrative formalities and procedures of work 

places hence failed to guide students on what steps to follow and the requirements of these 

procedures and formalities upon graduation.  

 It can be noted that at present, there is a lack of quality of instructors in the region. 

The in service training of pedagogical competence of tutors is mandatory. The tutors, who are 

often employed after graduation, are often lacking industrial experience and practical skills. 

In service training programme may therefore improve their competencies.  
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4.5.5  Influence of the Tutors’ Competence and Quality of Graduates 

 The third hypothesis which stated that there is no statistically significant influence on 

tutors‟ competence and quality of graduates was tested using simple linear regression. This 

involved regressing tutor competency index (Table 27) on graduate quality index (Table 18). 

The summarised findings are on Table 28. 

Table 28: Regression Coefficients in YP Tutors‟ Competence and Graduate Quality Indices 

Scale Unstandardized Coefficients Standardized 

Coefficients 

t-value p-value 

 B Std. Error Beta 

(Constant) 1.749 .201  8.683 0.000 

Tutors 

competency 

.339 .146 .231 2.327 0.022 

R = .231, R
2
 = .053, F(1, 96) = 5.416, p = 0.022 

 

 The regression test result on Table 28 indicates a positive relationship between the 

tutors‟ competence and quality of graduates. Tutors‟ competence was a significant predictor 

(β =.231, t(2.327) = 2.327, p =0.022) of quality of YP graduates and explained a statistically 

significant proportion of variance of the outcome, (R
2
 = .053, F(1, 96  ) = 5.416, p = 0.022). 

This means that tutor competence significantly influenced graduate quality. The results did 

not support the first hypothesis which stated that there is no statistically significant influence 

of tutor competence on quality of YP graduates in Kisii County. Based on the results, the 

hypothesis was rejected. The alternative hypothesis which stated that there is a statistically 

significant influence of tutor competence on quality of YP graduates was accepted.  

 Other studies relating tutors‟ competence to graduate quality had shown similar 

results. Kyomuhendo and Kasule (2017) who studied effects of tutors‟ competence on 

performance of teacher trainees in teacher training colleges in Uganda found out that there 

was a statistically significant influence between tutors‟ level of subject matter on learner 

performance. Another study by Ngome (2009) supported this view by showing that poorly 

trained and resourced staff affected performance in TVET institutions. 

 Most studies seem to suggest that teacher quality influences students‟ learning 

outcomes since they are the agents of instruction. For instance, Alos et al. (2015) established 

that teacher related factors topped the list of factors that impacted on the academic 

performance of students in educational institutions. Chong (2014) further argues that teachers 
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and their preparation influence the quality of an educational system. This agrees with an 

observation by Sacilotto-Vasylenko et al. (2011), they isolates educators as people who 

structure the learning environment and are key causal drivers of a student‟s achievement.  

 Although the quality of teachers is dependent on their content knowledge, 

professional skills, and dispositions, it is too largely determined by teaching conditions and 

administration styles employed in the institutions (Yassir et al., 2014).  The authors explain 

that competent teachers often fail to offer quality instruction where there is a mismatch in 

terms of the conditions of work and their knowledge and skills. This is for instance in a 

situation where there are no resources or where the entrance behaviour of the learners is low. 

Other factors affecting instruction were limited materials to implement the curriculum and 

small class sizes. This implies that teacher competence does not work in isolation. The 

environment, facilities and leadership support influence their competence. The mentioned 

factors may explain the low mean ratings of students on their tutors in the aspects studied, 

which indicated that the tutors in YPs in Kisii County were poor. 

4.5.6  Suggestions on Improving Tutors’ Proficiency 

 The participants were asked to suggest ways of improving tutors‟ competence levels. 

The results from their responses were as summarised on Table 29. 

Table 29: Suggestions on Improving Tutors‟ Competency 

Response  f % 

                                                                                                                      n=94 

Provide in service training  

Need to prepare before lessons start 

86 

54 

91.4 

57.4 

Develop positive attitudes towards the students 50 53.1 

Provide adequate facilities for teaching 38 40.4 

 Table 29 shows that majority of the respondents (91.4%) suggested that in-service 

training be provided for the YP tutors. This agrees with Kamau (2013) who observed that the 

many instructors in the public vocational institutions studied were insufficiently trained while 

others were not trained at all. International Labour Organization (2012) points out that quality 

of training in TVET programmes is a reflection of what happens in the classrooms. This 

implies that for teachers to be effective they must be provided with initial training. Afeti 

(2015) supports this suggestion by recommending that the County governments make 

conscious effort to provide in-service education to technical instructors in YPs. The study 



 

 

88 

further identified that the major constraint that TVET institutions face was limited budgets 

which hinder the institutions to support tutors by upgrading their skills.   

 Further, Table 29 shows that 57.4 % of the respondents suggested that tutors need to 

prepare before they entered into the classrooms. It would appear that a number of tutors just 

went into class without preparation. Teachers need to plan their classroom activities before 

hand to ensure successful learning occurs. This entails selecting and organising learning 

experiences before the lesson time. Meaningful interaction between the teacher and learners 

takes place in this arrangement. Tutors were perceived to be incompetent in many tested 

aspects.   

4.6  Institutional Leadership and Quality of Youth Polytechnic Graduates. 

 The last objective of the study was to investigate the influence of principals‟ 

leadership skills on the quality of youth polytechnic graduates. A hypothesis which stated that 

there is no statistically significant influence of principals‟ leadership skills on the quality of 

youth polytechnic graduates was tested using simple regression analysis.  

 Data on principals‟ leadership skills was gathered using 19 closed ended items in the 

Tutors‟ Questionnaire. The items gathered data using a five point Likert scale. This was 

based on how the principals executed their leadership functions. The functions were 

classified into four leadership skill areas, namely, provision of strategic direction in the 

institutions; delivery of the curriculum, human resource management and provision of student 

support services. The results are presented in that order.  

4.6.1  Principals’ Provision of Strategic Direction 

 The first category of principals‟ leadership skills studied was provision of strategic 

direction in their institutions from the perspectives of the tutors. Mean ratings of tutors‟ 

responses are presented on Table 30. 
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Table 30: Principals‟ Provision of strategic Direction to the Institution 

 Mean Std. Deviation 

 n=51 

Development of vision and mission for the 

institution 

 

1.27 

 

0.49 

Delegating duties and responsibilities 

whenever need arises 

 

1.29 

 

0.54 

Communicating the vision and mission of the 

institution 

 

1.45 

 

0.50 

Utilization of institution financial resources 

effectively    

 

1.39 

 

0.49 

Strategic Direction  1.35 0.30 

 

 Results from Table 30 show a low mean index score of the measured constructs on 

provision of strategic direction. This was 1.35 out of the possible 5. This implies that 

principals of YP in Kisii County did not provide strategic direction to their institutions 

effectively. This implies that the principals did adequately delegate duties and 

responsibilities, develop and communicate vision and mission neither did they utilise the 

financial resources well.  

 From Table 30 it is observed that the principals were rated poorly on the aspect of 

developing a vision and mission for their institutions. The mean score on this item was rated 

at 1.27. Similarly, (KEMACA, 2008) report found out that majority of Kenyan educational 

institutions did not prepare strategic plans. The YP principal is expected to improve student 

learning and this is done by developing commitments of the different stakeholders by 

creating a vision and mission which motivates the staff and the learners (Barber et al., 2010). 

According to Meigs (2008) it is the role of principals to set a vision for the institution he/she 

leads and be responsible for its execution. In putting a case for the importance of vision and 

mission in an organization, Locke and Latham (1990) note that a vision effectively increases 

motivation of members of an institution because it clarifies the goals to be attained and 

therefore directs all staff to focus on these goals. This focus is likely to translate into high 

performance of the organization. They further postulated that a vision focuses attention on the 

achievement of the tasks, the effort to be expended on goal relevant activities and persistence 

in achieving them (Alig-Mielcarek, 2003). Since a vision and mission motivates, energizes 
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and focuses attention of the staff on their work, it implies that there was a likelihood of lack 

of motivation and focus among the staff and students in these institutions. This scenario may 

impact negatively on the effectiveness of the training process. 

 From Table 30, the principals were rated lowly on their communication of the overall 

goals and objectives of institutions they existed. This was indicated by the low mean score of 

1.45. McIver et al. (2009) argue that institutional leaders should communicate the purpose 

and vision of their institutions in a meaningful way, to enable staff understands what they 

need to do.  Bookbinder (1992) observes that accountability and instructional improvements 

are implemented through frequent reminder of institutional objectives. Principals who explain 

the vision and mission of the institutions are perceived to be strong instructional leaders by 

the staff (Linenburg, 2010). He further argues that strong principals are accessible to discuss 

instructional matters and allow teachers to take risks. Defining and communicating 

institutional goals with stakeholders enables organizations‟ human resources move towards a 

common direction. This is because staff and students support goals which define what the 

leaders of the institution expects from them because they are motivated to achieve them 

(Alig-Mielcarek, 2003). This negative perception of the tutors on principals‟ role in 

communicating the vision and Mission in YPs institutions may be as a result of many factors. 

These may include but not limited to principals‟ inadequate initial training on leadership 

skills, inadequate physical facilities, continuing changes in TVET policies and technology 

demanding new forms of communications.  

 The findings on Table 30 further indicate that the principals did not delegate duties 

and responsibilities to the tutors adequately. This is reflected in the low mean score rating of 

1.29. Delegation of duties involves assigning others leadership roles. Gorton et al. (2007) 

observe that workers who are involved in decision-making are more likely to become 

motivated. If excluded, this is likely to result in their feeling ostracized, hence show 

dissatisfaction with the administrator. Louis and Wahlstrom (2010) in their study in the USA 

found that principals frequently assigned instructional leadership roles to departmental chairs, 

who in turn were expected to delegate to the rest of the staff under them. The findings of this 

study show that youth polytechnic principals in Kisii County did not sufficiently delegate 

duties to motivate their staff. This may be due to limited funds in the polytechnics because 

some of the duties and responsibilities assigned may require extra effort that warrants 

additional rewards. It may also be due to inadequate facilities for example heads of 

departments need special offices which were lacking. Also principals may be lacking the 

delegation skills due to limited training. 
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 Further observations from Table 30 shows that principals did not utilize financial 

resources well. This was based on the low mean rating of 1.39. One of the administrative 

functions of the institutional heads is management of financial resources in their 

organisations. Ibrahim and Orodho (2014) argue that educational resources if invariably 

utilised towards the realisation of school objectives and goals reflects excellent management 

strategies. This is done through budgeting and resourcing. The principals should plan the use 

of the financial resources bearing in mind the amount available. Principals of TVET 

institutions receive funds from the government to purchase tools and equipment. Dias (2009) 

argues that educational system depends solely on availability of finances in the achievement 

of its objectives. A study by Yator (2010) found that educators faced challenges in managing 

resources in their institutions due to a shortage of funds. The government should put 

appropriate strategies to ensure that enough funds are disbursed to YPs and utilised well to 

ensure that principals are given skills on proper utilization of resources.  

4.6.2  Curriculum Delivery  

 Data on principals‟ support to the curriculum delivery was collected using a set of 5 

close-ended items. The principals‟ support to the curriculum delivery ratings are presented on 

Table 31. 

Table 31: Tutors Responses on Principals‟ Role in Delivery of the Curriculum 

 Mean Std. Deviation 

 N=51 

Monitoring curriculum delivery 1.47 0.54 

Ensuring the environment is conducive to 

teaching/learning 

 

1.35 

 

0.56 

Provision of tools and equipment for teaching and 

learning 

 

1.43 

 

0.57 

Ensuring that tools and equipment provided for 

teaching/learning are appropriate 

 

1.86 

 

0.72 

Maintenance of  facilities and equipment 1.90 0.73 

Curriculum Delivery 1.60 0.25 

  

Overall, the principals appear to have scored poorly on this area as well. This is 

revealed from low mean score of 1.6. Table 31 reveals that they were rated at a mean score of 
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1.47 on the area of monitoring curriculum delivery. This implies that YP leadership did not 

monitor nor supervise curriculum delivery in their institutions effectively. Okumbe (1999) 

asserts that supervision stimulates teachers and enhances pedagogical effectiveness. He 

further argues that supervision helps principals to coordinate, improve and maintain high 

teaching and learning standards in their institutions. The study of Charles et al. (2012) 

suggested that principals needed to supervise teachers by ensuring that teaching aids are used 

properly, good relationship with the students are maintained and the curriculum is followed 

strictly.  Principals of YPs in Kisii appear to be ineffective in supervision and monitoring of 

curriculum implementation. This is perhaps because they may be overburdened with 

managerial and teaching duties and perhaps unaware of the importance of these 

responsibilities. According to Carron and Chau (1996), many principals have pedagogical 

responsibilities besides administration. Balancing between these responsibilities may make 

principals ineffective.  

 From Table 31 the principals were unable to ensure that a conducive environment for 

learning was maintained. The low score mean of 1.35 confirms the finding.  A conducive 

environment is one in which staff and students in an institution feel comfortable to work in. It 

is characterized by safe and adequate facilities that are well maintained and well-light. 

Scheerens (2000) argues that a good school climate is one of the most influential variable of 

student achievement. Insecure and unsafe environments make learners and their teachers 

experience fear which threatens their confidence, self-esteem and identity and results into 

poor performance (Pigozzi, 2000). However, with funding constraints in the polytechnics, the 

principals may find it difficult to provide clean and well-light adequate facilities without 

additional funding from the government.  

 Table 31 further shows that the principals did not provide adequate equipment and 

tools. This was indicated by a low rating of 1.86. Transmitting knowledge and skills from 

teachers to learners need to be done smoothly (Wambua, 2008). This process is supported by 

adequate resources. The principal has the mandate to ensure that support materials for 

instructional process are adequate. Providing adequate and relevant tools and equipment 

should be accompanied by proper maintenance. From the findings on Table 31 a low mean 

score of 1.9 indicates that principals did not ensure facilities and equipment were well 

maintained. The learning outcome of educational institutions is basically the responsibility of 

principals who are mandated to supervise quality monitoring programmes (Lekarage, 2010). 

As such the principal is the resource provider and manager of all resources, without which, 

the students‟ performance may never be improved. It is the responsibility of the institutional 
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leaders to take care of tools, equipment and buildings in the institutions. The mean index of 

the items in curriculum delivery shows that tutors perceived principals to be weak in all 

aspects of curriculum delivery.  

 As noted earlier, the government funding to the YP institutions is not enough (Simiyu, 

2009). Insufficient funding prevents provision of necessary resources for teaching and 

learning in educational institutions. This inadequacy is evidenced by inadequate facilities, the 

presence of obsolete equipment and tools, and the poor condition of the facilities in the 

polytechnics (Indoshi et al., 2010). This situation limits acquisition of expected skills by the 

students because their tutors cannot employ instructional approaches envisaged by the 

curriculum (Dasman, 2011). The implication of this is that principals may be aware of what is 

required, but lack of funds limits the extent of what they can do. Although the government 

funding is low, visionary principals look for additional sources of funds through income 

generating activities such as starting workshops where the trainees make products that 

generate income for the institution as part of their training. They can also source funds from 

donors and other well-wishers and the community.   

4.6.3  Human Resource Management  

 The other area investigated on institutional leadership skills was Human Resource 

Management. The tutors‟ mean ratings of their principals on human resources management 

skills summaries are on Table 33. 

Table 32: Human Resource Management 

 Mean Std. Deviation 

 N          = 51 

Ensuring  safety in the institution 1.86 0.72 

Motivating staff 1.37 0.49 

Evaluating performance of tutors 1.82 0.66 

Facilitating staff professional development 1.76 0.75 

Trying better ways of doing things in the institution 1.90 0.67 

Looking after the welfare of students 1.90 0.76 

Recognising exemplary performance 1.55 0.64 

Human Resource Management 1.75 0.24 
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 From the findings on Table 32, the overall mean score of principals‟ role in managing 

human resources is 1.75. This low rating implies that principals were poor in performance of 

this task. Table 32 further indicates that tutors rated principals lowly on student welfare at 

1.9. Among the roles of the principal in institutional leadership, is to manage the general 

welfare of the learners (Nsubuga, 2008). Provisions of various welfare services by principals 

encourage positive relationships and improved job performance. The principal can develop 

strategies like initiating medical welfare, identifying special need cases among staff and 

students, and providing suggestion box for learners to air their grievances. This means 

principals in youth polytechnics were not strong in students and staff welfare skills. This may 

be due to limitations of the funds because some of these activities like medical welfare 

requires money, special cases also need equipment and facilities which the principals may not 

be able to provide without adequate funds from the state.  

 From the low mean rating of 1.37 on principals‟ role in motivating staff, it shows that 

principals were poor in playing this role from the perspectives of the tutors. Describing the 

importance of motivation, Srivastava and Bhatia (2013) observed that motivation triggers and 

directs human behaviour to achieve a particular goal. Saeed and Muneer (2012) observed that 

educational administrators use motivation to boost the morale of both staff and students. 

Contrary to the findings of this study, Kiplagat et al. (2012) in their study found that many 

educational institutions had designed various motivational strategies such as rewards, 

delegation of duties and recognition, to increase teacher level of commitment and this had 

resulted into positive academic outcomes.  

 Effective principals were those who rewarded and were continually available to 

address staff and student concerns, showed appreciation and encouraged them. Kouzes and 

Posner (2003) argue that appreciation and celebration of accomplishments of others is a 

strategy that is particularly motivating. This is considered as one of the inevitable 

contributors to job satisfaction. Through these, an organization promotes creativity and 

productivity among its staff and improves its effectiveness. Marzano et al. (2005) noted the 

rarity of rewarding staff in education institutions although they identified this practice as one 

of the 21 most effective practices of leadership that promotes and encourages better teacher 

performance. According to Newstrom (2011) managers fail to provide effective leadership 

because of limited management skills and adequate data. Further, the leaders are reluctant to 

address sensitive matters and to involve the concerned employee in the discussion of 

assessment process. This study suggests that the principals in youth polytechnics be trained 

on importance of motivation and effective strategies of motivating staff.  
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 Result in Table 32 further reveals that the principals were poor in evaluating the 

performance of tutors. The mean rating on this skill was 1.82 which is low given that it was 

measured out of 5. Staff evaluation can be done by checking teachers´ attendance registers, 

work records and other professional documents. Unlike this study‟s findings, Wanjiru (2015) 

found that majority of institutional heads carried out most of the instructional supervision 

practices effectively regardless of the intensity of their other institutional workload. For 

instance, Mutua (2011) indicated that most teachers in Machakos County improved their 

skills due to the principals‟ instructional supervision. Through this, students‟ performance 

had improved. The students felt more motivated. It would appear that in the case of Kisii YP, 

the ROK, (2005) requirement that head teachers inspect the teaching standards by ensuring 

that teachers prepare schemes of work, lesson notes, records of work and that teachers check 

students exercise books once a week was not taken seriously by the principals. This situation 

may be attached to limited time because the YP principals have other pedagogical duties 

besides managerial ones. It is suggested that the principals can delegate these duties to the 

deputy principals and heads of various trade areas because supervision is very vital in 

monitoring achievement of goals.  

 From the mean score on the aspect of principals‟ function of organising professional 

development programs for tutors, principals were rated at 1.76. This low rating means that 

principals were poor in this area as well. The importance of professional development is to 

promote efficiency in work place.  Findings from this study agrees with Rapondo (2010) who 

found that many schools in Kenya did not prioritize staff development programs. The TSC 

Act (2012) recommends career progression and professional development programmes for 

every trained teacher after every three years to help them understand changes in the 

curriculum and teaching methods. This discrepancy in YPs could probably be blamed on 

County government for not providing financial resources needed in the provision of in-

service programs. At the same time, this finding collaborates with those of Indoshi et al. 

(2010) who observed that tutors did not attend to in-service training to improve their teaching 

in community colleges which in this case can be an equivalent of YPs institutions.  

 Thus, the finding implies teachers in YPs in Kisii County were not provided with in-

service training which could enable them to improve on implementing curriculum activities. 

While explaining the importance of in-service courses, Cohen and Hill (2001) contended that 

the training enables teachers to use emerging methods of instruction and this in turn enhances 

their students‟ achievement. In-service training would therefore be beneficial if the County 

government were to make it available to Youth Polytechnic tutors. It may take the form of 



 

 

96 

workshops and seminars facilitated by the experts in the various trade areas, or giving tutors 

study leave to attend further learning. The principals may not be facilitating the in service 

training because of inadequate staff in the institutions to take up the duties of those who 

would go on study leave. Lack of funds to facilitate the seminars and workshops may also be 

a hindrance. 

 Table 32 indicates that principals were rated at a mean of 1.86 on their ability to 

ensure safety in their institutions. Development, utilization and maintenance of safety 

programmes for educational institution to achieve expected results from the staff and students 

is critical (Ukaigwe & Mba, 2017). The low mean score implies that principals of YPs in 

Kisii County did not educate staff and students on the safety related issues, employ guards 

and monitor staff and students on safety programmes. This could deter effectiveness in the 

institutions and thereafter compromise quality training. Commenting on the importance of 

safety in educational institutions, Ukaigwe and Wariowei (2016) asserts that safety enables 

teachers perform duties effectively and make students participate and focus on studies.  

 Further, Table 32 shows that principals were rated at a mean score of 1.90 in the skills 

of trying better ways of doing things in the institutions. The low mean score implies that this 

skill was not practised. In this time of rapid changes in the environment, leaders need to learn 

new approaches in their management practises. This requires that the principals be aware of 

the changes and therefore strategically respond to the changing environment in their 

leadership practises. This may be due to lack of exposure for the principals to learn new 

approaches.  

4.6.4  Student Support 

 The last aspect on the principals‟ leadership skills investigated was on the principals‟ 

role in student support from the tutors‟ perspectives. The results were as summarized on 

Table 33.  
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Table 33: Principals‟ and Students Support Services 

 Mean Std. Deviation 

 n=51 

Designing strategies for reducing students drop out rates in 

the institution 

 

1.22 

 

0.42 

Monitoring trainees progress throughout the training period 1.37 0.49 

Facilitating provision of career counselling to trainees 1.33 0.48 

Students Support  1.31 0.30 

 

 Findings from Table 33 shows that mean index of student support was low, rated at 

1.31 out of possible 5. This showed that the principals were poor in the provision of student 

support services. The results further show that the principals were equally rated lowly in their 

ability to design strategies for reducing students‟ dropouts in the YPs. A study in Samia Sub 

County showed a significant drop out of trainees in the middle of their courses triggered by 

limited training materials, inadequate fees payment and poor quality training which was 

mainly theoretical (Aloo et al., 2011). Economically, dropping out of school is a great loss 

since training is an investment in human capital with anticipated future returns (Babalola & 

Aliye, 2014). A look at causes of dropouts reveals that many are beyond institutional 

management. According to a government report (RoK, 2004) dropout is caused by 

absenteeism, disciplinary policies, lack of lunch and other levies, marriage or child birth and 

illness. These causes seem to be beyond the scope of the principal. It requires a concerted 

effort to reduce dropout from educational institutions.  There is need for the ministry to ask 

all stakeholders take their positions and full charge of educational wastages. There is need for 

principals to involve all stakeholders in reducing high rates of dropouts in these institutions.  

 Further, findings from Table 33 show that the principals were rated at 1.37 on their 

ability to monitor trainees‟ academic progress throughout the training period. Monitoring of 

the trainees progress ensures that a clear record of progressive improvement or decline in 

performance is noted. Gamage et al. (2009), claims that besides other managerial 

responsibilities the principal need to focus on student achievement. Principals can do this by 

formulating and facilitating implementation of policies geared towards student progress and 

performance (Nooruddin & Baig, 2014). These would involve the supervision of learning 

processes and rewarding better performance among students.  
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 In addition, results on Table 33 show that career guidance and counselling services to 

the trainees was rated at 1.33. This implies that the principals did not provide these services 

to the trainees effectively. Odour et al. (2017) in their study on YP students‟ perceptions on 

Training in Nakuru County observed that career counselling provides an opportunity to 

nurture student talent. It informs on skills required by the market. They further argue that 

these programmes are essential to prepare students for the challenges of the future. The 

guidance and counselling guidelines for TVET Institutions developed by the Ministry of 

Education aim at ensuring that all students and the TVET community benefit from 

comprehensive and high quality institutional guidance and counselling programs. Contrary to 

the expectation of this study the principals in YPs in Kisii did not guide and counsel their 

students adequately. Highlighting the challenges of guidance and counselling in educational 

institutions, Akinade (2012) and Egbo (2015) noted uncooperative attitude of the public and 

lack of funds. There were no funds budgeted for the counselling services. The lack of funds is 

equally experienced in Kenya. It is therefore likely that principals seldom get funds for 

counselling services. The government therefore need to provide adequate funds and separate 

vote head for Guidance and counselling in the YP institutions in Kisii County.    

 On a supplementary question, the principals were requested to describe problems they 

face in their work. Some principals indicated that they had developed a vision and mission for 

their institutions. However, they could not implement them due to lack of funds. Curriculum 

support and monitoring was observed as being difficult due to inadequate facilities. Other 

challenges mentioned were students‟ absenteeism, negative attitude of society towards the 

YPs and minimal parental support. 

 From the interview schedule, it was notable that all principals understood the concept 

of leadership. Most of them had a general idea about their roles and the actual process to 

effectively perform their various tasks. They were aware that they lacked formal training on 

leadership skills and needed to upgrade on these skills. Ironically, they claimed their 

managerial practices were based on trial and error. This study assumes that the effective 

practise of principals‟ leadership can be realised if they are supplied with managerial skills 

based on national education policy. The findings imply that continuous support and training 

should take place due to the prevailing need of education and training in achieving Vision 

2030. The continuous support will help the principals to be more committed, resourceful and 

capable in performing their job.  

 The overall results show that the principals were viewed as not doing enough in all 

areas investigated. According to Boo Kbinder (1992) the principal is a counsellor of students, 
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the school disciplinarian, the organiser of schedules, the supervisor of instructional 

programme, the student-relations representative, the director and evaluator of teaching 

efforts, and the manager of the school facilities. These roles come with critical 

responsibilities, which are at times beyond the individual principal. For instance, reduction of 

dropouts requires concerted effort from all stakeholders. Fees payment is a responsibility of 

the parents but also influenced by attitude of the parents towards the institutions which is 

negative in the case of YPs in Kenya (Kinyanjui, 2007). 

  The general economic decline in the country means that parents cannot afford to meet 

lunch charges for their children, provide resources for practical work and this translates into 

financial problems for school managers. Insistence by principals on fees payment may result 

into pressure of their removal. For instance, parents and students protested and demanded 

removal of a principal who had insisted on parents settling the fees (Republic of Kenya, 

2003). It is therefore practically impossible for principals to be effective in their leadership 

skills without stakeholder‟s support and additional funding. It would be easier for principals 

if more resources were made available, and each stakeholder is ready to shoulder their 

respective responsibilities.  

4.6.5  Overall mean Index for the Principals’ Leadership Skills 

 Principals‟ leadership was measured using its four dimensions; strategic direction, 

curriculum delivery, human resource management and students support. The mean score of 

the indices of the four aspects of leadership was used as the measure of the construct as 

shown on Table 34.   

Table 34: Principals‟ Leadership Skills Index 

 Mean Std. Deviations 

 n=51 

Strategic Direction  1.35 0.31 

Curriculum Delivery  1.60 0.25 

Human Resource Management 1.75 0.24 

Student Support  1.31 0.30 

Overall Principals' leadership index 1.56 0.14 

  

The results on Table 34 indicate the principals‟ leadership average index as reflected 

by the index (M = 1.55, SD = 0.14) was since the rating was done using a 5 points scale.  The 
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analysis also indicate that the standard deviation of the index was low. The low standard 

deviation shows a narrow variation in leadership skills among principals in the institution in 

Kisii County.  The leadership skills were thus comparable.  

4.6.6  Influence of the Principals’ Leadership Skills on Quality of Graduates 

 The last hypothesis which stated that there is no statistically significant influence of 

principals‟ leadership skills on the quality of youth polytechnic graduates was tested using 

simple linear regression. The influence was determined by regressing the principals‟ 

leadership index on graduate quality index. The results are on Table 35.  

Table 35: Regression Coefficients in YP Principals Leadership and Graduate Quality 

Scale Unstandardized 

Coefficients 

Standardized 

Coefficients 

t-value p-value 

 B Std. Error Beta 

(Constant) 2.347 .238  9.873 .000 

Principals leadership .085 .152 .057 .558 .578 

R = .057, R
2
 = .005, F(1,96) = .312, p = .578 

 

 Table 35 indicates that the relationship (r = .057) between principals leadership and 

graduate quality was positive but weak. It also indicates that principals‟ leadership was not a 

significant predictor of graduates‟ quality (β = .057, t (.558) = .558, p = .578). This finding is 

in harmony with the fourth hypothesis which states that there is no statistically significant 

influence of principals‟ leadership skills on quality of youth polytechnic graduates. Based on 

these findings, the null hypothesis was accepted.   

 This finding is contrary to those of other studies. For example, Witziers et al. (2003) 

found that quality of principals‟ leadership had a positive effect on student achievement. 

Further, Waters et al. (2004) asserted that effective school leadership greatly increased the 

level of student achievement. According to Gamage (2009) the school principal is very 

influential in enhancing school performance. This is because they are responsible for 

developing motivating climate and culture for both students and teachers (Gamage et al., 

2013). However, it would appear that in Kisii County, there were other factors that influenced 

learner achievement than principals‟ leadership skills.  
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4.6.7  Suggested Solutions to Principals’ Leadership Skills 

 Tutors provided some suggestions on how to improve their principals‟ leadership 

skills. Table 36 summarizes their responses. 

Table 36: Suggested solutions to Principals‟ Leadership 

 f % 

                                                                                                                          n=26 

In service the principals to better their skills 26 100 

Support tutors for professional development  20 78.3 

Utilise the resources well 21 80.7 

 

 From Table 36, 100% of the tutors suggested in service training for principals to 

enable them improve their leadership skills. A government report (ROK, 2017) presumes that 

head teachers have skills on leadership and management. One reason that has been attributed 

for poor performance in educational institutions was lack of leadership and management 

skills. Like tutors in this study, Okumbe (1999) recommended in-service training for school 

managers and teachers. Mutai (2003) suggested that appointment and promotions of 

principals should be based on a pre-service training. The Table further shows that 80.7% of 

the respondents suggested that the principals need to utilise the available resources well.   

 Table 36 further reveals that majority of the tutors (78%) wanted the principals assist 

them in professional development. Professional development is one way of motivating 

workers in any organisation. It also enhances quality of work. Principals of YPs in Kisii 

therefore need to do their best and arrange for professional development of their respective 

tutors. 

 



 

 

102 

CHAPTER FIVE 

CONCLUSIONS AND RECOMMENDATIONS 

5.1  Introduction 

 This chapter presents the summary of the findings and respective conclusions 

captured from the study. Recommendations based on study findings are presented too. The 

following were the study hypotheses; 

Ho1:   There is no statistically significant influence of physical facilities on quality of public 

Youth Polytechnic graduates in Kisii County. 

Ho2:   There is no statistically significant influence of curriculum on quality of public Youth 

Polytechnic graduates in Kisii County.   

Ho3:     Tutors‟ competence does not have a statistically significant influence on quality of 

public Youth Polytechnic graduates in Kisii County.  

Ho4:    Principals‟ leadership skills do not have a statistically significant influence on quality 

of public Youth Polytechnic graduates in Kisii County. 

5.2  Summary of the Findings of the Study 

Presentation of the findings is based on study hypotheses. 

5.2.1  Influence of Physical Facilities and Quality of Graduates 

 The first objective of the study was to find out the influence of physical facilities on 

the quality of public YP graduates in Kisii County. The results indicated that all facilities; 

classrooms, workshops and tools, and administrative facilities were inadequate. In order to 

determine whether quality of graduates was influenced by physical facilities the first 

hypothesis which stated that there is no statistically significant influence of adequacy of 

physical facilities on the quality of public Youth Polytechnic graduates in Kisii County was 

tested. The regression test results indicated that physical facilities significantly influenced 

quality of the youth polytechnic graduates in Kisii County (R = .343, R
2
 = .118, F(1, 94  ) = 

12.544, p = .001). The results did not support the first hypothesis. Hence, the hypothesis was 

rejected and the alternative hypothesis which stated that there is a statistically significant 

influence of physical facilities on quality of public youth polytechnic graduates in Kisii 

County was accepted. 
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5.2.2  Influence of Relevance of the Curriculum on Quality of YP Graduates  

 The other objective of the study sought to determine the influence of curriculum on 

quality of public YP graduates in Kisii County.  The study established that the YP curriculum 

failed in assisting the graduates to acquire occupational, personal and interpersonal skills. 

Hence the graduates were unable to fit effectively in the work places. This could be attributed 

to theoretical teaching due to inadequacy of physical facilities among other challenges. In 

order to determine whether the curriculum influenced the quality of the public YP graduates, 

the second hypothesis which stated that there is no statistically significant influence on 

curriculum on quality of public Youth Polytechnic graduates in Kisii County was tested. The 

test results showed that the influence of curriculum on quality of graduates was not 

statistically significant as shown on Table 20 (R = .093, R
2
 = .009, F (1, 96) = .836, p =.363). 

Based on this finding, the null hypothesis which stated that there is no statistically significant 

influence of YP curriculum on quality of public youth polytechnic graduates in Kisii County 

was accepted.  

5.2.3  Influence of Tutors’ Competence on Quality of Youth Polytechnic Graduates. 

 The third objective of the study was to determine, the influence of competence of 

tutors on quality of public YP graduates. It was established that the YP tutors in Kisii County 

had a number of challenges; the graduates indicated that the tutors were unable to provide 

relevant industry examples to concretise what they taught, manage lessons and motivate 

learners effectively. They were also inexperienced in the use of different assessment 

strategies to evaluate students‟ learning. In order to determine whether tutors‟ competence 

influenced quality of YP graduates, the third hypothesis which stated that there is no 

statistically significant influence of competence of tutors on quality of public youth 

polytechnic graduates was tested. The results on Table 26 (R = .231, R
2
 = .053, F(1, 96) = 

5.416, p = 0.022) revealed that the influence was statistically significant. The results did not 

support the first hypothesis. Therefore, it was rejected and the alternative hypothesis which 

stated that there is a statistically significant influence of competence of tutors on quality of 

public youth polytechnic graduates in Kisii County was accepted.  

5.2.4  Influence of Principals’ Leadership Skills on Quality of YP Graduates  

 The last objective sought the influence of principals‟ leadership skills on quality of 

YP graduates. The study established that leadership skills of the principals were poor. They 

were unable to provide leadership in key aspects, notably in the development of the vision 
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and mission for their institutions and delegate duties and responsibilities effectively. These 

weaknesses were likely to influence quality of YP graduates produced by these institutions. 

To determine whether the principals‟ leadership skills had a statistically significant influence 

on quality of YP graduates, the fourth hypothesis which stated that there is no statistically 

significant influence of principals‟ leadership skills on quality of public youth polytechnic 

graduates was tested as shown on Table 32. The test results (R = .057, R
2
 = .005, F(1,96) = 

.312, p = .578) revealed that the influence of principals‟ leadership skills on graduate quality 

was not statistically significant. This finding is in harmony with the fourth hypothesis which 

stated that there is no statistically significant influence of principals‟ leadership skills on 

quality of public youth polytechnic graduates in Kisii County. Based on this finding the 

hypothesis was accepted.  

5.3  Conclusions 

Conclusions are as follows: 

 Inadequate quality physical facilities among youth polytechnics in Kisii County has 

serious implications on the quality of knowledge and skills they can impart to their graduates. 

Teaching and learning facilities such as workshop tools were inadequate and obsolete, staff 

offices and libraries were all grossly insufficient, with an overall mean score index of 1.48 

out of a possible 5 on adequacy of these resources. Despite the results of the study showing 

that the influence of the curriculum on the quality of YP graduates was not statistically 

significant there was evidence to show that YP curriculum needs to be improved in several 

areas. These were areas touching on; ICT, critical thinking, creativity, innovativeness, 

interpersonal skills, business skills, career progression links, labour market awareness and 

adaptability skills. These skills are required to enable the graduates diagnose and solve work 

related problems, communicate and relate well with other workers and customers. The skills 

also help graduates to execute assigned tasks efficiently and effectively. 

 Although tutor competency had a significant implication on quality of YP graduates, 

the study established that the tutors had a number of challenges. These challenges were 

inability to provide relevant industry examples, provide advice to students on appropriate 

career choices and use learner centred approaches. They were also unable to exhibit 

competence in assessment and communicating clearly. These weaknesses were likely to 

affect their teaching effectiveness.  
 

Ineffective leadership skills among the youth polytechnic principals implies that management 

practices including assigning duties, budgeting, supervision, plant maintenance and custodial 
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services for students and staff were not being carried out effectively. This was likely to create 

confusion and inconsistency in the institutions translating to unmotivated staff and students 

and eventually low quality graduates. 

5.4  Recommendations 

5.4.1  Recommendations of the Study. 

This study has made the following recommendations 

i. Since YP institutions fall under the County Government, the Kisii County 

Government should look for ways of providing the critical needs of facilities in these 

institutions. They could for instance increase the County budgetary allocations to the 

YPs, solicit funds and other resources from well-wishers and donors like existing 

education foundations in the County. They could also encourage individual 

institutions to start income generating activities within their institutions. 

ii. There is need for YP tutors in Kisii County to be given in-service training to enhance 

their competency. This would enable them teach better and handle classroom lessons 

more effectively. They could also be attached to relevant industries to enable them to 

be conversant with industry requirements. Hence they would in turn be able to 

provide relevant industry examples to the trainees. It will also expose them to current 

technological practices at the workplace and labour market needs. In addition, this 

attachment may help them to be effective in assisting learners in making career 

choices, a service they were not able to provide effectively. 

iii. It was established that there was a positive although weak influence of the principals‟ 

leadership skills on quality of Youth Polytechnic graduates. It is recommended that 

the County Government should revise procedures for selection and appointment of 

YP principals as this could lead to recruitment of qualified and competent principals.  

In addition, existing principals should be provided with in-service opportunities to 

acquire HRM skills in order to lead, direct, coordinate, motivate and organise staff in 

their institutions. It is envisaged that the in-servicing will also enable them acquire 

strategic skills to execute management functions, set vision and mission of the 

organisation, communicate them and allocate resources for effective implementation 

of YP curriculum. 

iv. There was a positive although weak influence of curriculum on quality of Youth 

Polytechnic graduates. It is therefore recommended that YP curriculum needs to be 

reviewed to enhance its ability to impart to graduates knowledge, occupational, 
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personal and interpersonal skills. Topics on creativity, innovativeness and critical 

thinking should be included in it as these are key requirements in the 21
st
 century 

worker. 

5.4.2  Recommendations for Further Research 

 This study focused on public youth polytechnics in Kisii County. Generalisations 

therefore cannot extend to private YPs and other Counties. Suggested further research may be 

carried as follows: 

i. The study was limited to Kisii County, a broader research covering other counties or 

the whole country may be carried out to find out the similarities or differences 

exhibited by these institutions under different environments. 

ii. A comparative study could be done on the influence of competence of Youth 

Polytechnic tutors on quality of YP graduates in private and public institutions in 

Kenya. 

iii. A comparative study could be done on the influence of the curriculum on quality of 

Youth Polytechnic graduates in private and public institutions in Kenya. 

iv. A comparative study could be carried out on the influence of principals‟ leadership 

skills on quality of Youth Polytechnic graduates in private and public institutions in 

Kenya. 

v. Quality of a graduate is depended on many factors yet this study only focused only on 

four, physical facilities, curriculum, tutors‟ competence and principals leadership. 

There is need to conduct a study which encompasses other factors such as trainees 

entry behaviour, home environment, trainee/tutor ratio and others. 

vi. The findings indicated that curriculum did not impact on quality of YP graduates. 

This contradicts what is in literature. It would be interesting to carry out a study which 

examines factors behind this observation.   
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APPENDICES 

Appendix A: Youth Polytechnic Graduate Employers’ Questionnaire 

Dear Employer, 

My names are Mellen Obare studying at Egerton University. I am carrying out a study on 

“influence of selected factors on Quality of public Youth Polytechnic Graduates in Kisii 

County, Kenya”. I believe that you have vital knowledge that can lead to completion of this 

research having interacted with graduates from the YPs. I therefore kindly beseech you to 

respond to the questions in this questionnaire. Get assured that any data you will give will be 

treated confidentially and will serve the purpose of this study only.  

Thanking you in advance. 

 Mellen M. Obare 

 

Instructions  

Please show your answer by putting a tick (√) inside the box or write the answers in the 

spaces provided in this questionnaire. 

Section A: Bio-Data 

1. Nature of business trade   

i) Metal Processing   (   )  

ii) Garment Making   (    ) 

iii) Motor Vehicle Technology  (   ) 

 

2. Years you have operated the business 

i) 2 Years and Below  (   )  

ii)  3 to 5 Years   (   )  

iii)  6 Years and Above   (   ) 
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Section B:   Quality of Graduates       

Rate the skill levels of Youth Polytechnic graduates from public YPs within Kisii County 

employed by your organization in the areas listed in the below table.  Use the given scale by 

placing a tick (√) where applicable. 

Scale: Very Low (VL), Low (L). Average (A), High (H), Very High (VH). 

No Area VL L A H VH 

 Occupational Skills      

1 Using Equipment Safely      

2 Using Tools/Equipment as Required      

3 Drawing / Sketching      

4 Manipulating Numerical Data      

5 Maintenance of Tools and Materials      

6 Precision and Accuracy      

7 ICT Facilities Use      

 Personality Skills       

8 Accepting Authority       

9 Performance of Supervisory Duties      

10 Taking Instructions       

11 Works Well Under Pressure      

 Interpersonal Skills       

12 Team Player      

13 Works within Time Frame      

14 Innovative and Creative      

 Communicates Effectively      

16 Understands Work Rules and Protocols      

17 Displays Leadership Skills      

18 Is Confident      

Section C: Qualitative Data 

19. State issues with skills/abilities of the graduates from public youth polytechnics in Kisii 

County.…………………………….............................................................................................

......................................................................................................................................................

...................................................................................................................................................... 
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20. How do you cope with the skill/ability challenges of the identified youth polytechnic 

employees (explain) .……………………………................................................................. 

21. Are you willing to employ the graduates from public YPs from KIsii County when 

opportunities arise? (Explain) 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………. 

 22. Give suggestions that you would like to be made to public Youth Polytechnic 

programmes within the county to improve quality of their graduates. 

i. ----------------------------------------------------------------------------------------------------------- 

ii.---------------------------------------------------------------------------------------------------------- 

iii.--------------------------------------------------------------------------------------------------------- 

iv---------------------------------------------------------------------------------------------------------- 

 

Thank you for your cooperation 
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Appendix B: Employed Youth Polytechnic Graduates’ Questionnaire 

Dear Employee, 

My names are Mellen Obare studying at Egerton University. I am carrying out a study on 

“influence of selected factors on Quality of public Youth Polytechnic Graduates in Kisii 

County, Kenya”. I believe that you have vital knowledge that can lead to completion of this 

research having interacted with graduates from the YPs. I therefore kindly beseech you to 

respond to the questions in this questionnaire. Get assured that any data you will give will be 

treated confidentially and will serve the purpose of this study only.  

Thanking you in advance. 

 

Mellen M. Obare 

 

Instructions  

Please show your answer by putting a tick (√) inside the box or write the answers in the 

spaces provided in this questionnaire. 

Section A: Bio Data 

Please put a tick to answer the following questions. 

1 Years between graduation and employment.      

i.  2 Years and Below  (     )  

ii. 3 To 5  Years           (     )          

iii. 6 Years and Above   (     ) 

2 Employment Area.   

i.  Metal Processing (     ) 

ii. Garment Making (     ) 

iii. Motor Vehicle Technology (    ) 
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Section B: Tutors’ Competence 

Rate the competencies of tutors who taught you in the Youth Polytechnic in the areas listed 

on the table. Use the given scale. 

Scale: Excellent (E) , Very Good (VG), Good (G), Average (A), Poor (P). 

No. Area E VG G A P 

 Subject area Masterly      

1 Showed Mastery of Subject Matter in their Teaching      

2 Provided Relevant Industry Examples to Trainees      

3 Provided Trainees with Career Counselling Services      

 Classroom Management Competencies      

4 Managed Lessons Well      

5 Communicated Clearly and Accurately      

6  Provided Learners with Opportunity to Practice What is Taught      

7 Involved Trainees in Lesson Discussion      

8 Motivating to Students       

 Trainee Assessment       

9 Gave Assessments Regularly      

10 Used a Variety of Assessment Methods      

11 Used Feedback from Assessment to Improve Teaching      

 

Section C: Qualitative Data 

12. Give your suggestions on ways tutors‟ competence can be improved.  

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

……………………………………………………………………………………………..…… 
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Appendix C: Youth Polytechnic Tutors’ Questionnaire 

Dear Employee, 

My names are Mellen Obare studying at Egerton University. I am carrying out a study on 

“influence of selected factors on Quality of public Youth Polytechnic Graduates in Kisii 

County, Kenya”. I believe that you have vital knowledge that can lead to completion of this 

research having interacted with graduates from the YPs. I therefore kindly beseech you to 

respond to the questions in this questionnaire. Get assured that any data you will give will be 

treated confidentially and will serve the purpose of this study only.  

Thanking you in advance. 

 

Mellen M. Obare 

 

Instructions  

Please show your answer by putting a tick (√) inside the box or write the answers in the 

spaces provided in this questionnaire. 

Section A: Bio-Data 

Please put a tick to answer the following questions. 

1. Highest level of education.  

i. Primary      (     )    

ii. Secondary (     )  

iii. Diploma     (      )  

iv. University    (     ) 

2. Years served in the current institution.     

i. 3 years and below (     )    

ii.  4 to 6 years            (     ) 

iii.  7 to 9 years            (     )   

iv. 10 years and above (     ) 

3. Your trade area.  

i. Metal processing                (    )   

ii. Garment making                (    )  

iii. Motor vehicle technology (     ) 
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Part B: Physical Facilities. 

Using the given scale, rate the adequacy (available in required numbers) physical facilities in 

your institution listed in the table below.  

Scale:  More Than Adequate (MTA), Adequate (A), Moderately Adequate (MA), Somehow 

Adequate (SA), Not Adequate (NA) 

No.  Facility NA SA MA A MTA 

A Classrooms      

1 Lecture Rooms      

2 Seminar Rooms      

3 Computer Classrooms      

4 Drawing/Drafting Rooms      

B Workshops      

5 Mechanical Fitting/Turning Workshops      

6 Forging/Welding Workshops      

7 Sheet Metal – Plumbing Workshops      

8 Auto Mechanics Workshops      

9 Electrical Workshops      

10 Garment /Dress Making Workshops      

C Learning Facilities      

11 Library      

12 Resource Centres      

13 Studio (Building With Equipment)      

D Administration      

14 Offices      

15 Staff Rooms      

16. Please give suggestions on the things you would like improved in the physical facilities of 

in your institution. 

i) ............................................................................................................................................. 

ii).............................................................................................................................................. 

iii)............................................................................................................................................ 

iv)............................................................................................................................................. 
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Section C:  Curriculum in Youth Polytechnics  

Please indicate the (Relevance) of the curriculum in your area of specialization with regard to 

trainees‟ achievement of the listed in the table below. Use the given scale 

Scale: More than Relevant (MTR), Relevant (R), Moderately Relevant (MR), Somehow 

Relevant (SR), Not Relevant (NR) 

 Objective NR SR MR R MTR 

1 Imparts Relevant Knowledge to Trainees      

2 Equips Learners with Ability to Cope with Changes in Technology      

3 Supports Student Centered Teaching Approach      

4 Provides Opportunities for Graduates to Pursue Higher Studies      

5 Providing Learners with Opportunity to Undertake Practical 

Projects  

     

6 Providing Students with Opportunities to Experience the World of 

Work Through Industrial Attachment 

     

7 Aligns Skills Requirements to those in the Labour Market       

8 Encouraging Invention and Innovation      

9 Meets Labour Needs of Local Communities      

10 Promotes Interpersonal Skills of Trainees      

11 Enhances Critical Thinking Skills      

12 Promotes  Acquisition of Adaptability Skills      

13 Enhancing Problem-Solving Skills of the Trainees      

14 Facilitates Students Acquisition of Business Skills      

15 Equipping Learners with ICT Skills      

 

16. Kindly indicate suggested improvements you would like to be in the YP curriculum. 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………..……… 
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Section D: Principals’ Leadership skills  

Using the given scale, rate the principal of your institution‟s performance of leadership 

functions listed below 

Scale: Excellent (EX), Very Good (VG), Good (G), Moderate (M), Poor (P). 

No. Functions P M G VG EX 

 Strategic Direction      

1 Development of Vision and Mission of the Institution      

2 Delegating Duties and Responsibilities Whenever Need Arises       

3 Communicating the Vision and Goals of the Institution      

4 Proper Utilization of Institution Financial Resources      

 Delivery of the Curriculum      

5 Monitoring Curriculum Delivery       

6  Ensuring the  Environment is Conducive for Teaching and Learning      

7 Provision of Tools/Equipment for Teaching and Learning       

8 Ensuring that Tools and Equipment Provided for Teaching and 

Learning are Appropriate 

     

9 Maintenance of  Physical Facilities and Equipment      

 Human Resource Management      

10 Ensuring Safety in the Institution      

11 Facilitating Staff Professional Development      

12 Evaluating Performance of Tutors      

13 Trying Better Ways of Doing Things in the Institution      

14 Looking after the Welfare of Trainers      

15 Motivating Staff      

16 Recognizing Exemplary Staff Performance      

 Student Support       

17 Designing Strategies for Reducing Student Dropout Rates in the 

Institution 

     

18 Monitoring Trainee Progress Throughout the Training Period       

19 Facilitating Provision of Career Counselling to Trainees      

 

3. Give suggestions that can improve YP training: 

 i)  ....................................................................................................................................... 

ii).............................................................................................................................................. 

iii)............................................................................................................................................ 

iv)............................................................................................................................................. 
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Appendix D: Principals’ Interview Schedule 

Section A: Introduction 

1. The researcher introduced herself, explained the purpose of the study and sought 

respondent‟s consent to be interviewed 

2. Capture the bio-data of the respondents 

i. Nature of business trade   

Metal Processing (    )  

Garment Making (    ) 

Motor Vehicle Technology (    ) 

ii. Years served as Principal 

Below five Years (    )  

5 to 10 Years (    )  

10 Years and Above (    ) 

iii.  Highest Level of Education  

Secondary (    ) 

Diploma (    ) 

University (    ) 

Section B: Physical Facilities 

1. Engage respondents in a discussion on state of adequacy of the physical facilities in the 

institutions  

Classroom facilities  

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………….…… 

Workshop and Tools Facilities  

…………………………………………………………………………………………………

…………………………………………………………………………………………………

……………………………………………………………………………………..…………. 

Library and Learning Facilities 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………….……… 
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Administration 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

……………………………………………………………………………………….………… 

5. The state of the physical facilities  

(Condition, usability)   

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

……………………………………………………………………………………………….… 

6. Find out the effect the state of facilities have on teaching and learning in the institution 

……………………………………………………………………………………………… 

................................................................................................................................................. 

7. Gather from respondents suggestions on how to improve physical facilities in YPs 

…………………………………………………………………………………………….… 

……………………………………………………………………………………………… 

Section C: Curriculum 

1. Request the respondent to comment on YP curricula with regard to its ability to equip 

learners with marketable skills. …………………………………………………………... 

……………………………………………………………………………………………… 

2. List respondents suggestions on ways of improving YP curricula   …………………. 

     …………………………………………………………………………………………… 

3. Seek from the respondent ways of improving the curricula.  …………………….……… 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………… 

Section D: Tutors’ Competence 

4. Discuss with respondents competence of tutors with regard to 

i. Mastery of Subject Area ………………………………………………………….. 

ii. Classroom Management ……………………………………………………………. 

iii. Learner Assessment ……………………………………………………………..… 

5. Seek from the respondent ways of improving the curricula.  ………………………… 
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Section E: Tutors Competence 

6. Discuss with respondents, principals‟ leadership skills in the following areas 

      i. Giving Direction  

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

…………………………………………………………………………………..… 

ii. Human Resources Management 

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

iii. Classroom Management  

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

    iv. Student Support 

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

148 

Appendix F: Reliability Test Results 

Employees Questionnaire 

Case Processing Summary 

 N % 

Cases 

Valid 18 100.0 

Excluded
a
 0 .0 

Total 18 100.0 

A. Listwise Deletion Based on all Variables in the Procedure. 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.813 .790 18 

 

Tutors’ Questionnaire 
Case Processing Summary 

 N % 

Cases 

Valid 18 100.0 

Excluded
a
 0 .0 

Total 18 100.0 

A. Listwise Deletion based on all Variables in the Procedure. 

 

 

 

 

Employed YP Graduates’ Questionnaire 
Case Processing Summary 

 N % 

Cases 

Valid 24 100.0 

Excluded
a
 0 .0 

Total 24 100.0 

A. Listwise Deletion based on all Variables in the Procedure. 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha 

Based on Standardized 

Items 

N of Items 

.782 .718 11 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.798 .746 65 
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Appendix G: Regression Assumptions Test Results 

 

One-Sample Kolmogorov-Smirnov  Normality Tests Results 

Physical Facilities 

One-Sample Kolmogorov-Smirnov Test 

 Physical Facilities Index 

N 51 

Normal Parameters
a,B

 

Mean 1.4608 

Std. Deviation .16769 

Most Extreme Differences 

Absolute .111 

Positive .107 

Negative -.111 

Kolmogorov-Smirnov Z .791 

Asymp. Sig. (2-Tailed) .558 

A. Test Distribution is Normal. 

B. Calculated from Data. 

 

Curriculum 

One-Sample Kolmogorov-Smirnov Test 

 Curriculum 

N 51 

Normal Parameters
a,B

 
Mean 2.1485 

Std. Deviation .15926 

Most Extreme Differences 

Absolute .122 

Positive .122 

Negative -.095 

Kolmogorov-Smirnov Z .870 

Asymp. Sig. (2-Tailed) .435 

A. Test Distribution is Normal. 

B. Calculated from Data. 

 

 

 



 

 

150 

Tutors’ Competence 

One-Sample Kolmogorov-Smirnov Test 

 Tutors Index 

N 94 

Normal Parameters
a,B

 

Mean 2.4697 

Std. Deviation 
.52717 

Most Extreme Differences 

Absolute .364 

Positive .264 

Negative -.232 

Kolmogorov-Smirnov Z 2.864 

Asymp. Sig. (2-Tailed) .090 

A. Test Distribution is Normal. 

B. Calculated from Data. 

 

Principals’ Leadership Skills 

One-Sample Kolmogorov-Smirnov Test 

 Principals‟ Leadership Index 

N 51 

Normal Parameters
a,B

 
Mean 2.4825 

Std. Deviation .14162 

Most Extreme Differences 

Absolute .179 

Positive .179 

Negative -.073 

Kolmogorov-Smirnov Z 1.276 

Asymp. Sig. (2-Tailed) .077 

A. Test Distribution is Normal. 

B. Calculated from Data. 
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Quality of Graduates 

One-Sample Kolmogorov-Smirnov Test 

 Graduate Quality 

Index 

N 98 

Normal Parameters
a,B

 
Mean 2.2149 

Std. Deviation .20317 

Most Extreme Differences 

Absolute .096 

Positive .076 

Negative -.096 

Kolmogorov-Smirnov Z .951 

Asymp. Sig. (2-Tailed) .326 

A. Test Distribution is Normal. 

B. Calculated from Data. 

 

Linearity Test Results between Independent and Dependent Variables Using Scatter 

Plots 

Physical Facilities and Quality of Graduates 
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Curriculum and Quality of Graduates 

 

 

Tutors’ Competence and Quality of Graduates 
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Principals’ Leadership Skills and Quality of Graduates 

 

Homoscedasticity Test Results Using Standardised Residual Plots 

Physical Facilities and Quality of Graduate 

 

 



 

 

154 

Curriculum and Quality of Graduate 

 

 

Tutors’ Competence and Quality of Graduate 
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Principals’ Leadership Skills and Quality of Graduate 
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Appendix H: Hypotheses Test Results 

 
Descriptive Statistics 

 N Mean Std. Deviation 

Lecturer Rooms 51 2.7843 1.10116 

Seminar Rooms 51 1.5098 .73137 

Computer Laboratories 
51 1.2549 .52319 

Drawing/Drafting Rooms 
51 1.0980 .30033 

Classrooms 51 1.6618 .30750 

Valid N (Listwise) 51   

 

Descriptive - Workshops and Tools Index 

Descriptive Statistics 

 N Mean Std. Deviation 

Mechanical Fitting/Turning 

Workshops 

51 1.5294 .70294 

Forging/ Welding Workshops 
51 1.4510 .70182 

Sheet Metal -Plumping Workshops 
51 1.6275 .84760 

Auto Mechanics Workshops 
51 1.5490 .72976 

Electrical Workshops 51 1.3922 .63493 

Garment/Dress Making Workshops 
51 1.3137 .58276 

Workshops 51 1.4771 .29063 

Valid N (Listwise) 51   

 

Descriptive - Learning Facilities 

 N Mean Std. Deviation 

Library 51 1.3137 .61612 

Resources Centre 
51 1.3137 .54736 

Studio 51 1.2549 .52319 

Learning Facilities 
51 1.2941 .37504 

Valid N (Listwise) 51   
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Descriptive Administration Facilities 

Descriptive Statistics 

 N Mean Std. Deviation 

Offices 51 1.4706 .67388 

Staff Rooms 51 1.3529 .55941 

Administration 51 1.4118 .39631 

Valid N (Listwise) 
51   

 

Descriptive - Physical Facilities Index 

Descriptive Statistics 

 N Mean Std. Deviation 

Physical Facilities Index 
51 1.4810 .17604 

Valid N (Listwise) 51   

 

Regression Physical Facilities and Graduate Quality 

Variables Entered/Removed
a
 

Model Variables Entered Variables Removed Method 

1 

Physical Facilities Index
b
 . Enter 

A. Dependent Variable: Graduate Quality Index 

B. All Requested Variables Entered. 

Model Summary 

Model R R Square Adjusted R Square Std. Error Of The 

Estimate 

1 .343
a
 .118 .108 .15183 
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A. Predictors: (Constant), Physical Facilities Index 

Anova
a
 

Model Sum Of Squares Df Mean Square F Sig. 

1 

Regression .289 1 .289 12.544 .001
b
 

Residual 2.167 94 .023   

Total 2.456 95    

A. Dependent Variable: Graduate Quality Index 

B. Predictors: (Constant), Physical Facilities Index 

Coefficients
a
 

Model Unstandardized Coefficients Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 
(Constant) 1.629 .167  9.778 .000 

Physical Facilities Index .503 .142 .343 3.542 .001 

 

Objective 2 – Curriculum and Graduate Quality 

Curriculum Index (N = 51) 

Area Mean SD 

Imparting of Knowledge to Trainees 2.29 0.64 

Equipping Trainees with ability to Cope with Changes in Technology 1.00 0.00 

Criteria for Admission of Trainees Who have Covered the Curriculum to 

Programmes in Institutions of Higher Learning 

1.04 0.20 

Supporting Learner Centred Teaching Approach 1.76 0.81 

Providing Trainees with Opportunity to Undertake Practical Projects 2.57 0.54 

Providing Trainees with Opportunity to Experience the World of Work 

Through Industrial Attachment 

2.69 0.47 

Aligning Skills Taught to Trainees with those Required by the Labour Market 1.06 0.24 

Encouraging Invention and Innovation 1.18 0.39 

Meeting Labour Needs of Local Communities 1.12 0.33 

Promoting Interpersonal Skills 1.20 0.40 

Enhancing Critical Thinking 1.10 0.30 

Promoting Trainees‟ Acquisition of Adaptability Skills 1.06 0.24 

Enhancing Problem Solving Skills 1.25 0.44 

Facilitating Trainees‟ Acquisition of Business Skills 1.06 0.24 
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Equipping Trainees with ICT Skills 1.12 0.33 

Curriculum Index 1.43 0.10 

 

Regression Test between Curriculum and Graduates’ Quality 

Descriptive Statistics 

 Mean Std. Deviation N 

Graduate Quality Index 2.2149 .20317 98 

Curriculum Index 1.4299 .09674 98 

 

Correlations 

 Graduate Quality 

Index 

Curriculum Index 

Pearson Correlation 
Graduate Quality Index 

1.000 .093 

Curriculum Index .093 1.000 

Sig. (1-Tailed) 
Graduate Quality Index 

. .181 

Curriculum Index .181 . 

N 
Graduate Quality Index 

98 98 

Curriculum Index 98 98 

 

Variables Entered/Removed
a
 

Model Variables Entered Variables Removed Method 

1 Curriculum Index
b
 . Enter 

A. Dependent Variable: Graduate Quality Index 

B. All Requested Variables Entered. 

 

Model Summary 

Model R R Square Adjusted R Square Std. Error Of The 

Estimate 

1 .093
a
 .009 -.002 .20334 

A. Predictors: (Constant), Curriculum Index 
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Anova
a
 

Model Sum Of Squares Df Mean Square F Sig. 

1 

Regression .035 1 .035 .836 .363
b
 

Residual 3.969 96 .041   

Total 4.004 97    

A. Dependent Variable: Graduate Quality Index 

B. Predictors: (Constant), Curriculum Index 

 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) 
1.936 .306  6.329 .000   

Curriculum 

Index 

.195 .213 .093 .915 .363 1.000 1.000 

A. Dependent Variable: Graduate Quality Index 

 

 

Scale Unstandardized 

Coefficients 

Standardized 

Coefficients 

T-Value P-Value 

 B Std. Error Beta 

(Constant) 1.936 .306  6.329 .000 

Curriculum Index 
.195 .213 .093 .915 .363 

R = .093, R
2
 = .009, F(1, 96) = .836, p =.363 
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Objective 3: Tutors’ Competence and Graduate Quality 

Tutors Competence (Subject Matter, Management of Classroom, Learners Assessment) 

Subject Matter 

Descriptive Statistics 

Area N Mean Std. Deviation 

Mastery of Subject Matter 94 2.63 .604 

Providing Relevant Industry Examples to 

Trainees 

94 1.1915 .39558 

Providing Trainees with Career 

Counseling Services 

94 1.2447 .43220 

Subject Matter Index 94 1.6879 .27999 

    

 

Classroom Management 

Descriptive Statistics 

 N Mean Std. Deviation 

Lessons Management 94 1.2979 .45978 

Communication (Clearly and Accurately) 94 1.2553 .43838 

Providing Learners With Opportunity to 

Practice What is Taught 

94 1.2447 .43220 

Giving Lectures that Achieve Lesson 

Objectives 

94 1.2340 .42567 

Motivating Trainees 94 1.2128 .41146 

Classroom Management 94 1.2489 .18936 

 

Learner Assessment 

Descriptive Statistics 

 N Mean Std. Deviation 

Giving Assessment Regularly 94 1.2447 .43220 

Using a Variety of Assessment Methods 94 1.2447 .43220 

Using Feedback from Assessment to 

improve Teaching 

94 1.2660 .44421 

Learners' Assessment 94 1.2518 .23790 
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Tutors’ Competence Index 

Descriptive Statistics 

 N Mean Std. Deviation 

Tutors‟ Competency Index 94 1.3694 .13713 

Valid N (Listwise) 94   

 

Regression Tutors’ Competence and Quality Graduate 

Descriptive Statistics 

 Mean Std. Deviation N 

Graduate Quality Index 2.2149 .20317 98 

Tutors‟ Competence Index 1.3748 .13842 98 

 

Correlations 

 Graduate Quality 

Index 

Tutors Competency 

Index 

Pearson Correlation 
Graduate Quality Index 1.000 .231 

Tutors Competency Index .231 1.000 

Sig. (1-Tailed) 
Graduate Quality Index . .011 

Tutors Competency Index .011 . 

N 
Graduate Quality Index 98 98 

Tutors Competency Index 98 98 

 

Variables Entered/Removed
a
 

Model Variables Entered Variables Removed Method 

1 
Tutors Competency Index

b
 . Enter 

a. Dependent Variable: Graduate Quality Index 

b. All Requested Variables Entered. 

 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .231
a
 .053 .044 .19870 

a. Predictors: (Constant), Tutors‟ Competence Index 
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ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression .214 1 .214 5.416 .022
b
 

Residual 3.790 96 .039   

Total 4.004 97    

A. Dependent Variable: Graduate Quality Index 

B. Predictors: (Constant), Tutors‟ Competence Index 

 

Coefficients
a
 

      

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 
(Constant) 1.749 .201  8.683 .000   

Tutors Competence .339 .146 .231 2.327 .022 1.000 1.000 

A. Dependent Variable: Graduate Quality Index 

 

Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index Variance Proportions 

(Constant) Tutors competency 

index 

1 
1 1.995 1.000 .00 .00 

2 .005 20.016 1.00 1.00 

A. Dependent Variable: Graduate Quality Index 
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Descriptive Principals’ Leadership skills  

Descriptive Statistics 

 N Mean Std. Deviation 

Development of Vision and Mission of 

the Institution 

51 1.2745 .49309 

Delegating Duties and Responsibilities 

Whenever Need Arises 

51 1.2941 .54015 

Communicating the Vision and Goals of 

the Institution 

51 1.4510 .50254 

Utilization of Institution Financial 

Resources 

51 1.3922 .49309 

Strategic Direction 51 1.3529 .30486 

Valid N (Listwise) 51   

 

Curriculum Delivery 

Descriptive Statistics 

 N Mean Std. Deviation 

Monitoring Curriculum Delivery 51 1.4706 .54233 

Ensuring the Environment is Conducive to 

Teaching/Learning 

51 1.3529 .55941 

Provision of Tools and Equipment for Teaching 

and Learning 

51 1.4314 .57463 

Ensuring That Tools and Equipment Provided for 

Teaching/Learning are Appropriate 

51 1.8627 .72165 

Maintenance of  Facilities and Equipment 51 1.9020 .72815 

Curriculum Delivery 51 1.6039 .24816 

Valid N (Listwise) 51   
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Human Resource Management 

Descriptive Statistics 

 N Mean Std. Deviation 

Ensuring  Safety in the Institution 51 1.8627 .72165 

Facilitating Staff Professional Development 51 1.7615 .74886 

Evaluating Performance of Tutors 50 1.8200 .66055 

Trying Better Ways of Doing Things in the Institution 
51 1.9020 .67097 

Looking after the Welfare of Trainers 51 1.9020 .75511 

Motivating Staff 51 1.3725 .48829 

Recognising Exemplary Performance 51 1.5490 .64230 

Human Resource Management 51 1.7479 .24174 

Valid N (Listwise) 50   

 

Students’ Support 

Descriptive Statistics 

 N Mean Std. 

Deviation 

Designing Strategies for Reducing Students Drop Out Rates in 

the Institution 

51 1.2157 .41539 

Monitoring Trainees Progress Throughout the Training Period 
51 1.3725 .48829 

Facilitating Provision of Career Counseling to Trainees 
51 1.3333 .47610 

Students Support 51 1.3072 .30436 

Valid N (Listwise) 51   

 

Principals’ Leadership Skills Index 

Descriptive Statistics 

 N Mean Std. Deviation 

Principals' Leadership Skills Index 
51 1.5573 .13529 

Valid N (Listwise) 51   

 

 

 



 

 

166 

Regression Principals’ Leadership Skills and Graduate Quality 

Descriptive Statistics 

 Mean Std. Deviation N 

Graduate Quality Index 
2.2149 .20317 98 

Principals‟ Leadership 1.5542 .13587 98 

 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .057
a
 .003 .007 .20389 

a. Predictors: (Constant), Principals‟ Leadership 

 

ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression .013 1 .013 .312 .578
b
 

Residual 3.991 96 .042   

Total 4.004 97    

A. Dependent Variable: Graduate Quality Index 

B. Predictors: (Constant), Principals‟ Leadership 

 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. Error Beta Toleranc

e 

VIF 

1 

(Constant) 2.347 .238  9.873 .000   

Principals 

leadership 

.085 .152 .057 .558 .578 1.000 1.000 

a. Dependent Variable: Graduate Quality Index 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue Condition Index Variance Proportions 

(Constant) Principals 

leadership 

1 
1 1.996 1.000 .00 .00 

2 .004 23.040 1.00 1.00 

A. Dependent Variable: Graduate Quality Index 
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Appendix I: Consent Form  

I am Mellen Obare, a PhD student at Egerton University. This study seeks to investigate on 

the “Influence of selected factors on Quality of public Youth Polytechnic Graduates in Kisii 

County, Kenya”. Am requesting for your participation in the study. You are free to decide 

whether to participate or not. However, before you decide, the following information will be 

of help.  

Purpose of the study  

The research seeks examine the influence of selected factors on quality of public youth 

polytechnic graduates in Kisii County, Kenya. It is being conducted as part of the 

requirements for the award of the PhD. 

Study Participants 

The study targets youth Polytechnic principals, tutors and graduates from public institutions 

and Jua Kali employers in Kisii County. They have been selected because it is believed that 

they have data that can lead to successful completion of the research. 

Procedures   

The participants will be visited at their places of work. Youth polytechnic tutors, graduates 

and Jua Kali employers will be taken through the modalities of filling the questionnaires 

before they are administered. The participants will be given amble period to respond to the 

questions there after collection of the filled questionnaires will be done. Principles will be 

interviewed in their offices. 

Risks  

There will be situations when you feel uncomfortable responding to some of the items in the 

questionnaire/interview guide.  You are free not to respond to such items. 

Data Protection, Privacy and Confidentiality  

Access to data and related files will be controlled by locking them in a cabinet and use of 

passwords. Codes will be used to enhance privacy and confidentiality of the respondents. 

Reporting of only aggregated data will be done. 

Results 

The data findings will be presented in a thesis form to Egerton University. The results will 

also be published in refereed journals.  
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Benefits 

Participants will not be given any rewards but will be acknowledged in the thesis. It is 

expected that the results will benefit many peopel and society at large as they will give an 

insight of the influence of physical facilities, curriculum, principals‟ leadership, tutors 

competency on quality of Youth Polytechnic graduates. It is also expected that they results 

will assist stakeholders in developing policies and putting in place mechanisms which will 

improve these factors and quality of graduates. 

Rights  

It is your right to decide whether to participate in the study or not. You are also permitted to 

withdraw from the study any stage you feel like by simply informing the researcher. It is also 

the right of those who will participate in the study to be treated equitably, with dignity and 

respect.  

Contact  

Any time you have questions about this study or findings, contact: 

Mellen Obare, Mobile 0724248403,  Email: mellenobare432@g.mail.  

Consent 

I have read the form and all questions that I raised about it have been answered to my 

satisfaction. 

I therefore willingly consent to be a respondent in the study. 

 

Name…………………………… Signature ……………………… Date ………… 
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Appendix J:  Research Publication 1  
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Appendix K:  Research Publication 2 
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Appendix L: NACOSTI Research Permit 
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Appendix M: County Director of Education Research Letter  

 


