Kenya’s Bachelor of Commerce Graduates’ Employability Skills

and the Job Market Demands — 2009 to 2011

O&O oy

ﬁ}ﬂei Anne Mumbua Wambua — B311-004/2010

A Thesis Proposal Sybmitted to the School of Graduate Studies and Research
)\& 9 )\ of
Dedan %ﬁé’@of Technology

in Partial Fulfill of th@ uirements
%,
0
2
Doctor of Philosophy %
O

Business Administration and Management

2014


http://cbs.wondershare.com/go.php?pid=2990&m=db

DECLARATION
I, the undersigned, declare that this is my original work and has not been submitted to

any other college, institution or university for the award of a degree or any other award.

: ! i
AR z

- : ; :’ ] ; "/ ; '!A E
Signature: .............. YOF SRSRRRRO Date: ... 0

P R
a

Kalei Anne MumbuaWambua
We confirm that the work reported in this thesis was carried out by the researcher under

our supervision.

Prot. Ken Kamoche PUBDAN KIMATH] ] VERSITY LisKARY

Main Supervisor

A
q&’ ~ 23/04/2014

SIgNAtUure: .......oooooiiiiiiii e, Date: ...,
Prof. Simmy Marwa Mwita Ph.D.

Second Supervisor

23/04/2014

Signature: .......ccoeeuiiiiiiiiiiiiiiee s Date: ...couveviiinininnnnnnnn,

Prof. MurukuWaigughu

Third Supervisor

Signature: .........




Dedication

| dedicate this work to my nuclear family members: My husband Titus Kalei, my two
daughters: Deborah Mwikali Kalei and Tabitha Loko (Kadidi) Kalei and my one and

only son: Timothy (Papa) Mumo Kalei.



Vi

Acknowledgements

I am grateful to the Almighty God for His faithfulness, providence and for gift of good
health in this walk of academic writing. He and Him alone walked with me through this
lonely journey of doctoral student. | feel humbled before the Lord, and to Him | give all

the glorf honour and adoration.

Q

There are m ople who have contributed to this work in important ways. Special
thanks to Prof. Kedfnoche my main supervisor for his advice, constructive criticisms
and firm guidance at al/j;( of writing this work, for it to reflect academic rigor befit-
ting such a document %a lation to Prof. SimieMarwa Mwita, my second su-
pervisor, who took keen t |n rk read through the manuscript and gave posi-
tive criticisms to put this work e rlgh@ek Special mention to Prof. Muruku Wai-
guchu for his fatherly advice, stimu cr| d able guidance compelled me to
think freely and write independently thr rch work. | am indebted to
Prof. Peter Lewa for taking time to read throug rpL‘work Q%mstance in clarification
of concepts and for patiently nurturing my mind to appreciate )&arld of academia. |
am grateful for the immense academic contributions by the team of ab ,{stors from
United Kingdom, USA, Ghana and Kenya. The author gratefully acknowledges all re-
spondents for sparing their precious time to fill in the questionnaires, without which this

study would not have been completed. | salute you all.



Vil

The support, encouragement and assistance of many individuals were absolutely critical
in the completion of his study. These included my prayer group (Trianglenites) for their
consistent prayer every 3rd Sunday of the month. Let me single out my sister Engineer
Josephine Kasimu who would always sent me an encouraging message during our collo-
quium meeting defenses. My darling husband Titus Kalei for his unpreserved support in
the co@ f my study. Our three children Debbie, who would call and ask what | was
doing. I w 11 her that I am on ‘it’. Then she would say she is working on her paper
too. Tabby, WW see me busy working and would inquisitively want to know
when the paper was reﬁi?}l. She knew Mummy worked better with deadlines. Timo
would invite many ofﬁ\fr@ keep himself busy and allow Mom to work in peace.
My life time friend Su wa, e would occasionally disagree in principle on
issues concerning our thesis, dndsthen dé e our conflicts and reflect on God’s faith-

fulness even under a tree. I salute @y ne@}Alex and his wife Ng’a Mucheru for

their prayers and encouragements. Rev.\Bifl,Past &ﬁakkuk who had declared me a

Doc prematurely, | salute you all. Special rem ﬁce@@Mama Elsie, (now rested
in the Lord) for laying a strong academic foundation upon (b%h | have walked this
journey, and for the love she had for education although she could not or write. Pa-
per fail me to mention all of you, yes I mean ‘you’ by name, Kaleli, Cele@, Omagwa

and Muli. You are special and should rest assured that your contributions toward this

study will the treasured forever. May the good Lord bless you thoroughly!!!



Vil

Abstract

The study found out that employability skills of graduates in Kenya are now considered
to be the most important skills which the employers pay keen attention to. This study
aimed at establishing whether there were skills mismatch between B. Com graduates
and Jobdarket expectations. The study objectives were: (i) To establish what employa-
bility ski B. Com graduates actually possess as they enter the job market. (ii) To
establish the emﬁyability skills the employers expect from B. Com graduates to have
when they enter the rket. (iii) To find out the nature of the skills gap (if any) be-
tween employers’ expecta@nd what the B. Com graduates have. (iv) To determine
methods of bridging t ills gewﬁ) een employers’ expectations. The study targeted

10,000 B. Com graduates f@ 7 ch@l{enya’s universities, and 2,500 employers
registered with Federation of é/ pl FKE]. Systematic research design and
stratified research designs were used mple O{ﬁ, Com graduates and 250 em-
ployers [HRM] respectively. Questionnaire,Q@g gr pﬁerviews were data collec-
tion instruments. Statistical Package for Social Scikces [SF‘&'W)KSion 18 was used to
analyse data. Both descriptive and inferential statistics were utiIized.LI‘he descriptive
statistics revealed that there were employability skills gap between em%&xpecta-
tions and what the B. Com graduates had. The study recommended the need of a joint

venture among the industry players, university curriculum developers and other stake-

holders, so as to bridge the skills gap.



Operational Definitions of Terms
The following defined terms were used for the purpose of the study

Educ@ - refers to activities which aim at developing the knowledge, skills, moral

values an standing required in all aspects of life other than knowledge and skills

related to limited ;Wf activity.

Training - refers to a}lim@rocess to modify attitude, knowledge or skill behavior

through learning experi&to aihi))s effective performance in an activity or range of

activities. Q$/ /O
Learning - refers to a relatively perr%t&méla«g\havior that occurs as a result of

Employability — refers to ‘work readiness’ that is, possession of &Lﬂ(ills, knowledge,

practice or experience.

attitudes and commercial understanding that will enable new graduates%ke produc-
tive contributions to organizational objectives soon after they get absorbed in the job

market.

Unemployment - refers to persons belonging to the labour force, seeking but not doing

any work during a specified period.



The unemployed - consist of all persons of working age who are not working, are

available for work, and are searching for work at prevailing wage rate.

Underemployment — refers to people who are working in a lower capacity than they

are qualified for, including in a lower-paid job or for less hours than they would like to.

Humap/€apital - is all human abilities whether innate or acquired attributes, whose

value cm@@ugmented by appropriate development investments.

Skills - refer to ci personal abilities of an individual, which can be taken from one

job role to another, use@in any profession and at any stage of the graduate’s career.

Employable Skills %&reﬂ?{ualized as those transferable skills that one might

expect to be developed i %rg@e programme but which have broad applica-
bility in the workplace. @ %

O
oy,
yR
%
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CHAPTER ONE

1.0 Introduction

This chapter serves as an introductory base for the research, and it provides an outline of
the thesis. The thesis is an investigation of Kenya’s Bachelor of Commerce Graduates’
Empl(@ ity Skills and the Job Market Demands — 2009 to 2011. The chapter is orga-
nized into ei@ections. Section one presents the background of the study. Section two
provides the pur oS%nd rationale of the study. Section three highlights the research
problem. Section four @he objectives of the study. Section five highlights research
questions. Section six ?{es@ﬁpothesis of the study. Section seven states the limita-

tions and delimitations Q\tud . Eifially, section eight presents the profile of the in-

stitutions/firms participating i(&(%d;./ O
%,

@, %
1.1  Background of the Study F \9

One of the main objectives of university education is the acquid%\gu’of relevant practi-
cal skills for gainful employment, and to identify and provide solutionocietal prob-
lems [Leon, 2002]. However, it is widely observed that the current university education
and training system does not produce graduates to meet the needs of the labour market
[Weligamage & Siengthai, 2003]. There are concerns worldwide that existing under-
graduate programmes are not producing graduates with the kind of skills which they

need in order to be successful in their professions [Harvey & Green, 1994]. The grum-
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bles of employers globally about the inadequacy of employable skills have been

longstanding [Hesketh, 2000].

It is worth noting that A degree alone is not enough to succeed in today’s competitive
job m@. In a survey carried out by Azizan [2007] for British Broadcasting Corpora-
tion [BB&LQ@wed that four out of 10 large employers in the United Kingdom [UK]
struggled to fill 'graduate vacancies because of a shortage of applicants with the right
skills. More than ﬁ of the graduates had very poor English skills. According to
the study, all graduates te@d enough command of the language to cope with most

situations but were stfll apaiit?fsconducting a sophisticated discourse at a profes-

sional level. O/sl /$7
1, ¢
o
<AL
The gap between employers’ demand an gra is expanding [McHardy &
Henderson, 1994]. It has become common cause fkmplo;’e?)o}i(press concern about
the gap between the outcomes of higher education [in terms of qu » type and quanti-
ty of graduates], and the needs of economy [Yorke, 2006; Harvey, 2@<{be authors
note that this gap has resulted in the graduates having difficulties in seeking employ-
ment. McHardy and Henderson argue that, there may be jobs in the market, but many
graduates may not fit into the positions because they lack the necessary skills that their
prospective employers are looking for. This may be as a result of institutions not prepar-

ing graduates for the creative workplace environments, that are becoming more com-
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mon as organizations seek to develop creative competencies as one of their few sustain-

able competitive advantages in today’s marketplace [Driver, 2001].

This trend of inadequacy of employability skills applies in the developing countries. In
Kenya@ unemployment rate caused by lack of employability skills is a major concern
that need% attention [Amimo, 2000]. This phenomenon of employability skills, as
expressed by i [2011] is manifested in lack of such skills as oral communica-

tion, team working, solving etc. among B. Com graduates.

@

Muthee [as cited by Mc 11@6 he unemployment rate for youth 15-35 years
old at 65%. According to [Nes i, 2011] new graduates struggle to find
jobs because they still lack the neces |II 0/ the job market demands. Accord-

ing to [MOYA, 2006:3] only about 25% of % @?sd leaving 75% to bear the

burden of unemployment. Furthermore, some of ose ab&s\ in the labour market
have jobs that do not match their qualifications and personal deve;/opment goals, MO-

YA notes. O,(\

Most of the studies that address the question of skills and employability were done in

different environments from Kenya and thus the results cannot be generalized to Kenya.
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The only studies available in Kenya that have close relation to this study are those done
by Amimo [2002] on Tailoring Higher Education in Kenya to the Demands of the Post-
industrial Work Place Gudo [2013] on University Expansion in Kenya and Issues of
Quality Education: Challenges and opportunities Wanzala [2013] on the Level of Tech-
nical Skills and Management Competency. However, this study shifts focus from
Ami methodology and industry focus. Further, the study differs from Gudo’s on
focus. Las present study differs from Wanzala’s on focus.
K
/f—

This, therefore, constitutes/@ that this study seeks to bridge. The study is, therefore,
designed to investiga @&er g })&there are skills gap between employers’ expecta-
tions and what Kenya’s B. Q gradu gf, who obtained their degree between the years

2007 to 2009. The study is expe% W light on this problem with a view of

sh
determining its extent and offering pos@e luti It would also make recommen-

dations for stakeholders of the problem. G /9\9
> 7/
93
Academic qualifications alone no longer guarantee that an individuQ&\get a job.
Employers prefer workers who have generic competencies like interpersonal skills,
leadership skills, teamwork, oral and written skills [Lee et al., 2001; cited in Quek,
2005]. A study conducted on graduate employment addressed generic competencies as
skills, abilities and attributes that complement the field of specialization of employees

for work performance [Day, 1988; Sandberg, 1991; Sohal, 1997; & Mitchell, 2003 cited
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in Quek, 2005]. The study noted that, most academia in the world feel that the education
system is only concerned with results, and that it does not measure what a person

knows; it measures what one has to study and not what one can actually do.

In Afri@the quality of education remains under pressure at all levels, with overcrowd-
ed classr@éinsufficient numbers of qualified teaching staff, insufficient teaching
aids and ill-eqdipped and dilapidated physical facilities [Eshiwani, 2009]. The author
further affirms thaﬂ iversities are forced to work under adverse conditions; poor
salaries, lack of resources{@w-salary academic expenditure, such as textbooks, jour-
nals, teaching and rese equipmeght and maintenance of such equipment. Eshiwani
asserts that the situation ha@ Ited i wering of academic standards and of quality
of graduates, who lack employi il ence become unfit for the market.

i eas{él-y

Okwakol [2008] noted that computer{ 5

textbook, dictionary and storage facility for |@91ti @ ;tudents in quality institu-

tions of higher learning. She noted that some universities otilize the benefits of

ecoming the major notebook,

the digital age-computer assisted learning, web connectivity and ne&orfd learning. As
a result they cannot equip their graduates with market expectations in fom@skills, she

concludes.

Unemployment is one of the greatest ills of society today, and it deserves the attention

of university scholars in Kenya and elsewhere [Amimo, 2013]. Unemployment scenario
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of the graduate level in Kenya has been a serious problem [Musyoka, 2008]. This state-
ment is confirmed by a statement made by the Commission for University Education
[CUE] Chief Executive, when he said that his agency has begun to tackle standard re-
forms after receiving complaints from employers about graduates they hired who were
not adequately equipped with employable skills. However, the prevalent dilemma of
lack loyment among graduates is caused by imbalances due to expected

skills/qual @)ns by the ultimate employers and what the graduates actually possess

[Nafula, 2005]44/

/1—
According to Wandiga % ] the Kenyan job industry prefers to employ a mem-
ber of staff who is fully@'&q in ﬂ%;ge/a of their specialization, who is creative, inno-
vative, independent thinker t 9( d goal oriented, to employing somebody
they have to closely supervise and @ r@e among the qualities employers are
missing in today’s fresh graduates, the { affi &5 also increasingly getting dif-
ficulty to find job candidates who can relate he @ arnt in university to the
job market situations, they conclude. Hence, the researcherg}éj;re to investigate
whether there are skills gap between what Kenya’s B. Com graduates p ess and what

the employer expects. /<\

1.2 Universities in Kenya

There are 22 public universities, 15 chartered private universities, 13 universities with

Letter of Interim Authority (LIA) , eight public university constituent colleges, six char-
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tered private university colleges and two registered private universities preparing for the
award of [LIA]. These Universities are established through institutional Acts of Parlia-
ment under the Universities Act, 2012 which provides for the development of university
education, the establishment, accreditation and governance of universities [Wanzala,
2013].

1.2.0 Profi ’vniversity Education in Kenyathe Participating Institutions

1.2.1  University of Nf&obi [UoNT]]

The University of Naimﬂ r@ is the largest university in Kenya. Although its history
as an educational instit oeé to 1956, it did not become an independent uni-

versity until 1970 when the Ufiygrsit d( st Africa was split into three independent

universities: Makerere University i nda,@iversity of Dar es Salaam in Tanza-

nia, and the University of Nairobi. (O L&
G
s

In 2002 the University had some 22,000 students, of whom 17,2004vere undergraduates
and 4,800 postgraduates. The university has launched several policy orks and

introduced module Il degrees to cope with the demand of higher education in Kenya.

The inception of the University of Nairobi is traced back to 1956, with the establish-

ment of the Royal Technical College which admitted its first lot of A-level graduates for
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technical courses in April the same year. The Royal Technical College was transformed
into the second University College in East Africa on 25 June, 1961 under the name
Royal College Nairobi. The college was entitled to a special relation with the University
of London whereupon it started preparing students in the faculties of arts, science, and

engineering for degrees awarded by the University of London [UoN, 2013].

%
1.2.2 Keny?@ iversity [KU]

Kenyatta University, Qc?jm Nairobi, Kenya is the second largest public university in

the country [after Unlﬁ\ airobi]. The University is located in Kahawa, about 20

kilometres from Nawobv@&:eit}é ng the Thika super highway.
The University traces its history to (%anla% barracks known as the Templer

Barracks. In 1965 Templer Barracks was erted nyatta College, primarily a
teacher training institution [majorly S1 gradua rgl? ege was then elevated
to a constituent college of the University of Nairobi in 1970. Inz\}g‘he university col-
lege was incorporated by the then president, Daniel arap Moi and Was@/g\ed Kenyat-
ta University. This was done through establishment of the Kenyatta University Act by

the National Assembly of Kenya.
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The School of Business offers business units to other schools especially that of Educa-
tion to those students taking B.Ed. [Arts]. The core essence however is for students tak-
ing B. Com and MBA. Undergraduates [B. Com] students have six areas under the giv-

en three departments where they can major after finishing their 2nd year [KU, 2013].

1.2.3 V\%versity — Eldoret

Moi Universit;y ;ﬁiversity in Eldoret, western Kenya. It is one of seven national
higher education instit@in Kenya, the others being the University of Nairobi, Jomo
Kenyatta University of g% and Technology, Maseno University, Egerton Uni-
versity, Kimathi Univer§l llege”’ofsTechnology and Kenyatta University. It was es-
tablished in 1984 by the Mol ¥niyersity’Acirof Parliament after recommendations from
the Mackay Commission. As of 2 @wd 0@}0 000 students of whom 17,086 were

cck&ent colleges. The current Vice-

undergraduates, and operates 8 campus{
Chancellor of the university is Professor Richa@}ﬁ/libe , 2013].

1.2.4 Egerton University - Njoro, Nakuru

Egerton University is a public university; the main campus is in Njoro, near the city of
Nakuru, Kenya. The chancellor is Ambassador Bethwell Kiplagat and the vice chancel-

lor is Professor J. K. Tuitoek.
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The school was founded in 1939 and was originally named Egerton Farm School. It was
established by a large land grant of 740 acres [3 km?] by Lord Maurice Egerton of Tat-

ton. The school's original purpose was to prepare white European youth for careers in

é&o
ﬁ

By 1955, the name hédd changed to Egerton Agricultural College. A one-year certificate

course and a two-year di course in agriculture were offered. In 1958, Lord Eger-

ton donated another 1%re§ﬂ5 m?] of land.

Soon afterward, the college opened itg%rs to pgkof all races from Kenya and other
African countries. The first African princ%. illiam Odongo Omamo, was ap-
pointed in 1966. In 1979, due to support from t Govern&&}(}(Kenya and USAID,
the college expanded yet again. It became a part of the University J‘Nairobi system. In
1987, the College was finally recognized as a Chartered Public Un [Egerton

University, 2013].
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1.2.5 Jomo Kenyatta University of Agriculture & Technology [JKUAT] - Juja,

Thika

Jomo Keunyatta University of Agriculture and Technology [JKUAT] is a public universi-

ty near N@E: Kenya. It is situated in Juja, 36 kilometres North East of Nairobi, along

Nairobi-Thlka,y

/1—/
1,
The university was stafteghin ﬁﬂ Jomo Kenyatta College of Agriculture and Tech-
nology [JKCAT], a Mi§%c I 7by the Government of Kenya with the assis-
tance from the Japanese Gover w@r Plaréﬁwe establishment of JKCAT started in
1977. In early 1978, the Kenyan pre t, Jom( ﬁu atta, donated two hundred hec-
tares of farmland for the establishment of Q@qege. irst group of students were
admitted on 4th May 1981. The new presideni/lﬁaniel Sﬂgfﬂoi formally opened
JKCAT on 17th March 1982. The first graduation ceremony w Id in April 1984
with Diploma Certificates presented to graduates in agricultural engin Nfood tech-
nology and horticulture. On 1st September 1988, Daniel Arap Moi, declared JKCAT a
constituent College of Kenyatta University through a legal Notice, under the Kenyatta

University Act [CAP 210C]. The name of JKCAT officially changed to Jomo Kenyatta

University College of Agriculture and Technology [JKUCAT].
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It was finally established as a University through the JKUAT Act, 1994 and inaugurated

on 7th December 1994.

The Kenyan Universities have expanded in the recent past and their number now ex-
ceeds thirty. There are seven public universities in Kenya, which are: University of Nai-
robi [UgN], Kenyatta University [KU], Jomo Kenyatta University of Agriculture and
Technﬁ@ﬂ UAT], Maseno University, Egerton University, Moi University and
Masinde Mu n|ver5|ty There are also many private universities in Kenya. The
most famous prlvat niyersities include: Strathmore University, United States Interna-
tional University [USI,f star University, Kabarak University, University of East-

ern African Baraton ﬂ/ ity, Mount Kenya University, Inoorero University

and Africa Nazarene Umve@%/ /37

There are many courses offered and%oul / visit the individual universities
to find the course catalogue. Some univer SO§ in some areas. For instance
Kenyatta University is widely known for its t ching @%UAT University is
known for its engineering programs. Similarly, UoN is known for,lo‘nrses in medicine,
business, engineering and law. Strathmore University is known for@@ss and IT

courses while USIU is known for business, international relations and the social scienc-

es [Jkuat, 2013].
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1.2.6  Strathmore University [SU]

Strathmore University is one of the leading private chartered universities in Kenya, and
Is a privately owned, not for profit institution. Originally established in 1961 as an Ad-
vanced-level Sixth Form College with inspiration and encouragement from Saint
Josemaria Escriva, founder of Opus Dei. Strathmore University started offering degrees

in 200 g\e becoming fully chartered in 2008.

Strathmore Uni 55% mission statement is to provide all round quality education in an
atmosphere of freedom’%?/esponsmlllty excellence in teaching, research and scholar-

ship; ethical and socia }\ve ?t and service to society [SU, 2013].

<&

127 United States Interndtional Urfiv |ty [USIU]
The vision of United States Internati Unv@y [USIU] is to propagate the growth
of a quality student population on cam &unuous enrolment of qualified

students into the University. Its mission is to ntif y,@@and admit qualified stu-
dents to the university in accordance with the published sta@etermmed by the
university leadership and in keeping with the university mission as de ed in the uni-
versity catalogue. United States International University [USIU] is Iocated the Kasa-
rani area, off Thika super highway in the suburb of Kenya’s capital city of Nairobi. The
university is an independent, not-for-profit institution serving approximately 4,800 stu-
dents, of whom 88% are domestic and 12% are international representing about 54 na-

tionalities. It was founded in 1969 as the Africa campus of United States International
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University in San Diego, California. The university was first accredited in 1981 by the
accrediting commission for senior colleges and universities of the Western Association
of Schools and Colleges [WASC] as part of USIU-San Diego. However, the university
was mandated to become chartered in Kenya with the gazetement of the Universities
Act in 1985. Regulations and procedures for the accreditation of private universities
were @s ed in 1989, and in 1999 USIU was awarded its charter as an independent
institution h the Commission for University Education [CUE]. The United States
International Uﬂg@’s program offerings are career oriented with five undergraduate

majors in the Chandari@ol of Business, three in the School of Humanities and So-

cial Sciences and twoi}t\he@j&hool of Science and Technology [Usiu, 2013].

1.2.8 Federation of Keny oye{@voice of employers]

The Federation of Kenya Employe s@E] v@icially started in 1959. The Federa-

tion of Kenya Employers is the nationa lla r@zation for employers in Kenya
and its key mandate is to promote the intere g’emﬁw FKE is the largest and
most representative employer organisation in the country. It has bers in all sectors
of the Kenyan economy. This includes company members and assoc@ns; which all
together amount to 2,500 members. Its members comprise of companiesm at least 5
employees and above and out of these it has the Small Medium Enterprises [SMEs]

forming the majority of FKE’s membership.
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The Federation continues to offer its members services in the Industrial relations field
by responding to their needs. It has honed its skills in this core area of its business that
mainly formulates our objectives. Its expertise in Industrial relations, Collective Bar-
gaining Agreements [CBA], Conflict resolutions and legal advice and representation has

set us apart from the rest and has been our strength and we want to build upon this for

the fu‘g@z 2013].

Purpose a: thonale of the Study

The purpose of this st!&}as to examine whether or not there is incompatibility be-
tween the skills obtain ’ B. Com graduates [2009 - 2011] and what the em-
ployers are looking for@ u yz? d [2009 to 2011] was based on the assumption
that the researcher would co h |th|n this time frame. The study span pe-
riod of three years, was considered Iong%}gh for graduates to gain work experi-
ence which would enable them to und @an a@se on what skills their jobs re-
quired, and whether the skills they acquired f % @ were put in practice. It
should be noted that, the demand for specialized skills can s( ickly, so picking a
career today that has good prospects does not mean it will be that three or five

years to come [LA hart & Casselman, 2011]. /<\

The rationale for targeting B. Com graduates and not any other graduates in other fields
is, first, the degree is offered in nearly all public universities, private universities and

leading colleges in Kenya, hence, producing majority of graduates. Relative to other
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degree programmes in Kenya, B. Com degrees holders seemed to have the highest
[65%] cases of unemployment probably because of mass production [Musyoka, 2008].
Further, B. Com degree has a business profit motive, which provides an integral under-

standing of the business aspects [focus group interviews, 2013].

Therer types of skills that B. Com graduates acquire from universities. For ex-

ample, aca

ble to carry ou%, academic skills are all about helping students become more

effective learners at Um/r‘?jty level. They include: like writing skills, listening skills,

skills Academic Skills. Unlike employable skills, which are transfera-

speaking skills, prepa?i\on ignment skills etc. However, this study targeted B.

Com graduates employ: skillsf which may be categorised into the following three

classifications: self-reliance s eopl€ skitls and general employment skills.

There are many causes of unemployment t fr%ls mismatch in Kenya. These
include: rapid population growth, poor dissen@iﬁn o%arket information, struc-

tural reforms, slow or declining economic growth, and high { f labour [KIPPRA,
2009]. However, for the purpose of this study, the researcher targe mployability
skills for B. Com graduates. The reason for this is that, employability skills are the skills
almost everyone needs to do almost any job [Yorke, 2006]. They are the ‘key’, ‘core’,
‘transferable’ and/or ‘generic’ skills needed in many types of high-level employment
[Lambert, 2006]. Graduate employability skills have recently attracted some interest

within business literature [Cranmer, 2006; Douc & Metzger, 2007] though most re-
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searches in this area have been undertaken within a Western rather than African context.
The circumstances facing developing countries, especially Kenya have been ignored.
Since no research in this context appears to exist, a position study of this nature would
be timely and would add value to the literature on employability skills by identifying
issues that arise from within African contexts, particularly Kenyan context. Right from

Indep the new government of Kenya identified unemployment , diseases and

ignorance @ other issues, as some of the key challenges that needed urgent atten-
tion. The Working opulation in Kenya is estimated at 19.9 million persons out of

which 14.6 million are”eéconomically active; 12.7 million persons are employed and 1.9

are openly unemployed)\ %
&'

In most developing world, iné@s d mﬁl@‘or university education include the per-
ception that university education @ tees@ng employment [Gudo, 2013]. In
Kenya for example, the demand for uné edUCatiOn, continues to increase and has
outpaced supply, Gudo affirms. This is evide@% t@@qnding number of KCSE
candidates that obtain the required grade [C+ above] for adni(;&%)ﬁ) a university, he
concludes. It is also believed that, if one desires to advance in curre ployment or
compete favourably in the job market, then should be willing to further’t&university
education and training. It is also common trends when managerial jobs are advertised,
the employer will look for someone with a university degree. Further, universities are
critical players in achieving Kenya Vision 2030 where one of the Government’s object

tives is create 500,000 jobs, which to perform one would require employability skills.
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A study undertaken by the Wilton [2008], showed that people go to university simply to
prepare themselves for the job market. It is a fact that young people expect to find suita-
ble careers upon graduation, but there are host of other factors that enhance effective-
ness at work. Some of these factors are: employee’s personal values, attitude towards
work, background and cultural beliefs, religion, self-motivation, leadership skills/styles

and &ronment. However, for the purpose of this study, the concentration will

@graduates and employability.

ﬁ

1.3 Statement of tHe Problem

be on univ

There are many graduates@ave not secured any job after graduating from universi-
ty. The question that o?e%qy ﬁ%hy the situation is so and whether the universities
are doing their work well’ @ rim@el of universities is to provide broad intellec-
tual and personal development able ates to thrive in a constantly changing
world of work [Leon, 2002]. Howe\g%{ is the eﬁnsibility of the employers to pro-
vide graduates with specific job training Q on ad educational foundation

developed through the university experience, LeOI}aﬁirms.\S\/)\

According to Weligamage & Siengthai [2003] the job industry exp@@vduates to
have strong foundation of knowledge and basic skills: to be able to communicate clearly
and effectively, to be innovative, to be able to make ethical and sound decisions, to be
able to solve problems, to think critically and to tolerate differences of opinions. How-
ever, it is widely observed that the current university education system does not produce

graduates to meet the needs of the labour market, the authors observe. There are con-
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cerns worldwide that existing undergraduate programmes are not producing graduates
with the kind of skills which they need in order to be successful in their professions
[Yorke, 2006; Harvey, 2001]. The grumbles of employers globally about the inadequacy
of employable skills have been longstanding [Hesketh, 2000]. The question which needs

to be asked and addressed is whether this inadequacy of employable skills applies in the

devel &\untrles

In Kenya, the un Wment rate caused by lack of employability skills, especially for
B. Com graduates is am% r,concern that needs urgent attention [Amimo, 2000]. Exist-
ing literature [Cheboi, @ kol, 2008] focus groups interviews, show that there

exists inadequacy of fu@ lity %place skills, which has resulted to many Ken-

ya’s B.Com graduates either d under-employed or work in an area un-
related to their specialisation. Thi @of f@nallty is due to what the researcher
would describe as incompatibility bet sk S |ned by B. Com graduates in

Kenya and what the employers are looking fo%tu s @:erefore designed to in-

vestigate whether or not there are skills gap between employers)} ectations and what
Kenya’s B. Com graduates, who obtained their degree between the ye®009 to 2011.
The study is expected to shed some light on this problem with a view of @mining its
extent and offering possible solution(s). It would also make recommendations for stake-

holders of the problem.
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1.4 Objectives of the Study

The general objective of the study was to investigate whether there was employability
skills gap between what the Bachelor of Commerce Graduates have Employability
Skills on the Job Market Demands — 2009 to 2011. To examine this phenomenon, the

following specific objectives which guided the study:

(i) To @'sh what employability skills the B. Com graduates actually possess as

they enteq]e job market.

(i) To establish the gfployability skills the employers expect from B. Com graduates
to have when th}(e@ﬂw job market.

(ili)  To find out the n C{the%ap between employers’ expectations

and what the B. Com gra s hav @
(iv) To determine methods of bridginél@ills %&ween employers’ expecta-
tions and what the B. Com graduates th 5\3\

o
There following variables within each one of these objectives, \A& mined. These
included the employability skills [which were ranked highest in terms o pf@'ence dur-
ing focus group interview]. They were from the following categories: [i] Self-reliance
skills — proactively, networking, and planning action. [ii] People skills - team working,
interpersonal skills, oral communication, and leadership. [iii] General employment skills

- problem solving, IT/computer literacy, numeracy.
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According to Newman [1999] three types of variables emerge: independent variable
which is the cause variable that identifies forces or conditions that act on something; the
dependent variable that is the effect or the result or outcome of another variable and the
intervening variable that has to happen when the independent variable “acts” before the

dependent variable happens or results occur.

1.6 Research Hypo!ﬁf@

According to ChandraR,_[2 hypotheses in the research context is a statement
which, on the basis of sCientific es&%}s subject to acceptance or rejection. Chandran

observes that the statement is%]e ongition of a situation, event, activity or com-

001 hy@/é;es testing, two hypotheses may be
%

@/\/ou &ejected only if the sample data

provide the substantial contradictory evidenceNJp I repreSe: by Ho. The second hy-

munity based on careful observa

formulated. One is the null hypothesis,

pothesis represented by Ha is deemed to be true, if the n{%%othesis is rejected
[Groebner et al., 2005]. With a view of fulfilling the objectives, the f ing hypothe-

ses were formulated and consequently tested in the study: /<\

Hol: B. Com graduates do not have the employability skills which employers expect of
them when they enter the workplace.

Hal: B. Com graduates have the employability skills which employers expect of them
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when they enter the workplace.

Ho2: Employers do not expect B. Com graduates to possess employability skill when
they enter the job market.

Ha2: Employers expect B. Com graduates to possess employability skills when they
enter the job market..

Ho3: are no employability skills gap between employers’ expectations and what

tes possess.

Ha3: There are’%ability skills gap between employers’ expectations and what the

graduates possess. i_ /
1.7 Assumptions o Stuﬂg

The following were the assum tudy

1.7.1 The respondents would %at would give honest responses to the
questions.

1.7.2 The instruments used to mvestlgate §)¢ skills gap between what

the employers expected and what the B. Cokraduaﬁs?;ﬁ)\lly possessed
would be valid and reliable. %

1.7.3 The concerned parties: government, universities and the industrQ act on
the findings and recommendations of this study to improve the quality of univer-

sity education and rate of graduates’ employability.

1.7.4 People go to university simply to prepare themselves for the job market.
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1.8 Limitations and Delimitations of the Study

The researcher encountered the following limitations:

1.8.1 Report Focus

This report was focused on B. Com graduates 2009 — 2011 and their employers only,
whilst e of the findings of this project would have application of other faculties, for
example,@&ering, medicine, and so on. There are many B. Com graduates who seek
employment o e Kenya, but were not interviewed. The researcher did not consult
with, or seek the opiﬁﬁ_of universities who are the main educators. However, the per-
centage of the B. Comgs%interviewed was high enough to allow generalisation.
ﬁ

182 COnfidentialiué\O );sl
Some respondents were unwilﬁ%}pivﬁ@naﬁon as they perceived the information

to be confidential in nature. The rer%hem that the information would
stu

strictly be used for the purpose of the ndr d the respondents to contact

their alumni offices to confirm the validity of t@ﬁa.req @rom them.
1.8.3 Intimidation k

Some respondents would not give honest opinion of the issues at han; @ey feared
intimidation and retaliation from their superiors. The researcher re-assured them that the
information would not be used against them, and they were asked not to write their

names in the questionnaires.
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1.8.4 Personal Bias

Some respondents had preconceived ideas about the study topic, hence not give honest
opinion. The researcher urged them to divorce their feelings and attitudes from the study

in order to allow the study to have the effect it was supposed to have.

1.85 f ime Factor

Due to bdsyssghedule of the respondents, the researcher anticipated that some respond-
ents would tak%o respond to emailed questionnaires. To overcome this, the re-
re

searcher allocated %e to the respondents to allow them flexibility in their availa-

bility. /
NG
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CHAPTER TWO

2.0 Literature Review

According to Dellinger [2005] a literature review is an account of what has been pub-
lished on a topic by accredited scholars and researchers. The main objective of the re-
searcheravhen reviewing literature is to convey to your reader what knowledge and ide-
as have tablished on a topic, and what their strengths and weaknesses are [Green,
2006]. A litera eview is a text written by someone to consider the critical points of
current knowledge i Bﬁﬂg substantive findings, as well as theoretical and methodo-

logical contributions to a p@ar topic [Dellinger et al., 2007]. The authors affirm that

literature reviews are %Qar g

2.1 Introduction

The chapter aims at reviewing literature 0% r of Commerce Graduates’

Employability Skills and the Job Market Dema Furtl*s%\alllng and pertinent
theoretical knowledge applicable to this topic was been examlne e chapter begins
by discussing the various theories relevant to this area of study, WhiC@(&de the Job
Matching Theory and Human Capital Theory. The chapter examined the pertinent inde-
pendent variables that would be expected to influence employability of B. Com gradu-

ates.
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The chapter is organized as follows: theoretical review of theories on employment and
employability skills, review of literature on employable skills of B. Com graduates and
job market demands. The chapter concludes with the summary and critique of the litera-

ture reviewed, indicating the gaps which this study sought to fill.

2.2 %tical Framework

According to son [2005] a theoretical framework is a collection of interrelated
concepts, like a thd{ t not necessarily so well worked-out. Further, the author af-
firms that theoretical fra rk guides the research, determining what things should be
measured, and what le\ ical’r )Qshlp the researcher would look for. He observes

that theoretical framework @ caI in deductive, theory-testing sorts of stud-

ies. In those kinds of studies, t M&retlc%wmk must be very specific and well-
thought out, he concludes.

Sekaran [2000] defines a theoretical framework as a conceptual;?\ ﬁof how one theo-
rizes or makes logical sense of the relationships among several facto@at have been
identified as important to the problem. He observes that framework for research pro-
vides guidance for the researcher as study questions are fine-tuned, methods for measur-
ing variables are selected and analyses are planned. Further, he notes that once data are

collected and analysed, the framework is used as a base of comparison. Did the findings
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coincide with the framework? If there were discrepancies, is there a way to explain

them using the framework?

According to Robson [2002] a theory is an explanation of what is going on in the situa-
tion, phegomenon or what is being investigated. Further, Robson affirms that a theory is
based on@ ical evidence found through scientific research that was rigorously con-

trolled to avol

There are several theories@can be used in the analysis of this study, such as classi-
cal and Keynesian tb?\ ﬂn yment, Job Competition Theory, etc. Whereas
many of these theories ma be Iev@d enhance the understanding of employability
skills and job market demands, oft ay lack the conclusiveness required in
developing a theoretical framewoer{f IS stud/ ﬁe study fell within the context of
two theories: Job Matching Theory and H pi @ory, which were found use-
ful in underpinning the investigations in this stud&'he tt&%(}ﬁelped to explain the
research problem which was to investigate B. Com graduates’ emplo¥able skills and job
market demands in Kenya, bridge the gaps and provide an analytical ork of the

study in the Kenyan context.

Further, the researcher believes that Job Matching Theory is most suitable to be applied
in this study because when you compare the above definition of Job Matching Theory

with the first two objectives of the study: [i] To establish the employability skills the
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employers expect from B. Com graduates to have when they enter the job market, and
[ii] To establish what employability skills the B. Com graduates actually possess as they
enter the job market, you find that they complement each other because they are ad-
dressing the degree of fit between what the employer requires and what the graduate

actually possesses.

2.2.1 Job Mﬂ)ﬁTheory [Sattinger, 1993].
This theory states that@uality of a job match, that is, the degree of fit between re-

quired and acquired s%, %ﬂes the productivity level and earnings in a job [Sat-
Si

tinger, 1993]. This is a

ua%o\s}vhen applied in developed countries scenario.
However, when the theory is red to eO%arch question, which is an investigation

of Kenya’s B. Com graduates’ em ility%and the labour market demands, the

researcher disapproves Sattinger’s theor. @)rdi g &(\/anjohi [2011] there exists in-
adequacy of functionality of workplace skills.@ﬂ’bcl{?\fgqctionality is due to what
the researcher would describe as incompatibility between the Skils‘gbtained by B. Com
graduates in Kenya and what the employers are looking for. Unfortun@, in most de-
veloping countries, and particularly in Kenya, graduates may have taken/‘aQy’ job that
they are offered due to financial pressures, and the need to help their marginalised fami-
lies [Manda & Sen, 2004]. Further, the authors observe that most graduates incur debts

through their studies. In this situation, Job Matching Theory does not apply since the
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graduate is ready to take any offer, and so the question of required and acquired skills

does not apply.

Professor Egara Kabaji, Director of Public Communication and Publishing at the
Masinde Muliro University of Science and Technology said the huge number of gradu-

ates e the market with inadequate practical skills, highlights the inadequacy of
the curren& tion system. This, he said, contributes to the high number of unem-
ployed and un&ygﬁ)yed graduates in Kenya today. The prevalence of joblessness
among the educated yd(,fh‘/shas been on the rise fuelling their frustration, hence the
Government’s promi%)g c jobs for the youth [Nesoba, 2010]. According to the
Kenya National Burea tistz\ e unemployment rate stands at 40%, with the
highest percentage among the@( betvé%the ages of 18 and 34. This literature con-
firms the gap between the required e acﬁz;d employment skills. This means that

the job matching theory cannot apply b the r@ﬂes lack the required employa-
bility skills. G} ;\3\

The main objective of education and training is to prepare graduates @he tasks they
are going to perform on their jobs [Barnard et al., 2001; Holton & Trott, 1996]. Accord-
ing to the job matching theory, a mismatch between the required skills and the skills a
graduate actually possesses has important consequences for productivity, wages and
probability to get a job [Beardwell at al., 2004]. The authors affirm that the competency

level [qualification] required by employers must be equivalent with competency level of
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the graduates. The match between graduates’ field of academic specialization and the
field of specialization which is required for the job, is also relevant [Green et al., 2002].
Job match also can be identified by the degree to which graduates are able to utilize the

knowledge, skills and attitudes to the work context [Barnard et al., 2001].

Accor@ 0 [Sattinger, 1993] if an employee works in a non-matching job, his ac-
quired skKi @ underutilized. As a result his labour productivity is reduced and hence
attracts lower v%x matching theory, unemployment or underutilisation of gradu-
ate-level skills in empldiﬁ}ﬂ — reflects mismatches between graduates and employers
that may emerge for a mk%asons [Mason et al., 2009]. Mason et al. [2009] high-
lighted that matching ti\@&)getb& ith the literature on B. Com graduate’s employ-
able skills and the job market/painted (KE@U reasons why equipping B. Com gradu-
ates with employability skills mig pecl@contribute to superior labour market
outcomes for graduates in possession 0 t@ ski s@brk or employability skills are
conceptualised as those transferable skills tha@e mig@ t to be developed in an
undergraduate programme but which have broad applicabilityﬁ(%éﬂorkplace [Wilton,
2008]. This refers to the work skills transferable from university e tion into job
market. The employability skills highlighted by Wilton [2008] refer to p@m-solving
skills, written and spoken communication, foreign language skills, numeracy, basic
computer literacy, advanced IT or software skills, research skills, creativity and ability
to work in teams. Employability skills are aimed at enhancing graduates to increase

their attractiveness to potential employers. ‘Success’ in the graduate labour market is



-47 -

typically defined as graduates securing employment in jobs which make appropriate use
of the skills and knowledge developed in the course of their university studies [Green et

al., 2002].

In job matching theory, labour market ‘failure’ on the part of individual graduates — un-
empl or underutilisation of graduate-level skills in employment reflects mis-
matches t§ graduates and employers which may come about for a number of rea-
sons. For examﬂ@es & Smith [1998] emphasise that in a random matching model
mismatches between j@ﬂs‘yers and employers may arise because of imperfect infor-
mation, resulting in time an éﬁw costs for prospective partners to obtain information

I
about better matches. T@C.&o pr%an alternative ‘stock-flow matching” model in

which, after an initial round @h akimg, agents may simply wait for appropriate
a

@e pe@ther strands of matching theory em-
(4

phasise the role of institutional and lab @@t s in contributing to mismatch-

es between job-seekers and employers, for ex@l , the % incidence of underutili-

sation of skills among female graduates who combine part-ti{v?m

oyment with care
of young children [Green et al., 2002]. O

partners to enter the market in a |

Allen and van der Velden [2001] carried an investigation of job market mismatches in
the Netherlands, and they found that individuals who hold jobs for which their formal
qualifications are higher or lower than required, do not correspond closely with ‘skill-

job mismatches’. One possible explanation for this is that, within given educational
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qualification categories such as degree-holders, there may be unmeasured differences in
skills between individuals, and individuals deemed by employers to be relatively low-
skilled may be less likely than others in their qualification group to be offered jobs

which require their level of formal qualification.

Anoth@igosition advanced by Allen and van der Velden is that the selection criteria

used by e rs when screening job applicants may include factors such as work ex-
perience, gende’rYchial background which are distributed unevenly within educa-
tional qualification cateﬁﬁy. This is another potential line of explanation why individ-
uals with similar levelsgf f%ﬁrtification may encounter varying degrees of success

in securing employme@tj(\)bs @?}make use of their graduate-level skills and

knowledge [Green & Mclnto@% .4watching Theory is a combination of Hu-
man Capital Theory (discussed bel \@d th@}competition Theory [Thurow, 1975]
which suggests that wages are determié imartly Agy\job characteristics and not by
individual productivity. Employers seek to @ th@@available candidates for
their vacancies, at the lowest training costs. They use educati{a}q)a’l

ifications as indi-
cators for trainability [Spence, 1974]. O

2.2.2  Human Capital Theory [Becker, 1964]
The concept of “human capital” has gained tremendous attention in today's study [Bon-
tis, 1999]. Bontis defines human capital as representing the human factor in an organisa-

tion; the combined intelligence, skills and expertise that gives the organisation its dis-
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tinctive character. Human capital is also defined as all human abilities whether innate or
acquired attributes, whose value could be augmented by appropriate development in-
vestments [Armstrong, 2006]. Davenport [1999] observed that human capital consists of
intangible skills that workers provide for their employers. Human capital can further be

defined as knowledge, skills, aptitudes and other acquired traits contributing to produc-

tion [ 6r\nl & Scarpetta, 2001].

The researcherﬂyzv that Human capital theory would contribute a great deal to the

research topic which 1/@enya s B. Com employability skills and the labour market

demands. Ishikawa & & suggest that it is the stock of human capital that pre-

dominantly determines n|n |nd|V|duaIs This should be the ideal situation

especially in the developed the developing world, particularly in the
e@ he rea

@or this is that in most cases securing

Kenyan job market, this is not th
a job in Kenya may not necessarily depg \@Qhe candidate is equipped with

skills but may depend on ‘who knows who’ in lartl 7:; Sganization Further, indi-

vidual’s earnings may be determined by an employee’s ethnlclt))ar\lf not necessarily by

the stock of human capital. O

Although Kenya is a reading nation, you may find some organizations which treat their
employees like costs and not like assets [Mayo, 2001]. If employees do not treat work-
ers as assets, then this would be against the human capital theory. Kearns [2005] be-

lieves that employees are value adders, not over headers, hence they should be treated as
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significant. Fombrun et al. [1984] quite explicitly presents workers as a key resource

that managers use to achieve competitive advantage for their companies.

According to Fraisse-D'Olimpio [2009] human capital determines various areas of daily
life of individuals which indicates that this notion is now at the heart of public policies
in de ed countries and increasingly in developing countries. The public choice in
particulaé@oving towards improving the education and training of populations
throughout theﬁ/ﬁe but also the degree of social integration of societies, with em-
phasis on the role of q ytions in improving growth, the author adds.

The human capital thf@a%‘eyi%/ersion with [Schultz, 1960; Becker,1964] to
7 rei orceé idea that employment rates increase with

to th%that more educated individuals who
have invested more in human capital s%nha@eir investment [Becker, 1964].

Becker refers human capital to the investmen@lzrtakg%ipdividuals in the form of

the most recent development

the level of training. This is mainl

education and training in skills. He affirms that employers va( ahour productivity by
offering the highest wages to those individuals who have obtained t jghest human
capital. He notes that Human capital theory suggests that “general training' (useful to
many employers) should be financed exclusively by employees, who have just the right
incentives to invest in training since they are able to recoup their investment when it
raises their productivity and hence their wages. Further, he observes that the costs of

“specific training' (useful only to a specific employer) should be shared by employers
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and employees, so that employees internalize the cost to their employers of quitting and
employers in turn internalize the cost of dismissing to their trained employees. In either
case, he argues, employers and employees are compensated for the training and there
are no market failures. In practice, when training is part general and part specific, the
market must also provide the right incentives for training, he concludes.
O

Human c§@eory rests upon the assumption that education raises the marginal phys-
ical product ofﬁﬂ%[Mincer, 1974]. Mincer argues that, according to human capital
theory, human capital @utes to output just like other factors of production and also
through technological ehan riving both innovation and imitation. He further af-
firms that human capita@ Sis Izg\ doubtedly had a strong influence on UK train-

ing policy since the early 198@'nce4)@ves that the Thatcher government, for ex-

ample, abolished the Industrial Tra oar@ich imposed training levies on firms
and provided grants to firms providing ‘ad te trai More recently, however, the

government appears to be moving towards mt@eﬁognit&@f market failures in train-

ing, as is implicit in the introduction of tax relief on vocatio%ng costs in April
1992, he notes. In the rest of Europe and the US, governments are torn@/veen a desire

to subsidize training and the need to cut budget deficits, he concludes. /<\

Balsan [2000] points out that the human capital theory was developed in a period of full
employment, where individuals make their choices without uncertainty about the possi-

bility to hold employment after training. Today, in economies experiencing high rates of
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unemployment among graduates of higher education, the assumption of the absence of
the influence of unemployment on the choice of investment in education is difficult to

sustain, Balsan adds.

The strategy requires investment in training, taking into account the risk of unemploy-

ment @Ign, 2010]. Thus, as stated by Giret [2000] investment in human capital de-

pends not the expected wage, but also the risk of unemployment. The extension
studies can then lained by lower opportunity costs, he concludes. In this sense
Kodde [1989] shows t@ prospect of unemployment risk leads the individual to in-

vest more in education,nin o #improve employability, and reduce the risk of unem-

ployment. & O )/\37

Lepage [1999] points out that the @onsh' een human capital and unemploy-
ment remains complex, on the one har{@undk&&oyment encourages the unem-
ployed to invest more in human capital, Lepa@; erve’s%\gwe other hand, rising un-
employment destroyed part of human capital, following its ({g%t’ion, he notes. Hu-
man capital may depreciate if the skills are not maintained in good (@ition through
regular use, he affirms. From this point of view, the long-term unemployment and youth
unemployment can lead to deterioration of knowledge and skills [Fraisse-D'Olimpio,

2009].
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2.3.1 The Concept of Employability

To many people, employability is simply about getting a job [Foster, 2006]. However,
the author observes that there is so much more to employability than gaining employ-
ment. He argues that statistics do not take into account the fact that some graduates may

have taken lower level jobs in order to deal with financial pressures, particularly after
incurr@&@ through their studies.

Yorke & Knighti)% define employability as a set of achievements — skills, under-
standings and personal‘aﬁ@utes — that make graduates more likely to gain employment

and be successful in ?{ir ;? occupations, which benefits themselves, the work-
force, the community a%cona%\. Further, Yorke and Knight define employability

more comprehensively as the €a 'Iity{ @e self-sufficiently within the labour mar-

ket to realise potential through sus aI e ent. In simple terms, employability
4

@ing jolthey conclude.
AN

Hinchcliffe [2001] defines employability as having a set of sl@lowledge, under-

is the capability of securing and retainin

standing and personal attributes that make a person more likely to ce and secure
occupations in which they can be satisfied and successful. According toﬁon [2004]
employability is a lifelong issue and nobody is ever perfectly employable. This means
that there will always be aspects of a person’s employability that would benefit from
improvement, the author concludes. According to Lee [2002] employment and employ-

ability are different. He distinguishes the two terms as follows: Being employed means
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having a job, being employable means having the qualities needed to maintain employ-
ment and progress in the workplace. Employability is about learning — learning how to

learn — and employability is not a product, but a process [Harvey, 2001].

According to Moreau & Leathwood [2006] employability refers to a set of achieve-
mentd to skills, understanding and personal attributes that make graduates more
likely to ployment and be successful in their chosen careers, which benefits
themselves, the’yngce, the community as well as the country’s economy. Employa-

bility has been used a/f‘p}formance indicator for university education [Smith et al.,

2000]. Employability h a@? defined from two perspectives: individual and insti-
200

tutional perspectives [f@a\

being able to demonstrate th ibutes 4o gltain jobs, while institutional employability

. He defines individual employability as graduates

relates to the employment rates o niver@?raduates. Mason & Cranmer [2009]
pointed out that ‘employability’ refers o@rk e@&ss’ that is, possession of the
skills, knowledge, attitudes and commercial L@ﬁ’] ing tirat will enable new gradu-
ates to make productive contributions to organisational obje{'ur?\ﬁon after they get
absorbed in the job market. Employability is having a set of skills, k@ledge, under-
standing and personal attributes that make a person more likely to cho(sg\and secure

occupations in which they can be satisfied and successful [Moon, 2004].

From the employer’s perspective, ‘employability’ refers to ‘work-readiness’, which

means possessing the attitude, skills, knowledge (ASK), that would enable new gradu-
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ates to positively contribute to firm’s goals when they starting working [Treleavan &
Voola, 2008]. Employers want graduates with relevant subject specific skills,
knowledge and understanding, but in addition to this are looking for well-developed ge-
neric skills in a number of areas [Harvey et al., 1997]. Harvey and Howard [1999] cited
that graduates’ success in their jobs depends more on graduates attributes than on nar-

row d@lggge specific degree. Further, they say that graduate employability is an im-

portant asp @ higher education industry, because it evaluates the success and ability

of the particul%ion in producing work ready graduates. Further, it has become

common cause for em;@ to express concern about the gap between the outcomes of

higher education (in t%s% ity, type and quantity of graduates), and the needs of

economy [Yorke, 2006;¢ar

L, %
0 (/4//

2.3.2  An Overview of University Educ in%@

Many universities nowadays, have adopted @) tward;%gqng approach, and work

closely with industries and employers. The Australia-based ﬂj?ejﬂes (Griffith Uni-
versity, University of Canberra, University of South Australia, and Cu@University of
Technology) and the UK based such as, University of Leeds, Universiﬁ Leicester
and in the United States, for example, University of Texas and University of Pittsburgh
have identified specific generic competencies that graduates should develop to enhance
their employability. The Kellogg Graduate School of Management (North-western Uni-

versity) treated students as “partners”. The university worked closely with the industries
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and has introduced 50 new courses since 1995 to keep pace with the changes in the
business world. Similarly, National University of Singapore’s Business School is also
providing a rigorous, relevant and rewarding business education that develops leaders

for the global marketplace.

The back presented earlier, showed that the issue of the graduates’ employability
has long been ddvjssed and the debate still continues. With the world of employment
moving rapidly, tra |o/r?l_career path is no longer the best choice. The entire industries
are looking for ‘excellent%er who are able to compete with the ever challenging
environment. With t anﬁ? tter-qualified workforce, Higher Education (HE)
experts need to give more €m sis‘@reloping skills compatible to the industry de-
mand. One of the tools used to @Io t ils would be the academic curriculum,

which is a vehicle through which a tes ca/e ansferred during the classroom

learning that would prepare graduates wh% e% workforce [Fallows et al.,
2000]. # \S\/)\

Employability has been used as a performance indicator for higher education institu-
tions [Smith et al., 2000]. It represents a form of work specific (pro) active adaptability

that consists of three dimensions: career identity, personal adaptability and social and

human capital [Fugate et al., 2004].
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Nevertheless, in Clarke’s [1997] study based on 40 chief executives or managing direc-
tors from manufacturing and services industries under the Industry and Parliament
Trust’s Study Group on Employability, United Kingdom, concluded that employers are
actually looking for the graduates who possess attributes of long life learning, flexibility

and adaptability to changes as well as some generic skills of communication, teamwork,
initiatlem solving and decision making.

After Clarke 'ngs Crosling & Ward [2002] carried out an extensive survey of em-
ployers of Monash ersity business graduates confirmed that the significant role of
oral communication mgf kplace. They further pointed that emphasis in university
primarily on formal pr: tatloﬂ? }\an adequate preparation for workplace oral
communication. The mos used@ of oral communication are informal work-
related discussions, listening an a/& win ctions and informal conversations. In
recent years, many tasks are becomu‘% |@

ning to seek graduate who displays a blend uman relations skills [Zar-

ndent and employers are begin-

gari, 1997]. Based on comprehensive previous eviﬂLnte Co@ 999] suggested that
employers prefer graduates who possess basic, higher-order and aff%ﬁ-ve skills. In an-
other study Leon & Borchers [2002] discovered that employers require%es with
more intrinsically humanistic skills rather than academic or technical skills. ‘Success’ in
the graduate labour market is typically defined as graduates securing employment in
jobs that make appropriate use of the skills and knowledge developed in the course of
their university studies. A key element of the government rationale for higher education

expansion is the economic and organizational restructuring associated with the
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‘knowledge-intensive economy’ and the perceived necessity of increasing the supply of

high-skilled labour to ensure national competitiveness [Wilton, 2008].

On the other hand, Leon & Borchers [2002] regrouped the work skills into nine skill
catego@namely; reading, writing and math; communication; critical thinking; group
interactio@bsonal development; computer skills; technical systems; leadership; and
team work. ThHeNfollowing skills were mentioned most frequently; knowing how to
learn; competence%ie ing, writing and calculation; effective listening and oral com-
munication skills; adaptab@rough creative thinking and problem solving; personal
management with str&\&lf-es epMand initiative; interpersonal skills; the ability to
work in teams or groups; e@ e lea )sﬁip; and basic technology skills [Imel, 1990].
However, Cotton [1999] segregdfcje skills into three clusters: basic skills,
ills {

higher order thinking skills; and affectige a ; its. Further, Kilpatrick & Allen

[2001] concluded that work skills with high and ar s for knowledge work (ide-
as, design, innovation, marketing, monitoring aJd;manag@%soft skills (conflict
resolution, leadership, team-building and workplace communicﬂ%méliteracy, and
numeracy skills. Baker & Henson [2010] identified only three areas D(Vvork skills
namely generic skills, career management skills and career sector knowledge. In addi-
tion, Le Deist & Winterson [2005] associated employee’s competency with cognitive,

functional and social competence.
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Al-Dosary et al. [2006] stated that a majority of employers reported quality shortcom-
ings among job applicants for graduate employment. The major problems of national
human resources development fall into two broad categories: [a] those related to lack of
‘high-level” manpower with key skills and competency and [b] those related to redun-
dant or under-utilized manpower, the authors affirm. Thus human resource development
is bas oncerned with the two-fold objective of building knowledge and skills and
providingé yment and broader opportunities for unutilized or under-utilized man-
power, they C(ﬂ .,Moreau & Leathwood [2006] pointed out that in a context of
considerable changes irff\‘e/abour market and higher education, a discourse of employ-
as%ominant. Universities are urged to ensure that they

produce ‘employable’ @&%S, a&g\ @duates themselves are exhorted to continually
ies arfd e

develop their personal skills, %

ability has become in

@riences in order to compete in the gradu-

ate labour market. For the individ pl )Ldepends on the knowledge, skills
and aptitudes they possess, the way theé@ose s&\and present them to employers

and the context (e.g. personal circumstances labou @*et environment) within
which they seek work. /)\l

A local study by Azmi [1988] revealed that employers rated items such as arrive on
time, demonstrate a sense of responsibility, cooperate with supervisor and possess a
positive attitude toward work, as the major desirable employee traits. Mustapha &

Greenan [2002] identified the employers’ perceptions of work skills, and found that be-

sides the basic work skills (such as technical skills, communication skills, social and
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interpersonal skills, self-motivation, critical thinking and problem solving skills), entre-
preneurial skills and positive attitude toward work are components needed by the k-
economy. Recent studies indicated that private university graduates exhibited slightly
higher level of mismatch between employers’ needs and undergraduates’ skills namely
in criteria such as critical analysis, planning, problem solving, oral communication, de-
cision ing and negotiating skills [Wye & Lim, 2009]. The Malaysian employers pre-
fer to recr duates with high ICT skills, ability to work as a team, interpersonal
skills and profig%nglish [Singh & Singh, 2008]. According to them interpersonal
and communication sk(@cademlc qualifications and work experience are key selec-
tion criteria used by e oy n recruiting new graduates. A research done by Wil-
ton [2008] highlighted ;f tned by graduates, combined with transferable

skills and widely recognlsed va lq{ rtlflcated degrees may give graduates and

their employers critical advantages Ioc /global market.

<o %

Research has shown that education is a prerequisite for ach&)eeveral development
objectives, and that it is positively associated with a wide varletyh an welfare is-
sues that are seen as development goals [Tilak, 2002]. Tilak further afﬂmf(t\at univer-
sity education seeks not only to generate, transmit, store and retrieve knowledge but al-
so to form persons of virtue and integrity. According to [Al-Dosary et al. 2006] univer-
sity education should train leaders who are critical, creative and innovative. Such lead-
ers are offered the challenge of actualizing their potential and transforming the society

[Moreau & Leathwood, 2006]. The university, therefore, assists students in developing
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skills that help them learn lessons from the past, examine the present and plan for the

future.

High quality university education transforms individuals and societies in ways that re-
duce poverty and increase the global competitiveness of nations [Noe et al., 2003]. The
authorsaffirm that recent studies confirm that university education produces both public
and private Hs. The private benefits include better employment prospects, higher
salaries, ability to ﬂe'rs nd complex social and political issues, the authors conclude.

Most African countries t;a( d independence with a huge deficit in skilled human re-
sources [Kamoche et ordlngly, the authors argue that this deficit can be
linked to missionary sp @ for@ucaﬂon under colonialism, which aimed at
equipping local people with ru ry s |II at enabled them to serve as clerks and
teachers. According to Digolo [2006@9reat nd working tool a nation can of-

fer her people is education, which in retur /% y society. Digolo notes that

this is achieved through the provision of quahty}dﬂ‘caﬂo@ accessible and rele-

Q<\

According to Oluoch [2002] education is defined, as the process of acquiring and devel-
oping desired knowledge, skills and attitude. Aluoch adds that the word process brings
in the idea that education is a continuous activity that never ends. Further, he says that

the word develops also shows that acquiring knowledge, skills and attitudes is not once
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but the acquisition of more and more knowledge, skills and attitudes is necessary so as

to deepen and widen what has already been acquired.

The history of university education in Kenya dates back to the colonial period when
Makerere College in Kampala, Uganda was established to cater for Eastern Africa
Coun @ Ntarangwi, 2003]. Ntarangwi adds that at independence, the three East Afri-
ca (EA) co @ s established the University of EA. He observes that the Royal Tech-
nical College |ﬂ i became a constituent college of the University of EA. He adds

that in 1970 Universit@airobi (UoN) was established as a fully-fledged national

university. @
(N0

The original intention of univ!rgdy edue{ was to train administrators and white col-

lar workers to be employed in g of%,m Kenya, Consequently, admission
into the university was elitist and very sso @A/lth the development of com-
munities and schools in geographical areas an gre Sw:angelization by the mis-

sionaries. However, the “A” level system where schools adml/ﬂz}t best students from

across the country led to some regional parity. O

In recent years, high levels of poverty, lack of infrastructure and equipment in some
schools have been a major impediment to access to university education. Despite the
effort that the students and graduates have quite realistic perceptions about the employ-

ment prospects, they continue to aspire for certain kinds of jobs [white collar, and par-
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ticularly, in the public sector]. They look at these jobs primarily as a vehicle for achiev-
ing social prestige and upward mobility in a class differentiated society. This leads them
to crowd the educational institutions possibly with a hope that they will ultimately suc-
ceed in getting such a job. But the result actually is a mass production of graduates a
large number of whom are not wanted by the labour market. Constraints. In spite of
these raints, there is a steady increase in the number of students qualifying for uni-
versity admi that has not been matched with similar expansion of university facili-
ties. This problﬂy@:ompounded by the change in education system from the 7:4:2:3
to 8:4:4 which gave riﬁﬁj double university intake in 1990/91. In order to meet the
increased demand, the Gov: t embarked on an ambitious programme to expand

facilities in universitie CL\is lm%\sn,tion was not sustained and some of the infra-

structure remains incomplete.% O

"We are questioning the quality of educati ffe @s@ur universities," said Federa-
tion of Kenya Employers Executive Director We@®"Most graduates we hire
do not have the skills in their areas of study to help them co/ ete in the workplace.
They have nice [degrees] that they cannot defend in the field." Mugt@d Sabahi that
some university administrators are compromising the quality of educatio@accepting
students without improving campuses' capacities to absorb them, and only considering
financial gains when expanding and varying education programmes. "We used to see
universities specialise in a given field, say medicine or education, but currently all the

universities are offering degrees in every field, so they can cash in on as many students
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as possible. With such trends, you cannot guarantee quality training for learners,” Mugo
said, adding that employers are often forced to pay to train workers in order to fill the

skill gap.

School administrators are simply responding to emerging trends in real time, said Uni-
versiti@c demic Staff Union Secretary-General Muga K'Olale, adding that providing
more prog s that are flexible and shorter helps make education more accessible.
"The market de’%vat [a person] can only secure a good job when he or she has a
degree is what is drivi@ny [job-seekers] to lecture halls. To meet these demands,

universities are forced«o s ’yampuses to cater for the increase [in enrolment],”

o,

In most developing countries, and Iarl@nya, the examination system makes

K'Olale told Sabahi.

schools competitive, [focus group interv d the @archer’s experience and partiC-
ipation]. In Kenya, some secondary schools se@@ @\S\iumber of A’s the school
should obtain in a particular exam. The teachers are motivat{;)tﬁjgh monitory re-
wards or sponsored for a trip to South Africa, Dubai or China. The eff this motiva-
tion may make the teachers cover what is likely to be tested in the exar@ions. This

trend of just getting interested in only the examination results continues in universities.
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2.3.3 Kenyan Graduate Employability Skills and Job Market Demands

Creating one universally relevant definition of employability skills is, for practical pur-
poses, impossible, because the skills needed for employability can depend on many dif-
ferent factors such as job type, industry sector and career stage. However, the following
definition will be used for the purpose of this study. Harvey & Morey [2003] defined
emplo@l&skllls as skills required not only to gain employment, but also to progress
within an en@nse so as to achieve one’s potential and contribute successfully to en-
terprise strategic ‘difections. The author affirms that employability skills are more im-
portant than academic @edge gained from the graduate’s degree. According to [Mo-

reau & Leathwood, 2% for ajority of employers, it’s not what you have studied

that makes you an attr rop It s what else you can bring to the organisa-
tion: skills, attitude, energy, : o(rtﬁ/for development. They also highlighted
that some employers place very h| rta generlc skills [such as communica-
tion skills and team-working] and per rlbut ch as resilience and commit-

ment]. They also strongly held the view tha jg:q/?@h of employability skills
should be seen as a continuum of learning that supports job prog)?on not just entry
into the job market. Skills are the building blocks of one’s career. Skl@fer to certain
personal abilities of an individual, which can be taken from one job role to another, used
within any profession and at any stage of the graduate’s career. The need to have skilled
worker and not just knowledge is a factor that is highly demanded for any job require-
ment. As reported by the Australian industry Group report [2006] the demand for higher

levels of skills, frequent updating of skills and excellent ‘soft skills’ as well as technical
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skills is rising. The survey showed that over 90 per cent of the employers look for peo-
ple who are flexible and adaptive, willing to learn on the job, team players, technically
competent and committed to excellence [Thompson et al., 2008]. A skilled and adapta-

ble workforce would enable employers to respond to the industry changes.

Leon @0 chers [2002] regrouped the work skills into nine skill categories namely;
reading, vé\ nd math; communication; critical thinking; group interactions; person-
al developmenﬂ;@ter skills; technical systems; leadership; and team work. The fol-
lowing skills were mentioned most frequently; knowing how to learn; competence in

reading, writing andﬂu@' effective listening and oral communication skills;

adaptability through crw@&l{ink@ problem solving; personal management with

ﬁrp(m&al skills; the ability to work in teams or
b s@chm@?kills [Imel, 1990]. However, Cotton

[1999] segregated the work skills into '{@uste . Mdasic skills, higher order thinking

strong self-esteem and initia

groups; effective leadership; and

skills; and affective skills; and traits. Further, @)ﬂck i &n [2001] concluded that

work skills with high demand are skills for knowledge work ( sy design, innovation,
marketing, monitoring and management), soft skills (conflict resol , leadership,

team-building and workplace communications), literacy, and numeracy slﬁ.\

Baker & Henson [2010] identified only three areas of work skills namely generic skills,

career management skills and career sector knowledge. In addition, Le Deist & Winter-
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son [2005] associated employee’s competency with cognitive, functional and social

competence.

2.4  Conceptual Framework

There are many variables within each one of these objectives, which can be examined,
such @i ingness to learn, self-promotion, customer orientation, foreign language,
flexibility, itment, and so on. However, for the purpose of this study, the re-
searcher plans’tyg)vine only the following employment skills (which were ranked

highest in terms of preﬁéﬁf during pilot study) from the following categories:

2.4.1 Interp retatior%’izg\

2.4.1.1 Self-reliance - self- emeq{,r diness to accept responsibility, flexibility,

resilience, time management; pro t@/ n&% and planning action. According

to Gavin [2002] self-reliance skills enta{ ttri &uch as self-management, readi-

ness to accept responsibility, flexibility, resilie@j’me%gment.

The study focuses on initiative/proactive i.e. the ability of an individt@o spot oppor-
tunities and potential problems, and take action to get the best outcome as well as work-
ing without constant supervision; commercial awareness/networking i.e. understanding

the key factors that contribute to an organization’s success e.g. providing a quality

product; good customer service; well -trained, motivated staff; controlling costs and
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planning /organized/self-directed i.e. the ability to plan and carry out a workload effi-

ciently and effectively.

2.4.1.2 People Skills - teamwork, communication skills, listening and questioning,
respecting others, contributing to discussions. According to Nelson & Simmons [2003]
these @I attributes such as teamwork, communication skills, listening and question-
ing, respectipgQ dthers and contributing to discussions. The study focuses on team work-
ing, that is, Woﬂgﬁ,ectively with other people, interpersonal skills, that is, the ability
to work for, with and dﬁ)jde others, oral communication, that is, ensuring one is un-
derstood by writing o%ea é'&a clear and articulate manner and leadership, that is,
the ability to take responsibili forg\ rs.
.7,
@@ prd@solving, literacy, application of nu-
4

meracy. According to Kilpatrick & Al

2.4.1.3  General Employment

1] %bove mentioned skills are often
referred to as "transferable”. This means tha yire n y applicable to employ-
ment but also across a range of other academic disciplines. {%r further empha-
sizes that in addition to a graduate having all these attributes, the key dation, must
be a positive attitude: a ‘can-do’ approach, a readiness to take part and co@ute, open-

ness to new ideas and a drive to make these happen.

This researcher strongly feels there is dire need for universities to equip their graduates

with skills that the industry requires. This is because graduates with the abilities, skills



-69 -

and knowledge [ASK] of a certain discipline, usually create a cohort of lifelong learners
who can easily adjust to dynamic changes which may face job market. These graduates
make themselves automatically employable, since they can demonstrate expertise which

can be adapted widely in the job market.

2.4.2 ersity B. Com Curriculum

Curriculum de\aey)ment is both a technical and social process [KIE, 2006]. In order for
the process to proc /e#:tively and efficiently, the context in which it is carried out
must be considered [Shiun%Omulando, 1992]. Curriculum development may be ge-
nerically conceived a%alﬁﬁ?‘qn of various processes employed in the pursuit of
certain set goals in a school_sysiem @2006]. According to Hopkins [2001] curricu-

lum development models appropfiate for %ation may be impractical in another.

This is because the curriculum is a ;@I const@nd diverse societies do not hold

universal views, he adds. It is therefore im@@to%r context when developing
curriculum [KIE, 2006]. J \S}

)\
According to Bermama [2000] University curriculum must be com‘ﬁtible and relevant
to the industrial sector’s requirements. Rogow [1993] mentioned tha@@cular must
balance theoretical with industrial knowledge. Universities must work closely with the
industrial sector, including in co-curriculum development, to ensure their graduates are
relevant to market demand. "Many graduates come from universities unprepared to hit
the job market running because there is a disconnect between the education curriculum

and the workforce demanded by the current economic environment,” said David Owaro,
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an economist at the Nairobi-based Institute of Economic Affairs. University curricula
should focus on fields where job growth is expected, such as manufacturing, entrepre-
neurship, agribusiness and the service sector, he said. The study found out that employ-
ers are dissatisfied with the preparedness of school graduates for the world of work.
Further, the employers indicated a strong willingness for participating in curriculum de-
velop ut they have not been involved [Nyandusi, 2001]. The University curricu-
lum musté patible and relevant to the industrial sector’s requirements [Rogow,
1993]. Further’yggv argues that curricular must balance theoretical with industrial
knowledge, and he enﬂa‘yes that universities must work closely with the industrial

sector, in co- currlculu ent to ensure their graduates are relevant to market

demand. In the early 1 tertl ducatlon in some countries typically contained

curricular materials that Were/&ss med to the interests of employers in the
pha!@oycholastlc outcomes in the academic

achievement of graduates [Mason, 1992 @/\/ @995 Lee, 2000 cited in Quek,

workplace. The curriculum put st

2005]. This view is supported by the ngher 6@ of Malaysia (HEMM),
that unemployment among graduates is due to the lack of ge(;kﬁnpetenmes in un-

dergraduates program.

2.4.3  Quality of University Education and B. Com graduates in Kenya

Quiality in a product or service shows itself in the satisfaction of the client. Quality edu-
cation demonstrates its due accountability to the public when it is relevant to the needs

of the leaners and of the community. This is why every nation, in principle seeks to
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have universities of quality, which produce graduates of substance and distinctive char-
acter,,, with productive, innovative and creative abilities, as well as excellent leadership

abilities for service to the community [Mugo, 2001].

2.4.2.1 Ingredients of Quality University Education

The e‘@» ing are the ingredients of quality in university education:

[i] T§ ents admitted — students are the focus of the university’s academic
programmes. T’hg/yr be viewed as the ‘raw materials’ of the university enterprise.
Quality of students ma@araeterised by the following indicators: the interest shown

in the institution; prior sti@ sessment; basis of selection or admission, systems of

allocation course of stddys jab plag\ nt; impact and contribution of alumni [GOK,

2007]. /s/ /
1, ¢
ONL7

[ii] The curriculum or programmes< g{@programmes enhance research,
scholarship, and serve to develop the intellect %aci@ \?l‘anted and gifted students
in their areas of interest. A wholesome programme enables {v?ﬁlt to gain depth in
both theoretical and practical areas. Most masters’ programmes in a are mainly
done through coursework and a small project component, which makes the ‘students in-
competent in research especially when exposed to PhD programme. There is need,
therefore to balance the coursework and the thesis component to ensure that the students
are well prepared. In addition, courses on proposal writing and writing of research re-

ports should be integral parts of graduate studies to eventually enable these upcoming
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scholars to access external grants. Professional writing is critical re of need that would
enable students to participate in the world of publishing and dissemination of ideas

[UNESCO, 2006].

[iv] Academic staff — Regardless of the level of education under consideration, it has
been that the teacher resource is one of the most important inputs into the educa-
tion syste& icated, inspiring and competent lecturers are key to quality instruction
and the overall%ment of the students. They are looked upon as role models. Re-
grettably, Kenya’s uni@ score is rather low compared to other African countries
with regard to how myfa@ embers are qualified to the PhD level. This is mainly
due to the brain drain p@&\eno%her factors [GOK, 2007]. The quality of edu-
cation would be improved if ics ff@uld be given incentives to write and pub-
lish; and if the terms of service fo @ lec is a revised. The level of quality in
these critical categories is in turn, depeé@n S @ﬁve key pillars, which include
the overall environment, the prevailing Ieade@%n({% cessary funding and the

equipment. /)\%

Kabaji [2013] director of public communication and publishing at the!%de Muliro
University of Science and Technology said the huge number of graduates entering the
market with inadequate practical skills highlights the inadequacy of the current educa-
tion system. This, he said, contributes to the high number of unemployed and underem-

ployed graduates in Kenya today. According to the Kenya National Bureau of Statistics
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(KNBS), the unemployment rate stands at 40%, with the highest percentage among the
youth between the ages of 18 and 34. Kabaji said the government, in consultation with
the private sector and academia, should help align education programs with the short

and long-term economic needs of the country.

Mania@l ] managing director of the marketing research firm Consumer Insight, said

the qualit duates Kenyan universities produce has been decreasing over the last
15 years. "This’ig er disappointing to me as an employer, and that is why we started
a system at Consumer @\ where we never hire graduates straight from the universi-
ty," he told Sabahi. "VV){ec% m as trainees based on their attitude and intelligence,
take them through a rig Cl{ain' /gghire those that pass the test after six months."

"Universities need to make atof{ t graduates go for internships to acquire

necessary on-the-job training," he add@he said curricula should be changed
with input from employers to make sur£®est tion, technology and practices

are used when preparing students [Ramah, 20@ # \S}

)\
The reason for the above situation may have been caused by the fact tf@enya inherit-
ed an ill designed education system in 1963, from missionaries and cﬁal powers
[Orebro, 2010]. Further Orebro notes that education system was racially segregated
structure, characterized by gross imbalances in the corresponding pattern of expendi-
ture. He affirms that education system was actually designed to serve colonial and mi-

nority interests. Its curriculum was infused with British content, practice and ethos ad-
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ministered and indeed taught largely by expatriates [Wanjohi, 2011]. Wanjohi argues
that the curricular materials were far less accustomed to the interests of employers in the
workplace. The materials did not facilitate application of classroom learning in the ter-

tiary education to the workplace performance [Eshiwani, 2009; Mutiny, 2010].

A loc by Azmi [1988] revealed that employers rated items such as arrive on
time, dem r@e a sense of responsibility, cooperate with supervisor and possess a
positive attitudei ard work, as the major desirable employee traits. Mustapha &

Greenan [2002] identiﬂ’eﬁy employers’ perceptions of work skills, and found that be-

sides the basic Workﬂls s technical skills, communication skills, social and
interpersonal skills, sel i ation,)c%i;al thinking and problem solving skills], entre-
preneurial skills and positive #ttitade towardework are components needed by the econ-

omy. Recent studies indicated that e unﬁj graduates exhibited slightly higher
level of mismatch between employers’ nee du (@vduates’ skills namely in crite-
ria such as critical analysis, planning, proble wng;{?@gommunication, decision
making and negotiating skills [Wye & Lim, 2009]. The Mala(gi%\ﬂployers prefer to
recruit graduates with high ICT skills, ability to work as a team, interp@nal skills and
proficient in English [Singh & Singh, 2008]. According to them intérpersonal and
communication skills, academic qualifications and work experience are key selection
criteria used by employers when recruiting new graduates. A research done by Wilton

[2008] highlighted knowledge gained by graduates, combined with transferable skills
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and widely recognised, highly valued, certificated degrees may give graduates and their

employers critical advantages in the local and global market.

Wong & Hamelin [2006] examined the main issues on graduate employment in Malay-
sia using empirical evidence obtained from annual reports published by various gov-
ernm ipistries as well as a tracer study conducted in 2002 on Diploma in Banking
graduates& ARA University Technology, Sarawak. The tracer study intended to
assess the perfo’ryp%of a group of young working graduates by obtaining their feed-
back regarding the reléfa‘yy of subjects offered by the programs in university. The

findings showed that}sre% discrepancy between graduate’s skills and the re-

quirements of job markeét. ug 31%\ raduates were trained to take up mid-level man-
agement positions, and more % d(t@espondents were in junior administrators

or lower position. A study by McLE€j ooz@d that work skills for small and me-
dium enterprises consist of five core akﬁ' i.e. (&nal values, interpersonal skills,
initiative and enterprise skills, learning and w jﬁs@@ole & Zahn [1993] cate-
gorized work skills required by employers as personal values, m solving and de-
cision making, relation with other people; task related skills, commun@)n skills, ma-
turity, health and safety as well as job commitment. The core component of*work skills
consists of communication, team work, problem solving, initiative and enterprise skills,
planning and organizing, self-management, learning skills and technology that contrib-

ute productive employee [ACCI 2002].



-76 -

Kenya’s quality of education remains under pressure at all levels, with overcrowded
classrooms, insufficient numbers of qualified teaching staff, insufficient teaching aids
and ill-equipped and physical facilities [Wanjohi, 2011]. Further, you will discover that
most candidates who join the Kenyan universities will have gone through the 8-4-4 sys-
tem of education, which highly promotes cramming of material, as opposed to imparting
skills ra, 1996]. It is no wonder that some students plead with their lecturers to be
told the ar& ich the examination will cover. According to Odebero [2010] the ex-
amination syst;yyprs the students with a high capacity to reproduce the theoretical

information. Odebero oﬂe‘ys that students are interested in just passing their examina-

tion irrespective of whether ve or not acquired relevant practical skills for gain-

ful employment in a par%rad%
.7,

The gap between employers’ dem fres%?duates is expanding [Weligamage &
Siengthai, 2003]. From the researcher’s @of e@he expansion of the gap is evi-
denced by newspapers’ job advertisements, v@ﬁnp@e\vpecify the work experi-
ence of their job candidates which may be one year and abo{,gﬁian advertisement
eliminates the possibility of fresh graduates to get jobs [Amimo, 2000]®st employers
target fresh graduates for management trainees and sales jobs which requires'little skills.

From the above information, one may assume that there are qualities/skills employers

are missing in today’s fresh graduates.
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Kenyan industry prefers to employ a member of staff who is fully trained in the area of
their specialization, who is creative, innovative, independent thinker through tasks and
goal oriented, to employing somebody they have to closely supervise and retrain [Kin-
yanjui, 2007; Kipkebut, 2010; & Mogambi, 2013]. Further, it is also increasingly get-
ting difficulty to find job candidates who can relate what they have learnt in university
to theq arket situations [Kinyanjui, 2007]. Hence, the researcher’s desire to investi-
gate the po @ty of employment skills gap of B. Com graduates.
1,

According to Gudo & @011] there is higher prevalence in examination cheating in
universities than thos?\s% y schools. The authors attribute this scenario to lack
of adequate control me@@ker} tnst examination cheating and remote chances of
detection. The frequency of s% A@n universities lowers the quality of grad-
uates [Musembi, 2011]. As a result; mpl@ reluctant to absorb the graduates in
the job market, Musembi affirms. He ncgs@ sore ersity students use money and
sex to influence some lecturers and fellow StU(QS 0 gﬁ erved grades. He affirms
that the use of sex to obtain undeserved grades is a more po{ r'tool in the hands of
students than money. As a result of this, the quality of the graduates @finitely com-
promised [Amimo, 2013]. This trend would definitely widen the skills ga@ween em-

ployers’ expectations and what the graduate possesses.

2.4.4  Training and Employability
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Substantial training and development opportunities are broadly recognised as an im-
portant feature in attracting and retaining new graduate recruits [Association of Gradu-
ate Recruiters, 1999; Sturges & Guest, 1999; Hogarth et al., 2007]. From the organisa-
tional perspective, a graduate training programme can provide a skilled talent pool
based on shared, organisational wide competencies and technical capabilities meeting
imme taffing and future leadership needs [Jenner, 2008]. Ball [1988] & Nelson
[1991] hi ed the Information Communication Technology (ICT) professionals
who possess sﬁ' nt human relations and management training enabling them to
communicate effectiveﬂr‘y‘uain a scarce and vital resource for the development of via-

ble economies. Under)@c i 71d training, Kenya will provide globally competitive

quality education, traini@@res%o hers citizens for development and enhanced
individual well-being. /s/ /
1, ¢
ONL7

The overall goal for 2012 is to reduce { yb/k&oasing access to education, and
raising the quality and relevance of education@juﬁr g’o% ill include increasing the
transition rates to technical institutions and universities from 3% % by 2012. Public
and private universities will be encouraged to expand enrolment, Wit@ emphasis on
science and technology courses and revise curricular of university and technical insti-
tutes by including more science and technology subjects Government of Republic of

Kenya [2007] Kenya Vision 2030.
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A careful use of training methods can be a very cost-effective investment in the sense of
using the appropriate method for the needs of a person or a group. However, many
commentators have mentioned that organizations often use inappropriate methods
which can be both costly and time wasting and bring very little improvement in the per-
formance of the employee [Beardwell et al., 2004].
O

In East Afri Kenya, Uganda and Tanzania] demand for post graduate training to
provide the cmﬁyﬁh competitive edge in the knowledge economy is evident. There

is need for the Governm@nt to provide quality training that develops the country’ poten-

tial for creativity, inn%i%ntrepreneurship to the full. The Government should
ensure the developmem@

munity centred and truly wor

Iity&%s ing that is relevant, sustainable, inclusive, com-

. Aeé@ng to Wandiga et al. [2007] Kenya intends

tive@n resource base to meet the require-

to create a globally competitive a
ments of a rapidly industrialising ecog The a@rs say that this will be done

through life-long training and education. The Qﬁhat 5&:aiority, a human resource

database will be established to facilitate beater planning of {vka)'resources require-
ments in the country. Furthermore, steps will be taken to raise Iabom@oductivity to
international levels. Other steps will include the establishment of new tec@al training
institutions, as well as the enhancement of closer collaboration between industry and

training institutions, they confirm.
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As Walton [1999] writes, “In today’s complex and dynamic environment, it is no longer
necessary to debate whether training and development (T&D) activities are luxuries in
which only organizations can indulge in prosperous times.” Most organizations - large
and small - have come to realize that developing an effective work force is no more a
luxury than having a sales or accounting department. It is an accepted fact that training

ent are necessary for spirit, survival, and performance of an organization -

it must deve @ hose who will manage the organization in the years to come. According

to [Beardwell ﬁ,{y)ﬂ HRD is seen as having a significant part to play in achieving

and maintaining the s \9and success of an organization. They continue to say that
d

managers have not on e@t?acquire appropriate people to resource it, they also

need to train and devel . );s/
’94/ /O

2.45  Demands and Supply in t)@oour@ﬁand Employability
Employability is a notion that captures th mi gypolitical times in which we
live. It is argued that national governments can Pklonger‘g?;(ygae employment in a
competitive global environment. As the developed economiesLtome to rely on
knowledge-driven business, employability is seen as a source of comp@@edvantage
as national prosperity depends on upgrading the knowledge, skills and entrepreneurial
zeal of the workforce [Brown & Lauder, 2001]. In this new economic competition the
role of government is limited to providing the opportunity for all to enhance their em-
ployability, which has led to the rapid growth in higher education. Employability is also

seen to reflect the shift away from the bureaucratic career structures of the past that of-
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fered stable career progression to significant numbers of white-collar works [Collin &
Young, 2000]. The large corporations have become leaner, flatter and prone to rapid
restructuring making them incompatible with the expectation of a bureaucratic career.
This led companies to highlight the need for employees to not only remain employable
with their current jobs but in the external labour market, if they should find themselves

in the of ‘surplus’ employees [Sennett, 1998]. A feature of work reorganisation

in the twe rs has been the democratisation of insecurity. Redundancy is no longer
restricted to semzwd and unskilled workers. Technicians, engineers manages and

professionals, have alldffo ered that the long tenure career bargain is dead [Cappelli,

1999; Peiperl et al., 200Q]. @
&7

People are the greatest poten et té@rganization. The development of people
and creation of organizational con for @Iizaﬂon of their development talents
should be of the highest priority and ¢ to t e@erning body and the top man-
agement of any organization [Byer, 1970]. ye’argﬁsqnly truly sustainable re-
source providing long-term competitive and consumer advan@ton, 1999]. Wal-
ton continues to argue that any organization can quickly access the @lents of new
technology, reverse-engineer products; what is scarcer are the distinctive’s%'\lls or com-
petences which individuals brings to, and acquire during their stay within a given enter-
prise. [Waterman, 1994; Garfield, 1992] are just two of a stream of influential American
authors who argue that competences can best be generated in the context of collabora-

tive partnerships and team working.
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In its broadest sense, HRD is about development and change through learning; about
how, what and where individuals learn and about what Lyon [1996] describes as en-
couraging people to develop and grow from dependency to independency to interde-
pendency. The HRD practitioners are often uncomfortable about seeing people just as a
work @ viewing them as such appears to limit the aim of learning to maximizing
resource %l. ‘“Workforce’ implies something ‘impersonal,’ large co-ordinated and
compliant [Wa%l] Walton contends that HRD is much more individualistic in
conception. It can recoﬂ‘/and encourage individual aspirations in its purest form; in
its neutral as to where %&les are demonstrated so long as learning has taken
1

place. Ifits goal is lea /g/ growth, then its customers ‘need not be tied to

an individual employer’. @ O
Gilley & Eggland [1989] consider that% %«zaﬂon context has no meaning

unless the connection is made to performanc ;g’? further and state that its
basic purpose is to contribute directly to the organization’s goa}&} ugh improved per-
formance. They read this position by concluding that the dependent v. le of HRD is
‘the measurable increase in performance which is the direct result of org@uional de-
velopment and/or personal training and development’ and not some other factors such

as individual learning or participant satisfaction intervention.
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Walton [1991] has observed that in the past, it was assumed that a high percentage of
people would stay with a given employer - there would be a career for some, job securi-
ty for others. Commitment was associated with life-long loyalty to the firm. The legacy
of the organizational down-sizing of recent years is that the old psychological employ-
ment contract based on ‘trust’ is breaking down and the new ‘knowledge workers’
Whos@l are at a premium will want guarantees of future employability wherever
that might a competitive market place for scarce intellectual resources commit-
ment may stlllyw - but it has been reconfigured. The new challenge is to gen-

erate commitment for @atlon of an individual’s stay by offering the opportunity to

acquire transferable s% %

It is apparent from Walton ] bo h of the learning takes place within or for
organizations. But, as a result of [@)} pressures, Information Technology
(IT) and heightened customer expectat &mn landscape and architecture

of today are not the same as those of twenty z e moved into what some

4,

developed world, large labour-intensive corporations with a high conc@tion of semi-

term ‘the post-industrial era’ and what others describe as the °I ation Age’. In the
skilled operatives are becoming a thing of the past. Technological deveﬁ%ents have
made possible the realization of the location-independent virtual organization. Pressures
go well beyond resolving the efficiency, quality and customer concerns, which domi-
nated the 1980’s. What is significant today is not only the impact of IT on organiza-

tional forms and boundaries, but also the importance of an ecological awareness, new
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perspective on business ethics - perhaps a move away from unbridled competition if re-

sources are to be sustained (Rauch et al., 2005].

Human Resource Development can be seen purely in functional terms, as the provision
of a set of activities that are undertaken to achieve desired individual and organizational
outco It can also be seen as a discipline with a philosophical or theoretical base on
which to practice. Weinberger [1998] makes the point that HRD now encom-
passes a vast sﬂ?@of theory and practice. Blake [1995] contends further that the
field keeps on growm{%}nan resource development is concerned with the develop-

ment of strategies for%p% of learning, development and training opportunities

in order to improve |@ and organizational performance [Armstrong,

2005]. Armstrong, quoting ¢ ?{ Odeflnes human resource development as

development that arises from a cl 10n Leople s abilities and potential and
k of't

operates within the overall strategic fr siness. He continues to say

that human capital development takes a broa@}fon’?&wew about how human
capital development policies and practices can support the a@ment of business
strategies. He is of the belief that a firm’s human resources are a maj urce of com-
petitive advantage. It is, therefore, about developing the intellectual capiﬁ%quired by
the organization as well as ensuring that the right quality of people are available to meet

present and future needs.
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2.5 Types of Unemployment

There are various types of unemployment as discussed below:

2.5.1  Structural Unemployment: It is also known as Marxian unemployment or
long-term unemployment. It is due to slower growth of capital stock in the country. The
entire labour force cannot be absorbed in productive employment, because there are not

enoug@gments of production to employ them. This type of unemployment applies

very well i study problem. This is because Kenya’s economy has a slower growth

of capital stock whi ay cause the B. Com graduates not to be employed [focus group

interview, 2013]. / i /@
2.5.2 Seasonal Unen@cﬂent )& nal unemployment arises because of the sea-

sonal character of a particul UCtI( 6 ity so that people become unemployed
during the slack season. Occupati tin Lculture sugar mills, rice mills, ice
factories and tourism are seasonal. In re o the topic, there are seasonal un-

employment in Kenya which affects B. Com Qpes%%mple firms like Kenya

National Examinations Council offer B. Com graduates job seaso>\ y during pick peri-

ods [Focus group interview, 2013]. Q(\

2.5.3  Frictional Unemployment: It arises when the labour force is temporarily out
of work because of perfect mobility on the part of the labour. In a growing and dynamic
economy, in which some industries are declining and others are rising and in which

people are free to work wherever they wish, some volume of frictional unemployment is
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bound to exist. This is so because it takes some time for the unemployed labour to learn
new trades or to shift to new places, where there is a demand for labour. Thus, friction-
al unemployment exists when there is unsatisfied demand for labour, but the unem-
ployed workers are either not fit for the jobs in question or not in the right place to meet
this demand. The frictional unemployment affects the B. Com graduates occasionally
when @ ave to leave one job to join a more lucrative one or when they are laid off
due to lac o uired skills [Focus group interview, 2013].
=

2.5.4 Cyclical Une@l‘ ment: It is also known as Keynesian unemployment. It is

due to deficiency of a ctlve demand. It occurs when business depression
occurs. During the t| busmess activity is at low ebb and unemploy-
ment increases. Some peop r of employment altogether and others are
only partially employed. This typ p(%ﬂ t is due to the fact that the total ef-
fective demand of the communlty is n C|e @bsorb the entire productive of

goods that can be produced with the availabl ﬁf@ When the businessmen
cannot sell their goods and services, their profit expectations a}?hﬂfulfllled So the
entrepreneurs reduce their output and some factors of production bec@unemployed
Many B. Com graduates were retrenched in the year 2007 — 2008 after the post-election

violence [Focus group interview, 2013].

2.5.5 Disguised Unemployment: Disguised unemployment is the most widespread

type of unemployment in under-developed countries. In under-developed countries, the
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stock of capital does not grow fast. The capital stock has not been growing at a rate fast
enough to keep pace with the growth of population, the country’s capacity to offer pro-

ductive employment to the new entrants to the labour market has been severely limited.

In disguised unemployment, there is an existence of a very backward agricultural econ-

omy. re engaged in production with an extremely low or zero marginal produc-
tivity. Sin employment opportunities in non-agricultural sector are not sufficient,
therefore, most O;Workers are bound to work in agricultural sector. This gives rise

to the concept of ‘disg@unemployment’, in which people are unwillingly engaged

in occupations, Whereﬁir ipal productivity is very low. Kenya is an agricultural
country. However, due rse wcal conditions the agricultural sector does not
remunerate the employees a Y,

4@disguised unemployment [Focus group

interview, 2013]. O Y @L
G,
AN
}

%
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2.6 Conclusion

Unemployment scenario of the graduate level in Kenya has been a serious problem

[Tairo, 2006]. Further, the author affirms that B. Com graduates are frustrated with the

burden of education, as there are concurrent occurrences of joblessness. The prevalent

dilemmg,_ of employability appears as there are imbalances due to expected
Q

skill/q ions by the ultimate employers and what the graduates actually possess.

&)
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23 CONCEPTUAL FRAMEWORK

Independent Variables Dependent Variables
Employable Skills Job Market Demands
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People skills
e Team working

Interpersonal skills
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e Oral communication
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General employment skills

/
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e Problem solving P %}

* IT/computer literacy Challenges of education

* Numeracy Economic conditions
Lack of facilities
Learner’s entry behaviour
Large classes

Curriculum

Leadership )\
"% '/Si;r
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Source: Author [2013]
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CHAPTER THREE

3.0  Research Methodology

Kothari [2004] defines research methodology as a systematic way of carrying out a
study or solving a research problem. It provides the various methods or procedures em-

ployed by a researcher in studying the research problem, the author adds.

O
Q
3.1 Intr%n

This chapter disc& /Tf_ research design, justification of the method used and the
techniques used to analys%The chapter consists of eight sections: Section one dis-
cusses the research de‘%mdﬁ@aﬁon for the choice used. The target population is
described and justified in SQ}ywéﬁaion three addresses the sampling design and
sample size. Section four descri%li%e. Section five discusses data collec-
tion instruments and justification of t 6&1@ Se/céon iX presents the research proce-

dure. Part seven discusses the statistical tec s u analyse data. Finally, sec-

tion eight presents ethical issues. /)\

3.2 Research Design /<\
Research design involves developing a blue print for fulfilling objectives and answering
questions for the study [Saunders et al., 2007; Sekaran, 2003; Welman and Kruger,

1999]. According to Bryan [2001] research design provides a framework for the collec-

tion and analysis of data. A research design can be regarded as an arrangement of condi-
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tions for collection and analysis of data in a manner that aims to combine relevance with
the research purpose [Kothari, 2004]. It is the conceptual structure within which re-
search is conducted. It constitutes the blueprint for the collection, measurement and
analysis of data. Orodho [2003] defines research design as the scheme outline or plan
that generates answers to research problem. The research design is the plan, structure of
investig S0 as to obtain answers to research questions and to control variance [Ker-
linger, 19& ets up a framework for adequate tests of the relations among variables.
According to K ’7 er [1973], research designs are invented to enable answering the
research questions as vdﬁT/y objectively, accurately and as economically as possible. A
research design encovess methodology and procedures employed to conduct
research [Hand et al., urthz\ e authors affirm that the design of a study de-
fines the study type (descri orr , semi-experimental, experimental) and
sub-type (e.g., descriptive- Ionglt%se s@research question, hypotheses, inde-
pendent and dependent variables, exper des @wﬂ if applicable, data collection

methods and a statistical analysis plan.

SHON
L
3.2.1 Types of Research Design O/<\

There are various types of research designs which can be employed when carrying out a
research. This study has discussed some of the research designs which ranked highest in

their use from focus group discussions.
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M Observational Research Design

In this type of design, the researcher describes observations of situation or phenomena
as they occur in a normal setting. The researcher observes and systematically records
events as they unfold for the purpose of describing them and the key variables [Kothari,
2004].
O
S

(i)  Survey.REsearch Design

In this type of desigh, th€ researcher describes people’s responses to questions about a
situation with the aim of n@anding the respondent’s perception from which truism
is constructed, Muger%sj\/lug 9{2003]. This is based on the constructivist episte-
mology which holds that re@ S Wr@pondents generally perceive it to be [Kothari,
2004]. Further, the author states@tfbsu esearch design, a survey is used to ob-
tain a description of a particular percepton ouééh-u tion and their views are used to
represent those of the entire population. T@@\or a @that questionnaires and in-
terviews are used extensively to collect data and dre seen a@(c t ways of gathering

L

%

data from samples representing large population.

(i)  Case Study Research Design

According to Yin [2009] case studies involve in-depth study and detailed description of
a single entity, situation or phenomenon (or a very small group). The author adds that a

case study may involve manipulation of the variables or the subjects and describing the
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outcome. Further, he affirms that the description is typically prepared as a report usually
containing a detailed description of observations during the entire data collection pro-
cess. The information that is included in a case study can be obtained in a variety of
ways such as interviews with the respondents, observation of the subjects, surveys and
study of records [Denzin & Lincoln, 2005]. Further the authors say that the findings of
this ki@f studies are limited in application to the situation and environment in which
the study%ried out. They affirm that case studies blunt efforts towards generaliza-

tion but give im 5}%|nformation pertinent to a situation for quick action.

Bell [1999] states “a ){ %proach is particularly appropriate for individual re-
searchers because it gi opp(x?\ ty for one aspect of a problem to be studied in

some depth within a limited ti e. 4( type of research is involved with a group,
{k

i @rmal%researcher shares a lot of time with
ok ON
L

organlzatlon culture, or commu

the group [Robson, 2002].

(iv)  Exploratory Research Design

Exploratory research designs are used in order to provide insights and%anding of
a phenomenon [Patton, 2000]. The information needed is defined loosely since not
much is known about the phenomena. The research process is flexible, non-structured
and seeks to get tentative information about the phenomena. The sample is often small
and non- representative and the primary data is analysed qualitatively [Tolman & Bry-

don-Miller, 2001].
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This design seeks to generate a posteriori hypotheses by examining a data-set and look-
ing for potential relations between variables [Patton, 2000]. It is also possible to have an
idea about a relation between variables but to lack knowledge of the direction and
strength of the relation. If the researcher does not have any specific hypotheses before-
hand, the study is exploratory with respect to the variables in question (although it
might nfirmatory for others). The advantage of exploratory research is that it is
easier ma discoveries due to the less stringent methodological restrictions [Rob-
son, 2002]. Heﬂgbvsearcher does not want to miss a potentially interesting relation
and therefore aims to Mﬁy’ze the probability of rejecting a real effect or relation, this
probability is sometimes reféfpéd to as P and the associated error is of type II. In other
words, if you want to @ ethevg)\ e of your measured variables could be related,

you would want to increase y: ancesS of/Afinding a significant result by lowering the

threshold of what you deem to be g@ant f%}sh & Campbell, 2002].
< %\

(v) Experimental Design (e.g. true exp?é)\n I des@n\sdpuble blind experimental
design /)\%

In an experimental design, the researcher actively tries to change the @tion, circum-
stances, or experience of participants (manipulation), which may lead to @nge in be-
haviour or outcomes for the participants of the study [Patton, 2000]. The researcher
randomly assigns participants to different conditions, measures the variables of interest
and tries to control for confounding variables. Therefore, experiments are often highly

fixed even before the data collection starts [Schram, 2005].
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According to Robson [2002] in a good experimental design, a few things are of great
importance. First of all, it is necessary to think of the best way to operationalize the var-
iables that will be measured. Therefore, it is important to consider how the variable(s)
will be measured, as well as which methods would be most appropriate to answer the
resear@ stion. In addition, the statistical analysis has to be taken into account. Thus,
the researc& ould consider what the expectations of the study are as well as how to
analyse this ou%nally, in an experimental design the researcher must think of the
practical limitations ine@T}g the availability of participants as well as how representa-

tive the participants a?g t@ t population. It is important to consider each of these

factors before beginnil@ expez\ nt.[2] Additionally, many researchers employ

power analysis before they c%

n
sample must be to find an effect o n si@ a given design at the desired prob-

ability of making a Type I or Type Il e @ax &05]. Further the author affirms
I

e{p iment, in order to determine how large the

that in an experimental design, the researcher ly trigs hange the situation, cir-
cumstances, or experience of participants (manipulation), whi{)ka)fad to a change in
behaviour or outcomes for the participants of the study. The researc@randomly as-
signs participants to different conditions, measures the variables of intere’st<?nd tries to
control for confounding variables [Patton, 2000]. He concludes that experiments are of-

ten highly fixed even before the data collection starts.
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(vi)  Non-experimental Research Design

According to Schram [2005], this design does not involve a manipulation of the situa-
tion, circumstances, or experience of the participants. Non-experimental research de-
signs can be broadly classified into three categories [Bogdan & Biklen, 2006]. First, re-
lational designs, in which a range of variables is measured. These designs are also called
correla tudies, because correlational data are most often used analysis. It is im-
portant to ¢ ere that correlation does not imply causation, and rather identifies
dependence of ondﬂa le on another. Correlational designs are helpful in identifying

the relation of one varia nother, and seeing the frequency of co-occurrence in two
ati

natural groups (See ¢ d)d\ependence). The second type is comparative re-

search. These designs co @t 0 groups on one or more variable, such as the
effect of gender on grades. The #hifd type -experimental research is a longitudinal

design. A longitudinal design exam@<oaria efﬁch as performance exhibited by a

group or groups over time [Schindler, 20030® &,9
F'$
%
L

(vii)  Confirmatory Research Design O /<\

Confirmatory research tests a priori hypotheses—outcome predictions that are made be-
fore the measurement phase begins [Schindler, 2003]. Such a priori hypotheses are
usually derived from a theory or the results of previous studies [Mugenda & Mugenda,
2003]. The authors add that the advantage of confirmatory research is that the result is

more meaningful, in the sense that it is much harder to claim that a certain result is sta-



-97 -

tistically significant. Further, they state reason for this is that in confirmatory research,
one ideally strives to reduce the probability of falsely reporting a non-significant result
as significant. This probability is known as a-level or a type | error [Schram, 2005].
Loosely speaking, if you know what you are looking for, he adds, you should be very

confident when and where you will find it; accordingly, you only accept a result as sig-

nifica @highly unlikely to have been observed by chance,

(viii) Descripti%/%ign
In this type of design,ﬁe‘}seamher describes or presents a picture of a phenomenon

under investigation [I\/I}@n yugenda, 2003]. The possible approaches include par-
er

ticipant’s observation w@ %};:r interacts naturally with the respondents in a
natural setting making and reeOrdi hlé@ observation without undue influence on

the respondents [Saunders et al., 2 \The @ say that this is followed by an in-
dependent study of records, data analysi @epo |®escriptively what has been ob-

served. The other approach is obtaining perso@ﬁords %@nt to the phenomena un-

der study and carrying out an analysis followed by explane@?ﬁﬂteractive reporting

[Saunders et al., 2007]. O

For the purpose of this study, the research design adopted was descriptive survey. The
reason why the researcher found descriptive research design appropriate for this study is
that, it is able to describe and portray characteristics of an event, situation, a group of

people, community or a population [Chadran, 2004]. The design enhanced interaction
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between the researcher and the respondents via an emailed questionnaire which no other
research design would have facilitated. Descriptive study describes phenomenon of how
things are in the population [Saunders et al., 2007]. Descriptive research design is a
method of investigation in which data is collected and analysed in order to describe the
current conditions, terms or relationship concerning a problem [Mugenda & Mugenda,
2003;, 004]. This approach was most appropriate method for this study since a
descriptive d attempts to show a document’s current conditions or attitudes to de-
scribe what eﬂ@he moment in a given context [Punch, 1998]. According to
Cooper & Schindler [ZOfJT/ descriptive study is concerned with finding out the what,
where and how of a % op, To investigate whether there is incompatibility be-
tween the skills obtain@ Co%\ raduates in Kenya and what the employers are
looking for, a descriptive sur s c @d suitable. Essentially, quantitative with

some input from the qualitative ap @es Weér yed.

<<\
GL '9@/

3.3  Target Population )\
According to Gschu [2004] a population is a well-defined set of ppé‘me or services, el-
ements, events, group of things or households that are being investi@(\Eopulation
refers to the entire group of people, events or things of interest that the researcher wish-
es to investigate [Robson, 2002]. According to Sanders et al. [2007] target population is
that population to which the researcher wants to generalize the results of the study. Mu-

genda & Mugenda [2003] describe the target population as the complete test of individ-

uals, cases or objects that the researcher wants to generalize the results of the study.
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The study targeted two sets of subjects namely: 10,000 B. Com graduates [2009 —
2011] on one hand, and 2,500 employers registered with FKE, on the other hand. The

10,000 B. Com graduates were from the 37 Kenyan Universities.

The rationale for targeting graduates from the seven out of a total of 37 chartered public
and p universities, was based on the assumption that they produce quality gradu-
ates Wh0$ be readily absorbed in the job market. The graduates were a mixture of
the employed a ’g/v -employed, who would provide unbiased information for the
study. The researcher a@e universities’ alumni offices to obtain the contacts of the
respondents.

’9

It is important to note that the a o ons offered in Bachelor of Commerce cur-
ﬁ&

M%}maﬂon Technology (IT) among oth-

riculum, for example Banking, L
ers. However, for the purpose of this { er G&Ner targeted only the graduates
who majored in Human Resource Managem !\%etmg, Entrepreneur, Fi-

nance and Accounting. The options were considered major du@bﬁ us group interview

discussions. O
2N

The 2,500 respondents were the registered employers with the Federation of Kenya
Employers (FKE). The study targeted specifically the Human Resource Managers
(HRM) who have offered and are still offering employment opportunities to Kenya’s

graduates. The Human Resource Managers were targeted because of the role they play
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in hiring, training and developing human resources. This role places them in a better
position than other cadre of staff in providing information on the Bachelor of Com-
merce graduates’ employable skills. They are among the most important stakeholders

with regards to graduates’ employability.

3.4 ;@&ing Frame

A sampling fr s a list of all units in the population, from which a sample is drawn

[Kuul, 2004]. Kuul irTs that the sample frame can have one or more of lists of cate-

u@he population and, possibly, the number of units under

each category.. The s fram; %uis study consisted of B. Com graduates (2009 to

gories of units or indivi

2011) from seven universiti Wh@iﬂked top 100 in Africa according to the
webometrics ranking of universi loba uary 2011 release) in Kenya, and em-

ployers (HR) Managers who are respoisible for{é‘w&ition functions for their respec-
N
O/<\

tive companies/corporate bodies.
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3.5  Sampling Design and Sample Size

According to Kuul [2004] sampling is the process by which a relatively small number of
individuals, objects or event is selected and analysed in order to find out something
about the entire population from which it was selected. Sampling is the process of se-
lecting assufficing number of elements from the population, so that a study of the sam-
ple and erstanding of its properties would make it possible to generalize such
properties [@a & Mugenda, 2003]. It is done because the population may be too

large for complete m?ation, and it saves time and money. It also allows more time

to be spent on training re&é@assistants, testing and checking the instruments [Bryan,
2001]. Sampling is tb?&\cesﬁ}{ecting units (e.g., people, organizations) from a

population of interest so that By studly he sample we may fairly generalize our re-
sults back to the population f%&

h th ﬁchosen [Trochim, 2006]. A sample is

a small proportion of targeted popu%électé% some systematic form [Kuul,
SHON

A sample size for a descriptive survey can be determined by takitg 10% of the total

2004].

population [Sanders et al., 2007]. According to Mugenda & Mugenda%a 10% to
30% of the entire population depending on the size is most recommended. The study
sampled 10% of a total population of 10,000 B. Com graduates — 2009 to 2011. The
sample size was 1,000 respondents as follows: University of Nairobi [UoN] 3924,

Strathmore University [SU] 200, United States International University [USIU] 150,
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Kenyatta University [KU] 2900, Jomo Kenyatta University of Agriculture and Tech-

nology [JKUAT] 257, Egerton University 239, and Moi University 2330.

The study employed systematic sampling design to select the sample. In a systematic
sample, the elements of the population are put into a list and then every kth element in
the Iis@ osen (systematically) for inclusion in the sample [Denzin & Lincoln, 2005].
For examp population of this study contained 10,000 B. Com graduates and the
researcher WanﬂWer cent sample of the total population which is 1,000 graduates.

The graduates were plﬂf‘} list form and then every 20th graduate would be selected

for inclusion in the sa ﬁure against any possible human bias in this method,
the researcher selected @ tin al at random. An element of randomness is in-
troduced into this kind of samph u€/ ndom numbers to pick the nth item from

which to start [Schram, 2005]. Th @”ns S Lonly the first unit is selected ran-
ar S

domly and the remaining units of the d at fixed intervals [Babbie,

2001]. 4)\9/)\

Stratified random sampling design was used to sample 10% of the tota@oo employers
registered with KFA. From the World Bank report, Kenya’s gross dornes’g\product by
sector is agriculture (22%), services (62%) and industry (16%). This suggests that most
jobs are available in the service sector [World Bank, 2010]. The participating firms
were classified into the above three categories, and a sample of 250 human resource

managers was identified. They were consequently issued with questionnaires.



-103 -

3.5.1 Types of Sampling Designs

When conducting research, it is hard to study the entire population that you are interest-
ed in, as it would be very expensive in terms of time and money [Chandran, 2004].
Hence, the reason for the researcher to use sampling designs to determine sample size.
A sample is a subset of the population being studied, represents the larger population
and it to draw inferences about that population [Chandran, 2004]. The following
are someo& ling designs which may be employed in research.
K
/1—
(1) Probability Seyg@gn

Probability sampling is lin ggn,ique where the samples are gathered in a pro-
cess that gives all the indivi int ewjlation equal chances of being selected

[Kuul, 2004]. This is the best over p %s to use as you can subsequently
resu

use the most powerful statistical analyse handran, 2004].

G

/
(i)  Non-probability Sampling Design )\%
Non-probability sampling is a sampling technique where the samples@@thered ina
process that does not give all the individuals in the population equal chances of being
selected [Chandran, 2004]. The common feature of getting a non-probability sampling
is not based on the probability with which a unit can enter the sample but by other con-

siderations such as common sense, experience, intuition and expertise [Kuul, 2004].

They have limitations of being biased, unconscious errors of judgement, personal likes
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and dislikes, the attitude of the person sampling and so on. There is no objective way of

assessing the magnitude of these errors [Mugenda & Mugenda, 2003].

(i)  Convenience Sampling Design

Good sampling is time-consuming and expensive, hence not all experimenters have the
time or @3 to use more accurate methods [Trochim, 2006]. There is a price, of
course, in the pe?tial limited validity of results. Relying on available subjects, such as
stopping people on t%eicorner as they pass by, is one method of sampling, although
it is extremely risky and c@/ith many cautions [Denzin & Lincoln, 2005]. It is only
justified if the resear arﬁsq udy the characteristics of people passing by the
street corner at a certaln polnt i tlm%ther sampling methods are not possible. The
researcher must also take cautio t us ts from a convenience sample to gener-

alize to a wider population. Since conVépience s %\uses who is available, you can-

not proactively seek out subjects [Trochlm% ,9

(iv)  Purposive or Judgmental Design O

According to Ader et al. [2008], a purposive or judgmental sample, is one’&?t is select-
ed based on the knowledge of a population and the purpose of the study. For example, if
a researcher is studying the nature of school spirit as exhibited at a school pep rally, he
or she might interview people who did not appear to be caught up in the emotions of the

crowd or students who did not attend the rally at all. In this case, the researcher is using
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a purposive sample because those being interviewed fit a specific purpose or descrip-

tion, the authors conclude.

(v) Snowball Sampling Design

A snowball sample is appropriate to use in research when the members of a population
are diffiu@ ocate, such as homeless individuals, migrant workers, or undocumented
immigrants [ et al., 2002]. A snowball sample is one in which the researcher col-
lects data on the f&n bers of the target population he or she can locate, then asks
those individuals to prow%maﬂon needed to locate other members of that popula-
tion whom they knovw%\&t{ieﬁ%%mis process continues until the researcher has all
the interviews he or she n@ r u@}{ contacts have been exhausted. In snowball
sampling the researcher selects a@mde wn to him or her to possess the desired
characteristics [Mugenda & Mugenda;"2003]. / by Ader et al. [2008] after ob-
taining the information required, the resp lea ;@ researcher to his next re-
spondent with similar characteristics. This is repea&until &9}6 ired sample is at

trained, they observe. %

O

(vi)  Quota Sampling Design
A quota sample is one in which units are selected into a sample on the basis of pre-
specified characteristics so that the total sample has the same distribution of characteris-

tics assumed to exist in the population being studied [Denzin & Lincoln, 2005]. For ex-



- 106 -

ample, if you a researcher conducting a national quota sample, you might need to know
what proportion of the population is male and what proportion is female as well as what
proportions of each gender fall into different age categories, race or ethnic categories,
educational categories, etc. The researcher would then collect a sample with the same
proportions as the national population. In quota sampling, samples of prefixed size are
taken@l each stratum using judgement sampling techniques [Schram, 2005]. Each
enumerat§@1is quota in each strata by taking advantage of any information that en-

ables him to cov§ r her quota quickly and cheaply [Babbie, 2001].

/1—
(vii) SimpleRandZ\‘é%}\
Q%

The simple random sample | ;sic ampling method assumed in statistical methods

dorr@?z:e/, each unit of the target population

is assigned a number [Schram, 2005]. {s@f ra @gumbers is then generated and

the units having those numbers are included %wams;igﬂvlugenda and Mugenda,

and computations. To collect a si

2003]. For example, let’s say you have a population of 2,00 ople and you wish to
choose a simple random sample of 100 people. First, each person is nu@ed 1 through
2,000. Then, you generate a list of 100 random numbers (typically with a’co%puter pro-
gram) and those individuals assigned those numbers are the ones you include in the

sample.
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Simple random sampling is the ideal, but researchers seldom have the luxury of time or
money to access the whole population, so many compromises often have to be made
[Babbie, 2001]. Further, the author adds that the respondents are chosen in such a way
that each has an equal chance of being selected and each choice is independent of any

other choice.

(viii) Stra@?ampling Design

According to Babbdéofl] a stratified sample is a sampling technique in which the re-
vﬁ@ population into different subgroups, or strata, and then

randomly selects the fi ubje portionally from the different strata. This type of

sampling is used when the%rﬁhé@ots to highlight specific subgroups within the

population [Mugenda & Muge

searcher divided the enti

,/2803]. ample, to obtain a stratified sample of
university students, the researcher wi first on(ﬁ‘e the population by college class
and then select appropriate numbers of fre njuniersé@nd seniors. This ensures that
the researcher has adequate amounts of subjects fvt!ﬁ each\s%{' the final sample. As
noted by Denzin & Lincoln [2005] the population is divided intogémeral sub groups —
strata that are individually more homogenous than the total populatio%hen items

are selected from each stratum to constitute a sample.
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(x) Cluster Sampling Design

Cluster sampling may be used when it is either impossible or impractical to compile an
exhaustive list of the elements that make up the target population [Denzin & Lincoln,
2005]. Usually, however, the population elements are already grouped into subpopula-
tions and lists of those subpopulations already exist or can be created [Trochim, 2006].
For e let’s say the target population in a study was church members in Kenya.
There is n @of all church members in the nation of Kenya. The researcher could,
however, create h%of churches in Kenya, choose a sample of churches, and then ob-
tain lists of members @‘mse churches. If the total area of interest happens to be a
big one, a convenient igh a sample can be taken is to divide the area into a

number of smaller non@cﬂg ar }s,n to randomly select a number of these ran-

domly selected areas usually‘c cIu tegg”with the ultimate sample consisting of all

units in this smaller areas or clusters.z %
SEON

There are various data collect instruments which a researcher can #se. The following is

3.6 Data Collection Instruments

a discussions of some of the instruments: /<\

3.6.1 Interviews

An interview is a formal meeting or communication framework between two parties
whose primary objective is the procurement of factual information [Babbie, 2001]. Ac-

cording to Mugenda & Mugenda [2003] the questionnaire may be used to help collect
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required data in a standardized way, where desired questions should be listed in a given
order. The researcher may decide to use record interview by note taking or tape record-
ing. However, this should be done with the respondent’s permission. The following
methods may be employed: telephone interviews, group interviews, individual inter-
views and focus group discussions [Sanders et al., 2007].

O

The inter§ ows face to face contact between the researcher and respondent, which
enables the re%to seek clarification of a question not clear [Mugenda & Mu-
genda, 2003]. The reseﬁ%h‘} is able to evaluate sincerity and insight of the respondent,
while stimulating resp ter extent [Trochim, 2006]. Interview as data collec-
tion instrument has son@ atloa?\ h as the following: unstructured interviews of-

ten yield data which is dlffIC ¢ or evaluate; it can be costly in terms of
pe

%s difference between respondent

&ad it requires trained personnel

for effective results [Sanders et al., 2007]. Th did ploy this instrument be-

money and time; bias may creep i

and enumerator; it is vulnerable to pers<

cause of the diversity of the respondents. /)L

3.6.2 Focus Groups
According to Mugenda & Mugenda [2003], a focus group can be defined as a group of
people who possess certain characteristics and provide information of a qualitative na-

ture in a focused discussion. Focus group discussions are a popular method of obtaining

information, opinions and they can provide insight into issues that cannot be covered
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through surveys or interviews [Kothari, 2003]. Focus groups are a good method to get
people involved in an assessment process by having them provide input on a topic
[Sanders et al., 2007]. They are generally composed of six to twelve people. Size is
conditioned by two factors: the group must be small enough for everyone to participate,

yet large enough to provide diversity. As observed by Babbie [2001] the group is spe-

cial if purpose, size, composition, and procedures.

Participants are selected because they have certain characteristics in common that relate

to the topic at hand [Cr wel@%ark, 2007]. The authors add that typically, more than

one focus group should@ veno?,;s'r}:e a group of seven to twelve people could be

too typical to offer any gener hts 6{ @problem. A trained moderator probes for
different perceptions and points o Wit)%ressure to reach consensus (Kothari,

2003). Focus groups have been found hg asé needs, developing plans, test-
ing new ideas, or improving existing prograr@ﬁege 1@88; Babbie, 2001]. Focus
groups offer several advantages: their flexibility allows the modg%}r'to probe for more
in-depth analysis and ask participants to elaborate on their responses; provide im-
mediate feedback; they are less expensive compared to planning and co@ting large

surveys and personal interviews.

For the purpose of this study, the researcher with the help of two research assistances

interviewed 12 Master of Business Administration (MBA) students of Daystar Universi-
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ty through a research group discussion. The MBA students were targeted because of
their long term work experience and interaction with the employers. It was assumed that
they could offer valuable contributions towards the study since they understood exactly
the employers’ expectations in terms of graduate skills. They could also tell the rele-

vance of the skills they obtained from the universities. The venue was Daystar Universi-

ty in I@éG pm.

The researcher 5 red the discussion guide which contained a limited number of
questions that were toﬁi? ected to participants during the focus group sessions. The

discussion guide addre @owmg questions: Who were to participate? What in-

formation was to be ob ere the discussions to be held? Who was to con-

duct the sessions? The resear n3| @vo elements when drafting the guide. The
second focus group interview co an Resource Managers from vari-
ous public and private sectors. Howev RM sent representatives. The

venue was Sagret Hotel in Kilimani area — Na E ounty/. \9

The researcher reserved time and place to carry out the focus group (@SSion well in
advance. The participants were notified in good time to allow them make’é?essary ad-

justments. Snacks and tea was provided.
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3.6.3 Questionnaires

According to Mugenda & Mugenda [2003] there are two broad categories of questions
that are used in questionnaires: [i] Structured and closed-ended — these typed of items
refer to questions which are accompanied by a list of all possible alternatives from
which respondents select the answer that best describes their situation. In many cases, it
IS im to exhaust all the categories since the researcher may not know all possi-
ble answer @uch cases, it is customary to include a category call “other” to take care
of all those rey hich may not fit in the given categories. [ii] Unstructured or
open-ended — This refér uestions which give the respondent complete freedom of
b

response. These free r stions permit an individual to respond in his or her

own words. The amouré‘f\cpéce @d is, however, a good indicator of whether a

brief or lengthy answer is desite ug / Mugenda 2003].

To facilitate this research endeavour, the .‘ cher

uestionnaires (since the sam-
ple was highly literate). The instrument, whlﬁﬁprls 6 and 10 items respec-
tively, was developed and administered to two sets of subjects #a )?\w B. Com gradu-
ates (through email), on one hand, and the employer (HRM) on the otI@and. Primary
data was collected using structured or closed-ended emailed questionnaires, which pre-
sented the participants with a fixed set of choices, often called closed questions. In addi-
tion, a few items were unstructured and contained the open-ended questions that do not
limit responses but provide a form of reference for participants’ answers. The use of

both structured and unstructured questions would allow the researcher to get both stand-
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ardized and detailed responses that enhance the reliability of the data collected [Cooper
& Schindler, 2001]. As noted by Sanders et al. [2007], close alternative format of a
questionnaire may help to ensure that that the answers are given in a frame of reference
that is relevant to the purpose of the inquiry and in a form that is useable in the analysis.
In addition, fixed alternative questions are easy and quick to answer [Cooper &
Schin&)l]. The secondary data was obtained from the reports at the Federation of

Kenya Em @as (FKE), and the Kenya Institute for Public Policy Research Analysis

(KIPPRA). 44/
7

3.7  Reliability an idi }ita Collection Instruments

According to Ticehurst & Wea Oooﬁgpdness of data is based on two principal meas-
it auﬂ%rm that, a measure is reliable when it

is error free and consistent across time=and acro rious items in the instrument. They

add that reliability can be used to test for s%of%es and internal consistency

of measures. Mugenda & Mugenda [2003] assert that the a&&}t}\of data to be collect-

urements: reliability and valid

ed largely depend on the data collection instruments in terms of va‘tﬂ'{y and reliability.
Validity as noted by Robson [2002] is the degree to which result o% from the
analysis of the data actually presents the phenomenon under study. Reliability on the
other hand refers to a measure of the degree to which research instruments yield con-

sistent results [Mugenda & Mugenda, 2003].
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The purpose of a pilot exercise is to get ‘bugs’ out of the instrument so that subjects in
the main study do not experience any difficulty in completing it [Robson, 2003]. In fact,
the purpose of the pilot exercise is to ‘debug’ the study instrument so that subjects in the
main study do not experience any difficulty in completing it [Kyale, 2007]. The author

affirms that pilot test is conducted to detect flaws and weaknesses in design and instru-

ment and to provide data for selection of a probability sample.

As noted by [C’r(%ﬂ/( Clark, 2007] piloting is to assess the relevance of the research
objectives; test the res@)nts understanding of the research questionnaires and any
potential problems WI terms used in the instrument; and lastly get an idea
of how long it will tak %uestlonnalres so as to fit that element into the
data collection phase timeta elp the researcher to carry out a prelimi-

nary analysis to establish whether @ordlr@m format of questions would present

any difficulties when the main data is arg@ &

Cooper & Schindler [2008] add that a pilot test is conducted to,?YLt weakness in de-
sign and instrumentation and to provide data for selection of a probab@ sample. The
authors continue to affirm that the pilot group may range from 10 to 80 subjécts depend-
ing on the method to be tested but the respondents do not have to be statistically select-
ed. However, they warn that in very small populations, pilot testing runs the risk of ex-

hausting the supply of respondents and sensitising them to the purpose of the study.
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The researcher conducted a pilot study on 10 B. Com graduates and five employers
(HR) managers who were randomly chosen. The results of the pilot study enabled the
researcher to take corrective measures and arrest any situation that might have been a
challenge to the respondents during the actual study. All those who were involved in the
pilot study did not participate in the main study.
O
L
3.8 Data ion Procedures
Prior to data colled%, e researcher started by legitimising the study by getting a let-
ter of introduction from n Kimathi University of Technology [DKUT] Faculty of
Postgraduate Studies.l%g@xt S %s to request for B. Com graduates - 2009 to 2011
contacts from the participatin niv{& > alumni offices. The researcher emailed a
total of 1,000 questionnaires to B/ gr . Follow-up phone calls were conduct-
ed a week after the questionnaires @emai e(b)otal of 250 HR Managers were
identified through strafified random samplQ@ign @Aestionnaires were adminis-
tered to them accordingly. For the secondary sourées, diffe%@al articles, research
publications (from KIPPRA) were reviewed. %
O
,(\
3.9 Data Analysis Techniques

The study results were presented in two sections, namely: descriptive analysis and test
of hypotheses. The first stage involved reporting all the information related to each of

the respondents’ personal profile. This was followed by data analysis in relation to the
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research objectives outlined in chapter one. Descriptive analysis was done to report on
the respondents, and included the results of the measurement of variables. Next the reli-
ability tests of measurement scales were presented and explained. This depicts the re-
sults of factor loading, the evaluation of the item-to-total correlation, cumulative expla-
nation, and Cronbach’s Alpha. Finally, the results of regression to test the relationships
betwe &ructs were reported in detail. A summary of this data was then used to

test the h

from the quantﬂyeﬁ
a7 @

& }gnd quantitative methods. In qualitative method,

research does not produce /$/ rﬁ&( al data. The data are in the form of words

es This chapter concluded by highlighting the main findings obtained

The study integrated
rather than numbers grouped i orie(u’ Ims at discovering the underlying mo-
tives and desires through open-ende tions. 6ﬁmitative method produces numeri-
cal or quantifiable data based on measurem%guz§i)g amount, that is, it is appli-
cable to phenomena, which can be expressed in térms of q@ﬂ)\ Both methods sup-
plement each other. Qualitative methods provide in-depth explanaloﬁs while quantita-

tive methods provide hard data needed to meet required objectives. /<\

The researcher used Statistical Package for Social Sciences (SPSS) 18.0 versions for
windows software to analyse data collected. The data was first edited to identify and
eliminate errors made by respondents. The concerns, views and opinions given by the

respondent were then analysed by use of summary statistical tables and percentages.
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Primary data collected from questionnaires was analysed by use of percentages. Sec-
ondary was analysed through the use of content analysis. The results of the analysis was
then presented in tables, pie-charts and graphs. This software was used because it is re-

liable and is capable of sorting and providing relationships between variables. State-

unstructured questions were categorized according to their dominant
themes. TF @ Its were analysed by frequencies, bar graphs, pie charts and percent-

ages to establi%nificance of the responses and to establish whether there was a

skills gap between em@s expectations and what the Kenya B. Com graduates pos-

){(\ ’V)\

Cronbach’s alpha coefﬁ01ents¢<%ﬂ used/ sess the internal consistency of the meas-

uring instruments. Descriptive s% Wer@rmed Standard multiple regression

analyses were conducted to identify the nde &%ables that provide the best ex-
planation for the proportion of the total varl the $ & of the dependent varia-
bles. Since a number of independent variables had to be consi ,ithe value of adjust-

ed Rz was used to interpret the results. The F-test was used to test Wh@r there was a
significant regression between the independent and the dependent variables® In order to
counter the probability of a type 1 error, the significance value was set at the 95% con-
fidence interval level (p < 0.05). For the purposes of this study, R? values of < 0.12
(small practical effect) and > 0.13 < 0.25 (medium practical effect) (Fp < 0.05) [Cohen

1992] were also considered in the interpretation of the results.
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It is expected that this paper would give rise to discussions amongst key stakeholders
including employers and universities that would be of interest not only to a Kenyan au-
dience, but to other countries within Africa, experiencing similar developments. The

significance of this study cannot be over emphasized in view of the present technologi-

cal an mic environmental changes. The study should come up with a call for pro-
gressive re of university curricula to constantly match job market demands; prob-
ably by standa% of both public and private university programmes. The study

may help the Governméf? pass a university bill that would place universities under

close observation by t )(\Zo%on for University

Consequently, the flndlngs s ould be a significant help to the universi-

ties and industries at improving h @caplf%pabllltles There would be improve-

ment of the quality of the training pro r@l @& people who go to university

simply to prepare themselves for the job mark thl Com programmes at the
university level. The study would sensitise the facilitators o V?Dr’g to embrace the
need to equip students with employable skills in their areas of concen n and in col-

laboration with what the labour market demands. /<\
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3.10 Ethical Issues

According to Kerridge et al. [2005] ethics involves making a judgement about right and
wrong behaviour. Ethics as noted by Minja [2009] is referred to, as norms governing
human conduct which have a significant impact on human welfare. Indeed as observed
by Degare [2000] ethics is about choice between good and bad.

Q
The research,vuld observe ethical issues when conducting the study. Examples of
ethical issues may . any bias on the part of the researcher, reporting incorrect

finding, etc. According ar [2005] bias is a deliberate attempt to either hide what

you have found in yo®yﬂ]- light something disproportionately to its true ex-
istence. /37

The researcher ensured utmost objec @to %blases The researcher also prac-

tised a high degree of professionalism, ¢ integrity to ensure that the

information given was only used for the mtende}p‘ﬁrpos%ltlon permission to

conduct the study was sought and granted by the University.
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CHAPTER FOUR
4.0 Data Analysis and Interpretations

4.1 Introduction

The main purpose of the study was to establish whether there are skills gap between em-
ployers’ expectations from B. Com graduates and the employability skills that the grad-
uates Q@‘ ossess. Data was obtained by administering questionnaires to the em-
ployer (HR he B. Com graduates in order to analyse the variables involved in the
study. Secondary (ﬁ/w sought from some relevant organisations concerned with em-

ployment, such as: KIPP ederation of Kenya Employee. The data obtained was an-

alysed in line with the#o reseﬁh bjectives. In the first two sections, data description
and analysis was present %nod&?timation and the analysis of the results were
u u%mark%made. Data description involved a dis-

cussion on the sources of data and de {ons 0 dependent and the independent var-

iables. OG @,9
EON
L

then discussed. Finally, concl

4.2 Data Sources O
A

The data used in the study was cross sectional data and was collected using two sets of
questionnaires, one for B. Com graduates — 2009 to 2011 and the other targeted the em-

ployers (HRM) of B. Com graduates.
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4.2 Response Rate

A total of 1000 questionnaires were emailed to B. Com graduates and 250 were issued to
the employers (HRM). A total of 800 questionnaires from the B. Com graduates and
200 questionnaires from the employers were returned. This represented an overall return

rate of 80% from each set of respondents.

Questionnaire issued Returned Return rate

Table 4.%esponse rate
/

Employer /f_ 250 200 80%
/ 1000 800 80%

B.com Graduates @

Source: Researcher, 2013 /

&

According to Mugenda & Mugenda ) a /ﬁ)onse rate is adequate, 60% good

and above 70% is rated very good. This i éi{lat@¢ on this assertion (Table 4.1)
the response rate (80%) which was very good. # \S\/)\

%

2o
C, %
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4.3  Reliability Analysis

Table 4.2 Reliability Analysis

Variable Cronbach’s alpha

Self-reliance skills .9823

Persor@dlls .9845
Adequate@ g 9821

General employ Wills 9812

For reliability analym%\ nbaﬁ ha was calculated. The value of the alpha coeffi-

cient ranges from 0 to 1. /g/rvd@?wows more reliability of the instruments used

in any study. Nunnaly [1978] h ated(0. be an acceptable reliability coefficient.

Table 4.2 illustrates the results of t@{ﬂabll alysis. Since the alpha coefficients

were greater than 0.7 for the various |temsQ Iué\ s drawn that the instruments
had an acceptable reliability coefficient and were @lp‘roprialq%s study.

4.4  Descriptive Statistics

Table 4.3 Gender Q<\

Gender Frequency Percentage
Female 448 56

Male 352 44

Total 800 100
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Table 4.3 shows the demographic characteristics of the B. Com Graduates. The results

indicate that 56 per cent of the respondents were females while 44 per cent were males.

Area of Specialization

Table 4.4 Area of Specialization

Area %alization Frequency Percentage
Human Re$ 191 23.9
Accounting an 184 23.0
Finance and Bank@ 183 22.0
Marketing 135 16.9
Strategic Management @ 87 10.9

Business Admlnlstratlo 2.5

Total /37 100 100
y 4

The study sought to find the area of @allzﬁ%each B.Com graduate had under-

taken. The results were represented in ta ts indicated that majority of
the respondents had majored in human resoQ,Lpﬂon ( Accounting and Fi-
nance Option was 23% and also in Finance and Banking at Zg/\ﬁhe number of re-
spondents who were marketers was 16.9% while only 10.9% had m n strategic

management. Results also indicated that area of specialization with the least number of

B. Com graduates was Business Administration (BA) of only 2.5%.
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Motivation in pursuing area of specialization:
The study sought to investigate the motivation for pursuing different specializations and

the results were presented in figure 4.1.

O@O .
Y,

L N T T
,/ Personal interest University directed Other parties' persuasions

98.1

60

centage

1.3 0.6

otiation in pursuing your specialization

Figure 4.1: Motivatior@urs i a of specialization

Findings in figure 4.1 sho ajo u(o the respondents (98.1%) pursued their de-
grees out of their personal interest 0) O spondents were directed by the uni-
versity to pursue their courses and a m %) %espondents were persuaded by

other parties to pursue their courses. G l ’9\9

Table 4.5: Number of B. Com graduates employed in differe%‘\}tms

B. Com Graduates Frequency O/(\ Percentage
Between 1 to 20 103 51.5
Between 21 to 40 15 7.5
Between 41 to 60 27 13.5

61 and above 55 27.5

Total 200 100
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The study sought to find out the number of graduates recruited in each organization. The
results were shown in table 4.5. Results indicated that majority (51.5%) of the employers
had recruited between one and twenty B. Com graduates, followed by 27.5% employers
who had employed 61 and above B. Com graduates, a small per cent (13.5) of the em-

ployers had employed between 41 to 60 B. Com graduates while a mere (7.5%) of the

empl employed between 21 to 40 B. Com graduates.

45 B.Com Gra eSkllls

The first objective of theit)d aimed at determining what employable skills the B. Com

graduates possess as @y ent market. Frequencies were tabulated and the re-

sults shown in ta /$,
@ /b 7
Table 4.6 Self-Reliance Skills () 4///

Self-Reliance Skills Fr'e(g}( Percentage

7\
Willingness to learn \SDB " I‘(S\ 37.5
Self-promotion 140 /)\ 17.5
Planning action 127 % 15.9
Being proactive 118 O 14.8
Networking 115 /<\ 14.4
Total 800 100

The study revealed that vast majority of the B. Com graduates (37.5%) had willingness

to learn, (17.5%] had self-promotion skills, (15.9%) of the B. Com graduates had plan-
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ning action. A (14.8%) of the graduates had being proactive skills, while the minority

(14.4%) of the B. Com graduates had networking skills.

Table 4.7 People Skills

People Skills Frequency Percentage

D
Oral C

h@nication 251 31.4
a@lls

Interperson 206 25.8

Leadership @ 141 17.6

Team-work f 128 16.0

Customer Orientation /@ 56 7.0

Foreign Language )\ ’y 18 2.2

Total 800 100
P )\

“K 7
The results in table 4.7 show th%or%e respondents rated the People Skills.

nd@ed that oral communication was the

The vast majority of the respondents é&
@Qd bﬁ@)ersonal skills at (25.8%). A

17.6% of the respondents felt that leadership skifls were 1 }Qt and 16% said that

most important skill that one should have,

team work was key. The results further indicated that only 7% feltbf{ﬁf customer orienta-
tion was important and a mere 3% of the respondents felt that knowlet@(’fereign lan-

guage was an important skill.
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Table 4.8: General Employment Skills

General Employment Skills Frequency Percentage
IT/Computer Literacy 261 32.6
Flexibility 215 26.9
Problem Solving 115 14.4
Numeracy 188 135

101 12.6

Comn@nt

Total 6\ 800 100
A
Y

Table 4.8 discussd{eneral employment skills. Majority of the B. Com graduates

(32.6%) were of the ide eing computer literate and having IT skills was the most

important employmerg)‘&t e}\should possess. A 26.9% of the total respondents

/ré/err@nent skill while 14.4% of the respondents felt
e

a mo@portant. The least number of respondents

felt that being flexible

that being able to solve probl
(12.6%) felt that being committed tc@{ wa ﬁst important general employment
skill. O &

G
2

Further, the study sought to find out the level of agreement amongt graduates on
the level of their training skills. Data was analysed using mean and star@ deviation

and presented in table 4.9 where strongly disagree [1] disagree [2] not sure [3] agree [4]

and strongly agree [5] were indicated.
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Table 4.9: B.Com graduates Training Skills

Std.
Mea Devia-
n tion
The training you took matches your career ambitions and
the industry needs 4.0 0.9

B.Con@?*ates are exposed to practical experiences
@1 23 14

The instructors u quate training methods to deliver their

Contents ¢ i/ 3.8 1.2
Az

A number of private uyr ;?e relatively better equipped

with resources than pub% )\

& 3.8 1.2
There was no shortage of Iect%o(@e of study 3.6 1.2
e& § {) hro%studies

3 \

ur@,eorsity?

before gra

4 1.4

w

Students face many challenges as t

w

Would you agree to recommend a friend .6 1.3

The study findings depicted that on average [h?aj;Af.O]'r@}ity of the B.Com gradu-
ates agreed that the training they took matched their career am&\yﬁs and the industry
needs. On the question as to whether B. Com graduates are exposed tctical experi-
ences before graduation, majority of the respondents [mean 2.3] registered their disa-
greement that they were not exposed to practical experiences before graduation. Further,
majority agreed that their instructors used adequate training methods to deliver their

contents and a number of private universities were reported to have better resources than

public universities both with a mean of 3.8. An overwhelming number of B. Com gradu-
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ates [mean 3.6] agreed that they would agree to recommend their friends to join their
former universities and majority, a mean of 3.6 agreed that there was no shortage of lec-
turers in the course of their studies. Majority of the graduates [mean 3.4] agreed that B.

Com graduates face many challenges in the course of their studies.

4.6 yers expectations of B. Com Graduate employability skills as they
market.

The second obj g)vlmed at investigating what employability skills employers ex-
pected B. Com graduakéfc‘/p:wssess as they enter job market. The skills were categorized

into self-reliance skill @ |IIs and general employability skills as summarized

below. /sl
Table 4.10 Employers’ R% Self%:e Skills

y 4
Self-reliance SKills Freque(y,\ VA Percentage
Proactively
Y
Willingness to learn F Q
76 )\
Self-promotion %
4
Networking O
18 9 Q)
Planning action
82 41
Total
200 100

The study revealed that majority of the employers [41%] rated self-promotion skills

number one. This was followed by willingness to learn skills which were rated by [38%]
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of employers. Willingness to learn skills were rated third by [10%] of the total employ-
ers. Networking skills were rated fifth by [9%] of the employer. Planning action was rat-

ed last by a very small percentage [2%] of employers.

Table@: Employers Rating on People Skills

A\
People skm() Frequency Percentage
Oral communi n

4/ 63 315
Interpersonal skills

/f_/ 57 28.5

«y ):‘8 24
Foreign language O/sl %/ 10.5

Customer orientation @ b/O ’
Total @( @L 75
OITN

Team working

Leadership )\&

100
ST
)
The results in table 4.11 show the results on how the employeQ\iche people’s skills
possessed by the B.com graduates. The vast majority of the employers@'i%] indicated
that oral communication was the most important skills that B.com gr@tes should
have. This was followed by interpersonal skills rated by [28.5%] of the employers. Team
working was rated third by 24% of the respondents. A [10.5%] of the respondents rated

leadership skills fourth. The results further indicated that only 3% of the respondents
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rated knowledge of foreign language orientation fifth. A mere 2.5% of the respondents

rated customer orientation skills last.

Table 4.12: Employers Rating on General Employment Skills

PN
Geneﬁ])leoyment skills Frequency Percentage

FIexibiIilQ‘
< > 67 335
IT/computer Iiwgy
4/ 63 315

Problem solving
/ 44 22

Numeracy
Commitment )\&%g\ 1:
C, %

Total

7200 . 100
Table 4.12 discusses employers rating o{@al ek ent skills, where 31.5% of the
employers were of the opinion that being co@; rlit Wnd having IT skills was
number one on the list of the general employment skills thatE?(:ﬁgraduates should
possess. This was followed by flexibility skill and was rated by 22%®1e employers.
The results further indicated that only 10% of the respondents felt tha@session of
numeracy skills was vital while a mere 3% of the respondents rated commitment to work

as an important general employment skill.
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4.7: Skills Gap

Table 4.13: Does University Curriculum equip B. Com graduates with relevant

skills for job requirements?

Response Frequency Percentage
No O 476 60
Yes 6\ 324 40
Total O 800 100

The results in table 4.13i that the B. Com graduates responses on their opinion on

whether the university/%&ic equips the students with the relevant skills for the job

requirements. The resul @ed thzspyonty [60%] felt that the curriculum was not
adequate in equipping the stude ith th ¢nt skills, while 40% of the respondents

felt that the curriculum was adequat

Table 4.14: Does the University Currlculu %ates for job requirements

(Employer) /)\
yn

Response Frequency OA Pe rcentage
No 165 N 825
Yes 35 175
Total 200 100

The study sought the opinion of the employers on the same question. The results are

shown in table 4.14. The results indicated that the majority of the employers [82.5%)]
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were of the opinion that the curriculum was short of addressing the job requirements
needs while a small percentage [17.5%] of the employers felt that the curriculum was
adequate. The results from both the B. Com graduates and their employers clearly con-

firm that there is a gap that needs to be bridged.

O

Further tl% sought to find out the level of involvement of employers in curriculum
development. llected was analysed using mean and standard deviation where;
%

strongly disagree [1 ongly agree [5].

Table 4.15: Employer n\% nt in Curriculum Development

<

)
N . A
() Mean Std. Deviation
/g,‘/»

Involve the industry when prepafxfy Co%culum 45 0.8

Use practical curriculum 4.2 1.1
Make industrial attachment compulsory @,9

Make B.Com curriculum relevant to market need \S\/}\l 1.3
Keep abreast of labour market changes 1.3
Standardize public and private universities B. Co programmes 3.8 Q{\

Equip universities with necessary physical facilities 3.6 1.3

Results in Table 4.15 depicts that majority [mean 4.5] of the employers strongly agreed
that they should be involved in curriculum development. A mean of 4.2 of the employers

agreed that B.Com curriculum should be practical, while a mean of 4.0 suggested that
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industrial attachment should be made compulsory. A mean of 4.1 felt that B. Com cur-
riculum should be made relevant to market needs, while a mean of 4.2 felt that universi-
ties should keep abreast of labour market changes. A mean of 3.8 of the respondents felt
that B. Com programmes should be standardized in public and private universities, while

a mean of 3.6 felt that equipping universities with necessary physical facilities was vital.

Figure#: uality of the B. Com Program

D

Does the quality of B. Com programme needs improvement?

W ves
[ TE

4

The study sought the opinion of the employers on whether they regémed it important to
improve the quality of the Bachelor of Commerce programme. The re ere shown
in figure 4.1. The results indicated that majority [74%] of the employers felt that it was
necessary to improve the programme while the rest 26% of the employers were of

contrary opinion.
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Figure 4.3: Need for Employers’ Feedback to Universities

No
2%

— VO %
Majority of the respondents (98%) repoédcﬁu ( s need for employers’ feedback

to universities, while a neglegible (2%) of t pe %ported otherwise. These
d@\the relevant training

institutions so as to bridge the skills gap between employers’ expéctat'@s and what B.

results show that there is dire need for continuous feedbac

Com graduates actually possess. /<\
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Figure 4.4: Employers Necessity to Retrain B. Com Graduates

The pictorial presenta &p }a\t majority of the respondents (87%) felt that there

was need of retraining gra as soon as they join the job market while a

very small percentage (13%) of pon e ﬁd different opinion. This depicts there

efore delegating responsibilities to

Q
Q, P
SRy
/)F

were some skills gap which the empc%é

the newly employed B. Com gradautes.

O
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4.8 Factor Analysis

KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .96
Bartlett's Test of Sphe- Approx. Chi-Square 134.046
ricity df 6

Sig. .000|

(4 ,/
Source: Primary data 3%
The KMO measure of @Ci.qg A«gﬁga/cy measure varies between 0 and 1, and values

closer to 1 are preferred. Accorting to ébhnick and Fidell (2001) the allowable min-
imum is 0.6. The KMO value fort%@d \I@ which is above the suggested min-
imum. Bartlett's Test of Sphericity Wasgv forme est the null hypothesis that the
correlation matrix which formed the basis of faeter analysis i€an identity matrix. For an

identity matrix all of the diagonal elements are 1 and all of/d}?gﬁl elements are 0.

Table 2 above shows an approximate Chi-Square value of 134.05 Si@.oo. The Null

A

Hypothesis that the Correlation matrix is an identity matrix was consequently rejected.
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Communalities

Initial Extraction
Adequate training 1.000 550
Employment skills 1.000 876
People skills 1.000 728
Self reliance skills 1.000 791

Extraction Method: Principal Component Analysis.
Source: Primary data 2013

The above Table explains the variation{n ingl ble with respect to all the other
variables put together in the factor analysis. T@ fac o@/ h higher extraction values
means that their variation is explained to a greater extend by a#( )ser factors put togeth-
er. All the variables as shown in the table above had their varla#éxplamed to a

greater degree by all the others put together. /<\
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Initial Eigenvalues

Extraction Sums of Squared Loadings

Com- % of Vari- % of Vari- | Cumulative
ponent] Total ance Cumulative % Total ance %

1 1.945 48.618 48.618 1.945 48.618 48.618
2 1.000 25.001 73.619 1.000 25.001 73.619
3 .662 16.559 90.177

4 393 9.823 100.000

Extraction Method: Principal Component Analysis.

Source: Primary data 2013

Table 4 shows that the factor model extrac

model. These two factors cumulatively, accm@ l or 7$®

factor model.

ut of the total four used in the

the total variance of the

7y
O
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Figure 4.1: A scree plot of Eigen Values and Component Number

Scree Plot
2.0
1.577
a
=
[
= 1.0
a
=
(1]
0.5
0.0
T I | T
1 2 3 4
Component Number
Source: Primary data 2013 < O

1/&
Factor analysis helped in formulating the hyp@s‘e& fon?}r testing using multiple
linear regression analysis. Factor numbers with the highest Ei@ues indicate their
high extend in affecting the total variance in the model. All the four f /&re contrib-
uting significantly to the overall variance in the model and were thus excluded in the

multiple regression model for further testing of the hypotheses.
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49  Regression Analysis

Model Summary

Regression Statistics

Multiple R 0.95
R Square 0.85
Adjusted R Square 0.80
Stan(@'irror 19.62
Observatio 7\ 200

I
Source [Study S:i 013]

The Table above ill tgfithe model fitness of the regression equation that was used to
illustrate the relationship t%w the Dependent variable and the independent variables.
A total of 200 obser\%g (rﬂ%used in estimating the model. The overall model
fitness was found to be 0.8@ n by’t&)z value. This means that that 85% of the vari-
ation in Y (Demand for B. Com Qraduates d Y bar which is its mean is explained

by the regressors/independent variab e%intly. ‘1/ iﬁg\ependent variables of the study

are; Adequate training (X;), Employment s 2), skills (X3) and finally Self
reliance skills (X4). Eighty five (85%) is quite high and t ;f}q X1-X4 variables are
good predictors of demand for B. Com graduates. % O

Table 4.18: Test of joint regressors’ significance- Analysis of Variance

Significance
df SS MS F F
Regression 4  25603.71 6400.93 16.63 0.00
Residual 195  75052.85  384.89
Total 199 100656.56

Source (Study Survey, 2013)
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The general linear multiple regression model the study examined is given by;

Y= Bot BiXat BaXot+ BsXat BaXy

The column labeled F in the table above gives the overall F-test of the hypothesis that;
Ho: B1 = B2= Ps= P4 =0 versus;

Ha: at%e of B1, B2, B3, Pa does not equal to zero where By, B2, B3, P4 are coefficients

of X Xa, X3! 4.

The F statistic (16%& associated P-value of 0.00. Since 0.00 is < 0.05, we reject
Ho at significance level 0.0@h means that at least none of the regressor coefficients

are equal to zero and (\ It eﬁegendent variables jointly have a statistically sig-

4/ 8iable.

0 &
KON
JR

nificant impact on changesp pe

%



4.8.3: Hypothesis Testing

Table 4.19: Regression Results
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Standard Lower Upper  Lower  Upper

Coefficients  Error tStat  P-value 95% 95% 95.0%  95.0%
Intercept (l) 29.56 14.64 2.02 0.04 0.69 58.43 0.69 58.43
X1 @ 8.93 161 5.56 0.00 5.76 12.10 5.76 12.10
X5 ,?3.28 2.17 -1.51 0.13 -7.56 1.01 -7.56 1.01
X3 ’% 2.00 -3.73 0.00 -11.42 -3.52 -11.42 -3.52
) 3.761—/ 1.32 2.81 0.01 1.10 6.29 1.10 6.29

Source (Study Surve;&i@

From the Table 4.19 ab@@lgfittg\' e for the regression model is as shown below;

Y= 29.56+9X- 3x2-7x3+4/%b<> 04/
7
L

statistic of 5.56 and an associated p-value OQ.O . The @gct therefore of adequate

The coefficient of adequate training ({)@ an ted standard error of 1.61, t-
training on graduate employability is statistically significant a@l\lilcance level 0=0.05
since p<0.0. The Hy is therefore rejected while H, is accepted that the@a statistically
significant relationship between adequacy of training of BCOM graduates ahd their em-

ployability.

The coefficient of Employment skills (X;) has an estimated standard error of 2.17, t-

statistic of --1.51 and associated p-value of 0.13.
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The influence of Employment skills on BCOM graduates employability is statistically
insignificant at significance level 0=0.05 since p>0.05. The Hp is therefore accepted
while H, is rejected that there is no statistically significant relationship between Em-

ployment skills and graduate employability.

O

The coef@&f People skills (X3) has an estimated standard error of 2.00, t-statistic of
-3.73 and p-va wo. The effect of People skills on graduate employability is statis-
tically significant at si ance level a=0.05 since p<0.05. This led to rejection of the
Null hypothesis that there{@no relationship between People skills and graduate em-
ployability. The alterrg\ ypothesisithat there exists a statistically significant relation-

ship between People skills%plo flity is accepted as it is supported by empirical

evidence. /bo 47&

The coefficient of Self reliance (X,) has< @ mated@sdard error of 1.32, t-statistic of
2.81 and p-value of 0.01. That is, the effect wem'?@] graduate employability
was found to be statistically significant at the critical value a/wg\Sﬁince the associated
p<0.05. The Null hypothesis is therefore rejected while the aIterna@one accepted
since there is a statistically significant relationship between Self reliance and graduate

employability.
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CHAPTER FIVE

5.0 Summary, Conclusions and Recommendations

5.1 Introduction

This chapter summarizes the study and makes conclusions and recommendations based
on the@J s from primary data that was analysed using quantitative analysis and pre-
sented in f tables and charts in chapter four. The policy implications from the
findings and ar;a?}virther research are also presented. This section presents the find-
ings from the study in @rison with what other scholars have said about employabil-

ity skills of graduates ard th ?arket demands.
5.2  Summary of the Rese%obler%/lethodology
establi

The main objective of this study wa s( Ahether the B. Com graduates’ em-
ployability skills meet the job market de . Th§ was on B. Com graduates
2009 to 2011 and the employer (HRM) who offefs the gréds;é jobs. The four objec-
tives of the study were: (i) To establish what employability skills . Com graduates
actually possess as they enter the job market; (ii) To establish the e ility skills
the employers expect from B. Com graduates to have when they enter the job market;
(iii) To find out the nature of the skills gap (if any) between employers’ expectations
and what the B. Com graduates have, and (iv) To determine methods of bridging the

skills gap between employers’ expectations.
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The literature review provided an overview of the issues surrounding employability
skills and job market demands. Through the review of literature, the following areas re-
lated to employability skills and job market demands were examined: the concept of
employability, university education and employability, employability skills and job mar-
ket demands, B. Com curriculum, quality of university education and graduates, training

and er@y;bility, challenges facing university education. The study fell within the con-

text of T ries: Job Matching Theory and Human Capital Theory, which were
found useful i%nning the investigations in this study were also discussed. The
literature exposed the ﬁﬁ}at the problem of lack of employability skills is global and

that there is an outcry amon Voyers about the quality of graduates universities pro-

duce. &O );37

To achieve the objectives of the stt@{ima / a was collected through the use of
questionnaires from two sets of subjects: . aduates [2009 to 2011] and
250 Human Resource Managers. Focus group Intgrview v\@k carried out. Descrip-
tive and inferential statistics were used to analyse the findings. Sysfematic sampling de-

sign was used as sample design for the B. Com graduates while emplo%re selected

using snow ball sampling techniques.
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5.3  Summary of the Main Findings of the Study

Research hypothesis stated that B. Com graduates were not in possession of the general
employment skills, from the study findings this was consistent since regression analysis
that reported that B. Com graduates were not in possession of general employment skills
(B =0.787, p <0.061). Thus this finding positively supports the argument that in Africa
qualit &kng is challenged because of several factors as explained by (Eshiwani,

2009). Hen is fact explains how B. Com graduates are lacking the general employ-

ment skills. 44/
T

Results from the study indic t B. Com graduates had specialized in different areas

with 23.9% for human @Cs\e

findings were in consistent with ndi( al, [2007], whose study indicated that Ken-

8 %@ the B. Com graduates specialize in

Further, the study hypothesized that there were Skl||S gap betwgr?ﬂhat employers ex-

S ng;\ge/ment, 23% accounting and finance. The study

yan industry prefers to hire speciali

certain disciplines so as to secure jobs.

pect B. Com graduates to have and what the graduates actually pos‘d The study
supported the hypothesis 60% of the B. Com graduates agreed that they lacked the de-
sired skills and 82% of the employers supported lack of graduate skills. The study find-
ings were in agreement with [Gudo, 2013] who asserted that our education system is so
much focused on attaining good grades in the exam, which denies the student the chance

to acquire the desired skills for the job market.
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Further, the study hypothesized that there are no methods which could be used to bridge
the skills gap among the B.com graduates. The study findings rejected the null hypothe-
sis, because when the right mechanisms are put in place, the skills gap can be bridged.
Some of these mechanisms are enhancing the need for joint involvement among the in-
dustr rs and university policy makers in curriculum development. This idea was
supported&)@/o B. Com graduates and 68% of the employers who were of the opinion

that the industry Id participate in B. Com curriculum development. These results

were in consistent withf fl:‘a art & Casselman, 2011] who advocated the need for joint

venture among all eduﬂo%olders.
The study depicted an invers%/nss,p tween adequate training and the skills pos-

ted %9853). In addition, the study showed

that 79% of the B. Com skills can be explaified by Se iance skills, people skills, ade-

sessed by the B. Com graduates

quate training and general employment skills} wivegwmuld embrace adequate

training since an increase in adequate training will have a de{ggé‘f'n skills gap among
the B.com graduates. The results were in agreement with Yoke [2006]@ recommend-
ed that adequate training of graduates will equip them with the required SkiHs in the job

market and consequently eliminate the need for retraining as the join the job market.

Results from the study, supports the argument by Moreau & Leath-wood [2006] who

states that employability refers to a set of achievements related to skills, understanding
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and personal attributes that make graduates more likely to gain employment and be suc-
cessful in their chosen careers, which benefits themselves, the workforce, the communi-
ty as well as the country’s economy. The findings showed that B. Com graduates are not
in possession of the general employable skills and therefore, increasing the skills gap

and consequently making the graduates lack employment.

5.3 %usion

According to sults of the study, it can be concluded that there is a skills gap be-
tween what the B.C duates have and the employers’ expectations. This is support-
ed by over 80% of the err@s indicating that many graduates lack basic employabil-
ity skills at the time ﬂ%\ ey arg entering the job market. Further, 60% of the B.Com

graduates confirmed that t ke@ of the employability skills expected of them

by the employers. /b O

The difference in employer expectations and ztes {(%’g‘gd preparation over-lap in

several of the skills. Issues relating to mismatch between gra(y?é kills and employer
needs have resulted to graduates’ unemployment and social problems. @ study creates
an opportunity for further researches, education and training to address Unemployment
issues that are resulting in a mismatch between graduates and employers. The reasons
for skills shortages are in part related to factors that contribute to these shortages, such
as employers’ job requirements, demands of the global market, demands of technical
skills, and production methods. All of these factors could have serious implications for

workforce preparation.
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5.4  Contribution to the body of knowledge

Employability Skills B. Com Graduates

Possess as they enter Job Market

Employability Skills Employers Expect

from B. Com Graduates

Willingness to learn, Self-promotion, Oral

Communication,  Interpersonal  Skills

IT/CO@ Literacy, Flexibility,

Networking, being proactive, foreign lan-
guage, customer orientation, commitment,

numeracy, IT/computer Literacy

A
To perforrﬁ@ to standard, Professional

competence in ari pecialization, Han-

dle relations with cu@s clients and
@ d solve

colleagues, ability tcykna
problems, ability to cor@ﬁate,%o
bridge the gaps between k

4}98
quired in formal education and th

nt

in work, continuously innovative and §<}sis,

prove processes and products through ap-
plication of technologies (digital), attitude
of positive independence, critical and ana-

Iytical thinking.

Analytical skills, numeracy/ ability to
quantify. Planning/coordinating ability and
leadership, time management/ work under
pressure,

imagination, adaptabil-

ity/flexibility and team working, ethics and

é(integrity, social concern and awareness,

/,
) to forecast on long and short term

L@orking skill, proposal, profes-

stemalland r riting, numeracy/ability

to quantify. /)\%
o

ESM, Kalei, 2014
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The researcher formulated the Employability Skills Model [ESM] as a measurement tool
for both employers during recruitment, and the graduates can use this Model to evaluate
their employability and identify their week areas for improvement. The researcher gath-
ered from the study literature that the job market needs and the employers* expectations
for employability skills from graduates vary from one employer to another and also from
one cc@y to another [Weligamage, 2013]. This study, therefore, has identify employ-
ability sk that would best serve the future labour market in Kenya, and align uni-

versity progran%weet those needs.

5.4 Recommendag\ ’V)\
NS

The researcher would like to a%

(i)  The government and othe ho@ ould initiate job exporting strategy

recommendations:

of employment - the governm ce@ b openings globally for the

graduates, and facilitates the candidatgjrl‘mmidc%a\nd other expenses in

form of a soft loan.

(i) Universities should establish partnerships with the industry a»@her stake-
holders - to align B. Com programmes with the needs of the job market and

bring the practical element to the curricula.

(iii) The stakeholders should establish web-based career guidance portals - this

would keep the stakeholders abreast of emerging issues in the market, and al-
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so be able to train the youth to be creative and innovative, and be able to real-
ize the emerging new demands since the business world is dynamic and

keeps on changing now and then.

(iv)  The universities should establish partnership with the Youth Enterprise De-
velopment Fund - its objective is to provide funds to micro-finance institu-
@NWS for onward lending to youth enterprises. This move would ensure that

i jve university graduates are financed to commercialize their innova-

tors. J/ 4

(v) New programmes U@W designed according to what employers and potential

students ng\@as W I%internship and placement opportunities that pro-

vide real challe% st yfts, not to mention professional level career

coaching and practical skills\traintg/to, prepare them for the workplace.

(vi)Links between universities and u@ss%can be enormously helpful in
facilitating graduate employability{ where p@\ges for employment are

limited, training students to become entrepreneu ?be very useful to the

economy, especially as graduates then become job pr ideréather than job

seekers. /<\

Areas of Further Research

It is important to note that this research was confined to investigating whether B. Com
graduates’ employability skills meet the job market demands in Kenya. It would be in-

teresting for future researchers to carry out similar studies in the following areas:



(i)

(ii)
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This study targeted the employer and the B. Com graduate, a further study

should be conducted to target the universities and the government.

A comparative study between public and private universities would be ideal

to establish strategies on how to keep their graduates’ employability intact.

(iibThis study zeroed only on employability skills, other researches should be

(iv)

%to investigate other factors that affect employability of graduates, for

exa ?apid population growth, poor dissemination of job market infor-
r

mation, | reforms, slow or declining economic growth, and high

costs of Iakg\r./@

This study %ate@ Com graduates Employability skills, a further

study on other discﬁc&/ﬁwﬁ e timely.
o
ONL7

%, %
RN
yR

%
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APPENDIX |

RESEARCH QUESTIONNAIRE FOR THE HRM
To the Respondents, may | invite you to participate in my research study on Bachelor of

Commerce Employability Skills and the Job Market Demands. The study is a part of my

doctoral dissertation.

For th%‘cher to be able to examine this phenomenon you are, therefore, requested

to complete ﬁonymous questionnaire and the researcher assures you that the infor-

mation you give v\ﬂ( Eandled with highest confidentiality. Please indicate the correct

option by putting a tick % inst the most appropriate response in your option.

1. How many B. Com’g @}a es yyou employed in your organization?

None [ ] 1- 20[{9 41-60[] 6landabove[ ]
2. What skills do you expect B. Comg%hat(%’? Please indicate the correct op-
tion by inserting a number [1, 2, or 3] aga th @roprlate responses (in order

of preference) from the options given. ; \S\/)\
L

(i) Self-reliance skills O

[ 1 proactively [ Jwillingnessto learn [ ] self-promotion[ ] networking'[ ] plan-

ning action [ | anyother...........................
(i) People skills
[ 1 teamworking [ ] interpersonal skills[ ] oral communication[ ] leadership

[ 1 customer orientation[ ] foreign language [ ] anyother...........................
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(iii) General employment skills
[ 1 problemsolving [ ] flexibility[ ] IT/computerliteracy [ ] numeracy
[ ] commitment|[ ] anyother................ccoovviiiiiiiiiiinnnnn.

3. What employment skills do most B.Com graduates have? Please indicate the correct

options by putting a tick (\) against all the appropriate responses from the options given.

(i) S%nce skills

[] proacti@?willingness tolearn [ ] self-promotion [ ] networking

[ 1 planning action ﬁ YOther. ..o

(ii) People skills @

[ ] team working [ ]@erso I skills [ ] oral communication [ ] leadership

[ ] customer orientation [C reign pgua e[ ] none[ ]anyother...............
(iii) General employment skills O @
[ 1 problemsolving [ ] flexibility ]@cork

[ ] commitment[ ]none[ ] any other....\ J’ ..... \9/ .............

4. Is there skills gap between employers’ expectations and what’ge\ ’s B.Com gradu-

iteracy [ ] numeracy

ates possess? Q<\

Yes [ ] No[ ]
If your answer above is yes, kindly fill in the likert scale section. If your answer is no,
skip this section. Please tick (\/) one appropriate box for each statement in the Likert

scale to indicate whether you strongly agree (5), agree (4), undecided (3), strongly disa-
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gree (2) or disagree (1) to the following statements as regards your business training and

job performance.

5. Tick as appropriate on the likert scale, your take on the best ac-

tions that stakeholders should take to minimise or bridge the skills

]

gap. o
o 2

(o)) 2L

O -
6\ > S| > 8
(@) O | O | =
O S | 8|8|5|%
= o | c | 5 |2

n < | D |wmn | O

/1
i/ 5 |4 [3 |2 |1

a. Involve the mdy?t{ g)\armg B. Com. Curriculum

b. Use practical cur\c@m
L,

,4//,

d. Make B. Com curriculum relevaht termarketrice

@
/}

f. Standardize public and private universities B. Com programme&%

g. Equip universities with necessaries physical facilities

6. Interms of graduate skills, do you have preference for graduates from?
Private universities [ ]  Public universities[ ] Both[ ] Others..................

7. Should universities involve the industry as they prepare their B. Com curriculum?
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Yes [ ] No[ ]

Please give two reasons for your answer.

8. Does the quality of B. Com programme needs improvement?
Yes [ ] No[ ]
O
9.1s ther@@or feedback between employers and universities?
Yes [ 144/ No[ ]
10. Do you find it nec:j—@etrain university business graduates after employment?

Yes [ ] )%Néﬂ);sl

Thank you very muc oué@nd cooperation, God bless you.

o
O
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APPENDIX 11
RESEARCH QUESTIONNAIRE FOR THE B. COM GRADUATES

2009 TO 2011
To the Respondents, may | invite you to participate in my research study on Employabil-

ity Skills: An Assessment of Skills Gap between Employers’ Expectations and what

Kenya’s”B.Com Graduates possess. The study is a part of my doctoral dissertation.

For the re§@sr to be able to examine this phenomenon you are, therefore, requested
to complete this ia@mous questionnaire and the researcher assures you that the infor-
mation you give will béi?}dled with highest confidentiality. Please indicate the correct

option by putting a ti?\( ) “against the most appropriate response in your option. The

questionnaire is divided@h{ee 9%

SECTION A O(
GENERAL INFORMATION O@ 6/\9
S

1. Gender / )\
y >
ale [ ] Female [ ] O
,(\

2. Age bracket

N

25-30[ ] 31-35[ ] 36-40[ ] 4landabove[ ]
3. Highest level of formal education
Undergraduate [ ] Postgraduate[ ] PhD[ ] Others.....................

4. Year of graduation
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[ 12006 [ ]2007 [ 12008 [ ]2009 [ ]2010 [ ]Others ...............
5. Your specialization
Finance & Banking [ ] Accounting & Finance [] Marketing [] Others...............
6. What motivated you to pursue your specialization?
8sonal interest [ ] University directed [ ] Other parties’ persuasions [ ]
e
SECTION B

The following section Qfﬂains (7-13) statements. Please tick (\) one appropriate box for

each statement in the;’lie@e to indicate whether you strongly agree (5), agree (4),
Y

undecided (3), strong

%ﬂj (g)b disagree (1) to the following statements as re-
Dgob P %@nce.

1
%, %
J \S})\
o

gards your business training

%
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&
3 2
) R
< 3z |0
> S| > 8
S8/ 5|7
S| o|c | s |2
O | < |D|lwm | O
A 5 4 3 2 1
7. The‘@ﬂ you took matches your career ambitions and the in-
dustry ne
A - -
8. B. Com gradudfefre exposed to practical experiences before
graduation. /@
2% 5N
9. The instructors used\a te {W methods to deliver their
contents. /s/ /O
¢/A /) _
10. A number of private universit e relaﬂ%er equipped
with resources than public ones. (O &
- -
11. There was no shortage of lecturers in youk@u!se 0 M&s
12. Students face many challenges as they go through their studies. <>
13. Would you agree to recommend a friend to join your university?
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SECTIONC
CURRENT WORK INFORMATION
14. Which industry do you work with?

Banf’ng Industry [ ] Education Industry [ ] Insurance Industry [ ] Manufacturing

15. Work expeﬂ%

O-1year[ ] years [ ] 2-3years[ ] 3yearsandabove[ ]

16. Period before getti}iﬂ@o gfter graduation
O—6months|[ ] 6 @)nt%Z —18 months [ ] 18 months and above [ ]

17. What skills are required o % oner’> Please indicate the correct options

t an@e appropriate responses (in order of

[ 1 proactively [ ] willingnesstolearn[ ] self- promotlon %tlvorkmg[ ] plan-

ning action [ | anyother...........................

(ii) People skills /(\

[ ] teamworking [ ] interpersonal skills[ ] oral communication[ ] leadership

by inserting a number [1, 2, or 3

preference) from the options given.

(i) Self-reliance skills

[ ] customer orientation [ | foreign language [ | anyother...........................
(iii) General employment skills

[ 1 problemsolving [ ] flexibility[ ] IT/computer literacy [ ] numeracy
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[ ] commitment|[ | anyother................cooevviiiiiiiiiiiinnnnn.

18. What employment skills did your B.Com programme equip you with? Please indi-
cate the correct options by putting a tick (\) against all the appropriate responses from
the options given.

(i) Self-reliance skills

[] p@ively[ ] willingness to learn [ ] self-promotion [ ] networking

[ ] planni ion[ ] anyother...........................

(i) People skiﬂ@
[ ]team working [ ] inie@nal skills[ ] oral communication[ ] leadership

[ Jcustomer orientatio fordgl guage [ Jnone[ Janyother...........................

(iii) General employment@s, /37

[ 1 problemsolving [ ] flexibilj ]%mputerliteracy [ 1 numeracy
[ 1 commitment[ Jnone[ ] any otéro/[/ .......................

19. Do you utilize the employment skills you @jt’yo&% place?
Yes[ ] No[ ] / )\%

20. In your own assessment, is there as a skills gap between employers@ectations and
what Kenya’s B.Com graduates possess?
Yes|[ ] No[ ]

(i) If your answer is yes, mention any four of the skills gap.

(ii) Suggest ways of bridging the gap.
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21. Are there areas you consider to be important and are not included in the B. Com
curriculum?
Yes|[ ] No[ ]

(i) If your answer is yes, please mention these areas.

22. Are%eas you consider not important and are included in the B. Com curricu-

lum? 44/

Yes[ ]

(i) If your answer s }Entlon these areas.

/
23. Does your B. Com currlc pa/@Jates for self-employment?

Yes [ ] No [ O(

24. Do you consider practical training imp% %e programme?
Yes [ ] No[ ] \S\/)\

%

25. Did you face challenges in your course of study?
Yes [ ] No [ ]

(i) If your answer is yes, state some of these challenges.

26. What advice would you give to your university to ensure the employability of its

graduates remains intact?

Thank you very much for your time and cooperation, God bless you.



