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FOREWORD
\ D

equity are aspirations of the Constitution of

Kenya, Kenya Vision 2030, Bottom Up
Transformation Agenda (BETA), Treaty for the
Establishment of the East African Community,
African Union Agenda 2063, 2030 Agenda for
Sustainable Devepment, ILO recommendation
R1952004 and ILO convention C141975.
These aspirations are embedded in the National
Guidelinedfor Career Guidance in Kenya.

I ifelong learning,employability and social

These Guidelines have been prepared against the
backdrop ofthe National Policy Framework for
CareerGuidance, which was developed to provide a robust and professionalized career
guidance system that enables people to manage their learning and career pathways
within the context of a rapidly changing education, training and lalauket system.

The Guiddéines have thus evolved from this policy framework.

Currently, amyriad of Ministries, Counties, Departments and Agencies (MCDass)

well as norstate actors are involved in implementing career guidance. As a result, there
is excessive fragmentation anabgp coordination of interventions among these
implementing agencies. Furthermore, achieving accessible, equitable, relevant and
guality career guidance remains a major challenge.

The overall goal of these guidelines is to providstandardized, simplifiecnd
practical reference guide fonplementing career guidance in Keny&e Guidelines
focus on five major themes, namely: career education, career counselling, career
information, employer engagement and coordination of career guidance. The
Guidelines st out clearly what should be done in relation to each thematic area.

| am confident that these Guidelines will be a useful resource for all institutions engaged
in the implementation of career guidance in Kenya. To strengthen the implementation
of theseGuidelines, relevant circulars shall be developed and issued from time to time.

Hon. Dr. Alfred N. Mutua, EGH
Cabinet Secretary, Ministry of Labour and Social Protection
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EXECUTIVE SUMMARY

The State Department for Labour and Skills Developnsemiandategdunder Executive Order
No. 2 of 2023, to overseand harmonisekills development among actors; and to establish and
manage the institutional framework for linking indudtsyeduction and training.

In line with this mandate, the Departmeetveloped the National Policy Framework for Career
Guidance in Kenydn 2023 In order to operationalise this Policy Framework, Nedional
Guidelines for Career Guamcein Kenyahave beemleveloped

The overall goal of these guidelines is to providstandardized, simplifieénd practical
reference guide famplementing career guidance in Kenya.

The objectives of the guidelines are to:

a). Provide a guide for implementing career educaticareer counselling and career
information.

b). Provide a guide for employer engagemientelation to job search clubs, job and career
fairs, and work based learning

c). Provide a standard approach for the establishment and operationalization of Office of
CareerServices.

d). Outline the roles and responsibilities of stakeholders in relation to career guidance.

e). Provide uniformity in monitdng and evaluatingareer guidance.

In these guidelineghe followingstandardgor career guidanceave been outlined

1. Education and training institutions, and employment agencies shall enhance access, equity,
relevance and quality in the provision of career edoicat

2. Education and training institutions, and employment agencies shall enhance access, equity,
relevance anduality in the povision of career counselling

3. Education and training institutions, and employment agencies shall enhance access, equity,
relevance and quality ifmé provisiorof career information

4. Education and training institutions, and employmagéncies shall enhae employer
engagemertb enrich career guidanaerelation tocareer and job fairs

5. Education and training institutions, and employment agencies ehiadince employer
engagement to enrich career guidainceslation tojob searcttlubs

6. Education and training institutions, and employment agenciesastitadince work based
learningthrough employer engagement.

7. Education and training institutions, and employment agencies shall establish and
operationalise Office of Career Services.

8. The Ministry of Labour and Sad Protectionshall establish a sector wide stakeholder
committee to provide policy, technical, operational expertise and financial support required
to implement career guidance effectively.

9. Education and training institatns shalundertake graduate tracer studies emmpute the
graduate employability rate.

10. Education andraining institutions, and employment agenaball undertake monitoring
and evaluatiomf career guidancir continuous improvement armcountability.

m N
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CHAPTER ONE

OVERVIEW AND CONTEXT

1.1 INTRODUCTION

The Executive Order No. 2 of 2023, vests in the State Department for Labour and Skills
Development, the mandate to overaad harmonisskills development among actors;

and to establish and manage the institutional framework for linking industry
educationand training.In line with this mandate, the Department has developed the
NationalGuidelines for Career GuidanoeKenya

Career guidance is the assistance provided to individuals, of any age and at any point
in their lives, to manage their careers, including making informed education, training
and occupational choices. It is madeofiphree components, namely, career education,
career counselling and career information

1.2 RATIONALE

Kenya has &lational Policy Frameuark for Career Guidandbatprovides fora robust

and professionalized career guidance system that enables people to manage their
learning and career pathways within the context of a rapidly changing education,
training and laboumarket system. The goal of this policy is to promote lifelong
learning, sustained employability and social equity by enhancing access, equity, quality
and relevance in the provision of career guidance in Kenya. However, there are no
guidelinesfor operationalizingthis policy framework The National Guidelines for
Caree Guidance have been developed to address this gap.

1.3 PURPOSE OF THE GUIDELINES

1.3.1 Goal

The overall goal of thee guidelineds to provide a standardized, simplifiecnd
practicalreferenceguide forimplementing career guidanoceKenya.

1.3.2 Objectives
The objectives of the guidelines are to:

a). Provide a guide for implementing career education, career counselling and career
information.

b). Provide a guide foemployer engagemeirt relation to job and career faiigp
search cluband work based learning

c). Provide a standard approach for the establishment and operationalafadéice
of Career Services.
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d). Outline the roles and responsibilities of stakeholders in relation to career guidance.
e). Provide uniformity in monitoring andvaluating career giance.

1.4 METHODOLOGY

These guidelines draw on the National Policy Framework on Career Guidance in
Kenya, research and best practices related to caredarge. The guidelines were
developedthrough a consultative and participatory approaictvolving various
staleholders from the public and private sectors.

1.5 SCOPE

These guidelinespply to Ministries, Counties, Departments, Agenci®CDAS),
Commissions, education and traininginstitutions, employment agenciesand
employers The guidelinesalso apply to development partners, donors and funding
agenciesvhich can use therto support decisicimaking on allocation of resources for
career guidance pr@ion. In addition, the gdelinesshall guide researchers and
research funders as they seek to address the tat constrain career guidance
provision.

1.6 REVIEW OF THE GUIDELINES

The guidelines shall be reviewed after four (4) years from the date of implementation
or as circumstances shall determine.

1.7 STRUCTURE OF THE GUIDELINES

The guidelines are organized aroufiee chapters. The first chapt@rovides an
overview of the guidelines. The second chaptgresend the guidelines for
implementing career education, career counselling cander informationChapter
three set®ut theguidelines foremployment engagement in relationcereer and job
fairs, job search clubs, andiork based leaing. The fourth chaptefocuses on
guidelines related to theordination of career guidance in relattorOffice of Career
Services (OCS)and the stakeholder coordinatioframework The final section
describes the guidelines for monitoring awluating career guidance

avn k;:m..,w_,




CHAPTER TWO

CAREER EDUCATION, COUNSELLING
AND INFORMATION

2.1. INTRODUCTION

This chaper describes thguidelines for career education, career counselling and career
information. The guidelines focus on four thematic areas, namely, acmpssy,
relevance and qualityn addition, the chapter outlines the roles and responsibilities of
thecareer guidance practitioners.

2.2. CAREER EDUCATION

2.2.1.Standard

Education and training institutions, and employment agencies ehiadince access,
equity,relevance and quality in the provision of careduraation

2.2.2.Description

Career education includes well organized and structured learning activities aimed at
creating opportunities for children, youth and adults to acquire career management
skills. It is designed to enable individuals learn about the world of work and develop
career management skills. It is a lifelong learning process in which career management
knowledge is acquired over a lifetime. It is provided as a curricula occmoitula
subject orprogramme. It is provided by career educators (teachers, trainers, tutors,
lecturers) and industry experts.

2.2.3.Guidelines

I.  Guidelines on enhancing access to career education

a). Children, youth and adults shalé provided with career education.

b). Industries shoul be engagetb provide work based learning opportunities.

c). Industries, parents drthe media should be engagedsupport career education
provision.

d). Flexible and innovative methods should be used in the delivery of career
education.

|
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Il. Guidelines on enhanimg equity in the provision of career education

a). Provide career education &arly school leavers (learners that do not complete
secondary education) to support thetineegration into formal education;

b). Provide career education to vulnerable granpkidingpersons with disabilities,
unemployed youth, workers in the informal sector, inactive workers such as
womenreturning to the labour market and refugees, and the ageing workforce;

c). Provide instructional materials and equipment for career educexplicitly
tailored to the special circumstances of vulnerable groups.

[ll. Guidelines on providing relevant career education

a). Link career education to the world of work;

b). Career educatoshould be providedith career informationgducation, training
and labour markehformation)

c). Build the expertise of teachers, trainers and lecturers on career education;

d). Involve industry experts in the delivery of career education;

e). Eliminate negative attitudes towards TVET, STEM, entreprehgureind
agriculture through career education.

IV. Guidelines on providing quality career education

a). Enforce the national quality standards for career education;

b). Establish an internal quality assurance system for career education;

c). Build the capacity for intead quality assurance of career education;

d). Integrate career education in the performance management framework.

2.3. CAREER COUNSELLING

2.3.1.Standard

Education and training institutions, and employment agencies shall enhance access,
equity, relevance and quality ihe pravision of career counselling

2.3.2.Description

Career counselling helps individuals explore thaterests, aspirationgptitudes,
personality, skills and competencies; and links them to career information, in order to
make informededucation, training and occupational choices. It is a continuous process
throughout life. It is provided by professionally trained career counsellors. Delivery
contexts include: education and training institutions, employment services, workplaces,
privateand community based centres.
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2.3.3.Guidelines

a).
b).

d).

a).
b).

C).
d).

e).

V.

a).
b).
C).
d).
e).

f).

Guidelines on enhancing access to career counselling

. Children, youth and adults shalé provided with career counselling services;

. Separate career counselling from seusychological counselling;

. Ensure that career counselling is provided by professional career counsellors;

. Employment agencieshould expand their services to include career counselling

services;

. Create awareness oéireer counselling services;
. Utilize distancebased approachesdeliver career counselling services to increase

access.

Guidelines on enhancing equity in the provision of career counselling:

Conduct career counselling needs assessments for vulnerable. groups
Provide career counselling programmes for early schookteglearners that do
not complete secondary education) to support theintegration into formal
education;

. Provide career counselling programmes Jfamerable groups such aersons

with disabilities, unemployed youth, workers in the informal sedtactive
workers such as women returning to the labour market and refugees, older
workers, mothers with young childrensingle parents, retrenched workers,
demilitarized soldiers, eaffenders and migrants;

Provide career counselling for candidates neqgiRecognition of Prior Learning
(RPL).

Guidelines on providing relevant career counselling

Provide career counselling that is adapted to user needs;

Career counsellors should be provided with career informagalucgtion,
training,and labour markehformation);

Career counsellorshould useustomizé and standardized career tests;

Build the expertise of career counsellors on education, training, and employment
trends, and how to apply this knowledge in career counselling;

Strengthen the linkages leten career counselling and industry.

Guidelines on providing quality career counselling

Enforce the national quality standards for career counselling;

Establish an internajuality assurance framewofdr career counselling;

Build the capacity for internal quality assurance of career counselling;

Career counsellors shak registered in the national register of career counsellors;
Career counsellors shathere to ethical standards of career counselling;
Integrate careazounselling in performance management frameworks.
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2.4. CAREER INFORMATION

2.4.1. Standard

Education and training institutions, and employment agencies shall enhance access,
equity, relevance and quality in the provisafrcareer information

2.4.2. Description

Career inbrmation consists of all the information that assists people make informed
education, training and occupational choices. It includes information on learning
opportunities, labour market information and skills needs anticipatidme
development and dissenaition of career information is undertaken by diverse
specialists that fall under three main categories. These include: statisticians and analysts
responsible for data collection, analyses and storage; operational officers who focus on
data interpretationand development of career information; and senior officers
responsible for career information dissemination and capacity building.

2.4.3. Guidelines

I.  Guidelines on enhancing access to career information:

a). Provide career information, including educatidrgining, and labour market
information, for all;

b). Provide career information on institutional websites;

c). Disseminatecareer information usingCT and media (broadcast, digital and
internet medig)

d). Disseminatecareer information througlevents such asareer and job fairs,
exhibitions,symposiums, and conferences;

e). Establish links with institutions that provide career information.

Il.  Guidelines on enhancing equity in the provision of career information:

a). Provide career informatiofor disadvantaged groups including persons with
disabilities;

b). Provide areer information in braille;

c). Provide career information usidgsistive Listening Devices (ALD)

d). Provide papebased career information for people that do not have access to
digital technology;

e). Ensure that institutional websites have career information that is taitoradet
the needs gbersons with disabilities.
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[ll. Guidelines on providing relevant career information:

a). Provide career information that edapted to meet theeeds ofdifferent user
groups;

b). Adaptcareer information (education, training and labour marketmation)for
use in career education and career counselling;

c). Provide simplified labour market information for the youth.

IV. Guidelines on providing quality career information:

a). Enforce the national quality standards for career information management;

b). Establish an internal quality assurance framework for career information
management;

c). Build capacity forinternal quality assuraeof career informatign

d). Integrate career information dissemination in performance management
frameworks.

2.5. CAREER GUIDANCE PRACTITIONERS

2.5.1.Career Educators

Career educators include teachers, trainers, tutors and lecturers. Industry experts such
as Master Crafts Persons (MCR=ployers and professionals shall also be engaged
to provide career education in their areas of expertise.

Roles and responsibilitied career educators include:

a). Implementinghe career education programme;

b). Empower learners with knowledge, skills attitudes on career development

c). Enhance the entrepreneurship abilities of learners;

d). Foster a diverse and inclusive learning environnmntareer education;

e). Provide learners with relevant career information, including education, training
and labour market information;

f). Collaborate with industry experts in the provision of career education;

g). Participate in coordination activities that ¢doute to the effective
implementation of career education;

h). Adopt and hild upon innovations and good practiceted tocareer education;

i). Adhere to quality standards for career education;

j). Participate in ranitoring and evaluation of career education;

k). Pursue continuous professional developmengliation tocareer education;

). Join career education communities of practice.
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2.5.2.Career Counsellors

Career counsellors are professionals that are qualified or trained to provide career
counselling servicesdapted to the specific requirements and needs of the' clidety

assist clients in exploring their interests, skills, values, and goals to identify suitable
career paths and make informed caredated decisions.

Roles and responsibilities of careeuasellors include:

a).
b).
C).
d).
e).

f).

9).
h).

).
J)-

Implementing the career counselling programme,;

Counsel clients, individually or in groups, on career development.

Foster a diverse and inclusive environment for career counselling;

Link clients to appropriate skills development efmigent programmes and
activities;

Refer clients to special skills development programmes, specialists, and agencies,
in consultation with parents/guardians where appropriate.

Provide clients with career information resourceguding education, training

and labour market information;

Collaborate with industry experts

Provide outreach to potential clients and their support networks with information
about the importance of career counselling;

Participate in coordination of activities that contribute te thffective
implementation of the career counseling programme,;

Adopt and lild upon innovations and ogd practices related tcareer
counselling;

Participate in rmanitoring and evaluation of career counselling;

Adhere to ethics and quality standardsdareer counselling;

. Pursue continous professional development relateddoeer counselling;
. Register with a relevant professional body.

2.5.3.Career Information Specialists
Career information specialistall under three main categorjesamely, statisticians
and analysts,merationsofficersand career information officers.

Roles and responsibilities of career information specialists include:

a).

b).

C).

Statisticians and analysts tine labour andducationsectors areesponsible for

data collection, analyses and storage of information on learning opportunities,
labour market information and skills needs anticipation;

Operations officers in the labour and educatiosectors shouldfocus on
transforming data into caremformation;

Career information officers shall be responsible for gathering career information,
verifying its authenticity, organizing, classifying, storing and disseminating it.

L Clients in this context are the users of career counselling services, namely, children, youth and adults.

8
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CHAPTER THREE

EMPLOYER ENGAGEMENT

3.1. INTRODUCTION

This chapter focuses on the guidelines related to employer engagetmehtisa core
element of career guidancEmployer engagemermnriches career guidance aisd
linked to better employment outcometence multiple opportunities should be created
for learners, oubf-school youth and adults tearn from employers about careers
employment and the skills that ademandedn the contemporary labour market
Employe engagement is essential for career guidance activities, saahegsandjob
fairs, job search cluhsandwork based learningrhis chapter describes the guidelines
for undertakinghese activities.

3.2. CAREER AND JOB FAIRS

3.2.1. Standard

Education and trainingnstitutions, and employment agencies shall enhance employer
engagement to enrich career guidaimceslation tocareer and job fairs.

3.2.2. Description

The terms Ocareer fairé anbdowdvgrindyarémot r 6 ar
the same. It is thereformportant to distinguish thisvo terms.

Career fairs are formal events where professionals from specific industries converge to
share information about their organizatiofisese events are ofteareer informationa
sessions and workshops. The evemts generally organizetb help students and
graduates explore career paths, career opportunities, work based learning opportunities
and build career networks.

Job fairs, on the other hand, are large informal evang@nized to connect job seekers
with a wide range of employers and maglude informational sessions and workshops
designed to help job seekers improve thelr gearch skills.ab fairsalsoprovide a
platform for several employers to gather in one fiocato offer job opportunities to
potential candidates. Hence job fairs help job seekers to not only gain insight into
various industries, but to also have direct interactions with employers and gain access
to job openings.

11 -
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3.2.3. Guidelines

|. Guidelinesfor organising career fairs

a). Establish an organizing committee;

b). Define the goal and objectives of the event;

c). ldentify the target group for the event;

d). Identify the date, time and venue of the event;

e). Develop a budget for the event;

f). Develop a checklist of thectwvities that need to be undertaken;

g). Select the professionals that shall be guest speakers at the event;

h). Prepare the professionals prior to the event;

i). Provide the professionals with a format or guide for their presentations;

}). Prepare the learners pritrthe event;

k). Ensure that there & staff membepresent during the event;

). Facilitate the interaction between the professional and the leframtispants
during the event;

m). Establish a feedback mechanismenhance continuous improvement.

Il. Guidelines for organising virtual career fairs

a). Establish an organizing committee

b). Choose a virtual platform;

c). Develop a concept note;

d). Prepare the budget for thetual event;

e). Design the virtual career fair;

f). ldentify and invite professionals to participate in viréual event;

0). Engage professionals to submit satiade videos as they talk about their
professions;

h). Promote thevirtual event;

i). Map and identify sponsors for thetual event;

J)- Identify and invte participants to theirtual event;

k). During thevirtual event, facilitate employestudent/youth interactions;

[). Ensure that there is a feedback mechanism in place.

lll. Guidelines for organizing job fairs:

a). Establish an organising committee;

b). Define the goal of the event;

c). ldentify the date, time and venue of the event;

d). Develop a budget for the event;

e). Develop a checklist of the activities that need to be undertaken,;

f). Select the employers that shall participate in the event;

g). Prepare the employer participants prior to theng;

h). Engage and mobilizemployers to provide job information packs;
12 -
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i). Map and identify sponsors for the event;

j). Develop a communication plan for the event;

k). Build a compelling promotion to drive registration for the event;
[). Ensure that participants pregister for the event;

m). Plan the layout and booth arrangementlierevent;

n). Ensure that there is adequate equipment@event;

0). Where possible, integrate ICT in the execution of the event;

p). During the event, facilitatengployerstudent/youth interactions;
g). Ensure that there is a feedback mechanism in place.

3.3. JOB SEARCH CLUBS
3.3.1.Standard

Education and training institutions, and employment agencies shall enhance employer
engagement to enrich career guidaimceslation tojob search clubs

3.3.2.Description

A job search clulis a group of 120 membersvho areprimarily young unemployed

people that aréacingchallenges entering the labour markeéte objective of the club

is to enable job seekers to find a suitable job withirstiwetest feasible time period by
creating supportive groups of individuals who share the same need while receiving
intensive coaching on job search related skills. Tilobge members meet under the
supervision of a trained job search facilitator who ptesithem with the guidance,
information and tools needed during their search for employment. In addition, the club
members assist one another, providing mutual support and encouragement, to enhance
their job-searching skills.

3.3.3.Guidelines

I.  Guidelines on estalishing and operationalising job search clubs

a). Develop criteria for membership;

b). Screen and register the members;

c). Create the job search clubs;

d). Appoint or deploy staff members as job search facilitators;

e). Build the capacity of job search facilitators;

f). Develop a schedule for monthly meetings;

g). Assess the training needs of the members of the job search clubs;
h). Develop and implement job search skills development programmes;
i). Develop the peeto-peer job search support system;

). Provide the necessary faddis, equipment and materials;

k). Develop and maintain a database on access and job search outcomes;
). Integrate job search club activities in institutional work plans;
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m).Set targets for the job search clubs.

a).
b).
C).
d).
e).

Guidelines on promoting access to job search clubs

Enhance access to job search clubs;

Create awareness about the benefits of job search clubs;
Prohibit fee payment for members to join job search clubs;
Mobilise resources for the job search clubs;

Integrate ICT in job search services.

Guidelines on pramoting equity in access to job search clubs

. Promote minimum standards for inclusive job search clubs;
. Ensure that job search clubdmitmembers from disadvantaged groups including

persons with disabilities;

. Provide specialized job search learning resesy assistive devices and

technology for job seekers with special needs and disability;

. Adapt existing infrastructure to facilitate inclusive job search skills development

programmes

. Build the capacity of job search facilitators to respond to diversity and inclusivity

in job search clubs.

Guidelines on promoting relevant job search services in job search clubs

. Provide relevanjob search services that are responsive to the needs of th

members of the job search clubs;

. Provide job search services that enhance employability;
. Provide job search clubs with 1p-date career information, including education,

training and labour market information;

. Build networks between job search clarsl employers.

Guidelines on enhancing quality job search clubs

. Establish an internal quality assurance framework for job search clubs;
. Build capacity forinternal quality assurance of job search cjubs

. Integrate job search clubs in therformance managememnamework

d).
e).

Monitor andevaluae the activities of job search clybs
Adopt and lild on best practices of job search clubs.

3.3.4.Job Search Facilitator

The roles and responsibilities of the job search club facilitator include:

a).
b).
C).

14

Coordinatethe screening and registration of job search club members;
Coordinate the operations of the job search club;
Developand implement the work plan tife job search club;
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d). Develop and mpvide job assistancgervices

e). Develop and deliver the job searskills development programmes;

f). Disseminate upo-date career information, including education, training and
labour market information;

g). Establish networks between the job search olembersand employers;

h). Data management of the job search club;

i). Monitoring, evaluation and reporting on the job search club;

}). Adhere to thics and quality standards relateddb search services;

k). Pursue continuoysrofessional development related to job search setvices

3.4. WORK BASED LEARNING

3.4.1.Standard

Education and training ingtitions, and employment agencies shall enhance work based
learning through employer engagement.

3.4.2.Description

Employer engagement is necessary, if the provision of work based learning is to be
realized.Work based learning refers to all forms of learningt tiakes place in a real
work environment. It provides opportunities to achieve employredated
competencies in the workplac#. includes formal and informal apprenticeships,
cooperative education, internships, virtual practice tnginfirms or simulated
workplace training work placement, alternance training, experiential learning,
traineeships, learnerships, cadetships, pupillages, candidacissivice training,
articles, work shadowing, enterprise visits, work experience, and sandwicksturs

g should not only include industry placements, but alsetraxfitional forms of work
based learning such as industry visits, job shadowing (accompanying an employee or a
parent to work), and simulated work based learning.

3.4.3.Guidelines

Guidelines for employer engagement in relation to work based learning

a). Establish avork based learning committee;

b). Establish linkages with industry for the provision of work based learning
opportunities;

c). Establish linkages witimstitutions that have high employer engagent such as
National Industrial Training Authority (NITA) and National Employment
Authority (NEA) for the provision of work based learningportunities;

d). Establish linkages with the Nation&ector Skills Committees (industry led
bodieg for the provison of work based learning opportunities;

e). Engage employers in the developmensiafulated work based learning;

f). Strengthen employer engagement so as to effectively enhance the pro¥ision
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9)-

work based learning through visits to workplaces;
Extend the threshold of engagement parents guardians, alumni and
communities to let learners visit their work plaéasjob shadowing

3.4.4.Work based learning coordinator

The roles and responsibilities of the work based learning coordimatarde:

a).
b).
C).

d).
e).
f).
9)-
h).

).

Develop and implement work based learning strategies;

Serve as a liaison between the institution @odk based learning providers
Collaborate with private and public sector employers, and relevant stakeholders,
to secure work based learning opport@sti

Participate in the development and implementation of Memoranda of
Understanding (MOU) between the institution and work based learning providers;
Visit prospective employers and select appropriate wwaded training sites;
Disseminate information onark based learning opportunities;

Coordinateand implement worbased learning placements;

Ensure thatvritten agreemestbetween employers and recipients of work based
learning are developed;

Monitor work based learning programmesensurehat they comly to the decent
work agenda

< 1neroie or ine wWork pasea iearning coorainator can pe unaertaken py mne LS Focal Foint.

16
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CHAPTER FOUR

COORDINATION OF CAREER
GUIDANCE

4.1. INTRODUCTIO N

Theimplementation of career guidance calls for a strong coordination mechahism.
chapter describes the guidelines éstablishing and operationaliziQjfice of Career
Services (OCSin education and training institutions, and employment agenties
chapter also fagses onstakeholder coordinatiorand outlines theroles and
responsibilities of theelevant stakeholders implementing career guidance.

4.2. OFFICE OF CAREER SERVICES

4.2.1.Standard

Educationand training institutions, and employment agencies shall establish and
operationalizeOffice of Career Services

4.2.2.Description

The Office of Career Servicé®CS)is a dedicatedoordination mechanism for career
guidancean Education and Training Institutiom®d Employment Agencie$he OCS,
under the leadership of the OCS Focal Point, shall be responsible for coordinating
implementation otareer guidance.

Themajorfunctions of the Office of Caes Services include:

a). Coordinate the implementation of career guidance;

b). Ensure that there are adequaltgsical and human resources for @€S;

c). Enhanceaccess, equity, relevance and quality in the provision of career guidance;

d). Increase awareness of cargardance;

e). Collect, store and disseminate career information;

f). Provide technical assistance to career educators and career counsellors;

g). Coordinate capacity building of the career guidance practitioners;

h). Promote ICT integration in career guidance;

I). Enhance employer engagement to encateer guidance in relation jb search
clubs, career and job fairs and work based learning

j)- Coordinate work based learning placements;

k). Conduct,n consultation with relevant stakeholdeessearch on career guidan

and graduate tracer studies;



). Establishand regularly update a databasecareer guidance;
m). Adoptbest practices in career guidance;
n). Monitor, evaluate and report on career guidance.

4.2.3.Guidelines

I. Guidelines for the establishment of theffice of Career Services (OCS)

a). Ministries, Couties, and Departments shallersee the establishment©ffice
of Career Services (OC8) education and training institutions, and employment
agencies;

b). The role ofestablishing the Office of Career Services (OCS) stepdrformed
by the heads of education and training institutions, and employment agencies.

Il. Guidelines for the operationalization of theOffice of Career Services (OCS)

a). The establishment of the OCS will leadhecreation of postfor theofficersthat
will operationalize the Office. In the short term, an officer should be deployed as
a Career Guidance FaicPoint (CGFP) to head the OC&hd staff deployed to
work in the OCS. In the long term, an organization structure and career
progression guideles for the OCS should be developed and submitted for
approval;

b). The OCS should be allocated with physical resources including an office,
furniture, stationery and ICT equipment. Utiliziagisting facilities for setting up
the OCS is a feasible approablattshould be considered;

c). Planning documents should be developed. These include a work plan, strategy,
performance management plan and resource mobilization plan;

d). Gap analysis reports should be developed interventions identified to address
the identifed gaps

e). An institutional career guidancegatabase should be establishadd the data
obtained disaggregated by age, sex and disability;

f). Frameworks fointernalquality assurance@ndmonitoring and evaluatioshould
be developed.

4.2.4 Implementation framework

I.  Heads ofeducation and training institutions and employment agencies

The oles and responsibilities fdreads of education and training institutions, and
employment agencies are outlined below:

General roles and responsibilities

a). Provide innovative and creative leadership in the implementation of career
guidance;

b). Integrate career guidance in the strategic objectives of the institution;

c). Drive efficiency and excellence in the implementation of career guidance;

20 -
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d).
e).
f).
9).
h).
i).
i)
k).

Ensureaccess, equit relevance and quality in the provision of career guidance;
Mobilize resources for the provision of career guidance;

Establish linkagethat enhance career guidance provision;

Be responsible for ICT integration in career guidance;

Be responsible forgrformance management of career guidance;

Supervise thelata management of career guidance;

Provide the human and physical resources required for career guidance;
Supervise monitoring and evaluation of career guidance.

Roles and responsibilities relatéo the establishment and operationalization of the
oCs

a).
b).
c).
d).
e).
f).

9)-
h).
i).

Spearhead the establishmehthe OCS

Facilitate the operationalisation of the OCS;

Oversee the operational managenadrthe OCS;

Provide adequate resources for the OCS;

Provide relevant logigtal support for the OCS;
Developappropriatthuman capacitjor the OCS;

Facilitate the provision dd career information infrastructure for the OCS;
Ensure that job search clubs are integrated in the OCS;

Facilitate linkages between the OCS and industry.

OCS Focal Points

Roles and responsibilities @fCS Career Guidard-ocal Points include

a).
b).
C).
d).
e).
f).
9)-
h).

i).
J)-
K).
l).
m)
n).

21

Coordinatecareer guidance programmes;

Disseminate career information;

Coordinate job assistance services;

Organse career and job fairs;

Establish and operationalize job search clubs;

Enhance employer engagement in relation to career guidance
Coordinae work based learning

Conduct, in collaboration witthe relevantiepartments anstakeholdergesearch
on @areer guidance argraduate tracer studies;

Compute the graduate employability rate;

IntegrateICT in career guidance;

Monitor, evaluate and report on career guidance;

Build the capacity of the staff in the OCS;

. Promote increased awareness of careglagee;

Advice the management on career guidance issues.
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4.3. STAKEHOLDER COORDINATION

4.3.1.Standard

The Ministry of Labour and Saali Protectiorshall establish a sector wide stakeholder
committee to provide policy, technical, operational expertise and financial support
required to implement career guidance effectively.

4.3.2.Description

Thesector widestakeholdecommitteeshallengage the relevanesieholderso ensure
that they collectivelydeliver on the national career guidance ageitiés approach
advances the vision of a more cohermd harmonizedareer guidance programming
approach through multiple stakeholders.

Although the Ministry of LAour and Social Protectiahall providethe leadershipof

this committegthe support of the diverse parties is key tarogze the benefits of the
sector wideapproachln this respect, different technical leads for various aspects of the
career guidancechnical themes is deemed necessary. These technical themes include:
overall coordination, strengthening coordinati@md implementatiagn financial
management, ICT integration, curriculum development, quality assurance,
gualification framework, human regrce management, performance management,
capacity building, and research (ke implementation framewoik appendix 2)

The members of the sector wide stakeholkmmmitteeshall ensue that pertinent
career guidancactivities arereflected intheir work plans;resources arallocated for
these activitiesthe activities are implementeandthe achievement of these activities
aremonitored, evaluated and reported.

4.3.3.Roles andresponsibilities

This section outlines the roles and responsibilities @f#rious stakeholders in career
guidance.

1. Ministry of Labour and Social Protection

a). Develop the policy, legal and institutional framework for career guidance;
b). Establish theCareer Guidanc8ector Wide Stakeholder Committee;

c). Establish the National Career Guidance Council;

d). Develop the National Career Guidance Action Plan;

e). Establishthe National Career Guidanbéganagement Information System

f). Develop aNational Gireer Information Website;

g). Establish @National Career Guidance Research Centre;

h). Establisha training institution for career guidance practitioners;

i). Developoccupational standards for career counsellors;

]). Develop a National Strategy on Career Information

k). Promote the provision of career guidarthat is accessible, equitable, relevant and
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quality;
Promote adoption ahnovations and best practices in career guidance;

. Ensure that Office of Career Services (OCS) are establishedemplbyment

agencies

. Ensure that job search clubs are indééed in theDCS
. Develop the national monitoring and evaluatiGmmework for career guidance.

2. Ministry of Education

a).

b).
c).

d).

e).

f).
9).
h).

).
)

Develop and articulate the national career guidance agenda in education and
training;

Oversee the coordination of career guidanaedincation and training

Spearhead the design and implementation of career guidance in education and
training;

Ensureaccess, equity, relevance and quality in the provision of career guidance
education and training

Ensure that career education is pded as a compulsory subject;

Develop and implement strategies to ensure that career guidance is implemented
effectivelyin education and training

Provide adequate resources for the implementation of career guidaaceation

and training

In collabaation with relevant stakeholder®cilitate the provision of adequate
human resource capacity for the impentation of career guidance;

Integratecareer guidance in the performance management framework;

Ensure that Office of Career Services (OCS) are established in all education and
training institutions;

Ensure that job search clubs are integrated IOO8

Ensure that education and training institutions conduct graduate tracer studies and
compute the graduate employability rate;

. Supervisadata management of career guidamceducation and training;

. Promote ICT integration inareer guidance edwationand training

. Promoteemployer engagement in relation to career guidance

. Champion innovations and best practices in career guidance;

. Monitor and evaluate career guidance in education and training institutions.

3. National Treasury

a).
b).

C).
d).
e).

f).
23

Develop a framework fazareer guidance funding;

Establish a mechanism for financing career guidance for disadvantaged groups,
including persons with disability;

Establish a unit cost for career guidance,;

Develop an incentive framework for private sector investment in canesarge;
Develop an incentive framework for industry to provide work based learning
opportunities;

Develop a framework for outsourcing various career guidance services;
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9)-
h).

)

Promote cefinancing of career guidance;
Establish career guidance voucher prograsim

. Develop publieprivate funding collaborations to enhance career guidance

provision;
Ensure transparency and accountability in the utilisation of funds for career
guidance.

4. Ministry of Information, Communications and The Digital Economy

a).
b).
C).
d).
e).

f).

Develop a striegy on ICT integration in career guidance;

Establishdigital career guidance helplines;

Develop apps for delivery of career guidance services through mobiles phones;
Develop artificial intelligence interventions for career guidance

Build the capacity ofelevantstaff on ICT integration in career guidance;

Provide adequate ICT infrastructure (including electricity, internet and equipment)
to support ICT integration in career guidance.

5. Ministry of Public Service, Performance and Deliery Management

Ensure thatcareer guidance is integrated in the existing performance management
framework.

6. County Governments

24

. Oversee the coordination of career guidance/atational Training Centers

(VTCs),

. Incorporate career guidance in the Countyé&epment Integrated Plans (CB)P

Ensureaccess, equity, relevance and quality in the provision of career guidance in
VTCs,

. Ensure that career education is provided as a compulsory smbjects,
. Provide adequate resources for the implementation of career guidAftEsn

Ensure thatcareer guidancesi integrated inthe performance management
frameworls of VTCs,

. Ensure that Office of Career Services (OCS) are establishedMim@$;
. Ensure tht job search clubs are integrated in@@S

Ensure that VTCs conduct graduate tracer studies and compute the graduate
employability rate;

Supervise data management of career guidan¢é @s;

Promote ICT integration in career guidanc&/irCs;

Promote employer engagement in relation to career guidance;

. Champion innovations and best practices in career guidance,;
. Monitor and evaluate career guidanc&/irCs.
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7. Kenya National Qualification Authority

The Kenya National Qualification Authority (KNQAghall be responsible for the
development ofjualification frameworks for careguidance

8. Kenya Universities and College€entral PlacementService

The Kenya Universities and Colleges Central Placement Service (KUCCPS) shall be
responsible for strengthening and implementing career guidance as Veeiliteting
capacity building and research related to career guidance.

9. Employment Agencies

a). Coordinak career guidance ithhe countyemployment agencies;
b). Ensure thaOCS areestablished imountyemployment agencies;

c). Ensure that job search clubs are integrated iO(B8;

d). Enhance access, equity, relevance and quality in the provision of career guidanc
in the countyemployment agencies

a). Supervise data management of career guidanoeuintyemployment agencies

b). Promote ICT integration in career guidanceauntyemployment agencies
c). Promote employer engagement in relation to career guidance;
d). Monitor and evaluate career guidanceauntyemployment agencies

10. Curriculum Developers

a). Develop curricula on career education for basic education, TVET, university
educationandpre-service teacher training

b). Develop curricula on career education for-otischool youth and adults;

c). Ensure that career education is provided as a-stimmé subject or subsumed in
specific subjects or courses;

d.l ntegrate career education ien |c¢lairfne nglkdi
basic education;

e). Integrate career educatiam the curricula forspecial needs education, adult and
continuing education and ndarmal education

f). Develop curriculum support materials for career education;

g). Develop instructional materials arejuipment for career education explicitly
tailored to the special circumstances ofmnarible groupscluding persons with
special needs and disabilities

11. Quality Management Institutions

Institutions mandated to undertake quality assuramaelation tocareer guidance
shall:

a). Develop and enforce national quality standards for career guidance,;

b). Develop a national quality assurance system for career guidance;

c). Develop capacity development programmes on quality assurance of career
guidance.
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12. Career Guidance Professional Bodies

Thecareer guidance professional bahall:

a).
b).
C).
d).
e).

f).

Be responsible foregistration of careerounsellors;

Keep and maintain the register of career counsellors;

Publish the names of registered and licensed career counsellors;
Isste licenses to qualified career counsellors;

Publish and disseminate materials relating to career counselling;
Supervise the professional conduct anakctice of career counsellors.

13.Human Resource Management Institutions

Institutions in charge of humaresource management of career guidance practitioners
shalt

a).
b).
C).

d).
e).

Develop a competence framework @@reer guidance practitioners

Develop a framework for engaging industry experts to teach career education;
Develop a human resourgenagemerylan for engagingnd sharingrofessional
career counsellors;

Develop career progression guidelines for career counsellors;

Develop a strategfpr private sector provisioaf career counselling services

14. Capacity Building Institutions

Capacity buildingnstitutions shall

a).
b).

C).

d).
e).
f).
9).

Build the capacity of career educators

Build the @pacity of career educators wteachpersonswith special neds and
disabilities

Induct tutors, trainers and lecturers in all teacher training institutions on career
education;

Ensure that teacher inges are trained on career education;

Provide career educators with work based learning opportunities;

Establish capacity building programmes for career counsellors;

Build the capacityf career information specialists

15.Research Institutions

Researchnistitutions shall:

a).
b).
C).
d).
e).

26

Undertake research on career guidance and disseminate the research findings;
Providepolicy advisoreson areer guidance;

Develop and disseminatesearctbasedesources on career guidas

Promote knowledge management of career guidance;

Build the capacityf researchers orareer guidance
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16. Private Sector

The private sector, including industry, social partners, -Somernmental
Organizations (NGOsrkivil society development partners agduth groups shall:

a). Provide technical and financial support &trengthening the coordination and
implementation of career guidance and other ikeynagement issues related to
career guidance, namelyinancial management, ICT integration, curriculum
devdopment, quality assurancéhe qualification framework, human resource
management, performance management, capacity building, and research

b). Promote linkages between industry, and education and training;

c). Generate work based learning and employment oppitigs.
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CHAPTER FIVE

RESEARCH, MONITORING AND
EVALUATION

5.1. INTRODUCTION

The main focus of thighapteris research, monitoring and evaluationrelation to
career guidanceln particular, the chaptetescribes the guidelines for conducting
graduate tracer studiesd computingthe graduate employabilityate In the final
section, the chapter descriltée guidelines for monitoring and evaluatioeporting
and knowledge management in relatiorcéoee guidance.

5.2. GRADUATE TRACER STUDIES

5.2.1.Standard

Education andraining institutions shalindertake graduate tracer studies emahpute
the graduate employability rate.

5.2.2.Description

i). Graduate Tracer Study: The graduate tracer stuit/ astandardized survey of
graduates from education and training institutions, which takes place after a period
of time, after graduation or the end of the trainipgpgramme It generates a
retrospective evaluation of the connection between education and training, and the
world of work. The feedback obtained frognaduatedracer studies, assists in the
development of curricula that is demand drivemproves the relevancef
education and &ining programmes, and inforjab search assistance services.

The design cycle of gradude tracer studyinvolves identifying the target
population; the time after graduation when the survey should take place; the
methods of data collection (oné or paper questionnairdhe kind of survey
(crosssectonal or panel survey); and thmoverage(sample or census). The
subjects of ggraduate tracer studyan be manifold, but key related topics are:
employment status; duration of job search to secure the first employment;
salary/income; position; economic sector; main work tasks/duties; workimg; hou
job satisfaction; use of competencies and required competencies.

29
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ii).

The results of thgraduate tracestudy shall be used to compute the graduate
employability rate.

Graduate Employability Rate: The Graduate Employability Rate is essential for
understanding how universities and TVET institutions are nurturing
employability. It involves measuring the proportion of graduates (excluding those
opting to pursue full time further study or unavailable to work) in full or part time
employment within 12nonths of graduation. It is the percentage of graduates who
are on paid (nowoluntary) work within 12 moths of completing their degree or
diploma programmesat universities and TVETinstitutions In this case
employment includes fulime employment, p&time employment and self
employment.

The Graduate Employability Rate Formula is provided below:

Headcount of empkd@@ed graduat esbo
Total no. of graduates in the cohort

The Graduate Employability Rate shall be used to determine the @adua
Employability Ranking.

Graduate Employability Ranking: The GraduateEmployability Ranking
provides the rankings of universities and TVET institutions in producing
employable graduatek is designed to provide stakeholdetth a unique tool by
which they can compartke performance afniversity anl TVET institutionsin
terms of graduate empfability outcomes

5.2.3.Guidelines

Guidelines related tgraduate tracer studiexlude:

a).
b).

C).
d).

e).

f).

g)-
h).

).
)
K).

30

Ensure thagraduatdracer surveys are conducted within 12 months;

Ensure that the team leader managinggtlagluate tracestudyis an expert in the
subject matter under study;

Ensure that a strong research team is formed to condugtatieate tracestudy

T with competenies in the subject matter and research;

Ensure that the target group for each tracer study includes graduates of one cohort
with asimilar subject area as the sample size.

Create and maintaim database of the graduates and theiresdes

Ensure that amalumni association is created and maintained for uggaduate
tracerstudies

Ensure that graduate data protection regulations are upheld;

Collaborate with stakeholders, including employers, when designing and
implementing theraduate tracestudy

Integrate ICT ingraduate tracestudies

Ensure that graduate employability data is stored and maintained,;

Ensure that staff are trained on how to condwatiuate tracesurveys
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). Ensure that thgraduate tracestudyis dsseminatep

m). Utilize the data taalculate the Graduate Employability Rate

n). Submit the Graduate Employability Rate for ranking under the Graduate
Employability Rankingmechanism

5.3. MONITORING AND EVALUATION

5.3.1.Standard

Education andtraining institutions, and employment agencissall underake
monitoring and evaluatiorof career guidancdor continuousimprovementand
accountability.

5.3.2. Description

Career guidance programmes are aimed at assisting individuals, of any age and at any
point in their lives, to manage their careers, including nknformed education,
training and occupational choicdhese programmes adesigned to achieve specific
results.To determine whether th@lanned results or outcomésve been achieved,
monitoring and evaluatiols deemed necessary

Monitoring is a continuous process which involves collecting aathlyzing
information about the career guidance programme, and comparingrastutgagainst
planned results in order to judge how well interventions within the programme are
being implemented. The estence of a reliable career guidance monitoring system is
essential for evaluation.

Evaluationinvolves the systematic assessment of all the elements of the career guidance
programme (e.g. design, implementation and results achieved) to determine its overall
performance and impacWhile performance evaluation focuses on the quality of
service deltery and the outcomes (results) achieved by the programme, impact
evaluation looks for changes in outcomes that can be directly attributed to the
programme being evaluated.

5.3.3.Guidelines

I. Guidelines for monitoring and evaluating career guidance:

a). Performance management framework: MCDAs, education and training
institutionrs and employment agencies shallegrate career guidance in their
performance management frameworks.

b). Mid-year performance review Mid-year performance reviewsshall be
conducted tdrack progess of achievement, identify and address challenges and
constraints affecting performance and to ensure that education and training
institutions; and employment agencies, are on course toveatusving their
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annual performance targets. In this respeatcatibn and training institutions,
and employment agenciese required to:

i. Prepare for and participate in the ryelar performance review; and
ii. Ensure availability of verifiable documented evidence of performance towards
achievement of the performaneedets.

c). Evaluation: Evaluationof career guidance implementation @ducation and
training institutions and employment agencies shiadl conducted at the end of
the financialor academigear.

Il. Guidelines for reporting career guidance:

a). Performance progress reports: Annual targets set in the career guidance work
plans should be broken down into quartestytermlysemestetargets After
every quarter or terfeemester education and training institutions; and
employment agencies shall prepare pregmeports against these targets.

b). Data reports: OCSFocal Points are expectedupload data on career guidance
activities within 15 days following the end of the quartertermsemesteron
the National Career Guidance Polfstetemplates imppendix3 andappendix
4).

lll. Guidelines for knowledge management

The monitoring and evaluation results shall be used as follows:

a). For evidencebased decision making with a view to improving the delivery of
career guidance.

b). To inform stakeholders on the progress madelstion tothe implementation of
career guidance.

c). Forcorrective measures related to carg@dance programmes and services.




APPENDICES

Appendix 1: Definition of key terms

Term

Career

Career
counselling

Career
education

Career fair

Career guidance

Career
information

Career path

Employer

Employability

Employment
agencies
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Explanation

Refers to oneds progress thr
a certain profession or line of work.

Refers to the professional assistance and guidance provid
individuals to enable them explore their interests, aspirat
aptitudes, personality, skills and competencies and to link the
career information, in order to make informed education, trai
and occupational choices.

Refers to career management skills designed to enable indiv
learn abouthe world of work. It is a lifelong learning process (
children, youth and adults) in which career management knowl
is acquired over a lifetime. It is provided as a curricula or-r
curricula subject or programme.

Refers to an eventhere professionals gather to share informa
about their organizatioif hese eventareoftencareeinformational
sessions and workshops.

Refers to the assistance provided to individuals, of any age ¢
any point in their lives, tonanage their careers, including maki
informed education, training and occupational choices.

Refers to all the information that assists people make infol
education, training and occupational choices. It inclt
information on learning opportunities, labour market informa
and skills needs anticipation.

The sequence and variaifjoccupationsvhich a person undertake
throughout a lifetime or the progression up an orderly hiera
within an organization or profession.

Refers to any person, public body, firm, corporation or comy
who or which has entered intacantract of service to employ ar
individual and includes the agent, foreman, manager or fact
such person, public body, firm, corporation or company.

Refers to a set of skills and behaviour that facilitates gaining i
employmentmaintain employment, and obtain new employmel
required.

Refers to agencies that provide employment services, specif
matching jobseekers with job opportuniiethese services al

|_J] NATIONAL GUIDELINES FOR CAREER GUIDAI



Evaluation

Focal point

Jobs

Job assistance
services

Job fair

Job Search

Job search clubs

Job search club
facilitator

Job searching
tools

Job seekers
Monitoring
Labour
underutilization
Long-term

unemployment

Office of Career
Services

Skills
development

34

provided both by the Government, through tidational
Employment Authority (NEA) and private employment agencie

This is a systematic and objective assessment of a pr
programme, or policy on its design, implementation and result:

This is an officer tasked with theole of coordinating caree
guidance.

Refers to a set of tasks and duties performed, or meant
performed, by one person, including for an employer or in
employment.

Refers to services that assist job seekers tbduitable work.

Refers to an event organized to connect job seekers with empl

The act of looking for employment, due to unemploym
underemployment, discontent with a current position, or a desil
a better position.

Groups of individuals who help each other to find employn
through networking and support.

This is a professional/specialistho provides job search clt
members with the guidance, information and tools thay need
during their search for employment.

These are the tools, resources and equipment required fc
successful establishment of a job search club.

This is someonwho is actively looking for agp.

This is the routine process of collecting and recording informe
in order to track progress towards expected results.

Refers to mismatches between labour supply and demand,
translate into an unmet need for employment antibagopulation.

This refers to all unemployed persons with continuous perioc
unemployment extending for one year or longer (52 weeks
over).

Refers to departments/units that coordinate cargeidance
programmes within education and training institutions
employment agencies.

Practical proficiencies, competencies and abilities which
individual acquires as a result of undergoing training, ei
formally or informally.
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Skills needs
anticipation

Tracer study

Unemployment

Work based
learning

35

Any forward looking diagnostics of skill needs expected on fu
labour markets performed by means of any type of method,
guantitative or qualitative, including interaction, exchange

signalingbetween labour market actors.

Standardized follovwup survey of education and training gradua
carried out after graduation or at the end of the learning action

Under the strict terms, unemployment refers to people whaot
have a job, have actively looked for work in the past four we
and are currently available for work.

This refers to all forms of learning that takes place in a real \
environment. It provides opportunities to achieve emplaym
related competencies in the workplace.
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Appendix 2: Implementation framework

Institution
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Ministry of Labour and
Social Protection

an

an

an

an
an
an
®
()

an

an

Ministry of Education

an

®
n
®
®
®

an

National Treasury

an

Ministry of Information,
Communications and The
Digital Economy

Ministry of Public
Service, Performance an(
Delivery Management

an

County Governments

an

an

an

an
an
an
an

an

an

Education and Training
Institutions

an

an

an

an
an
an
an

an

an

Employment Agencies

an

an

an

an
an
an
an

an

Kenya National
Qualification Authority

Kenya Universities and
CollegesCentral
PlacemenService

Curriculum Developers

Quality Management
Institutions

Professional bodies

Human Resource
Management Institutions

Capacity Building
Institutions

Research institutions

an

Private sector including
social partners

an
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Appendix 3: Data Reporting Template for Education and Training Institutions
The template is accessible @areer Guidance Reporting Form for Education and Training Institutions
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https://ee.kobotoolbox.org/x/MQZigga2

Appendix 4: Data Reporting Templae for Employment Agencies

Thistemplate is accessible ofiareer Guidance Reporting Form for Employment Services
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https://ee.kobotoolbox.org/x/JhwFAOQ2

