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Term
Assistive Devices

__ Acting Appointment.

Meaning
Implements, tools and specialized services {including servicas of qualified
interprater for the deaf and qualified teachers for the biind provided fo
persons with disabilities 1o assist them in education, employment and ather
activities

_Temporary confarment upan a public officer, by the Commission or the

i duties of 8 public afice

Authorized Establishment
Authorized Officer
Compliance Irdex

Complainis Regislar
Corruphon

Declaration

Digadvantaged Groups
Grievance Handling Procedure

Irtesm

Intarnship

Mentorship

ather than the office the officer is substantively appointed 1o hold, while the
public officer continues to hold the substantive appointment.'

The posts that the Commission has approved lo enable & public body carry
oul its core and support functions.

A public officer 1o whem the Commission has delegated the hiuman
resourca management function in & ministry/state department or agency.

A measure of the extent to which an institution has complied with the sevan
thamatic areas

& mechanism for feedback on sarvice delivery and a tool for management
of grievances arising from service delivery by the public institutions.

The private gain by a public officer at the expense of public interasl. It
includes fraud, bribery, bid rigging, abuse of office and embazzlemeant,

Infarmation on the income, assets and liabilities of a public officer, hisfher
spouse, and depandent children under the age of 18 years as declared an
the financial disclasures form.

These are groups of youth, women and parsons with disabilities.

Provides the process through which a service recipient may lodge
complaints for unsatisfactory services.

An unemployed person with relevant qualificaions who has entered inta
a contract with a government arganization for a period of belween three
and twelve months with the intent of acquirning relevant work experience for
registration with respective professional bodies andfor to increase chances
of employability.

A programme established to provide unemployed graduates with hands-on
training for skills acquisition to enhance future employability and fulfil the
legal requirement for professional registration.

The process of transferring existing knowladge, skils and experience
of high performing employees to newer, less experienced employees to

herit

Mational and Public Service
Walues and Principies

Mational Values Palicy

enable them advancs their careers.

The qualifications, experience, standard work performance and capabilities
possessed by an individual that are relevant for the performance of
specified duties,

Mational values and principles of govemnance & public service values and
principles

National values and principles of governance policy, Sessional Paper No.&
of 2013

Regudanon 2, Puslic Service Commigsion Reguiatons 2020, LK No, J e 2020

X Puhblic Service Commission



Term ~ Meaning

Performance Managament

| _
Ferformance contract

| Ferformance Index

Professional
' measEnnal Eﬂﬁ'cs

 Professional  Ethics in the
Public Service

Professionalism _
Promotion of WValues and |
_P'rmt:iplea_

| Sarvice Charter

| Skills Inventory !
Strategic Plan

' Training Impact Assessment

el NP StV b USRI
Tha process of ensuring that a set of activities and outpuls mests an
organisation’s goals in an efficient and effective manner. A
An accountability tool signed between the Government and managers of |
public organizations on an annual bazis in which the organization commils
to deliver certain outputs.

The measure of the extent to which an institulion has complied with a
thematic area. B i =

A prafessional may be described as a person who possesses specialised
training, skills and competencies for the performance of a job requiring |
high standards of diligence, fidelity, integrity and Eiscipli_r_'n_a. _

The norms of behaviour or cenduct axpacted of a professional and which
guide the practitioner at work or cut of work_ It embodies the value systems
of that profession.

The standards prescribed in.t.l{é code -Df.-:l:lrldl..lﬂl ard sthics -F::r puhdir:'
officers and the various codes of conduct for the professions that guide
members of respective professions in the pe[fnrman_u;_ of their duties,

Relales o mnfmrning_tq the accepted noms and practices of 2 E:rgfassiuﬁ.
The act of implementing all the activities, which communicate the valyes |

‘and principles fo the citizens.

Iz & statement of commitment by the organization towards senice delivery,
autlining costs, timelines and the standards which cHr‘z&n; shauld expect,

The distribution u-f ékllls and competencies in an ﬁr_ganizatinn.

s an organizational management document used to communicate |
nstituion’s aspirations including vision and mission. |t sels priorilies,
d55igns responsibiliies, spportion resources, strengthen operations,
ensures employees and other stakeholders are working toward common
goals. It defines intended outcomes/results and mechanisms for monitonng
and evaluation to assess and adjust the organization's direction in response
to a changing environment,

The process of measuring the eflectivenass and relevance of a training
programme,
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impacted the achievement of values and principles
in the service.

The Commission reviewed organizational struclures
ane staff establishment for 47 MDAs and promoted
32 107 officers serving in vanous grades across
192 cadres in 38 MDAs. This not only addressed
succession Enagement issuesbut-atso—eased

he Public Service Commission [(PSC)

prepares this report lo help gauge and

recommend cofrective measures on the

public  service's compliancs levals in
implemanting the Valuas and Principles in Aricles
10 and 232 of the Constitution.

The repart covers all public offices excepl those
specified in Arficle 234(3) of the Constitution, All
institutions within the purview of the Commission in
this respect are required 10 provide accurale data as
requested, for analysis and reporting.

Compliance by institutions concaming this report
is two-fold. First, the institutions demonsirate
compliance through implementing the values and

principles, and related activities in their respective

stagnation n the civil service, molivaied stalf and
increased productivity.

As part of improving the human resource capacity
lo effectively and efficiently deliver services to the
sitizens, the Commission recruited 8522 officars,
comprising 4,397 (52%) males and 4,125(48%)
females for MDAs. Among them were 150 (1.8%)
Pereons With Disabiliies (PWDs). As has been
the practice, the Commission continued wsing this
as an avenue for progressively achieving equitable
representation of both gender and PWDs.

In keeping pace with the citizens’ increasing need
for improved service, the Commissicn undertook o
support public institutions through the Business Re-
engineering Programme. The Postal Corporation of
Kenya was one such institution that receved support
and was able to achieve enhanced efficiency in the
mail, courier, distribution, financiallpayment and
agency services through a 100-day Fapid Reasult
Initiativas (RRI).

The Commission confinues to provide critical
support in the achievement of the govammenl's
development blueprint, as a priority. With the new
focus by the government o leverags Technical and
Vocational Education Training institutes (TWETs)
to skill the youth, the Commission in this survey
avaluated 164 TVET institutions for the first time, in
addition to 262 MDAs.

inslituions as required by the Constitution and
secondly, through posilively responding to the
survey 1aol to facilitate accurate reporting,

The Commission is charged with overseeing
the human resource function in the civil SBMICE.
Therefore, it works closely with authorised officers
and public officars in the respective implementing
institutions, to enhance compliance.

During the pericd under review, [he Commission
undertook Interventions that directly or indirectly

i Public Service Commission

Ao finding —duri

immadiate action among the TVETs was the lack
of authorised staff establishments. Withaut an
authorised staff establishment career growth among
the staff in the instituions is impracticable, ultimately
impacting negatively on service delivery.

Out of a total of 506 institutions that were targeted in
the survey, 426, representing 84% responded.

Despile the disruptions occasioned by the
Covid-19 pandemic for the second year mURning.




the institutions registered improvement in various
avaluation areas compared to the 2018/2019 and
2018/2020 evaluation years, after implementing the
recommandations made in the respeclive reports.

To attest to this, the number of institutions that signed
performance contract agreements in 202002024
increased by 18% compared to those who signed in
the 2019/2020 period, and similarly, the institutions
that provided Human Resource Plans increased.

The training budget that often suffers reductions
occasioned by austerty measures increased In
202012021 by 0.24%, compared fo the 2019/2020
evaluation period.

It is also worth nating that the number of disciplinary
cases among staff across the institutions declined
in 2020/2021 to 4,012 comparead 1o the 7,151 cases
that were reported in the 2019/2020 evalustion
period.

The Commission contihues to urge public
institutions, among other aspects, to comply with
the constitutional requirement of ensurng equitable
allocation of opportunities and resources. During the
evaluation year, the two-thirds gender principle was
achieved by the majority of public institutions, The
number of instilutions that failed to meet the threshaold
of two-thirds gender principle in 2018/2020 reporting
reduced by seven in the 2020/2021 reporting.

On efficiency, effactiveness and economic use of
resources and sustainable development, the majority
of the institutions. {69.8%), updated their asseis
and liabilities register and 28.2% mare institutions
submitted their registers to the National Traasury
compared to the 20192020 period.

Likewise, as recommended in the 2019/2020
report, the National Treasury finalized the policy
and guidelines on the preparation of the Asset and
Liabilities registers,

On the flip side, a rising trend in the number of
unaudited organizations from 2018/2018  through
2012020 financial years was noted across the
Public Service, putting into question the safety of

public funds and levels of efficiency conceming
prudent utilization of public funds.

Monetheless, the public institutions continued lo
leverage technology in providing services to the
citizens in a rare demonstration of resiience against
the unprecedented challenges trigoered by the
Covid-19 pandemic,

Although the number of institutions that provided
Senices an the e-citizen platform remained the same
over the evaluation period, the number of services
that institutions offered online reduced compared
te 2019/2020. The Commission will endeavour to
investigate with a view of rectifying the trend.

Similarly, the Commission will continue to build on
the successes so far realized while undertaking to
revarse the negatives reported across the findings,
1o improve compliance in the next reporting.
Conceming this, the Commission will continue
working closely with the President, Parliament and
authorised officers,

We take this opportunity to thank all the institutions
that responded to the survey tool, and at the same
time encourage those that did not respond to be
compliant in the next evaluation period, to uphold
the consfitution.

We hope that the findings in this report will go a
long way in improving compliance to values and
principles of public service by the public institutions
and individual officers,

The report will be a rich source of information for
citizens to get an insight into what the government is
daing to uphold values and principles

CPA CHARITY SELEINA KISOTU, CBS
VICE-CHAIRPERSON
PUBLIC SERVICE COMMISSION
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he 2020/2021 report on the “Stafus of the
Public Service Compliance with  Values
and Principles in Aricles 10 and 232" is
a product of splendid collabarative effort
by the Public Service Commission and public
institutions under its jurisdiction that responded to

fhe—values—and—principles_compliance_evaluatian.

SUvay,
from the Commission's leveraging on technological
infrastructure 1o facilitale preliminary processes
including data collection and analysis.

| wish to extend my gratiiude to all the public
institutions  which responded 1o the evaluation
survey by providing the data as per the set limelines,
Specifically, | want to acknowiedge officers in
the institutions for their commitment in ensuring
submission of adeguate and authentic data despite
the tight schedules.

| laud the leadership and direction provided by the
Commission under the stewardship of Ms. Charity
S Kisoly, Acting Chairperson Public Service
Commission, during the entire report preparation
process., | equally appreciate the guidance provided
by the Compliance and Quality Assurance Commiltes
chaired by Commissioner Dr. Reuben Chirchir, FhD
{Chair), and Commissioners Dr. Joyce Myabuti, PhD
{Member) and Dr. Mary C. Mwiandi, PhD [Member).
The Committee shared crucial insights with the
Technical Team and provided quality assurance in
the preparation of this report.

In addifion, | wish lo thank the Secretanat’s Intar-
Departmental Technical Team for tirelessly working
to ensure timely preparation and submission of this
report. The Team, which was co-ordinated by hiz.
Jane Chege (Deputy Commission Secratary) as
the team leader, comprised of Wachinga Gikonyo

Joshua Mwiranga (Deputy Director, Performance
Management), Simon Ojala, (Depuly Direclor,
Govemnance and Ethics), Habel Shilcli, (Assistant
Director, Public Cammunication), Francis Lemarkat
{Assistant Director, Governance and Ethics),
Andrew Njogu (Assistant Director ICT), Joseph
Kensi, (Assistant Director, Planning), Jacob Gumba,
{Assistant Director, Monitoring and Evaluation), Kihiu
Muga (Assistant Director, Governance and Ethics)
and Evelyn Adhiamba (Principal HRM&D Officer),
Catherine Muthoni {Administrative Secretary), Gwyn
Malik (Clerical Officer).

Special thanks to the leadership of the Commission’s
secretariat, human resourcelcapital departments in
public institutions and other line stakeholders who
supported the report preparation procasses.

a r

Gabriel Juma, PhD (Depuly Director, Governance
and Ethics), Wesley Kipngétich (Deputy Director,
Covernance and Ethics), Selina 1sema, (Depuly
Chief Commission Counsel), Dr.  Philemon
Kiprone, PhD (Head, Research & Policy Analysis),
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A TRIBUTE TO THE FORMER CHAIRPERSON

- THE LATE STEPHEN K. KIROGO, CBS

he Public Service Commission lost the
Chairman, Stephen Kinyanjui Kirogo on
Friday, May 14 2021. Having joined the
Public Service Commission in August 2018,
the late Kirogo was at the helm for barely three yaars.

On January 17 2014, Kirogo welcomed on board the
current Vice-Chairperson and seven Commissioners
to constitute the full board.

In a rare demonstration of understanding of the
Constitutional spirit that vests power in the Kenyan
people, Kirago sought to put the citizen at the centre
of the Commission's activities and service delivery
focus by public institutions.

From the onset, he made clear the strategic direction
that he envisaged for the Commission and the public
service in general. Driven by his mantra of “Reform-
Perform-Transform,"” Kiroga championed a citizen-
centric public service and further institutionalized it
in the Public Service Commission’s Sirategic Plan
2018-2024,

For the 28 months that the late Kirogo worked with
the current board, the Commission registered sevaral

milestones. As a priority, the Commission developed
the Strategic Plan 2019-2024 and launched it in
September 2019, with the vision to have A Citizen-
Centric Public Service,

Kirogo showed genuine interest in peopla
irespeclive of their social status and had a heart for
humanity. He was able to discern issues affecting
people, especially those wha did not have g voice,
and would often surprise them with sclutions to
their challenges. Through this vidue, he led the
Commission into working with the Nafional Treasury
to reduce the pension payment backlog of 40,000
fles through a Rapid Results Initiative (RRI)
appraach. According to Kiroge, behind those files
wara names, faces and families. He siressed that it
was insensitive 1o let retired officers who had served
the country diligently live miserably in retirement and
aven dig before receiving their dues.

Kirogo had & passion for the youth. Through his
initiative, the Commission sought funding that
enabled the rolling out of the Public Service Intemship
Frogramme (PSIP) to address the unemployment
plight of the youth. Thraugh the programme launched
in October 2019, the government has engaged and

Public Service Commission



groomed thousands of young graduates to expand
their potential for employability in the public and
private sectors,

Kirogo's ability to network was so Impressive
that he comfortably worked with the Executive,
the Legislature, the Judiciary, other govermnment
apencies and even beyond-barder agencies (o
achieve the desired goals for the Commission and
the entire public semice.

He initiated collaboration with Korea's Intemational
Youth Fellowship {IYF) on Mindsat Change,
sentually [eading 8 Renyvan dalagation 1o paricipste

more responsive to the citizens and devalopad &
logo inscribed with “Honour, Commitment and Trust.”

The Commission further rolled out a staff mativation
programme to address staff  stagnation and
succession management; hence promoted officers
at the Public Service Commission and the entire civil
SBIVICE.

Kirogo introduced the Directorate of Performancs and
Service Delivery Improvement at the Commission,
which has been instrumental in supporting public
institutions to improve service delivary through the
Business Process Re-engineering (BPR} approach,

in & mindset education Programme in Seoul, South
Korea, from 15th to 215l November 2019.The nine-
member team that he led comprised officials from
the Public Service Commission, the National and the
County Govemments.

Kirogo knew what the Commission needed 1o da
that would have the ripple effect of impraving public
service delivery in line with the Citizen-Centric focus.
He led the Commission to start rebranding to be
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He further envisaged a cilizen service call centre that
would link citizens and the government's services
by facilitating access and reaHlime responses (o
citizens’ coNCams,

Kirogo's reform agenda was a great piflar in the
achievement of compliance with the Values and
Principles in Articles 10 and 232 of the Constitution.

His legacy lives on. May his soul rest in peace.

Dr, Joseph Kinyua, Head of Public Service signs the eondolence book for the lste Chairperson of the Public
Sanvice Commission, Stephen Kirogo on 17th May, 2021 at the Pubiic Service Commission in Nairobi.
Loaking on is the Vice-Chairpersan, Charity Kisofu.
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published in the websites. Majority of the public
institutions  had nal underaken training  impact
assessment and workload analysis. Majorily of the
institutionz did not have Human Resource Plans
and coaching and mentoring policles, Perfaormance
management committees were not active in majorily
of the institutions. Majority of the institubions
evaluated were medium achievers implying that
there was need to put in place stingent measures
o improve both  individual and organizational
performance.

Perormance index for equitable allocation of

o pppartenities- and-resources -was - messurad - Lrsmg—-‘l’-Ha- rapmt Jmihefn-remmnmﬂda th&t-~m---aﬁder tm

TWvE Indicators. The penormance s m
The proportion of ethnic communities rapr&s&nted
in organizations was low. The gender reprasantation
at all levels in the public zarvice does not meet the
Constitutional reguirements of not more than two-
thirds be of the same gender, The female gander
was not well represented al higher levels. The
representation of PYWDs in the service did not meet
the 5% Constitutional reguirement. Majority of the
arganizations had transcribed their documents infto
braile. The performance index in each category
shaws that on issues of diversity in the public service
i.a. ethnicity, gender and disability representation
was medium implying that affirmative action should
be implemented by all institutions in order to iImprove
the levalz of represantation.

The irend comparison on performance indices for
fhe years 2018/2019 and 201972020 of the seven
thematic areas indicate that there was improvement
in four thematic areas namely, high standards of
professional ethics; good governance lransparancy
and accountability; public padicipation in policy
making and Efficiency, effectiveness and economic
use al resources and sustainable development.
The other three thematic areas regressed with

the highest regression being realised in service
delivery improvement {-14.3%). This decline could
be aftributed to many factors including the Covid-19
pandemic and resultant close-down in the better part
of the year 2020,

Arising from the findings, several cross-culting and
insfitution specific recommendations are proposed.
The desire |5 o ensure that values and principles
which are entrenched in the Constitution are
mainstreamed in all activities of government so that
citizens gel quality and timely services and public
resources are ulilized in a sustainable manner.

shuuld develop and rmplement thn'nallve action
programmes to redress gender, ethnicity and FWD
gaps, thus promoting national cohesian.

it & also recommended that pariament fast-
track the finalization of the Public Participation
Bill and other relevant legislations and policies fo
entranch and suppoarl mainstreaming of values and
principles of governance, To imprave perfarmance,
public institutions should implement the Public
Service Commission (Performance Management)
Regulations, 2021. Additionaly, the repon
recommends that the TVET Act, 2013 be amended
o bwing all the TVET futors under one employer
and that the staff establishment and arganizational
structures for TVET: be reviewed to facilitate staff
and career succession management. In view
of emerging work environment and challenges
of Covid-19 pandamic, the Government should
develop & policy on remote working and invest in
ICT equipment and infrastructure to facilitate uptake
of e-servicas., Specific recommendations and
responsible actors are provided in chapler five.

XX Public Service Commission









CHAPTER
ONE

1.1 Background Information

Article 234 (2} (h) «f the Constitution obligates the
Public Service Conimission to evaluale and repost
lo the President and Parliamant an the extent to
which the values and principles in Aricles 10 and
232 are complied with, in the public sarvice. This
responsibility covers all public service institufions
except those expressly exempted under Article
234(3). The responsibility is further expounded
in the Public Service (Values and Principles) Act,
2015 which requires the Commission to prepare
and submit a repor to the President and Parliament
by 31st of December every year. The report should
include information regarding: the measuras taken Lo
promate the values and principles of public service;
the progress achieved in the promotion of values
and principles; the challenges faced in the promation
of values and principles; any recommendations for
the progressive realisation of valuas and principles;
and any other matter that may be relevant to the
realisation of the values and principles of public
senvice.

This Chapter outlines the background to the
evaluation, description of the Mational Values and
Principles of Governance and Values and Principles
of Public Service, the legal and policy framework
and the mainstreaming of values and principles in
public institutions. The Chapter further describas the
six service sectors covered and outlines the process
taken in compliance evaluation,

This report is the ninth by the Commission since
the promulgation of the Constitution. The first repon
which was issued in 201 2/201 3 provided the baseline
on the state of the public servics in light of the
Values and Principles outlined in Articles 10 and 232
of the Constitution, The next two reports izsued in
201372014 and 2014/2015 pravided further basealine
information. The Commission then developed 4
Framework for the Implementation of Valwes and
Pringiplas fn Articles 10 and 232 of the Constitulion
in the Pubiic Bervice”. This framework provided a
structured engagement in promation, evaluation
and reporting on the values and principles. In the
2015/2016 report, the Commission presented the
perfformance indices which formed the basis of
comparison of performance across service sectors.
The 201772018 report evaluation exercise revised the
thamatic areas from nine to seven partly because the
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transitional arangements from Mational to County
governments had been concleded and therefore,
thi thematic area of devolution and sharing of power
was dropped, The reports prepared from2015/2016
to-date have been done in conformity with the values
and principles framewark and the revised thematic
areas.

This report presents the status of compliance to
values and principles in the 202012021 financial year
and further provides a comparative analysis of the
performance over the years.

1.2 The Public Service Commission

The Public Service Commission is established
under Article 233, with the mandate spall aul in
Articles 234, 155(3)(a), 158{2)(3) and {4), 171(2),
< 3D(2){b} and 236 of the Constitution. The mandate
includes establishment and aboliion of affices,
provision of competent human resource, promofion
of good governance and ensuring efficiency and
effectiveness in the provision of quality services In
the public service, among others, The Commission
15 also mandaied o evaluate and report to the
President and Parliament on the extent to which
the values and principles referred to in Arlicles 10
and 232 are complied with, in the public service.
This mandate is discharged directly or through the
delegated powers to authorised officers in Ministries,
Departments and Agencies (MDAs).

In discharging the mandate, the Commission
15 guided by the Constitution, Public Senvice
Commission Act of 2017, Public Service (Values and
Principles) Act, 2015, and other relevant legislation,
policies and guidelinez. The Commission is led
by a8 Board composed of the chairperson, vice-
chairparson and seven members. The members of
the Commission serve on a full-time basis for a non-
renewable term of six years and enjoy a security of
tenure,

1.3 The National Values and
Principles of Governance

The national values and principles of governance in
Article 10 of tha Constitution promoted and evaluated
in this report include: (a) patriotism, national unity,
sharing and devolution of power, the rule of law,
democracy and participation of the people; (b)
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human dignity, equity, social justice, inclusiveness,
equality, human rights, non-discrimination and
protection of the marginalized; (c) good gavermance,
intagrity, transparency and accountability; and (d)
sustainable development.

These Values and Principles hind all state organs,
state officers, public officers and all persons
whenever they apply or interpret the Constitution;
enacl, apply or interpret any law; or make or
implement public policy decisions

a) Legislation

The legisiation which assists in the implementation
and mainstreaming of Articles 10 and 232 include
the:

i). Public Officer Ethics Act, 2003 which guides the
conduct of public officers by providing a Code
of Conduct and Ethics for public officers and
requiring Declaration of Income, Assets and
Liabilities (DIALs) by public officers;

il). Leadership and Integrity Act, 2012 that glves
affect to, and establishes procedures and

The values and principles of public service in Article
232 of the Constitution promoted and evaluated in
this report include: (a} high standards of professional
ethics (b efficient, effective and economic use
of resources (c) responsive, prompt, effective,
impartial and equitable provision of services (d)
imvalvemeant of the people in the process of palicy
making (e} accountability for administrative acts (f)
transparency and provisien o the public of timely,
accurate information (g) fair competition and merit
as the basis of appointments and promaotions (h)
representation of Kenya's diverse communities and
(i} affording adequate and equal opportunities for
appointment, training and advancement, at all levals
of the public service, of (i) men and women; (i) the
rmambers of all ethnic groups; and (ill) parsons with
disabilities,

The values and principles of public service apply to
public service in— all State organs in both levels of
govemment; and all State corporations. Parliament
enacled the Public Sarvice Values and Principles
Act, 2015 to give jull effect o this Aricle.

The extent to which institutions comply with the
values and principles in Articles 10 and 232 of the
Constitution is of great imporance, This is because
the values and principles regulate the conduct of
public officers, and are therafore the foundation
for_good governance and citizen-centric service

Chapter Six of the Consiitution;

if). Public Service (Values and Principles) Act,
2015 that gives effect to the provisions of
Article 232 of the Constitution regarding the
values and principles of public service. The Act
pravides standards to be observed in promating
the values and principles of public service; it
prascribes what amounts to meaningful public
participation In the promotion of the values
and principles and policy making process, I
also reqguires sanvice commissions o report on
the status of compliance with the values and
principles of public service;

iv). Public Service Commission Act, 2017 which
makes further provisions as to the funclions and
powers, and the administration of the Public
Semvice Commizsion esteblished undar Article
233 of the Canstitutian;

v). Access to Information Act, 2016 which gives
effect 1o Article 35 of the Constitution. It
prescribes measures that will facilitate the
citizens’ exercise the right o access information
held by the government. The implementation of
this Act promotes the principle of transparency
and accountability;

vi). Public Finance Management Act, 2012 which
specifically sets the standards to ensure efficient,
effective and economic vse of resources;

vii). Proceeds of Crme and the Anti-Money
Laundering Act, 2016 which prescribes
measuras for ideniifying, tracing, freezing,

delivery,

To complement the constifutional prowvision on
national valuas and principles of govemance in
Aricle 10 and values and principles of public service
in Article 232, Fariament has enacted various
legislation, policies and regulations.
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seizure and confiscalion of proceeds of crime
among others;

vili). Public Procurement and Assel Disposal Act,
2015 which provides for public procurement,
and the retenfion and dizposal of public
property, In accordance with the principles
of good governance, namely accountability,
ranspanancy, integnty and value for money,
efficiency, faimess, equity and public confidence;
local  industry development, sustainable
procurement and sustainable development; and



ix). Fair Administrative Action Act, 2015 which give
effect to Article 47 of the Constilution which
requires administrative actions to be concluded
expaditiously and fairly. The Act prescribes
measures that facilitate flimely conclusion of
administrative actions while giving affected
partes a right to be heard.

These legislations have various accompanying

requlations, procedures, codes and instruments

respactively for effective implementation.

b) Policies

The Mational Values and Principles of Governance
Palicy, Sessional Paper Mo. 8 of 2013 gives effect
to Article 10. The broad objective of the policy is to
operationalize and institutionalize Mational Values
and Principles of Governance as enshrnad in the
Constitution. The policy provides general guidelines
o govemment, non-state actors and cltizens 1o
develop action plang to mainsiream the MNational
Values and Principles of Governance, into their day-
to-day programmes and activities. This will ultimately
ensure that the shared values become a way of life
for the paople of Kenya,

The expactad policy oulcomes and impact include
anhanced sense of national identity, engaged,
productive and motivated youth, empowered citizans,
increased labour productivity, ethnic hamony,
adoption of national culture, enhanced political and
social stability, eguitable distribution of resources
and opportunities, reform of public institutions to
respact human rights and fundamental freedoms,
enhanced fiscal discipline in the management
of public resources, optimal ulilization of state
resources, prucent management of land and nafural
resources, increased food security and  higher
life expectancy. The expecled impact envisages
substantial and timely attainment of VWision 2030,
sustained compliance with the Constitution and
entrenched constitutionalism,

“The Framewark for implementation of Values and
Frinciplas, in Arfictes 10 and 232 of the Constifution
i the Public Senvice, 20715° effectively anchor and
mainstream values and principles in tha aclivities of
all actors by providing precanditions for performance,
performance standards, performance indicators,
performance monitoring, evaluation and reporting
on the values and principles,

Other policies that guide and inform the promation,
compliance evaluation and reporting on values and
principles include the Kenva Vision 20300 Public
Service Commission Diversity Management Policy
2015; the Human Resource Policies and Procedures

Manual 2015; the Public Service Commission
Rewards and Sanclions Policy 2015; the Public
Service Commission Training Policy 2015 the
Public Service Commission Code of Practice for
Mainstreaming Disability in the Public Service,
2010, the Access to Govemmen! Procurement
Opportunities (AGPO) 2019; the Buy-Kenya Build-
Kenya Strategy 2017, the Big Four Agenda; the
Commission for Revenue Allocation Paolicy 2018,

1.6 Implementation of Values and
Principles

The Framework for Implementation of alues and
Principles provide strategies for the implemeantation
of values and principles in the public service. These
include awareness creation; mainstreaming of
the values and principles into the senvice delivery
processes; fraining programmes; awards  and
commeandations; setling of citizen service delivery
standards in a cilizen service charer, performance
contracting; budgetary provisions and measures and
mechanizms for enforcing compliance.

a) Measures Taken

The Mational Values Policy and-the Framework
for  Implementation of Values and Principles
enumerate varous sirategies thal may be used to
promote the values and principles. The sirategies
include awareness creation, fraining, performing
arts, education, performance conlracting, citizen
senvice charters, mainstreaming into organisation
business processes, use of information, education
and communication materials, campaigns,
advertisements and publicity, awards of honours,
and commendations, collaborative ventures with
stakeholders, infusion into government programmes
and policies and equitable distribution of resources
and opporunities,

b)  Monitoring of compliance to Values and
Principles

Compliance with values and principles is assassad
through an annual evaluation targeting public
institutions under the jurisdiction of the Commission.
The evaluation is undertaken through an online
survey, The informaticn submitlad in this self-
reporting process Is triangulated with secondary
infarmation fram other oversight institutions,

]  Challenges to Implementation of the
Values and Principles

The Framework for Implementation of Values
and Principles identifies various preconditions for
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performance that each public institution needs to
put in place o perform, These include putting in
placa legislative, policy, regulatory and institutional
framewarks and development or review of various
business processas. Failure to effect recommended
measures may in themselves be impedimenis
to the successiul implementation of the wvalues
and principies. Somea of lhe key challenges in the
implemantation of values and principles include:
inadeqguale sensitization on ethics and integrily,
abzence of an approved framework for lifestyle
audit, delay in_finalizalion of corruption-related

who render public services. The citizens are however
ihe best judges on whether or not the values and
principles are complied with, in the public servica.

The Framework for Implementation of Values and
Principles envisaged a formulation of an overarching
citizen service delivery charler whernzin the values
and principles are mainsireamed in servica delivery
processes and an annual assassment of compliance
i undertaken through a citizen satisfaction survey.
The Commission has commenced the development
of @ ciizen service delivery charter that will
‘Eamplamant the corrent framewark by placing-the

compliance with the 5% constilutional requirement
for PWD representation, low compliance on ethnic
proportionate representation, weak enforcement
of AGPO policy, non-exislence and weak
implementation of service delivery charters in some
insfitutions, weak implemeniation of performance
agreements, and lack of & national govermnment
public assets and liabilities register amang others.

Compliance requirements are firgl and foremost met
in the process of adherence to the law. Compliance
aksn happens through the transactional environment
af the public service institutions and the discharge
of ihelr mandates; the public officers rendering
senices in e instilutions and the citizens who are
the recipients of public services, Compliance occurs
at three levels.

The first level of complianoe is when the
govemment develop the legislative, policy, and
regulatory  Tramework for the  institutionalization
of values and principles in the public service.
Thasa include the establishment of performance
measures and mechanisms for implementation and
enforcement. Once this is done, the infrastructure
for the implementation of values and principles is
establishad.

citizen at the centre of compliance evaluation and
reporting processes.

The compliance evaluation targeted six service
sectors comprising 508 public institutions as follows:

i) The Constitutional Commissions and
Independent Offices

Thesa are some of the Chapter 15 commissions and
independent offices established by the Constitution.
Mine commissions and two independent offices fall
underthejurisdiction ofthe Public Service Commission
with regard to promotion and evaluation of values
and principles. These are the Independent Offices
af tha Auditor-General and Conftrollar of Budget; the
Commission for Administrative Justice; Ethics and
Anti-Corruption Commission; Independent Electaral
and Boundaries Commission; Kenya National
Human Rights Commission; Gender and Equality
Cammiszion; Mational Lands Commission; Salaries
and Remuneration Commission and Commission
for Revenue Allocation. The compliance evaluation
targated 11 Independent Offices and Commissions
out of which 8 respanded.

i} Ministries and State Departments
Ministries and State Departments are establishad by

The second level of compliance is when the pulolic
institutions mainstraam the values and principles
inta their business processes and other promational
strategies including compliance enforcement.

The third level of compliance is when public officers
uphold fhe values and principles in the day-to-day
delivery of public services.

Compliance evaluation is conducted al two leveals
namely the instituional and the public officer level
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the-Presiment-under Aicke—152-of -the- Corslibulion:

The President establishes siate depariments
through executive orders from time to time. The
State Depariments are curantly 49 and include the
Offica of the Attomey General. The Commission
has appainted Cabinet Secretaries and the Altomey
General as Autharised Officers and delegated some
of its human resource functions lo be discharged
on its behalf for officers in CSG 8 and below,. The
State Depariments are under the administration
of a Principal Secretary/Solicitor General. All the
ministries and slate departments responded to the
SUTVEY,



iif}  State Corporations and Semi-
Autonomous Government Agencies
(SAGAS)

The Siate Corporations are established by the
President in accordance with Part || Saction 3 of the
State Corporaticns Act, Chapter 446 of the Laws
af Kenya. The 202002021 compliance evaluation
fargetad 201 State Corporations and SAGAs aut of
which 166 responded.

iv]  Public Universities

Fublic Universities are established under the
Univarsities Act, No. 42 of 2012, Under section 3(1)
(J and K) and {2} of the Act, a public university is
expected to, among others, promote gender balance
and equality of opportunity among students and
employaes; provide equal opporfunifies to persons
with disabilities, minorities and other marginalized
groups, Also, the university is required to enhance
equity and accessibility of ils services; promate
inclusive, efficient, effective and transparent
governance system and practices, and maintain
public trust. Further, the university is expeacted o
ensure sustainable development by adopling best
practices in management and institutionalization of
systems of checks and balances; promoling private-
public parinership in education and development;
and Institutionalizing non-discriminatory practices in
its operations. The compliance evaluation targsted
38 public universities out of which 33 responded.

v} Statutory Commissions and Authorities

Some Statutory Commissions and  Authorities
are astablished by the government to discharge
specified dulies and responsiblliies. Thare are
gight such insfitutions that were targeied in the
evaluation. These are the Office of the Direclor
of Public Proseculions, Office of the Registrar of
Folitical Parties, Inter-governmental Relations
Technical Committee, Councl of Governors,
Kenya Law Reform Commission, Independent
Policing Owersight Authority, Mafional Cohesion
and Integration Commission and Office of the Data
Protection Commissioner. The evaluation targeted 8
statutory commissions and authorities out of which
& responded.

wi)  Technical and Vocational Education
Training Institutes

The establishment of Technical and Vocational
Education Training Instifutes (TVETs) in the country
started in 1949 and by 1963, when Kenya attained
indepandence, the institutions were nine. Batwean

18964 and 2002, the number of institutions increased
by three o 12. From 2013, thera has been an
exponential rise of TVET institutions due to a shift
in policy by the govemment which emphasized
technical training. Betwean 2014 and 2021, tha
TVET institutions increased by 122 to 1684 of the
reporting institutions.

Thea Technical and Vocational cenfres came info being
after the enactment of the Technical and Yocational
Education Training Act, 2013 while technical training
institutes had been established under the Education
Act, Cap 211. The Technical Training Institutes ara
recognized under Seclion 58 of the TVETA Act.
Although they are named differently, the training
they provide is the same. National polytechnics on
the olher hand were established through various
orders issued by the cabinet secretary for education.

In conducting the evaluation, the Commission
excluded teacher training institutes except for Kenya
Technical Teachers College {(KTTC). The teacher
training institutes were axcluded because they fall
under the Teachers Service Commission whereas
KTTC which was included has been designated as
the training institute far TVET witors, The technical
training function was transferred from the Teachers
Service Commission (TSC) to the Minisiry of
Education Science and Technology as per Seclion
(4} {2} of the TVET Act, 2013

1.9 Compliance Survey

The establishment of Technical and ‘ocational
Education Training Institutes (TWETs) in the country
started in 1949 and by 1963, when Kenya attained
indepandence, tha institulions ware nine, Batwaan
1964 and 2002, the number of institutions increased
by three fo 12. From 2013, there has been an
expanantial rise of TVET institutions dua fo a shift
in palicy by the govermment which emphasized
technical training. Between 2014 and 2021, the
TVET Institutions increased by 122 lo 164 of the
reporting institutions.

Tha Technical and Vocational centres came into being
after the enactment of the Technical and Vocational
Education Training Act, 2013 while technical training
institules had been established under the Education
Act, Cap 211, The Technical Training Institutes are
recognized under Section 58 of the TVET Act, 2013.
&lthough they are named differently, the training
they provide is the same. Mational palytechnics on
the other hand were established through wvarious
orders issued by the cabinel secratary for education.

In conducting the evaluation, the Commission
exciudad teacher training instilutes except for Kenya
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Technical Teachers College (KTTC). The teacher
training institutes were excluded because they fall
under the Teachers Service Commission whersas
KTTC which was included has been designated as
the training institute for TVET tutors. The technical
training function was transferred from the Teachers
Semvice Commission (TSC) to the Minisiry of
Education Science and Technology as per Section
(4} (2} of the TVET Act, 2013,

The Commission introduced TVETs as the sixth
service sector in the evaluation to obtain bassaline
information regarding the values and principles.
The evaluation targeted 198 TVET institutions out
af which 10 Mational Polytechnics, 98 Technical
ard Vocational Centres and 56 Technical Training
Institutes responded.
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The Public Service Commission is obligated to
annually evaluate and report to the President and

Parliament hé axlenl 16 Which The fational valles ™ for orom oromation of the valiss and prncioles, and

international treaties and conventions on good
govemnance, integrity and anti-cormuption;

g} report or recommend to the President and
Parliament an action taken or effective measures

and principles of governance in Article 10 and the
valuas and principles of public service in Article
232 of the Constitulion have been complied with,
in the public service. The promation of values and
principles of public service is therefore aimed at
ensuring that all stzkeholders identify with, commit
to and feel responsible for agreed set of norms.
This Chapter outlines the roles of various aclors,
strategies and measures laken by the Commission
and the evaluated instifutions (o pramote the values
and principles.

The rofe of the Commission in the promotion and
evaluation of values and principles in the public
service is operationalized under section 3(1) of
the Public Service Commission Act, 2017 and
section 58 and 59 of Part VIl of the Public Service
Commission Regulations, 2020 which provides that
the Commission shall:

a) integrate the values and principles in the
regulations,  procedures,  policies  and
instruments for delivery of the Commission's
powers and functions;

b} inform and educate public officers and the public
about the values and principles to practise the
values and principles;

g) formulate and implement programmes intended

nculcate |
awareness of their civic responsibilities and
appraciation of their duty to uphold the values
and principles;

d) oversee the implementation and effectiveness
of the programmes,

2] collaborate with other institulions working in
the field of good govemance, inlegrity and anti-
coruplion to pramole and protect the values
and principles of governance in public service;

fi assess and report on the public bodies’
compliance  with  their obligations  under

8 1 Public Service Commission

hy perform such other functions as the Commission
may consider necessary for the promation and
protection of the values and principles.

The responsibilities mentioned above are

implemented directly or through delegated authority

by the Authorised Officers and Public Officers. The

specific measuras taken by the Commission to

pramate the values and principles include:

&) Overseeing the implemeantalion of
recommendations made by the Presidency and
Parliament;

b) building institutional capacity bath  internal
and external necessary for the promation,
compliance evaluation and reporting on the
values and principlas;

¢} developing and disseminating policy framewoark
for the Implementation of the walues and
principles;

d} inclusion of values and principles in the criteria
for appointments, promotions and removals
from the public serice;

g} developing and disseminaling the Public Service
Code of Conduct and Ethics, 2016,

fi =eting of the pedormance standards and
indicators on values and principles;

g) establishing  institutional  linkages  for
implementation of the values and principles;

h) developing strategies for the promotion of
values and principles;

[y developing a criterdion for the evaluation of

j} developing a reparting framework for the values
and principles;

k] esiablishing a system for celebrating and
homouring  value-carriers  and  value-drivers
through recognition, commendation and awards;
and

I} haosting of a national conference once a year to
stimulate national dialogue an various fhematic
areas.




2.3 Role of the Authorised Officer

The role of the Authorized Officer in the promation,
evaluation and reporting on the implementation of
values and principles include:

@) disseminating and implemeanting of the values
and principles policy framework;

b) establishing and facilitating the human resource
management cammitiae;

¢} appainting and training of link person for the
implementation of the values and principbes:

d) inclusion of values and principles into the criteria
for appointment, promotions and removal from
the public service;

a) identification of value-carriars and value-drivers
in the omganization;

f) mainstreaming of the parformance slandands
and indicators on values and principles into the
organizational business processes;

g} mainsireaming of the values info the sirategic
plan and client service delivery charter;

h} mainstreaming of the walues into  the
performance managemeant systemn  incleding
performance appraisals;

{} mainstreaming of the Public Service Coda of
Conduct and Ethics into the organizational
business procasses;

i} entifying and recommending staff through a
participatory process for recognition, reward,
commendation and honours for exemplifying
the values and princip'es;

k)] reporting to the Commission on a quarterly, bi-
annual and annual basis on the implemantation
of the values and principles including measuras
and activiies on promotion of values and
compliance evaluation: and

[} padicipating in the national conference on
values and principles of the public servica,

2.4 Hole of Public Officer
A Public Officer is expected ta:

a) respect, uphold and promote the valees and
principbes;

b} be a value-carrer and value-driver;

&) suppor, encourage and respect others who
exemplify the valuas in their day-o-day work;

d} respect and abide by the Public Service Code of
Conduct and Ethics, 2016;

g] respect and be guided by the organizational
citizen service delivary charter;

fi deliver on all the deparmental and individual
performance targets;

g) maintain high standards of decorum, civility and
courtesy in the discharge of public duty,

hy act in a manner that does not bring salf,
arganization and government into disrepute;
and

il report any violation of values and principles
wherever and whenever datected.

2.5 Stirategies for Promotion of the
Values and Principles

The strategies for promotion of the values and
principles are set out in the MNational Values and
Principles of Govemance Policy (Sessional Paper
No. 8 of 2013) and the Framework for Implementation
of Values and Principles, 2015,

The National Values Policy requires all public
organizations to establish  continuous  fraining,
awarenass and dissemination programmes on the
naticnal values and principles of governance in
& language understood by its staff, stakeholders
and customers. Further, the Folicy requires public
afficers to commit to continuous leamning to advance
knowledge and proper application of the national
values and principles of governanca. Conseguantly,
institutions  have continued to undertake diverse
measures gearad towards the promotion of values
and principles.

The national values policy provides that promotion
and inculcation of values be carried out in all the
formal and informal institutions of learning. The palicy
further advocates for civic education to help students
devetop a reasoned commitment to fundamental
values and principles necessary for the preservation
and improvemeant of the Kenyan constitutional
democracy. Civic education should aim at promoting
values of hard work, courage, patrictism, national
cohesion and integration.

The strategies for promoting the values and principles
include awaraness creation; training programmes;
mainstraaming the values and principles into the
curriculum  and institutional businass processes,
ciizen service delivery charter and the performance
contracting platform; awards and commendations;
budgetary provisions; compliance enforcement;
recognition of walue-carriars and values-drivers:
public service enlry requirements; and promotional
manuals and materials among others.

The public institutions have undertaken various
measures for the implementation of values and
principles over time. Somea of the measures are
those prescribed under the constitufion, legislation,
policies and reguiations.
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&rticle 10 on Mational Values and Principles of
Governance has 19 values and principles while
Article 237 on values and principles of public
samvice has 9 values and principles. These values
are imerrelated and interconnected, For instance,
implementation of the value on efficient, effective
and wsconomic use of resources in Aricle 232
impacls sustainable development in Article 10.
Similarly, the pramotion of inclusion in Article 232 will
promote national unity in Article 10. For purposes of

—ﬁﬂm&h&n—aﬂd &valu-ahan the Enmrrusm clumam-d-

Im r- =
saven themaiu:: areas g5 |D||':IWE

iy Sendce Dalivery Improvement;

fij High Standards of Professional Ethics in the
public senvice,

iy Good  Govemanoe,
Accountability;

iv) Performance Management,

¥] Equitable Allocation of Opporunities  and
Resources,

wi) Public Pariicipation in policy making process;
and

wil) Efficiency, effectiveness and economic use of
resourcas and sustainable development,

Transparency  and

2.6.1 Service Delivery Improvement

The wvalues clustered under this Theme include
the following values from Article 10 namely. good
govemnance; socdal justice; inclusiveness; human
rights; human dignity; non-discrimination; and
Pratection of the marginakzed. It also includes the
following valuas fram Arficle 232: public service
values and principles of responsive, prompl, effectiva,
impariial and equitable provision of services; high
standards of professional ethics; efficient, effective
and economic use of resources; accouniability for
administrative acis; and transparency and provision
to the public of imaly, accurala information.

Section 7(3) of the Publc Service Values and
Principles Act, 2015 anlicipates public_institutions

In compliance with these values, citizens expect
poeassible, timely and affordable services. The
citizens also expecl public officials to be qualified,
well trained, competent and professional in the
delvery of public services. The public service,
therefore, is expected to continuously innovate
on new ways of service delivery 1o meel the ever-
rising expectations of the citizens. Such innevations
involve a continuows review and automation of the
business processes and the use of a-platforms in
service dellvery.

The_semnice dEIl'-'_E[y' mru}uatmns ma:.r rmmre tha,

sur:h as service charte:s grievance mnagemnt
pracaduras, provision of computers and accassories,
IT connectivity, upskiling and reskiling and
acceleration of uptake of technalogy by the public
institutions and officers.

Public institutions are therefore obligated to develop
and ensure adharence to service charters which
indicate the type of service, commitments of the
institution, expected delivery timalines and the cost
of the service. Service delivery improvemeant s
therefore promoted if institutions comply with the
standards prescribed in their service charters,

Tha evaluation soughl o eslablish the number
of instilutions with service charters, wheather the
charlers are easily accessible to citizens and
whather the charters are rendered in Kenyan sign
languages such as braile. The evalualion also
sought to establish whather institutions have put in
place effective mechanisms for grievance handling
and whether the business processes have been
automated and migrated 1o e-platforms.

2.6.2 High Standards of Professional Ethics
in the Public Service

The values clustered under thig thema include the
public service values and principles of efficiency,
effectiveness and economic use of reSOUNGES;
accountability for sdministrativa acts; and the national

to render services in accordance with the service
charter of the institution. Further, the Ssaction
provides that service is delayed if it is not given in
accordance with the service charter of the public
institution, Section 5.5.7(v) of the Mational Values
and Principles of Govemance Policy (MV&PGP)
requires public institutions to institute and comply
with a cilizen service dalivery charter, which obligates
individug! public officers to commil 1o obsarve and
uphold the provisions of the charter.
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and accountability; inlegrity, patriotism; and the rule
of law.

Article 232(1)(a) provides for high standards of
professional ethics. This is given effect through
Section 5(3) the Public Service Values and Principles
Act, 2015 that require public officers who are
members of requlated professions to uphold high
standands of professional athics through compliance
with the provisions of the relevant professional
association regarding registration and continuing
professional development; being bound by the code



of ethics of fhe relevant professional association:
and undergo such disciplinary action of the relevant
professional association and by the public senvice
for any act of professional misconduct,

The other standards that the officers are required
io comply with are prescribed in the Public Officer
Ethics Act, 2003 (POEA) and the Leadership and
Integrity Act, 2012 (LIA). All public officers and stale
officers are required to commit to the leadership and
integrity code and the public service code of conduct
and ethics respectively. The codes prescribe general
ethical standards for professionalising the public
senvica.

High standards of professionalism are therefore
promotad i the public officers comply with the
standards established in the above legislation
alongside others thal govern the members of
various regulated professions. These professions
arg established by statute and are held to high
standards of performance and responsibility. There
were 29 requlated professions representad in the
public service as at 30thJuna, 2021,

Public service institutions are expected to comply
with the walues under this Ihemalic area by
maintaining an inventory of regulated professionals,
supporting the professicnals to undergo continuous
professional development, ensuring they are in good
standing by complying with their professional code of
practice, Further, institutions are expected {o budget
for integrity training and ensure that all public officers
comply with the public service code of conduct and
ethics,

2.8.3 Good Governance, Transparency and
Accountability

Article 232(1) (e) and (f) requires public institutions
and officers to observe fransparency and
accountability in the discharge of their mandates.
This is further amplified under Seclion 9 of the
Fublic Service Values and Principles Act, 2015. The
Public Service Code of Conduct and Ethics, 2016
prescribes ethical standards including mechanisms
for accountability and lransparency such as the
declaration of gifts and conflict of interests.

Thi values clustared under this theme include public
service values and principles of transparency and
provision to the public of timely, accurate information
and responsive, prompt, effective, impartial and
equitable provision of services while the national
values and principles of governance comprise good
govarnance, transparency and accountability; and
the rule of law.

Good governance s the accountable exercise
of power and authority. Asticle 10(2){c) of the
Constitubon provide for values and principles of
good governance, integrity, transparency, and
accountability, Other provisions for promaoting good
governance praclices are contained in warious
legislation and policies including the Public Officer
Ethics Act, 2003, the Leadership and Integrity Act,
2012, Public Finance Management Acl, 2012, Public
Procurement and Asset Disposal Act, 2015, The
Public Service Values and Principles Act, 2015, and
the Fair Administrative Action Act, 2015,

The policies that promote good governance
prectices include the Human Resource Policies
and Procedures Manual (2015). the Framewaork for
Implementation of Values and Principles (2015), the
Mweongozo Code for State Corporations (2015), the
Mational Values and Principles of Govermnance Policy
(2013),

Transparency also calls for compliance with Section
5 of the Access to Information Act, 2016, Public
insfitutions are therefore expected to ensure easa
of access to information. Without information, it is
not easy for the public to hold public institutions to
account. Consequently, the channels that are used
by institutions for communication should have a wide
reach,

Public institutions and officers are required ta comply
with mechanisms prescribed in policy and the law
for promoting good governance, transparency and
accountability,. They are expected to realize this
by committing to the code of conduct and ethics,
declaring and recording gifts given to officers and
given out by the institutions and declaring, recording
conflicts of interest whenaver they occur. Additionally,
public officers are expecled to make declarations of
income, assets and liabilities as required undear Part
IV Section 26 of POEA, 2003,

2.6.4 Performance Management

The values clustered under this thame include public
service values and principles of accountability for
administrative acts; efficient, effective and economic
use of resources; responsiva, prompl, effective,
impartial and aquitabla provision of services;
transparancy and provision to the public of timaly,
accurate information; and the national values
and principles of governance of aquality; equity;
inclusiveness;, national wnity; non-discrimination;
patrictism; protection of the marginalized; and social
justice.

The values under performance management require
institutional and individual employee performance
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towards the achievemant of the institution's strategic
goals and objeclives. The Mationa! Values Policy,
2012 and the Framework for Implementation of
Values and Principles, 2015 recommend the use of
a performance contracting platform as a mechanism
for mainsireaming the values and principles into
tha organisation’s business procass and according
to a significant weight on values and principles as
a basis of assessing performance. The values and
principles are promoted when they form pan of
the performance agreements for institutions and
_individual pubIH: officers,

For Improvec :
human resources nesd o be continuously retcu:-leu:l
and up skiled through continugus training. The
training should be conducted in a structured manner
based on fraining needs assessment and training
projections in accordance with Section 56(1) (c)
and (d) of the PSC Act, 2017. Public institutions are
expacted to create awareness and inculcate the
valees and principles to public officers during staff
induction and in-service training programmes,

2.6.5 Equitable allocation of Opportunities
and Resources

The values clustered under this theme include public
servica values and principles of reprasantation of
Kenya's dverse communities; fair compatition and
maerit as the basis of appointments and promotions;
affording adequate and equal opportunities for
appointment, training and advancement at all levels
of the public service of men and women; members
of all ethnic groups and persons with disabilities and
the national valuas and principles of govemance
of eguality; equity; inclusiveness, national unity;
non-discrmination;  patriotism; proteciion of tha
marginalized; and sacial justice.

Equity is the proportionate sharing or allocation
of resources and opporunilies, The resources
may include national revenue, development
projects, social amenities and  infrastruciure,

_ natural resources and land, Opporunities are both

protection of the marginalised. Article 232 (1)ic,g.h &
i} prescribes the values and principles of impartiality,
equitable provision of services, fair competition and
meril as a basiz for appointments and promotions,
representation of Kenya's diverse communities
and affording adequale and equal opporiunities for
appointments, training and advancement at all lavels
of the public service of men and women, members of
ethnic groups and persans with dizabilities

Article 27 (8) provides that the State shall take
legislative and other measuras, incduding affirmative
-aatmn pmgrarmws. and-puihmes—d&mgned lo.radrass

becausa nF past dlsc:nmmatlnn Aricle ET{B] furthe-r
provides that no one gender should constitule mare
than two-thirds of appaimments. Section 10{2) of
the Public Sarvice Values and Principles Act, 2015
pravide & framework for affirmative action for under
rapresented groups in the public service.

Section 10(2) of the PSV&P Act, 2015 give effect to
this conatitutional requirement and provide that the
public service, a public institution or an authorised
officer shall ensura thal public officers are appointed
and promoted on the basis of fair competition and
mert, however a public service may appoinl or
promote public officers without undue reliance on fair
competition or merit in case of under represantation
on the diverse calegorias or groups.

Aricle 54 (2) provides that 5% of appoiniments
should comprise persons with disabilities. Article
85 (o) provides that the state shall lake measures
including affirmalive action programmes te ensune
that the youth, access eamployment and Article 56(c)
provides that the state shall put in place affirmative
action programmes fo ensure that minorities and
marginalised groups are provided with special
oppartunities for access o employmeant.

Article 56 of the Constitufion provide that the State
shall put in placa affirmative action programmes
designed to ensure that minorities and marginalised
groups: participate and are represented in

tangible and intangible benefits that accrue from the
sharing of national resources such as employment
apportunities, award of public tenders far the supply
of goods and services, educalion, healthcare
and social supporl programmes. |ssues of equily
and eguitable sppropration of resourcas  and
opporlunities are well catered for in varous Articles
of the Constitution,

Arbcle 10{2)b) of the Constitufion prescribes
the values and principles of equity, equality, mon-
discrimination, inclusiveness, human rights and
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special opporunities in educational and economic
fields; are provided special opportunilies for access
to employment, develop their cultural values,
languages and practices; and have reasonable
access 1o water, health services and infrasiruciure.

Atticle  227(2) of the Constilution calls for
allocation of resources in an equitable mannar.
The Aricle provides that an Act of Parigment
shall prescribe 2 framework within which policies
relating to procurement and asset disposal shall
be implemented and may provide for categories



of praference in the allocation of confracts, the
protection or advancement of persons, calegonas
of persons or groups previously disadvantaged by
unfair competition or discrimination.

Adicle 204 of the Constitution establishes the
equalisation fund which is 0.5% of the total revenue
collected by the National Government based on
the last audited accounts approved by the Mational
Assembly. The National Government shall use the
Equalisation Fund only to provide basic services
including water, roads, health facilities and electricity
to marginalised areas to the extent necessary to
bring the quality of those services in those areas to
the level generally enjoyed by the rest of the nation,
so far as possible. This is one of the impartant
measures in ensuring that the marginalised and
minorties are protected and their socio-econamic
and political development is assured.

Article 57 provide that the State shall take measures
to ensure the rights of alder persons to fully
participate in the affairs of society: to pursue their
personal development; to live in dignity and respect
and be free from abuse; and to receive reasonable
care and assistance from their family and the State.
All these constitutional provisicns form the basis of
equitable distribution of resources and apporunities.
The government has developad a policy for the
protection of vulnerable members of society which
i3 operationalized under the social protection
programme. The social profection programme
makes provisions for registered older persons to
get monthly stipends from the government which
also extends to widows, orphans and persons with
severa disabilifies,

Public institutions are expected to comply with
the values in this thematic area by ensuring that
the staff composition complies with the two-thirds
gender principle; 5% requirement for persons with
disabilities; and proportionate representaticn of all
ethnic groups. All public institutions are required to
develop affirmative action programmes to address
the gaps in their staff composition.

Part 2.4 of the Mational Values Puolicy guides on
equitable distribution of resources. Inegualities
undermine the peaple’s sense of belonging, causas
ahienation, marginalization, promotes injustice and
ultimately undermines national cohesion and unity.
Some of the measures recommended to be takan
include enhanced poverty alleviation pragrammes,
promation of equitable distribution of resources and
oppartunities, and the initiation and implementaticn
of affrmative action for marginalized groups. This
means public resources shall be distributed aquitably
as far as s practicable geographically taking into

account diversity, population and poverty index,

The institutions are further expected to comply
with the provisions of Access o Government
Procurement  Opportunities  (AGPO) by sefting
aside 30% of their procurement budgel. They are
required to award tenders for the supply of goods
and services o registered special groups of woman,
youth and persons with disabilities.

In addition, all public institutions are expected fo
comply with equitable distribution of job oppartunities
at all levels of the public service through the
determination of diversity gaps and developing
affirmative action programmes to redress the Qaps,

2.6.6 Public Participation in Policy Making
Process

The values clustered under this theme incheda;
public service values and principles of invalvemant
of the people in the process of policy making;
accountability for adminisirative acls; responsive,
prompt, effective, impartial and equitable pravision
of services; transparency and pravision to the public
of timely, accurate information. The national values
and principles of governance include democracy
and participation of the people; fransparency and
accountability, non-discrimination: protection of the
marginalized; and the rule of law.

Public participation entails empowering the people
o actively and effectively involve themselves in
creating the struclures, systems, policies, laws
and programmes that serve the interests of all as
well as effectively implementing and contributing ta
the development process and sharing the benefits
equitably,

Article 10{1){c) of the Constitution binds all persans
whenever they are making or interpreting public
policy decisions. Further, Arficle 10{2}a) provide
for values and principles of sharing and devolution
of power and participation of the people and Article
232 (1){d) provide for the values and principles of
involvement of the people in the process of policy
making,

Section 11 and 12 of the Public Service (Yaluas
and Principles) Act, 2015 further gives effect to
these constitutional provisions which require the
public service to facilitate public participation and
invoivement in the promotion of values and principles
of public service. It also provides that the public
service shall develop guidelines for the involverment
of the people in policy-making. The Public Service
Commission developed and issued to the sarvice the
Public Participation Guidelines, 2015. The guidalines

Public Service Commission | 13



provide that the public is gven adequala opportunity
o review a draft policy; be heard by the makers of
a policy; make comments on a draft policy and be
notified of the final draft of the policy and whether
or not it incorporates their views. Institutions are
expected to customize and implement thie guidalines
during the development of policies.

Publie institutions are therefore required ta customize
and adhara to lhe public participation guidelnes
whenever they make or deveiop public palicies. This
_includes_stakeholder mapping, timely ci:g;_u@i_qn_gfi
B L R o e SR SR AT L AT
stakeholder input through the choice of appropriate
venue, time and facilitation, keeping of records,
ensuring diverse representation of the participants,
undertaking policy validation before approval,
adoption and publication of the palicy.

2.6.7 Efficiency, Effectiveness and Economic
Use of Resources and Sustainable
Development

Article 232 (1){b) provide for the values and principles
of efficiency, effectiveness and economic use of the
resources. Section (6) of The Public Service Valuas
and Principles Act, 2015 raquires public officers to
be efficient and effective in the utilization of public
reSOUrces,

The values clustered under this theme include:
public service values and principles of efficient,
affective and economic use of resources and national
values and principles of governance of sustainable
development; good govemance; integnty; and the
rute of law.

In the coniext of this compliance evaluation,
efficiency relates to the timeliness and cost-
affectiveness of service delivery and implementation
of govemment programmes and projects al planned
cost. Effectiveness is the abllity to altain planned
results while economic use of resources relates to
the prudent use of public resources.

Ralatedtothe issue of efiicient, effectiveand BCONGMIC
use of resources i3 sustainable development. The
government, as a way of stimulating focal production
and promoting industrialization, issued the Buy Kanya
- Build Kenya Strategy. The strategy obligates public
instilutions to reserve 40% of the public procurement
budget for locally produced goods and services. This
promotes patriotism, national unity, human dignity,
social justice and sustainable development,

Public institutions are expecled lo ensure
compliance by adhering lo the budget ratios of
acurrent 1o davalsprment of 70n30-and operation-and

maintenance o personnel emoluments of B5735. 10
ensure that the development projects are praperty
planned, the institutions are required to undertake
feasibility studies for sustainability and obtain
anvironmental impact assessment approvals, The
developmen! projects are expected lo have slar
and complefion dates and are completed at cost.
This promotes the value and principle of econamic
use af resources.

Public institutions are further expected to operale
with approved optimal staff levels based on workload
analysis, Thiz presupposes that all institutions have
human resource development plans which guide the
recruitment and selection, staff davelopment, career
progression, staff exits and succession managament
projections. Optimal staffing is critical in maintaining
a sustainable public service wage bill and ensurnng
demand-driven recruitment and selection.

Public institutions are ultimately expected to have a
favourable apinion from the Auditor-General in the
annual audits and implement recommendations and
directions from Parliament as the overall oversight
autharity.

The overall responsibility of promotion of values and

The standards for efficiency, effectiveness and
gconomic use of resources are prescribed in the
Public Finance Management Act, 2012 (PFMA) and
the regulations issued under it. Regulation 26(1)
if) of the Public Finance Management (Mational
Government) Regulations, 2015 prescribes that
development expenditure shall be at leasl 0% of
the total budgel. Apart from prescribing roles on the
axpenditure, the Act places obligations on different
institutions with relation to the managemant of
government assels.

14 Public Service Commission
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Servica Commission. The role of the Commission
is further defined in the Public Servica Commission
Act, 2017 that assigns responsibilities regarding the
promotion of values. The measures and aclivities
implemented by the Commission 1o promefa the
valyes and principles during the evaluation periad
included:

i] Review of requests on the astablishment of
offices from Constitutional Commissions,
Independent Offices, State Offices and County
Public Services to align them to the mandates




of the institutions, A total of 47 organizational
structures and staff establishments in 37
Ministries and Departments and 10 agencies
were reviewed. The review of organizational
struclures is undertaken pursuant to Aricles
232 (1)(b}, 234{2)(a)(1) of the Constitution and
Part IV of the PSC Act, 2017, Organizational
struclures  facilitate  efficient and  effective
management processes for the attainment of
the organization's mandate.

if)  Leveraged ICT to improve service delivery In the
Commission by establishing ramote interview
centres, aufomated shorlisting process  and
conducted virtual interviews. This reduced the
cast of service delivery because the intarvieweas
did not have to incur transport costs to Nairobi
for the interviews,

iii) Appointed 15937 officers out of which & 522
were new appointments made in 49 MDAs
through a competitive process while 7,415 were
promotions. The appointments were made to
enzure proper staffing of the service for efficiant
and effective service delivery. Of the 8 522 new
appointments made, 4,125 (48%) were male
whibe 4,397 (52%) were fernale. PWDs wera 150
constituting 1.8% of the officers recruited. OFf
the 7,415 promotions, 4,431 (B0%) were mala,
2,984 {40%) were female while 40 (0.8%) wera
PWDs. The appointments improved gender,
ethnic and PWD representation in the public
SEnice.

) Promoted 32,107 officers serving in various
grades across 192 cadres in 38 MDAs under
succession  management  programme, e
address stagnation and gaps in grading
structures. The promotions filled staffing gaps,
improved retention and service delivery,

W) R&demgnataﬂ?ﬁanmmmdmwnfmmazcadres
in various Ministries and State Departmants.

vi) Promoted constilutionalism by ensuring
compliance with relevant legislation and the
Public Service Commission (Performance
Management) Regulations, 2021,

vil) Trained 39 officers on Business Process Re-
engineering (BPR), and reviewed business
processas  of lhree institutions  namely
Postal Corporation of Kenya, Directorate of
Immigration Services and the State Department
of Planning, In addition, the first wave of Rapid
Resull Initiative (RRI) in the Postal Corporation
of Kenya was launched to enhance mail and
couriar distribution in the country,

vill) Partnered with other govemment agencies like
Kenya Revenue Autharity, EACC, Directorate
of Criminal Investigation and Asset Recovery
Agency to promote ethics and integrity in the

public  service. The Commission provided
information on the Declaration of Incame,
Assets and Liabilities for B0 officers who
WEra under investigation. This collaboration
contributes to good govemnance, transparency
and accountability.

ix) Developed and disseminated IEC materals on
Values and Principles.

X} PuhlicizmmeH&yﬂndingsandremmmendatiuns
of the 20192020 report on the Status of the
Public Service Compliance with the Values
and Principles in Adicles 10 and 232 of the
Censtitution through the print media,

®) Mainstreamed values and principles in the
induction and in-service training programmes.

xil) Sensitized over BOD public officers on the
evaluation of values and principles and tha
Declaration of Income, Assets and Liabilities.

2.8 Promotion of Values and
Principles by Public Institutions

Promotion of values by public institutions was dong
through the implementation of varlous activities
clustered into six areas namely: awareness creation:;
integration into business processes: capacily-
building: media campaigns and advertisement:
capacity-building of the officers en values and
principles through fraining; use of information,
education and communication materials amongst
others. Several slrategies wers adopted for the
promotion of wvalues and principles by public
institutions. These include the following;

a) Awareness Creation

Values and principles were promoted by the creation
of awareness through:

il Dramalrole play/skits:
i} Poetry/verse speaking:;
i) Use of cultural dances from diverse cultural

aroups;
iv) Spoken word:
w]  Mimicry;

vi] Music and dance; and
vii) Religious groups, education institutions and
lpcal administration.

b)  Mainstreaming into Business
Development Processes

Mainstreaming values and principles in business
development processes of respective institutions
through various initiatives including:

i} Annual talent days/shows:
i) Frasher's days/Fanfare days;

Public Service Commission 15
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CHAPTER
THREE

STATUS OF
COMPLIANCE WITH

THE VALUES AND
PRINCIPLES

3.1 Introduction

The Public Service Commission annually conducts
a survey to assess the status of compliance of
the public service to the values and principles in
Articles 10 and 232 of the Constitution, This Chapter
presents the findings and recommendations of the
survey by thematic areas across senvice sectors,

Table 3.1: Response Rate by Service Sector

3.2 Survey Response

The Commissian administerad sUvay
quastionnaires fo all public institufions under its
purview, which included 308 institutions in the five
sectors and 198 Technical and Vocational Education
Training institutes (TVETs). Two hundred and slxty-
two institutions from the five sectors and 164 TVET
institutions responded to the survey representing a
rasponse rate of 85% and 82.8% respectively (Table
3.1). Thirty-one TVETs and 46 institutions from the
five sectors did not respond to the survey (Appendix
[). The institutions did not give reasons for not
responding.

[ Offices

2. Ministries and State Depariments

(3. Public Universities

-1 | State Corporations and SAGAs

| 5. | Statutory Cnmnissll'm'!s & Authorities -
6. TVETs
s b

Recommendation

Institutions that did not respond to the survey should
ba sanctioned and made to account for their non-
compliance,

3.3 Compliance by the TVET Sector

The Government's heavy investment in the TVET
seclor has led to an accelerated increase in the
number of TVETS from 42 in 2013 to 198 Institutions
by June 2021. However, this was not matched with
capacity-building for effective service delivery.

49 49 100%

g 33 | 84.6%

201 166 82.6%

— ._.i.:._ — E FE%
198 184 m-al
506 426 B4.1%

3.3.1 Student Enrolment in TVET Institutions
by Qualifications

The Technical Training Institutes (TTIs) had the
highest number of enrciment (58%) followed by the
Mational Polytechnics at 29%. The Technical and
Wocational Colleges (TVCs) had the least enralmant
&t 13% although they accounted for G0% of the total
institutions. This can be explained by the fact that
the majarity of the TVCs were established after the
enactment of the TVET Act, 2013,

The gqualifications of students enmlled in TVET
institutions ranged from studenls with primary
school cedificates to those with degree certificates.
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Table 3.5: Availability of Charters, summarized in Kiswahili and Published in the Website

Category = Existence of Service Service Chartar Sarvice Charter
E Charter in TVETs Summarized in Published in Website
2
- E Kiswahili
Fir ] Available Mot Available Not  Uploaded Mot
- Available Bvailable Liploaded
National 10 10 (100%) 0 10 (100%) 0 B(B0%) 2 (20%)
Polylechnics
Technical & a8 49 (50%) 49(50%) 32(32.7%) 66 (67.3%) 22(22.4%) T6(T78%)
Vooational Colleges
—_Technical Training. 56 54 (06.4%)  2(3.6%) 48(857%)  B(8.2%) 26 (50%) 28 (50%)
Total 164 113 (68.9%) 51 (31.1%) S0 (54.9%) 74 [45.1%) 58 (35.4%) 106
(64.8%)
Recommendation national polytechnics having the procedures

The 31% of the TVET Institutions that were yet o
develop ciizen service charters to do so by 30th
June, 2022,

by) Existence of Grievance Handling
Procedure and Complaints Registers in
TVET Institutions

Section 7(4), 3{2}d) and Section 13 of the Public
Service (Values and Principles) Act, 2015 provide
for the resolution of grievances in the public service.
Further, Section 42 of the Leadership and Integrity
Act. 2012 provides for mechanisms for lodging,
investigation and resolution of complaints. This
therefore requires that all public institutions develop
a Grievance Handling Procedure {GHP).

It was established that:

i) 57.8% of the svaluated TVET institutions had

a grievance handling procedure; with all the 10

W)

il

)

v}

vil)

(Table 3.6);

75% of the TVET institutions had complaints
registers with all the 10 National Polytechnics
having the register,

93 (56.7%) TVET institutions reported 1o have
raceived complaints during the evaluation
period through diverse modes (Table 3.7}
Technical vocational colleges received the
lowest numbear of complaints,

The most popular modes of ledging complaints
and grievances in TVET institutions were letters
(45.7%), telephone (23.2%) and Facebook
(14 B%):

The least popular modes of lodging complainis
were twitter {3.7%) and website (8.1%); and
Other mades of lodging complaints included
complaint boxes, WhatsApp, walk-ins, staff and
student's meetings and the Ombudsman.

Table 3.6: Grievance Handling Procedure and Complaints Register

Category Total No. af  Existence of a documented grievance  Existence of a Complaints
Institutions handling procedure in TVETS register

Ayaikabla Mot Available  Available Mot Available

—_— NationalBolyiechnics 10 9 [90%;) 1(10%;) 10 (100%) a

Technical & Vocational 84 40 (40.8%) 58 (50.2%) 60 (61.2%) 38 (38.8%)

Collegas

Tachnical Training Institutes 56 46 (B2.1%) 10 (17.9%) 53 (24.6%) 3 (5.4%)

Total 164 95 (57.9%) 6O (42.1%) 123 (75%) 41 [25%:)
Recommendations il TVET institutions should enhance lhe use

The TVET institutions which did not have
grlevance handiing procedures and complaints
register should develop and implement the
same by Jure 2022

i

Public Service Commission
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Table 3.7: Modes used to Receive Complaints

2 TVET hutlthlui_'l_l _
B received Latters
E complaints
mﬁm E Yeg Mo
B @
g g
= %2
: Y
Naticnal 10 9(50%) 1(10%) 8 (B0%)
Palytechnics
Technical & Qg 35 63 32
Vacational (35.7%) | (B4.3%)  (32.7%)
Colleges _
Technical 56 49 § 36
Training (B7.55%) | (12.5%) (02.59%)
Imstitutes
Total 164 83 ™ 75
(S6.75) (43.3%) (45.7%)
¢}  Recognition of Excellence in Service

Delivery

Public institutions are required to develop guidelines
for the recognition, commendation and rewarding
of public officers who offer exemplary, oulstanding
or innovative service or who have performed their
duties exceptionally well.

Out of the 164 institulions, 68 (41.5%) had
developed a criterion for identifying and recognizing
officers for exemplary service. Figure 3.1 presents
the institufions that had developed a criterion for
recognizing officers who have excelled in service
delivery.

Figure 3.1: Existence of a criterion for recognizing
officers who have excelled in service delivery

Recommendation

To accelerate the uptake of values and principles,
TVET instituions should develop and implement a
criterion for recognising officars who have excelled
in service deliveny.

Mode Complaints were Received in TVET Institutions

Website Twiller Facebook 'I'-Ellephnne .E-m_aﬁl

2 2 S ) 2

g g g s s

5= | B2 | &2 5 2 B =

FE 22| SE 32 2 E
4(40%) 2(20%)  4(40%)|  5(50%) 3 (30%)
2(2%) 101%)  4@1%) 9@2% 5(51%
4 (7.1%) 3 16 24 (42.9%) | 13
(5.4%) | (2B.8%) (23.2%)
10 8 24 38 (23.2%) 21
(61%) (37%)  (14.6%) {12.8)
d}) Facilitating Officers with ICT Equipment

Public institutions are required to continuously
improve their business processes through the
documentation of the business processas,
automation and migration of the aulometed
processes into e-government platforms, This is
to facilitate ease of access to information by the
clizens, a faster tumnaround in service delivery,
reduction in bureaucracies and elimination of rent-
seeking opportunities by public officials,

It was established that:

1} 164 TVETs surveyed had a total of 3,346 (T2.3%)
desklop computers, 897 (19.4%) laptops, 99
(2.1%) l-pads and 289 (6.2%) smartphones
{Table 3,8);

i} It was futher observed that 27 of these

institutions had no deskiops, 36 had no laplops,

144 had no I-Pads and 98 had no smartphones;

The 164 institutions had a total of 3,346 deskiop

computers against staff strangth of & 628 tutors

giving a staff to computer ratio of 1:4. This was

VEry |owr;

The staff to computer ratio stood at 1:3 for the

National Polytechnics, 1:3 for the Technical and

vocational colleges and lowest at 1:8 for the

Technical Training Institutes;

vi 17 (10%) of the TVET institutions had a staff to

computer ratio of 1:1; and

Given the shift to vifual leaming, TVETs were

not properly positioned to embrace e-learming.

i}

iv)

wil
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Table 3.8: Distribution ICT Equipment by Category of Institutions

Category B 2 ICT Equipment Totals
g = Deskiop Lapiops I-pads | Smartphones
- | E Computers
gE
National Polytechnics 10 1,000 (79.7%) 225(16.3%) 38 (2.8%) 16 (1.2%) 1,379 (12.8%)
Technical & Yocational 015 (B9.5%) 227 (1T.2%) 12 (10.9%5) 163 (12.4%) 1,317 [2B.4%)
Colleges a8
Technical Training 1,332 (B8.8%) 445 (23%) 48 (2.5%) 110(5.7%) = 1,935 (41.8%)
Inaiih tas BE" ' i
Total 164 3,346 (72.3%) 897 (19.4%) 80 {2.1%) 289 (6.27%) 4,631 (100%)

Recommendations

i} The national government lo invesl im 1CT
eguipment to bring the ratic of instructors 10
eomputers to 1:1 to facilitate uptake of e-learning
by TVET institutions. Emphasis should be on
the provision of laptops as this can be used bath
on-site in college and off-site in the event there
iz a need to work remotely.

ify The national government to develop supporiive
ICT infrastructure in all the 47 Counties
including intermel access to allow TVETs to
adopt e-learning.

4.3.6 High Standards of Prefessional Ethics
in the Public SBervice

a}  Status of Professionals in TVETs

Public officers are required to uphold high standards
of professional ethics. The code of conducl and
ethics for public officers professionalises the public
service in the rendering of services and personal
conduct. Members of regulated professional badies
are held to higher standards of perfermance due to
the specialised nalura of their training and additional
qualifications imposed by the regulating body.

Regulated professionals are required 1o comply with
the provisions of the relevant professional bodies
regarding registration, confinuous professional
development, adherence to the code of practice of
the body and to underga disciplinary action for any
act of professional misconduct by the officer. 575
{5%) afficers in TVETs were reported to be members
of requlated professional bodies (Table 3.9).

b)  Continuing Professional Development
{CPD)

Continsous leaming is necessary to keep officers
updated on the new developments in thedr raspective
fields, It was establishead that:

i) 49 (8.5%) out of the 575 officers underwent
continuous professional development; and

iy The majority 573 (58.7%) of the professionals
ware in good standing.

Recommaendation

Officers should be facilitated to attend the relevant
CPD coursas.

Table 3.9: Support for Continuous Professional Development

Category » CPD Sponsorship Status Tatal Total™
o £ Institution Self No.of  Amount
83 No. of Kshs MNo. of ¥shs  Officers {Kshs)
'Ef o2 Dfficers Officars
$¥:
Mational Polytechrics K] 16 826,340 2 103,000 18 929,340
Technical & Vocational 175 2 129,340 8 281,000 10 440,340
Colleges
Tachnical Training 325 17 Q60,780 4 116,000 21 1,076,780
Instiutas
Total 575 35 1,916,460 14 500,000 49 2 416 460
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c) Submission of Initial and Final
Declarations of Income, Assets and
Liahilities

Public afficers are required to uphold the valyes of
good govemance, accountability, transparency and
integrity. Public officers are also requirad to submit
initial declarations within 30 days of an appointment,
EVEry two years from 1st November, ofthe declaration
year and final declarations within 30 days on exiting
the service. The declaration of income, assets and
lisbilities is an overt statament by a public official
to be accountable for (he management of public
fesources placed under their charge while in service,

The declarstion of income, assels and liabilities
i @ mechanism for promoting  accountability in
the management of public resources, The Public
Service Commission administrative procedures for

.' I s Wo. of Officars

Mo of Officars A % whe did nol

who complied, - L comply,

BB4(78.3%) T 10021, 7%)
¥ |

Figure 3.2 (a) Submission of Initial
Declarafion in TVETs

declaration of income, assels and liabilities, requiras
that the Authorized Officer institute disciplinary action
against officers who da not submit their declarations
within the stipulated timelines.

A majority (78%) of the newly amployed officers
submitted their initial declarations therefore they
complied with the provisions of POEA (Figure 3.2a).
However, administrative disciplinary action was not
taken against the officers who did not submil thajr
initial declaration as required by the Public Service
Code of Conduct and Ethics, 2016,

The compliance level far submission of final
declaration was at 48 6%, implying that a majarity
of the officers did not submit their final declarations
(Figure 3.2b),

$25E - MNa, af Officars
o s y  wha did not
Wo. of Officars & comply,
wha complied

S 17H(51.4%)
86 46.6% ) |

Figure 3.2 {b) Submission of Final
Declaration in TVETs

Figure 3.2: Compitance Status of Declaration of Incomes, Assets and Liabilities in TVET Institutions

Recommendation

The Authorized Officer State department for
Vocational and Technical Training should train the
Principals of TVETs on the provisions of Part v of
POEA and the administrative procedures.

d} Code Regulating the Conduct of TVET
Staff

A code of conduct and ethies stipulates a set of
ethical norms or values and profassional standards
of conduct to which members bound by the code are
expected to commit and adhere to.

A majority of the TVET institutions reported having
had a code of conduct, However, further analysis
revealed that the institutions used different codes
as follows: TSC Code of Coneuict - 10 institutions,
Public Service Code of Conduct and Ethics, 2018
= 44 institutions, Human Resource Procedures

Manual - 21 institutions and institutional codes of
conduct - 24 institutions.

Recommendation

The State Department for Vocational and Technical
Training should standardize the cade of conduct and
ethics for TVET staff

e} Promation of Ethics and Integrity at the
Woaorkplace

Public institufions are Bxpected to provide for
budgetary provisions to affectively implement action
plans that promote integrity at the workplace.

90% of the reparting institutions did not prepare
action plans to promote intagrity af the warkplace
and 42.7% had a budget for promation of intagrity.
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Recommendations
i)
i

The Authorized Officer should set aside a budget
10 support the promation of ethics and integnty.
TVET institutions should develop and implament
an action plan 1o suppart the promotion of ethics
and integrty.

1.3.7 Good Governance, Transparency and
Accountability

a)— Reported Cases on Civil Proceedings in

————————FyETnstitutions

Thirtean {7.8%) of the 164 reporting institutions
had 24 civil cases filed against them. Litigations
against an institution 15 an indicator of poor
governance 2 result of which decisions are
frequently challenged. It is also an indicator of
non-compliance with the rule of law. The low
number of cases implied that TVET institutions
performed well regarding this indicator (Table
3.10); and
Of the 24 cases, 3 had been concluded and 1
was on-going. Twenfy cases (B3%) were still
high number of pending

i)

Public institutions are at times subjected to civil
proceedings in cours with staff, citizens or other
institutions as litigants. it was established that:

_pending in court. The Mg
sasas-may-impare serVice dalivery and lead o

high costs to the affected institutions.

Table 3.10; Summary of the Status of Civil Proceedings in TVETs
Category S ¢ Mo of Civl Mo. of Mo of Mo of  Judgement Judgement
2 2 Cases Filed Cases Cases Cases Amount Amount
% Against the Rulad in Ruled Pending!  Against the in Favour
= Institution Favour Against the Cngolng Institution aof the
gftha  Institution Institutian
[nstitution
Hational 3 5 0 a 5 - -
Palylechmics
Technical & 2 i a 0 2 -
viocational
Colleges
Technical Training a i7 3 ] 13 95,252 100,000
Imstitutes
Total 13 24 3 1 20 05,252 100,000

Recommendation
TVET institutions should axpiore Alternative Dispute
Resolution (A0R) mechanisms to settie disputes,

b)  Gift and Conflict of Interast Registers

Public entities are required to maintain gift and

interact registers. The gift registers are
1otions—compliance-wil

meant to documant the
and officers in the course of
given oul by the institutions

gifts received DY
duty as well as gifts

to other institutions/

individuals. Further, Public antities are expecled
to keep and maintain a conflict of interest register
where officers are expacted o register particulars of
registrable interests, stating the nature and extent of
the conflict (Table 3.11).

A majority (58%) of the TVETs did not maintain gift
registers. Similarly, 47% of the institutions did not
maintain a conflict of interest ragister. This was non-

' isi law and an

indicator of weak governance sysiams.

Table 3.11: Existence of a Gift and Conflict of Interest Registers in TVET Institutions

Category Total No. of Exlstence of a gift Existence of a conflict of
Institutions register Interest register
Available Mot Available Avallable  Not Avasilable
Mational Polylechmics 10 G (90%) 1 (10%) g (30%) 1 (10%)
Technical & Vocational Colleges g8 27 (27T6%) 71 (72.4%) 39 (39.8%) 58 {60.2%)
Technical Training Instiutes 56 33 (58.9%) 9% (411%) 38 (69.6%) 17 (30.4)
Total 164 69 (42.1%) B5 (57.9%) BT (63%) 77 (475%)
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Recommendation

All TVET institutions to comply with the requirement
to maintain gift register and conflict of interest register
as required under the Leadership and Integrity Act,
2012 and Leadership and Integrity Regulations,
2015.

¢)  Corporate Communication Strategy

A communication strategy enables an institution to
drive its strategic plan. It ensures that all stakeholders
can have adequate information, maintain consistency
and prevent any communication bottlenecks and
ambiguity in the workplace. Strategic communication
strengthens the relationship between an insbiution
and its stakeholders; this results in enhanced
professionalism, lransparency, accountability and
good governance.

A majority (69%) of TVETs had not developad a
corporate Communication strategy (Figure 3.3).

Available,
51(31.1%)

Figure 3.3: Availability of documented Corporate
Communication Strategy in the TVET Institutions

Recommendation

Tha 51 institutions should develop and implement
a corporate communication strategy aligned to their
respective strategic plan.

d) Functional Board of Governors

The Board of Governors/Councils of TVETs is the
organ thal govemns and manages the institutions
according to the provisions of the TVET Act, 2013
A majority (92%) of the institutions had functional
boards (Figura 3.4).

D’ Elsl.

s, 150 150 |B )

(91.5%|

Figure 3.4: Existence of a functional Boards
of Management/Councils during 2020/2021
Financlal Year

Recommendation

The State Department for Vocational and Technical
Training to constilute the Boards of the 8.5% of
institutions that did nat have functional Boards.

)  Induction of Officers/Board or Council
members

An induction manual is intended to guide the
induction of newly appointed Board/Council
members and officers on the new responsibilities
and work environment. The PSC Human Resource
Policies and Procedures Manual requires that public
institutions conduct induction within 3 months for
newly recruited officers and those joining the service
on transfer, promotion and re-designation.

It was established that:

i) A majority of the TVETs (52%) did not have
an Induction Manual and did not induct newly
appointed boards! councils and officers. (Table
3.12); and

i) A majority of the institutions had nol included
content on values and principles, organizatienal
service charter, code of conduct and ethics,
and financial disclosures in their Induction
programime,

Recommendation

The TVETs should develop or review their induction
programmes to include content on service charlars,
code of conduct and ethics, values and principles
and financial disclosures amongst others.

3.3.8 Performance Management

Performance management in the public service
involvas the development of strategic plans, the
signing of performance agreements at organisational




Table 3.12: Existence of Induction Manual and Induction of New Officers and Board/Council Members

Category Total Mo. of Existence of an induction Institutions that Inducted

Institutions manual in TVETs newly Appointed Boards/

Institutions Council Membars BOfficers

Available Mot Available Inducted Mot Inducted

Mational Polytechnics 10 4 (40%) 6 (B0%) 4 (40%) 6 (60%)

Technical & Vocatianal 98 4(4.1%) 84 (95.9%,) 40 (40.8%) 58 (59.2%)
Colleges

Technical Training 36 6 ({10.7%) B0 [B0.3%) 35 (62.5%) 21 [37.5%)
Instilutes

Tatal 164 14(8.5%) 150 (91.5%) 79 (48,2%) BS5 (51.8%)

—instilutions commitda-gelivering spesiiic outeo

and individual levels, the underlaking of manitoring
and evaluation of the performance of arganisations
and individuals, and the undertaking of performance
appraisals. Organisations also manage the conduct
of staff for better performance by training. mstituting
rewards and sanction measures, and taking
discipfinary control.

a) Existence of Strategic Plans in TVET
Institutions

Astrategic plan is an accountability toad for enhanci na
efficiency and effectiveness in public institutions. |t

can be used as a platform for entrenching values
and principles in public service,

It was established that a majority of the TVET
institutions (62.8%) had current strategic plans.
Out of the 103 instilutions that had sirategic plans,
36% reported having publicized the plans on the
institution's website (Table 3.13).

Recommendation

The 61 institutions that did not have strategic plans
develop and upload them on the organizational
website.

Table 3.13: Availability of Current Strategic Plans in TVET Institutions

Category Total Mo. of Existence of Strategic Strategic Plan uploaded on
Institutions Plan 2018 to 2022 Institution’s Website

Avallable N Uploaded on Mot uploaded

Swailahle websile an website

Matianal Palytechnics 10 10 {1009 i} B (RO} 2 [205)
Technical & Vocational Colleges 98 42 {42.9%) 58 (57.1%) 11 (26.2%) 31 (73.8%)
Technical Training Institutes 56 51 (91.1%) 5 (H.9%) 18 (35.3%) 33 (64.7%)
Total 164 103 (62.8%) 61 (37.2%) 37 (36%) 66 (64%)

b} Performance Contracts and Performance
Appralsal Process

To improve servics delivery, the govemment adopted
performance confracting to ensure that public

the financial year by signing a performance contract.

The government also reviewed the staff appraisal
process as a means of supporting the attainment
af planned targets by staff. The dppraisal process
enables institutions to identify areas of under
performance with a view to chart out aporopriate
interventions. The interventions may Include
performancs improvemant plans and sanclions.
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mesin—ifj—Most—(70% ) of e TVCE did ot sign e

It was establishad that:

i} 52% of the TVETs, a majority being National
Polytechnics and Tachnical Training Institutes,
signed performance contracts (Table 3.14);

performance contracls: and
i) 87% of TVETs appraised their staff.

Recommendation
All principals of TVETs should sign performance

contracts with the Cabinet Secretary and cascade
the largets to the siaff,




Table 3.14: Parformance Contract and Staff Appraisal

Category a2 % E'ﬂ Annual Staff  Annual Staff Appraisal  Annual Appraisal of
s S =8 Performance  undertaken in TVETs  Non-Technical Staff in
=2 EE3 Targets Setin TVETs
8% 3¢ TVETs

£d Targats Mot Set  Appraised | Mot Appraised Mot
.E E Sat Appraised Appraised
5

National 10 10 {100%) 10 - 10 (100%) 10 (100%)

Polytechnics {100%)

Technlcal & a8 29 (28.6%) 74 19 T7(7T8.6%) 21(21.4%) 47 (48%) 51 (52%)

Vocational (BO.E%) (19.4%)

Colleges

Technical 56 47 (B3.5%) 53 | 3(5.4%) 56 {100%) 46 (B2.1%%) 10 (17.9%)

Training (94 6%)

Instituies

Total 164 86 (52.4%) 142 22 143 21 (12.8%) 103 61 (37.2%)

(BE.6%) (13.4%) (B7.2%5) (62.8%)

c) Performance Management Committee

The main function of the Performance Management
Commitee in any institution s to review the
staff performance appraisal reports and make
recommendations on  rewards,  performance
improvements plans and sanctions for staff. It was
established that 53% of the TVETSs had a performance
management committee in place. However, 0% of the
TVCs did not have the committees as required (Figure
3.5).

Figure 3.5: Establishment of Performance
Management Committees in TVET Institutions

Table 3.15: Training Budget

Recommendation

All TVET institutions should set up Performance
Management Committees guided by the Public
Service (Performance Management) Regulations,
2021,

dj  Training Budget

Tralning is an important component in the
improvement of staff performance in an organisation.
Training enables staf to improve on their skills
and competencies and enhance professionalism
in service delivery. It is therefore necessary for all
inztitutions to allocate sufficient funding to suppor
both short term and long-term training for their staff.

[t was noted that 76% of TVETs had allocated funds
far training (Table 3.15).

e}  Training Needs Assessment and
Projection

The National Values Policy 2013 and the Framework
for Implementation of Valses and Principles
recommend induction and in-service training as one
of the sirategies of inculcating values and principles

Category Total No. of Funds Allocated to Training  Funds allocated for training
Institutions of Technical Staff of Non-Technical Staff

Allocated Mot Allocated Allocated | Mot Allocated

Matioral Polytechnics 10 10 {(100%) 0 10 (100%) 0

Technical & Vocational 212 70 (71.4%) 28 (28.6%)  B1(62.2%) 3T (3T.B%)

Colleges

Tachnical Training Institutes 56 48 (82.1%) 10 (17.9%) 44 (TB.6%) 12 (21.4%:)

Total 164 126 (T6.2%) 38 (23.2%) 116 (T0.1%) 49 (29.9%)
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Recommendation

to officers in the public service. Section 58(1)(d) of
the Public Service Commission Act, 2017 requires
that every Authorized Officer undertakes & Training
Needs Assessment (TNA) before undertaking
any trainings. Section 52(8) of the Public Servica
Commission Regulations 2020 requires Authorised
Officers to submit to the Commission a report on
any training undertaken by public officers within a
financial year.

It was found that a majority of the TVET institutions
had not conducted Training Meeds Assessment
(55%) and training. projections-(60%)-(Table-3.16),

B T il :I'-‘I-ll"i' = | [*

subsequent training were not based on the fraining
needs.

Recommendation

All. TVET institutions should base the Iralning
projections on the Training Needs Assessment
raparts,

f) Status of Discipline Cases in TVETs

Indiscipline of staff in an organisation impacts
negatively on performance and may lead 1o loss of
public confidence in the ability of the public institution
to render quality public services.

Delay in the disposal of cases may lead to fitigation
for failure to meet the prescribed timelines and may
result in costs awarded against the institution thus
occasioning unnecessary loss to the government,
Officers undergoing disciplinary proceedings are
often_placed on_interdiclion or suspension.and. this..

their duties on acting capacity over a lang period.
Thiz situation stretches the human resources
capacity and may compromise its performance and
undermine oplimal staffing reguirements for the

institutions

Table 3.16: Training Needs Assessment and Projection

Category Mo. of
Institutions
Mational Polyvtachnics 10
Tachnical & Vocational Colleges 84
Tachnical Training Institutes 56
Total 164
It was established that:
i) Cut of the 164 TVETs 17.7% reported

disciplinary cases:; and

) Sixteen (28%) out of 57 of the cases had
excesded the six-month time limit allowed for
disposal.

Assesament undertaken
in the last three Financial

Training Needs Training Projection
Conducted based on

the Training Needs

Yoears Aszeszmaent (TNA)

Reports

s Mo Yas Mo

10 (100%) - 10 (100%:) E
24 (24%) T4(TE%)  20(204%) 7B (T9.6%)
40 {71.4%) 16 (28.6%) 36 (54.3%) 20 (35.7%)
Td(45.1%)  90(54.9%) 66 (40.2%) 98 (59.8%)

expiry of contract etc. Upon exit, organizations
are expecled to conduct exit interviews except in
instances where the exit is occasioned by death.

Separately, an exit interview Is an effective tool for
obtaining feedback from an officer exiling a public
institution. Good practice requires that the exit
interview data be analyzed and the findings shared

The Boards of Management/Councils in TVETs
should finalize the discipline cases within six months
as required by the Human Resource Palicies and
Procedures Manual to avoid potential litigation by
aggrieved officers and court awards against the
institutions.

gl  Staff Exit and Interviews

Exit from service by staff may majorly be cccasionad
by retirement, death, resignation, dismissal and
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wilh the management for follow up. The information
obtained can be used to improve arganizational
performance and assisl In staff attraction, retention
and mofivation,

It was noted that:

i} 42% of the officers exiled the service through
retiremant {Table 3.17); and

i} 90.9% of the TVET institutions did not undertake
exit interviews. The 9.1% that administered the
exit interviews did not analyse the data,



Mnal 10 84 9'

T

Polylechnics e (10.7%) | (14.3%)
Technical & o8 | 48 | 17 2
Vocational Colleges | @A) | 4.9%)
Technical Training | 56 241 | 35 | 16 |
Institutes (A5 (6.5%)
Total | 184 | 311 | 61 30

(16.4%)  (B.1%)

Recommendation

All TVETs should conduct exit interviews and
subsequently analyse the feedback in their human
resourcs practices.

a) Innovations Developed by TVETs to
Improve Service Delivery

The TVETs are mandated to train, research and
promote innovation in all training programmes.

It was established that:

ij 40.2% of the TVET institutions developed
innovations in wvarious sectors  including
Agriculture, Educational ICT systems, Food
Security, Hygienic interventions towards
combating COVID 19, Manufacturing, Housing
and Construction, Securily systems, Service
Delivery Improvement initiatives, Technology
and Engineering, Environmental Consarvation,
and Water Harvesling and Management
systems; and

i} 55% of the innovations addressed the Big 4
Agenda pillars namely. food security (20%),
manufacturing and job creation (23%), universal
healthcare (11.23%) and affordable housing
{0.7%).

~ Nature of Exits E-
Oithar o
= € Transfers, 2
a E i E I:.fl\.m:u::nlnllzn:l -;
E = EE nother £
& & @ & institutions) E
3 a1 g 10(11.9%) | 2 (20%)
(3.6%)  (48.8%) (10.7%) |
o g 4 (B7%) | 14 (30.4%) 6 (6.1%)
{19.6%)

4 106 70 10 {4.1%) 7
(1.7%)  (44%)  (29%) {12.5%)
T 156 B3 34 (9.2%) 15
(1.9%)  (42%)  (22.4%) {9.1%)

Recommendation

TVETs should document the innovations and
seek support from the Kenya Indusirial Properly
Institute (KIP1) to facilitate patenting of property and
intellectual rights.

3.3.9 Equitable Allocation of Opportunities
and Resources

a)  Distribution of Officers in TVETs by
Gender and Disability Status

Article 27(6) provides thal no gender shauld
constitute more than two-thirds of appolntments
and Article 54 (2) provides for 5% of appointments
should comprise persons wilh disabilities.

It was observed that:

i} The constitutional two-thirds gender principle
had been achieved in majorty of TVET
institutions {Table 3.18). Howewver, this had not
been realized in 54 institutions;

i) Compliance on PWDs representation in
TVET instilutions was low at 1.2% against the
constitutional threshold of a minimum of 5%.
However, 12 had mel the threshold namely
Karen TTI for the Deaf; Machakas TTI for the

Table 3.18: Status of Representation _h;r__quanrqnd_HjFﬂ

© L o 1| No. of Gender Disability Status
[ S-SR - Officers Female Male MNon-FWD PWD
| National Polytechnics 10 2372 BE3(3T2%) 1489 (628%) 2352  20(08)
[ Technical Training | 56| 6286, 2505(412%) 3,691 (56.8%) G199 87 (1.4)
Instilutes | - | | , {
Technical & a8 2523  BBA (35.0%) 1,638 (B5.0%) 2493  30(1.2)
Wocational Collages | 5 — | _
Total 164 11181 4,362 (30.0%) 6,819 (61.0%) 11,044 137 (1.2%)
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iy

Blind, Runyenjes TTI; 5t Joseph's TTI for
the Deaf Nyang'oma: Bunyala Technical and
Vocational College; Kamukunji TVC, Mwala
TVC; Nachu TVC, Orogare TVC; Riatiimba
TVC; Sikri TVC for the Blind and Deaf: and
Tharaka Technical and Vocational College; and
64% of the TVET institutions did not have any
PWD in their establishment.

Recommendations

]

—equatrepresentation-inline-with - Article 23211

TVET institufions thal have attgined the two-
thirds gender principle to work towards achieving

it was established that:

i

A total of 37 (77%) ethnic communities, as per
the Mational Population Census, 2019 wers
represented in the TVET institutions (Appendix
I},

24 minorities and marginalized communities
ware represented;

The Kenya Coast Mational Pelytechnic and
the Morth Eastern Mational Polytechnic had
the highest number of ethnic communities
represented at 14 each:

_aE% _of tha 48 athnic communities. ware_within.

iy

k)

Articke  232(1)(h)

i of e Conshiltion and Arice 11 of CELAYW
convention.

The 54 TVET insfitutions that have not complied
with the two-thirds gender principle to develop
and implement affirmative action pregrammes
to address gender gaps by 2024,

To achieve the constitutional threshold of a
minimum of 5% for PWDs, it is recommended
that TVET instituions should develop and fully
implement affirmative action programmes during
recruitment to address PWDs represantation by
June 2024,

Distributian of Staff by Ethnicity

prescripes the principle on

representation of Kenya's ethnic communities.

Representation Status

Marmal Represantation

Mon Represented

Gross Over Representation . 8%

Gross Under Representation . 8%

L

Lnder Reprasentation . 4%

Wi}

wii}

thePrme—threshotd-of-representator— Frogore
3.E);

Twa communifias (4%) were under-represented
compared to their national population census,
namely Maaszai and Turkana:

Three communities (%) were grossly under-
represented namaly Kamba, Kenya Somali and
Mijikenda, while four communities (3%) were
grossly over-represented namely Kisil, Kalenjin,
Luhya and Luo; and

The 10 unrepresentad communities ware Awaar!
Waatz, Dasenach (Merile), El-Mala, Gabra,
Gosha, Kenyan Arabs, Kenyan European,
Konso, Walwana/Malakote and Wayyu.

S6%

Over Representation I 2%

0 10

20 a0 40 50 &0

Percentage (%)

Figure 3.6: Status of Ethnic Representation in TVET Institutions
Key:
Gross over-representation or gross under-representation is & deviation of + 3 or -3
iy Over-representation or under-representation is a deviation of +2 or -2

il
il

MNormal representation is a deviation of +1 or -1
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Recommendation

All institutions should develop and implement
affirmative action programmes to address the
disproportionate ethnic representation based an the
2019 Kerya Population and Housing Census report.

c)  Support provided to Staff, Students and
clients with disability

Institutions have a responsibility to support staff,
students and clients with diverse forms of disabilities.
This is in line with Section 11-28 of Part Il of the
Parsons with Disabilities Act, 2003.

It was established that:

i 37.1% of the TVET institutions supported staff
who had various forms of disabilities. The
support provided included flexi hours, weliness
programmes, customized furniture and sanitary
faciiities, aids, psychological counselling
services, assistive devices and ftraining and
provision of institutional housing;

i) Fifty-six (34.7%) of the TVET instituions
provided various forms of support 1o clients who
had various forms of disabilities. The support
included the provision of ramps, customized
sanitary faciliies, signage, aide, assistive
devices, customized premises and facilities and
customized furniture; and

i)y Only 20% of the instituions had transcribed
thelr documents into braille for staff, students
and clients with visual impalrment.

Recommendation

All TVETs should provide support to staff, students
and cliznts with various forms of disabilities.

Table 3.19:Distribution of Tenders and Vacancies Advertised and Modes of Advertisement

d)  Access to Tenders and Job
Opportunities

Eguitable distribution of resources and opportunitias
is dependent on access to information on availability
and conditions for access to those resources and
opporiunities to all eligible Kenyans. For all persons
ta receive information on the available opportunities,
the mode of adverisement is key, With regard
to employment, Section 37(1) of the PSC Act
requires job advertisements to be placed on the
Commission's wehsite, at least one daily newspaper
of nafionwide coverage, the radio and other modes
of communication, to reach as wide a population of
patential applicants as possible.

The advertisement of tenders for public bodies is
provided for in the Public Procurement and Asset
Disposal Act, 2015 Section 96(2) that requires the
pracuring enfity to lake reasonable steps to bring the
invitation ta tender to the attention of these who may
wigh to submit tenders.

It was ocbserved that:

The online platform was the most preferred mode of
advertisernent for job vacancies and tenders while
radic was the |east preferred mode. However, the
Media Council Report of 2020, on the status of the
media presented the radio as the most popular made
of communication in the rural areas (Table 3.19).

Recommendation

TVET institutions should adverlisa their tenders and
job vacancies through the radio because it has the
widest reach to the vast majority of the population.

Tander Vacancy E .
= C
~ B AT
No. of No.of | Mo.of Mo, of ~§- E|& | g
Insiitutions | Adverts | Instiutions | Adverts E = :E -ﬁ E |
| R AR T
& -
| | §(8 2|3 |38
= 8 e AR ]
 National Polytechnics | 10| 78| of 20 e 40 w01 12 5| 10
| Technical & | 54| 542 | 450 ar az| 24| 2| 35| 44| 49
| Vocationsl Colleges | | | RG] 1 [ = IR
| Technical Training 45 656 4| 21 | 84| 42| 1| 47| 23| M
| Institubss ; l | |
Lnsiitat L - (= === L |
Total 109 1,276 8 1071 64 205 76 4 94 72 90
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e)  Job Vacancies filled and Tenders
Awarded without a Competitive process

It was found that TWETs:

i} Appointed 18 officers without a competilive
process. The reason for filing vacant positions
withoul a competitive procass was the urgent
need to fill the posts. The circumstances under
which vacant posts can be filled in the public
Senvice non-competitively are  provided for
under Section 10{2) of the Public Service Values

and Principles Act, 2015 which only allows

e Ton-conEideration of falr_com

merit in the circumstances of disproportionate
reprasantation of gender, persons with disability
and members of ethnic groups. The Public
Servica Commission Act allows for the filling
of posts non-compefitively only on account of
affirmative aclion as provided under Section
36{4) and as contemplated under Article 27(8)
and Article 56{c) of the Constifution on gender,
minorities and marginalised groups respaciively.
The non-competitive filling of the vacancies on
account of 'urgent need' is therefore not one
of the circumstances contempiated by fhe
constitution or the enabling legislations,

i} Awarded 26 tenders without competitive
bidding. The TVETs explained that the tenders
awarded without the necessity for interviews
were due to complance with Presidential
Directive, low-value itams, single supplier as per
Mol with Ministry of Education, Confidentiality
(KMEC Exams), Supplier pmmmaty o Instilute
and the need for prepayment for fuel and oil
products, emergency (Covid protocols), lack
of prequalifiediisted service providers and
critical nature of the service, local tender [t
promole special groups), low bidders - opted
for guotation method and the only supplier
within the locality. The Public Procurement
and Asset Disposal Act, 2015 provide for the
circumstances under which tenders may be
awarded by public entities without the necessity
of a competitive process. Section 103 {a, b, ¢,

It is not clear from the explanations given for
the non-compelitive tendering whether the
circumstances were satisfied or whether the
procedures contemplated were used.

Recommendation

TVET institutions 1o comply with the refevant legal
provisions i filling vacancies and advertisemenl
for tenders except where exemplions are |egally
provided.

f)__Status of Compliance with the AGPO.

To give effect to Aricle 227(2), the govemment
established the Access to Government Pracurement
Opportunities  programme which is  entrenched
in Section 157(5) of the Public Procurement and
Assel Disposal Acl, 2015. The policy requires
public instituions to reserve and award 30% of
their pracurement budgets to the youth, women and
persons with disabilities, While implementing these
provisions, public insfitutions mainstream the values
equity, social justice, human dignity, inclusiveness
ard non-discrimination,

It was established that;

i) 88 (54%) instivtions awarded tenders to
Women, Youth and PWDs groups (Table 3.20;

i) Seventy-six (46%) institulions did not award
lenders to the special groups under the AGPO
pregramme thus failing to comply with Section
157(5) of PRAD Act, 2015

iy 4% of the institutions complied with the AGPO
policy of awarding a minimum of 30% of the
approved procurement budget to women, youth
and PWDs. These were Tinderet TVC, Butere
TVC, Machakos TTI, Kisumu, Nyeri and Meny
Mational Polytechnics;

v} The Youth were the highest beneficiaries at
55%, followed by women (40%) and PWDs
[5%); and

v}  Over 34.4 million worth of tenders were awarded
to_the uncategorized group of enfrepreneurs

o arT &) pravides for he circumsiances under
which direct procurement method may be used.
These include when a parlicular supplier or
contractor has exclusive rights in respect of
goods. services or works or during times of war,
invasion, disorder, natural disaster or there is an
urgent need for the goods, works or services, The
procedure o be followed includes the issuance
of a tender document and the appointment of
an ad hoc evaluation committee to negotiate
with the person for the supply of goods, works
or non-consullancy services among others,
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thus failing to uphold the expected levels of
transparency and accountabilily espoused in
Article 227 from which the AGPO programme
draws its life.

Recommendation

All the TVETs should adhere to the Provisions of the
PPAD Act, 2015 that require that at least 30% of the
procurement budget of a public entity be reserved to
the dizadvaniaged registered groups.
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a) Buy Kenya - Build Kenya Strategy

Saction 155 of the Public Procurement and Asset
Disposal Act, 2015 requires that the Authorized
Officer accord  preferential  procurement  of
manufactured articles, materials and supplies whally
mined and produced in Kenya.

The Buy Kenya - Bulld Kenya Strategy aims at
ensuring the local cottage industries and services
providers are suppored to stimulate Kenya's
economic growth, The Strategy reguires public
institutions to reserve a minimum of 40% of the
contract budget for the procuremant of locally
produced goods and services. This promaotes
patriotism, national unity, human dignity, social
justice and sustainable developmentl.

It was astablished that

i) 13 (15%) of the institutions complied with the
40% allocation of procurement budget towards
supporting the Buy Kenya-Build Kenya Initiative;

i) 7.040 products and services were procured
under the initiative; and

ili) 35% of the items were categorized as products,
7% as services while 58% were not calegorized.

Recommendation

TWVET institutions should comply with the Buy-Kenya
Build-Kenya Strategy by setting aside 40% of the
procurement budget for locally produced goods and
SEIVICEs,

g)  Capitation for Recurrent Expenditure

The State Department for Vocational and Technical
Training issued draft guidelines for disbursament of
capitation, conditional, recurrent and developmeant
grantsto public TVETs under the Ministry of Education.

_1h_‘1_n.hﬁ,ml ATz iB4 | 13B0M038B  5.576ATS | 23766536 12

Table 3.20: Status of compliance with AGPO Programme

Areaun %

BA1,601,266 | 2,705.337.555

40010008 | 4| 207003676 | 990,013,251

|
26280508 | 386,416,367 | 7 1603754791 | 5.645548,308

e et = 1 ! | - . = e —
417078 TS0S0RANT | 8 | 2802360033 | 9320014

2,550,806

The draft guidelines provide for procedures and
structures and criteria for disbursemeant of capitation
and development grants,

The draft guidelines also provide the rationale for
the funding and include the appreciation of Kenya's
youthful population size of approximately 75% of
the total population, Funding of TVET traineas to
acquire skills will address issues of unemployment,
inclusivity, access and equity to education and
training.

Article 10{2)(b) and (d} call for human dignity. equity,
gsocial justice, inclusiveness, equality, human rights,
non-discrimination and protection of the marginalised
and promation of sustainable development. Article
232 {1){c) calls for responsive, prompt, impartial and
equitable provision of services.

It was found that;

i) 123 (T5%) institutions from 41 counties spread
across 117 constituencies had  received
capitation from the National Govemnment while
41 (25%) institutions had not (Table 3.21 and
Appendix || and V),

i} Institutions from the following six counties did
not recelve capitaion funds. Bomet, Isiolo,
Samburu, West Pokot, Wajir and Lamu. Five of
fhesa counties were fram marginalized araas;

i) Institutions had received Ksh.4,133,162,737
as capitation against a student enrciment of
191,174. The State Department for Vocational
Education and Technical Training disbursed
Ksh.3,156,613,286 against a student enrolment
of 205,649. This presented a varance of
Kah.976,549 451 between tha Ministry figures
and institutional reported figures and a variation
of 14,475 students;

iv) On average, each student received between
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sources including county governments, constituency
development funds, donors and non-governmental
organizations.

al Maintenance of Updated Assets and
Liabilities Register

Section 12(12) (@) of The Public Financs
Management Act, 2012 requires the National
Treasury to maintain an inventory of govarnment
assets. Regulation 43 of the Public Finance
Management Regulations requires Accounting
Officers to maintain a register of assets under their

control

applied lawfully and in an effective way. The Auditor-
General's report revealed that:

il A majority of the TVET institutions, had not
been audited for the 20182019 and 204 9/2020
financial years respectively (Table 3.24);

i) 12 (7.3%) and 15 (9.1%) of the institutions were
able to satisfactorily account to the Auditoe-
General for the funds allocated to them for
the 2018/2019 and 20192020 financial years
respectively; and

it} The Auditer-General was however not satisfied

_with the accounts of 52 (31.7%) and 47 (28.7%).

1 y .

42% of the Institutions did not have public assets
and liability registers as required by the law (Figure
3.7). These institutions are therefore exposed to the
risk of loss of public assets.

o Ariatis,
BB41.50) -

Figure 3.7: Existence of Updated Asset Regisiers
in TVET Institutions

Recommendation

TVET Institutions should update their Assets and
Liabiities Registers as required by PFM Act and
Regulaticns and submit to the National Treasury by
March 2022

the funds allocated to them in the 2018/2019
and 2019/2020 financial years respactively.

Recommendation

The Auditor-General should undertake a special
audit of the TVETs in light of the significant resources
that are allocated to them by the excheguer.

c)  Budget Ratios

The Public Finance Management Act, 2012 requires
public institutons to adhera lo 8 minimum of 30%
allocation of their budget to the development
expenditure. Basead on fiscal respansibility principles,
the Mational Treasury Circular Mo, B/2018 Ref
ES WDAN (17) directs that not more than 35% of
institutional budgets are spend on compensation to
employees, in line with Public Finance Management
Regulation, 2015. Basides, institutions are required
1o ensure all the budgeted funds are utilized fully,

It was established that

i} The total amount received as capitation was
Kshs. 4,133,162,737.00 and for development
funds was Kshs 832 537 993.65;

i} Based on 22 msfitutions which received
capitation and development budgets, the ratio
of Recurrent (RE= PE+O&M) to Development
(DE) was 73:27 (Figure 3.8a);

iy The total amount received for PE was

& 5

b)  Auditor-General's rating for 2018/2019 &
2019/2020 Financial Years

The mandate of the Office of the Auditor-General
includes reporting on the use and management of
public resources by public entities and undertaking
audit activities in state organs and public entities
1@ confirm whether or not public money has been
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Kshs.5,324 873 541.80 thus the ratio of PE to
O&M was 75:25 (Figure 3.85): and

iv) The TVETs failed to comply with tha 70:30
recurrent to development ratio and the 65:35 PE
o CEM,

Recommendation
The State Depariment for Technical and Vocational

Training should ensure that TVETs operate within
the recommended budget ratios.

_— -, e e



Table 3.24: Status of the Rating on TVET Institutions by the Office of the Auditor-General

Ungualified
Disclaimer
Ungualified

National | 10 'ﬁ'_zﬁﬁééj‘ 7 (70%) | 1(10%) 1(10%) B(50%) 2 (20%)
Polytechnics | = | _ o} _ ' _
| Technical & = 88| 2{20) o 84 | B(5.1%) & 1{1'%:| ?n'| 13 5{5A%)
Vocational | (BS.7%) | (6.1%) (T76%) | (13.3%) |
Colegea: | - | i : : N —
Technical | 56 7 B 14 (25%) 22 5 | 4 16 23 | 8{14.3%)
Training (12.5%) | t14.3%;| (39.3) | (B.9%) | (T1%) | (28.8%) | (41.1%)
ass: | et Rt e S S VR
Total 164 o e.| 100 35 12 5(%) 93 a2 15 (9.1%)
L eew | @ew)| (et @13 W) (SETH (256%) |
EW;.TJ"" {iparalions and
ETIEIIrE, Malnbananoe, Personnel
o R, Emoluments,
Expanditune, Ta%
(PE+OM) T3%

Figure 3.8a; Ratie of Recurnent to Devalapment

Figure 3.8: Budget Ratios for TVET Institution as

d) Implementation of development projects

Government institutions are required to implemant
the projects in the most efficienty and effectively
to realize the intended benefits. Project planning
is an important part of project implementation.
Project viability and sustainability is determinsd
through feasibility studies and enviranmental impact
assessments. In addition, the project duration and
cost are equally considered.

It was established that:
i)

i)
i)

35% of the TVETs undertook development
projacts;

A total of 162 projects were implemented at a
budget cost of Kshs.4,101 598, B48.65;
70{43%) of the projects had feasibility studies
done, 12(7%) had feasibility studies not done
while the status of B0(50%) projects could not
be determined (Figure 3.9a);

Figura 3.8b; Operations and Mainlanance -]
Parsannel Emaluments Ratio

of 30th June, 2021

iv) B4({51%) of the projects had environmental
impact assessment approvad, 45 (28%) not
approved and the status of envircnmantal
impact assessment for 33 (21%) projects could
nat be determined (Figure 3.8b);

§7% of the projects were completed within the
stipulated period while 59% were completed at
cost; and

19 projects in 15 institutions had their project
cost varied.

v)

Wil

Recommendations

i} TVETs that did not underlake enviranmental
impact assessments and feasibility studies
should comply with the project implementation
cycle process from inception to completian.
The Office of the Auditor-General to undertake
an audit on the 7 projects in 6 institutions whose
cost was varned beyond the 15% statutory
threshakd.

i)
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i} Officers serving on Temporary fermz  be
converted to eilher contract or permanent and
pensionable terms.

3.4.3 Secondment

The Public Service Commission Ack, 2017 provides
that the secondment of an officer to another
organisation shall be for a period not excaeding
three years and may be renewed once for a further
period not exceading three vears, The pasitions held

Table 3.28: Secondment
Sorvice Sectors

by officers on secondment to other organisations
are reserved in the establishment and cannot be
advertisad or filled,

It was established that:

I} 8.6% of the officers were on secondment for a
pariod exceeding six years (Table 3.28); and

i} The number of officers serving on secondment
for a period exceeding six years reduced from
16% in 2019/2020 to 8.6% in 2020/21.

Approval Status __ Secondment Pariod

i EpaTa

£ -
4 g _:E g = E Status Nol  and Below  Six Years
: = : Indicated
$E EE 538
Commissions & Indapendent 4 2,004 Fis] g8 1 B1 27
Officas
Ministries & State 43 110,928 3485 368 27 3d4 24
Departments
Fublic Univarsities 17 28,859 156 79 b 73 ]
State Corporations & SAGAs T2 90,643 433 2585 188 251 ad
Statutary Commissions & 4 1,519 a5 as as
Aulhorities
Total 40 233,951 1,168 865 Efik] TG4 101
Recommendation It was faund that:

The 101 officers who had overstayed the statutory
secondment period should revert to the terms and
conditions of service appropriate fo their former
substantive positions in the parent institutions.
Those intending to continue working for the recipient
mstitution o either transfer their services, retire or
resign.

3.4.4 Service Delivery Improvement

Public institutions undertook various measures
to improve service delivery during the evaluation
perkad,

a) The Publication and Transcription of the
il r

i} 89.3% of service recipients had access to
senvice charters through institutional websites
(Table 3.29);

i) 56% of the institutions had transcribed their
service charlers into braille. This was a 28.7%
increase compared to the 20192020 Fy:

i) 35% of the institubons had customized (heir
wabsites for ease of access by visually impaired
persons; and

) 43.5% of the institutions had created awareness
o citizens on the provigions of the service
charter in the last three financial years,

Recommendation

All institutions publish _and _publicize, transcribe

L=

Article 54 of the Constitution requires that
documents, including the service charer be
Iranscribed into braille for use by visually impaired
persons. In addition, the ICT policy requires that
institutions publish service charters and sensitize
citizenz an them. The Policy further stipulates that
the govemment shall take measures o ensure that
websites of government departments and agencies
comply with intemational web accessibility standards
by persons including PWDs,
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the service charters into braille and customize the
websites for ease of access by visually impaired
persons,

b}  Availability of a Complaints Register

The Public Service (Velues and Principles) Act, 2015
requires public institutions to maintain complainis
register where a complaint may be recorded for
allegation or violation of values and principles of
public service by a public afficer.



Table 3.29: The Publication and Transcription of the Citizen Service Charter

Service Sactors B Institution publicized ;5'- Institutions Transcribed Created

S £ Citizen Service Charter g g the Service Charter Into  awareness

on Website : é Braille to Citizens

g = Publicized - B Transcribed | Gharter Nat | an

on webalte | publicized g B E_ charter into  Tranacrbed | Previsions

brailla inlo Brallle of the

: Charter

Constilutional Commissions & ) B[ TE%) - 2 [26%) 4 {5%) 0 8 (100%) 3 {2.6%)
Independant QMces

Ministries & State Dapariments 49 37 (T5.5%) 12 (24.5%) | 9(18%) 18[E2TW) |  II(ETIN B {5.2%5)

Pubiic Univers|ties 331 33(100%) 0 14 42%) | 25(7T5.8%) & (24.20%) 21 (18.4%)

Siate Corporalions & SAGAS 166 | 166 (93.4%) 11 [(6.6%) &5 (35%) 105(563.3%) B1(36.7%) 83 (T2.8%)

Stafulory Commissions & Authoritias fi 3 {50°%) 3(50%) | 1{16.7%) 1 [16.7%) 5 (B3.3%) 1 (1%}

Total J63 234 (B0.3%) 28 [10.7%) O3 (35%) 147 (561%) 115 (43.0%) 114 (43.5%)

It was observed thak:

was recorded by the State Department for
Intarior and Citizen Servicas, which accounted

) 95.8% of the institutions evaluated maintained for % of the total number of complaints.

~ complaints register (Figure 3.10a); Complaints from the two institutions accounted

li) 79.3% of the evaluated institutions reporied o for 624% of all complaints that the 208 institutions
have received complaints (Figure 3.10b}; received and recorded. (Table 3,30);

ii) The State Corporations and SAGAS Seclor ) The State Corporations and SAGAS (62.4%)
registered 90.8% of the recorded complaints, received complaints through the tweeter handle
out of which KNEC reported having received mare than other modes. Statutory Commissions
2 million complaints through Twitter. These & Authorities (79.7%) and Constitutional
accounted for 56% of the total complaints, The Commissions & Independent Offices (B0.4%)
sacond-highest number of complaints, 224 665,

S P Mo Camgiints
N:“Hp::i:fﬂe. -III:I;E Recatved, 21%

Complaints LI

Regista Bcaiv

M‘glﬁtllra. Compiains,

D5 % To%

Figura 3.10{a): &waliablity of a Complaints Reglster
Figure 3.10: Availability of Compliant Registers and Status of Complaints in MDAs

vi

both received complaints more through email
while, Public Universities {30.5%) and Ministries
and State Deparimenis (7B.6%) recaived
complaints more through the website and letters
raspectively; and

Oither modes of receiving complaints reported by
79 MDAs included Complaint Forms, Customer
Feedback Forms, Complaint Boxes, Clinics
and Public Awareness Campaign, Instagram,
WhatsApp, Memo, Public Barazas, Google My
Business, Newspaper, Walk-in, Strikes.

Figure 3.10(0): Stalus of Gomplaints received by BMDAS

Recommendations

i

MDAs without complaints registers should put in
place the register as provided for under the Fifth
Schedule of the Public Service Code of Conduct
and Ethics by June, 2022.

Two institutions which accounted for 62% of total
complaints registered to explain the reasons for
the high number of complaints.
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Table 3.30: Registration of Complaints in Public Institutions in the FY2020/2021

Service Sectors Mode used to Receive Complaints in MDAs and Mo, of Complaints
Received in 202021FY

T I T3
58 gaN g & g
= = =] =l = o @3 ow
= = a o 0 [ = o M E @
1 EREEEEERE RE N
m = 1
3 E o E (i} [ L E = oo aa
Constifudional 2] 18670 1,229 15,019 2294 g4 24 4
Commissions
& Independent
Offices | | |
—M—H—EME%WHM TETaT T
Departments

Public Universilies 33 32,338 1,299 2,322 5279 2,613 4,967 9,856
State Corporations 168 3,334,768 13653 131,584 560386 221408 2,082 482 10,945 264, 300

& SAGHS

Statutory ] 1,007 &6 &03 2 50 G2 4
Cormmissions &

Authaorities

Tatal 262 367348 241,242 204,997 603,049 236,964 2,100,746 24,850 264300

1000 .57 5.50 16,42 .45 57149 0.G8 .20

c})  Enmgagements of Citizens through Social
Media

Social madia is increasingly becoming an important
medium af interaction between institutions and their
clients. Its intaractive nature provides a platform for
citizens o access senvices and demand accountability
from institutions. Social media therefore allows
immediate feadback which helps in service delivery
improvement. Its benefits are mutual, between the
institutions and the citizens. Through constructive
social media engagement, citizens' concems can ba
addressed. Constructive social media engagement
provides a measure of transparency and enables
timely and accurate availing of information to the
public.

Analyred 46%

It was established that 54% of the institutions had

not analyzed social media engagement reporis Figure 3.11; Status of Social Media En f

{Eigure 3.11)

Recommendations

{) The Ministry of ICT should develop policy
guidelines for social media engagement and
ulilization of feedback from clients.

i) Institutions should undertake analyses of
social media engagement with a view to using
feedback for service delivery improvement.
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d)  Decentralization of Services

Article 6{3) of the Constitution requires that
organizations ensure access to the services in all
parts of the couniry as far as appropriate. Section
5{e)} of the Public Service Values and Principles
Act, 2015 requires that public instifutions provide
senvices equitably by ensuring that services are
delivered closer to the service seakars.

It was noted that althowgh §2% of the institutions
reported having decentralized services, 81% of those
institutions had decentralizad services to regional
levals (Table 3.31). Regional offices are understood
fa exist in former provincial headquarters. Ease of
access o services may have been realized up to
that extent but is still out of reach to the majority of
Kenyans given the expanse of the regions,

T?l';n'e 3.31: Decentralization of Services and the Modes Adopted

hw’imﬁnn‘lnm No. of 'A#ﬂahlh‘l}' nfﬂinnmlhl& Ilmin ﬂmm&lng EnWicﬂ

Institutions Services !

Decentralized Mot Regional Mobile  Others *
_ Decentralized offices Offices

Constifutional 8 5 [B2.5%) 3 (37.5%) 5 1
Commissions &
Indapendent Offices |
Ministries & State 43 34 (69.4%,) 15 (30.6%) 27 2 1"
Departments _ _
Fublic Universitiss 32 15 (46.9%) 17 {53.1%) B i g
State Corporations & 168 103 (61.3%) 65 [38.7%) BB 3 22
SAGAS ]
Statutory § 4 (B0%) 1(20%) 4 1
Commissions &
Authorities
Total 282 161 [61.5%) 101 (3B.5%) 120 L 43

“Other County & Sub-county Offices, Branch Offices, Embassies, High Commissions & Consulates abroad,
State Houses & Lodges, Huduma Centres, Boarder Posts

Recommendation

Public service Institulions to decentralize their
services to the extent practicable including at county
and ward levels to enhance access by citizans.

e}  Existence of Criteria for allocation of ICT
Eguipment

Deskiop, laptops, smartphones and other ICT
eguipment are critical resources for improved
performance by officers and affective and efficient
senvice delivery, Therefore, public institutions must
maintain a criterion for allocation of these resources
fa ansure equity in the distribufion.

It was established that:

i) B4% ofthe institutions did not have a documented
criteria for allocating ICT equipment to siaff
(Table 3.32);

il Constitutional Commissions and Independent
Dfficas had the highest Computer lo Staff ratio
while Ministries and State Departments had the
least;

iy The draft Public Sector Communication Policy
had not been finalized. Mo reason was given
daspite the policy being in draft form since 2015;

iv) The Mational Information and Communication
and Technology Policy, 2018 had not been
diszeminated despite the policy baing issuad
three years back; and

v) In absence of olher compensating IT
Infrastructure like ICT labs, the compuler to staff
ratio across the organizations is unfavourable
for the realization of e-governmant initiatives.

Recommendation

The State Department of ICT should develop a policy
an criteria for allocation of ICT eguipmeant.

f) Documentation of Service Delivery
Processes

The purpose of documenting business processes
is to make it possible for the instilutionalization of
the processes. Public institutions are required 1o
automate their documanted business processes and
migrate them to e-platforms for ease of access to
citizens.
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Table 3.32: Institutions with Documented Criteria on Allecation of ICT Equipment

Service - & Existence No. of ICT Equipment Issued to Staff as of 30th June,
Sectors 8 8 ofa 2021
2 5 documentad
-] . criteria on
- 1 allocation
E g of ICT
= 'E equipment in
e MDAs
L = # 28 in i i w @
= 4 2 @ & z 3 B g
= P 3 w0 B o = = c
= m g £ = i = 2 %
= L) = L=
=z 3 5 £
Constitutional ] 2004 0 3 1,464 a0 92 300 od Ir
Comrmissions
&
Independent T3:400
Oifices
100% 3.30% 258% 54% 44% 3% 44%
Ministries 49 110,926 2 47 1546 43 19 KLah 170 124
& State
Dapartments 1:100
4.1% B5.8% 3.49% 1.6% 1.1% 5.2% 9.9% 1%
Puhlic 33 28,858 2 il 0255 g5 25 1437 116 150
Universities 32100
(6.1% 93.9% 20.88% 36% 1.5% 209% G68% B6%
State 166 90,643 12 154 31,485 2487 1527 4670 1,355 1,378
Corporations
T2% 928% 7T1.05% O01.1%  O0.2% 679% TAROW TATY
Statutory 5] 1,519 i} & LEG6 21 29 109 23 21
Commisskons
& Authorities 37100
100%  1.28% 0.8% 1.7% 1.6% 1.3% 1.2%
Total 262 233,951 16 246 44 326 2,729 1692 6877 1,718  1.748B
1% 93.9%  100% 12100 100%  100% 1009  100% 100%
Cwerall Proportion (%) 4.6 29 11.6 24 3

for efficient and consistent transaction of
businesses, |t ensures transparency, accountability 1)
and standardization of efforts so that there is no
deviating from the organizational goals.

92% of the institufions had documentad thelr
processes thersby being accountable and
Iransparent (Figure 3.12); and

i} 55% of the services were still being offered

The ICT policy requires that all government services manuaily hence a majorily of public service
must be available online and be easily accessible to institutions had neither automated nor migrated
all citizens using their mabile devices anywhere at their services to e-platforms which rendared
any time. The provision of online services confributes such services nol easily accessible to citizens.

to effective and efficient service delivery.
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Documentation, Automation and Mature Process (Front ar Back Office)
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Figure 3.12: Status of Documentation of Business Processes in MDAs

Recommendation

The public institutions should finalize the
documentation of all business processes and
migrate to e-platforms for wider public access by
Jung 2023,

Provision of Services through Huduma
Platform

g)

The Huduma platform is a one-stop-shop integrated
sarvice delivery model that takes services closer
to tha citizen. The establishment of the Huduma
platform by the government was meant to facilitate
ease of access 1o public sarvices by citizens.

It was establishad Ihat:
]
il)

Huduma services were offered in 52 Heduma
cenfres countrywide; and

8% of the public institutions offerad their services
through the platform. This was a decrease of 5%
compared to the 20192020 evaluation period.
This may be attributed due to soma instifutions
not offering their services owing to the Covid-19
restrictions,

Recommendation

Public institufions whose services can be availed
through Huduma cantres to commence offering their
sarvices in the centres by Jume 2023.

h)  Modes used by Citizens to Access

Saervices

Public institutions use various platforms to facilitate
access to services by citizens.

It was establizhed that:
i} Themostused(41%)mode of access to services
by citizens was through institutional websites,
followed by walk-in and bulk messages at 18%
(Table 3.33); and

Even though the most efficient mode of servica
delivery is the e-platform, it is the least used
(1%) mode of access to services by citizens. It
was further noted that the number of institutions
offering services through the e-citizen platform
was at 7%.

Recommendations
i Public institutions that do not offer online
sernvices should migrate the services to online

platforms by June 2023; and

i} Public institutions that have not migrated thelr
senvices fo e-cilizen platform to migrate the
zanvices by June 2023

i) Feedback Channels used by citizens

Client feedback informs and guides decision making,
influences business re-engineering, iNnovations
and strategies to improve customer satisfaction.
The analysis of feedback from citizens helps public
institutions to develop rasponsive service delivery
solutions.
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Table 3.33: Modes Used by Citizens to Access Services

Service Modes Used to Acceas Services
Sactors ; e -
VWak-in E-cilizen  Mabile Call Bulk Shorl | Websieg Oihar Tatal

E  clients patform Phone Apps  cendras Ilessage modes*

"E_ Sarvice

2 (SMS)
Constilugianal ] 1108274 50 | 18,031 05,675 TAMTOE 283475 4,27 4481
Cammigsions
& Independand
Oiffices
Ministies 49 52520 1629840 28581715 387118 10562340 1461834 265397 95409479
&S 1 . T
Departmeants .
Pubdic H 444,059 . 446,270 204264 | 1091981 | 25207035 | 2611637 | 30,085 246
Liniverzsitias _ . _
State 168 14071304 14,208 |  B453 9% 26230901 | 53,710,573 | 117431220 | 14367643 234,310,045
Corporations &
SaGAs
Stahsory G 19,353 11,770 10,030 19.977 - 77018 1,553 1,058,671
Commissions
& Autharities .
Tolal 6T 68164300 1,215,860  ITAS1S8Y 26931291 65611169 152467812 1T.663,700 370,932,122

** Emails. VHF Radar, Facebook, Twitter. Instagram, Linkedin, Letters & Memos, public barazas, field visils
and outraach programmes, Virtual meetings, media coverage, USSD, Informational reports, Call centres,
agents, social media, Telephone)

It was estabfished that the most preferred channels  corespondences, walk-in clients and social media
used by citizens to give feedback to institutions are (Table 3.34),

Table 3.34: Channels used by citizens to Give Feedback to Institutions

Service Sactors Feedback Channels
E-ig ¥ E
B % g £ 5 . g
35 g s | E 2 &
E & zZ E g 2 2 = § 2
& EE lags s - P G L E | @
= E 2 c . 8§ : 'y = £
§8 §o8 23 TEELe 82 -4 5 T ® g
S §f B s3slF PEEs S 5 E%
= E§ 8% 35231 f3gf 2. 2 83
e o = = == g = ™=
N GE: fi2 | sEAES 5588 fE| 2|88
Conglitulional Commizssions & 4] i a ] ;] ] ] L |
Indepandent Offices | . _ _
Minlstries & State Deparimants E L] 43 | 28 | 43 16 16| 42| 24
S g 33 A2 e s o2 | 16| 30 20
Stale Corporation 54 SAGAS 166 160 125 51 127 BO | 158 106
Stetutory Commissions & Authorities ] B 7] [ 4 4 3] 2
Tatal 262 245 183 rci] 175 122 242 1867
i) Recognition of Excellence in Service It was noted that:
Delivery o
iy 41.2% of the institutions awarded best
Public instilutions are required fo recognize, performing officers in their organizations (Figure
commend and reward public officers who offer 3.13); and
exemplary services to citizens. iy 5,225 officers were awarded for performance

excelence.
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Figure 3.13: Staff recognifion and ward for
excellence in service delivery

Recommendation

Public Instituions to recognize and reward best
performing officers as an incentive to sustain
excellence in service delivery.

3.4.5 High Standards of Professional Ethics
in the Public Service

High standards of professional ethics In the public
service is maintained by public officers through
adherence to the Code of Conduct and Ethics,
conlinuous training on values and principies and
cade of conduct and professionals’ complying with
provisions of the code of ethics of the relevant
professional bodies.

e

L

a)  Existence of Code of Conduct and Ethics

Kenya is a signatory of the United Nations Convention
Against Corruption (UNCAC) that requires slate
parties to develop codes of conduct and ethics
for public officers. To fulfil this reguinement, the
Commission developed the Public Officer Codea
of Conduct and Ethics, 2003 io guide the conduct
of public officers. The Code was reviewed in 2016
to align it to the Constitution and Leadership and
Integrity Act, 2012.

It was established that:

{) B80% of the institutions had codes of conduct
and ethics (Figure 3.14);

i} 14 (B%) out of 217 institutions that are under
PSC as a responsible commission had aligned
their codes to the PSC Code of Conduct and
Ethics revised in 2016;

iy 31 institutions were using the Human Resource
Paolicies and Procedures manual 2016 as their
codes of conduct;

iv} The Commission for Revenue Allocation was
using the ald version of the Code of conduct for
public service issued in 2003; and

¥} Thera was no standard code of conduct for
public universities.

[ i R

A Lab Technician aftends to a patient at Mukury Kwa Reuben Level 4 Hospital, Nairobi. (Photo by KNA
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H.E President Uhuru Kenyalls inspecting a revamped Kenya Meat Commission (KMC) production line.
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Figure 3.74: Status of the Code of Conduct in
public institutions

Recommendations

i} The 203 institutions under PSC as a responsible
Commission that had not aligned their codes to
the PSC Code of Conduct and Ethics revised in
2016 to adopt the Code by Juna, 2022,

) Responsible Commissions that have not

— reviewed their codes should review and align—jntegrity-during-the-evaluation-peried:-and

them to the Constitution and LIA, 2012,
b)  Promotion of Ethics and Integrity

The promotion of ethics and integrity remains
pivotal as a measure towards concratizing high
standards of professional ethics and integrity in the
public service. Failure by nstitutions to undertake
promotional measures on ethics and integrity
compromises the govemment's effort to promote
good govemnance practices in the public service.
This also goes against the values and principles

50 I FPublic Service Commission

H

of transparency, accountability, integrity and

sustainable development,

To ensura effective promotional initiatives on athics
and integrity, public institutions are required to not
only make budgetary provision but also generate a
comprahiensive action plan to guide the promatianal
MOCES5EE,

It was established that:

i) 54.6% of the institutions lacked an action plan to
guide the promaotion of ethics and integrity at the
workplace (Table 3,35}

i} B4.1% of the institutions made budgetary
provision for the promotion of ethics and
integrity in the public service. However, it is not
clear how the budget was utilized considering
that a majority of the organizations did not have
an action plan o promote ethics and integrity;

i)y A majonty of Constitutional Cemmissions
& Independent Offices (62.5%), as well as
Ministries & State Deparments (57.1%) did
not have a budget for promation of athics and

iv] 21.4% of public officers were sensitized on
ethics and integrity.

Recommendations

i} All publicinstitutions o annually make budgetary
provisions for the promotion and sensitization
an ethics and integrity in the workplace;and

i} The Commission o direct the 144 organizations
that do not have action plans to guide the
promation of ethics and integrity in the workplace
to dewvelop and implement them by March, 2022,




Available

| Constitutional a8 2004

Table 3.35: Promotion of Ethics and Integrity at the Work Place

| Mot Avallable  Available

| Mot
 Available

1(125%)|  7(B75%)  3(375%) 5(62.5%) 440 (22.4%)|
Commissions |
& Independent I
Hnces [N ] = | = B 25y
| Ministries 49 | 110,926 12 (24.5%) | I7T(FE5%)| 21(429%) 28 {5?.1‘5":::|E 332 (%)
& State
O ST | — . N [, E— -
' Public | 33 28850  10(576%)  14(424%) 27(81.8%) 6(18.2%)  4.011(13.9%)
Unhersities | | | | N ksl | ! |
| State 166 00,643 86 (51.8%) B0 (48.2%) 104 (BB.3%) 52(31.7%) 42,068 (45.4%)
Corporations
Statutory B 1,519 1 (16.7%) 2 (83.3%) 3 (50%) | 3 (50%) 165 (10.9%)
Commissions
& Authorities | | } | ! =
Total | 262 233,951 119 (45.4%) 143 (54.6%) 168 (B4.1%) 94 (35.9%) 50,005 (21.4%)
c) Membership to Professional Regulatory of the public. These were the Nursing Council
Bodies af Kenya, Cerlified Public Secretaries of Kenya,
Media Council of Kenya, Pharmacy and Poisans
Regulatory  professional  bodies  support Board, Engineers Board of Kenya and Institute

profassicnalism in the public servica by setting
standards of conduct for their members, The bodias
also discipling their membears when there is non-
compliance with set stendards. The bodies issue
praciising certificates for their members and organize
training for continuous professional dewvelopment
(CPD).

It was observed that,

i) 13,784 officers (5.9%) from 242 institutions were
members of 28 regulatory Professional bodies;

i) Outofthe 13,794 officers, 4,362 (32%) altended
various courses for contimuous professional

development;
il Out of the 4,362 officers sponsored for
various CPD programmes, 3,006 officers

were sponsored by institutions, 311 were self-
sponsored while the sponsorship for 1,045
afficers could not be determined (Figure 3.15);
iv) Al the officers who were members of various
regulatory bodies were in good standing; and
v) Some regulatory professional bodies maintained
an inventory of registered and licensed
professionals that was accessible to members

of Human Resource Management.

Figure 3.15: Support for Continuous Professional
Development

Recommendation

Institutions should support professionals in their
organizations to attend courses for Continueous
Professional Development,
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regulated through the Leadership and Integrity Act
and Regulations.

1} Gifts received and declared by public
officers

It was established that:

I} 22.1% of the institutions indicated that they
had officers who received and declared gifts
compared to 23% that had received and
declared gifts during the 2018/2020 financial
year. Therefare, the reduction was marginal;

YO piftswerereceivet and decksred, compared

i} EACC 1o audit gift registers that are maintained
by public institutions by June 2022

) EACC to review the Leadership and Integrity
Regulations fto include provisions on
managemant of the value of gifts given aut by
arganizalions.

) Management of Conflict of Interest
The Leadership and Integrity Act, 2012 and POEA,

2003 provide for mechanisms of managing conflict
of interasts by Public Officers.

__llwas ooted that:

To 4483 giftis received and declared in
20192020: and

i) EACC was yet io undertake an audit of the oift
registers maintained by public institulions as
recommended by the 2018/2019 report,

Z) Gifts Given out by Public Institutions
It was eslablished that

I} 56 institutions accounting for 21.4% indicated
that they had given out gifts during the 2020/2021
financial year (Figura 3.16); and

il Organizations gave oul  gifts  werth
Ksh.21,726,853 in total. The National Oil
Comporation gave oul gifts with the highest
value worth Ksh.6,575,000.00, it was followed
by the Kenya Yearbook Editorial Board and
the Kenya Insfitute for Public Policy Research
and Analysis (KIPPRA) which gave out nifts
worth Ksh 3,808 580.00 and Ksh.2 394,222 .00
respaclively,

Diimia o il
'ﬂl".l
Dl red e r
e 2ETIE| A
-
Recommendations

'} Public organizations to adhere to the provisions
of the Leadership and Integrity Act, 2012,
Leadership and Integrity Regulations, 2015 and
the Public Service Code of Conduct and Ethics,
2016 regarding gift managemant.

ii) Public organizations and officers lo he
discouraged from giving and receiving gifts in
form of aleohol.
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i) Conflict of interest was declarad by officers
and recorded in 33 (12,6%) institutions (Figura
3.17). This was a slight decline from 2019-2020
Financial Year when 38 (13.1%) institutions had
officers who had registered conflicts of interast:

i} The nature of conflicts reported included
business associate fnlerest, directorship in a
procurement campany, familiarily with panellists,
family interest and personal interest: and

jil) EACC was yet to undertake an audit of the
conflict of interest registers maintained by public
institutions as recommended by the 20182019
repoir.

Corlict al
Intenesl
decianed
Confictaf by Officairs,
Inleseast ok — 33[13%)
delared
by Cffioers,
FEOET)

Figure 3.17: Institutions with cases of conflict of
interest declarad by officers

Recommendations

iy
update the conflict of interest register as required
under Section 16{11) of Leadership and Integrity
Act, 2012
i) EACC to audit conflict of interest registers
maintained by public instilutions by June 2022,

f Existence of functional Boards of
Directors and Unlversity Councils

Public organizations need to ensure they remain
fit for purpose by having the structures MECESSary
to deliver on their mandate. There should be a



functional Board of Directors {or University Council
for Public Universities) at all times responsible for
policy and providing strategic direction.

It was established that:

iy 94% of the state corporations and public
universities had functional Boards of Directors/
Councils (Table 3.38). This was an increase of
2% compared to 2019/2020;

i} 2 institutions namely Mational Communication
Secretariat and Pharmacy and Poisons Board
reported that they had no board of directors;

| Public Universities _ 33
| State Corporations & SAGAs | 166 |
Total | 199

g}  Acting appointment

Section 34(3) of the PSC Act, 2017 provides that
an officer may serve on acting appointment for six
months in a position whera there is no substantive
office holder. It is presumed thal the affected
organization would take necessary measures Lo
competitively fill the position within six months or
confirm the officer acting In the position to the post
upon satisfactory senvice.

it was established that:

iy 69% of the officers appointed on acting
appointment were serving for a pariod exceeding
six months (Table 3:40);

i) Kenya Ports Awuthority,  Anti-Counterfeit
Authority, Water Services Regulatory Board and
Kenya Pipeline appointed 4 officers on acting
appointmeant thraugh HRMAC,; and

ii) The number of officers on acting appointment
and serving for a period exceeding six months
increased from 83% in 20132020 to 89% in
2020021,

Recommendations

i} The inslitubions whera the 1,202 officers have
been allowed to exceed the six months of acting

Tabie 3.39: Institutions with Functional Boards of Directors/Councils

i) 10 stale corporations reported that they had
no functional board of directors. This was
a reduction by T institutions compared lo
2019/2020; and

i) 4 public universities and one stale corporation
indicated that they held less than four board
meetings confrary lo the four prescribed by
the AMwongozo Code of Governance for State
Corporations.

Recommendation
The Appointing Authority to constitute the Boards

when due to enable the institutions execube their
mandatas.

Yes | | .

33 (100%) | 0| 220

154 (93.9%) | 12(8.1%) | 1,690 |
187(34%)  12(6%) 1910

appointments to explain circumstances under
which tha officers have been allowed to axcaed
the statutory timaline.

il The four state corporations o declare the
pasitions for competitive filling after the expiry of
the six months acting period.

h}  Induction Manual

The Public Service Commission Regulations 2020
require that new employess be inducled to assist
the officer to adjust fo the new work environment
and responsibilities. The induction of the officers is
guided by the organization's induclion manual.

It was established thal,

i) 40.8% of the institutions had an induction
manual (Figure 3.18). Therefore, the institutions
did not have a stendard guideling 1o undartake
induction; and

i) The topics covered by a majority of the
imstituions during the induction included the
pravisian of the institution’s service charter, code
of conduct and athics, financial disclosures,
values and principles in Articles 10 and 232 and
govemance.
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Table 3.40:Status of Duration of Officers Serving on Acting Appointment

Figure 3.18: Existence of induction manual
Recommendation

Institutions should customize their induction manuals
in line with the Induction Handbook for the Public
Service, 2017 to include the topics on the institution’s
sarvice charer, code of conduct and athics, financial
disclosures, values and principles in Adicles 10 and

Service Saclors § B Authority Approval Duration on acting
E é‘: Appointmant
S £ g £ | £z3
i I =] £ o] p TH i
3| § 283,88, 8738 3, 2:3
= T = L E | eBE g2 B E E E g £ B < E.-
* £ 8E §cgE iz gEs & 3E 2.0
2 = &8 236 58 <3 a8 22 828
Constitutional i 27 27 G 21
Commitgsions &
Indbepeendant Officas
- Mmestries & Slabs - - B (e = - 1 T 10 L
DEparTmens
Publdic Universites 28 436 4 rd 58 v 24 15
Slate Corporations & 12 | 1240 1139 ! 1 0 398 | B35 17
SAGAS
Statutory Commissions & 5 12 12 ) -]
Authorites
Tatal 172 1,732 1,178 4 17 1 3 158 408 1,202 32 (2%
{29%) (65
training, instituting rewards and sanction measures,
and taking disciplinary contral.
a) Strategic plans
Avaitalin, Strategic plans are the government's main tool for
107 [41%) establishing development efectiveness. The plans

are algned fo national developments priorities
outlined in Kenya Vision 2030 and its Medium
Term Plans, linked to sustainable development
goals, MTEF budgel process and human resource
planning. The plan is the basis of identifying
deliverables in performance contracts and individual
annual performandce appraigal,

Therefore, a strategic plan provides a mechanism
of achieving organization's goals and objectives
thraugh implementation of programmes and projects
using the available financial and human resourcas in
an effective and afficient manner.

Mid-term reviews of strategic plans is 8 monitoring

£32 and govermance,

3.4.7 Performance Managemant

Parformance management in the public service
invelves the development of slralegic plans, the
signing of performance confracts/appraisal at the
organigational and individual levels, and undertaking
of manitaring and evaluation of the performance of
organisations and individuals, and the undertaking of
parformance appraisals. Organisations also manage
the conduct of staff for belter perormance by
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mechanism—thst—provides—feedback o tho
effectiveness of the implementation of the sirategic
plan at mid-term. The mid-term review provides
information based on targets oufputs, oulcomes and
performance indicators,

It was established that:
1
i

183 (70%) of the institutions had currant
sirategic plan (Figure 3,19a);

128 institutions had published the strategic plan
in thedir respective websites (Figure 3.19b); and



iy B3% of the institutions had not undertaken mid-

term reviews of their current strategic plans
(Figure 3.20). Thizs means that the institutions
had not provided feedback on the effectivensss
of the implementation of the plan, hence
were not able to justify spending of the public
PESOLMTESs.

Recommendations

Insfitutions that had not published the sirategic
plans should upload the plans in the websites as
required by PFM Ragulations, 2015,
Insfitutions should undertake mid-term reviews
as required.

i)

i)

Figure 3.19(a). Existence of Current Strategic

Plans in Public Instifutions

Figure 3.19(b): Strategic Plans uploaded on

Organizational Website

Figure 3.19: Existence and uploading of Current Strategic Plans in the Websites

Figure 3.20: Institutions Undertaken Mid-Term Review

b)

Performance Contracting

A periormance contract is a negolialed coniract
in which public instituions set their perdformance
targets for a financial year based on the strategic
objectives provided in the strategic plan. The coniract
is expected o be cascaded fo all depariments,
sections and staff in the omanisation.

It was established thal;

i)

B2% of the CEOs of Canstituticnal Commissions
and Independent Offices had nol signed
performance contracts with their Boards.
Howewver, 73% of instituions in the other
four service sectors had signed performance

contracis (Figure 3.21). This was an increase
of 18% compared to the number that signed in
201972020 period; and

Thera was a correlation between the number
of institutions with current sirategic plans and
thosze that signed performance contract.

Recommendations

i)

i)

The CEOs of Constitutional Commissions and
Independent Offices should sign parformance
contract with the respective Boards.

All the authorsed officers/CEQs of ather
institutions that had not signed a parformance
cantracl should sign the contract as per the
FFM Requlations.

Public Service Commission 57



Signed performance Contracis Oid nal Sign perfarmance Contracts

Compliance
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Figure 3.21: Signing of Performance Contracts in MDAs
c) Setting of Individual Performance signed the contracts. This implies that there

Contracting Targets ware institutions whare officers sel thair targals
The performance confracting guidelines require that without the inslitution signing a performance
the officers set their individual performance targets ~ €ontrack; and
based on the signed performance contracl and il Amajority (68%) of the officers sal their individusl
strategic plan, performance targets.

Recommendation

It was found aut that:

The setting of individual performance targets should
b based on the signaed arganizational pedormance
coniracts as requirad by the PFM Regulafions and
Performance Cantracting Guidelines.

i} 891% of the institutions had officers who set
their individual pedormance fargeis (Table
3.41), However, this figure is higher by 18% in
comparison o the number of institutions thal

Table 3.41: Number of Officers who Set their Individual Performance Targets

o e
: s 3 E f23 5%
- =
[] E g =
: g v BE42 1RfR  f
g =
] 2 % % 2 Ex | =8
bt - E e
E s z 2285 8 g 8 £ o :
= ; = E - [ =
Constiutional Commissions & & 2,004 B (100%) i} 2,001 [(99.8%)
Independent Offices
Minigiries & State Depariments 45 110,926 47 [96%%) 2 (4% 78,983 (71%)
Fublic Universities 33 28,859 29 (88%) 4 12%) 14,132 (49%)
Stale Corporations & SAGAs 166 0,543 151 (90%) 15 (10%:) 63,605 (70%)
Statutory Commissions & 6 1.519 3 (50%) 3 (50%) 328 (21%)
Authorities
Total 262 233,951 238 (91%) 24 159,049 (BB%)
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d) Perfermance Contract Evaluation Scores

Performance evalustion is the final stage of the
performance contracting cycle. It is carred out in
a manner that ensures objectivity and integrity of
results. It invalves an annual assessment of the level
of achievement of the set targats. The evaluation
was done for Minisiries, State Corporations and
SAGAs, Public Universities and Teriary institutions.
The perdformance score (which s the inverse of
the composite score) ranges from a score of 1.0
{Excellent) to 0.2 (poor).

It was established that:

i} Performance of public institutions declined for
all categories in the financial year 2019/2020

compered to the previous financial year for
ministries, state corporations, public universities
and tertiary institutions (Figure 3.22); and

i} Public universities remained the best performing
category of public institutions followed by Slate
Corporations posting a performance score of
0.3301 and 0.3086 respactively.

Recommendation

All institutions should adhere to Perdommance
Contracting Guidelines and the provisions of
the Public Service Commission (Performance
Management) Regulations, 2021 with regard fo
perfarmanca evaluation.

Comparison of Performance of Public Institutions for FY 2018/2019 and FY 2013/2020

0.4

0.3558

0.35 —3-3304

0.3

0.25
0.2
0.15
0.1

0.05

B -
Public Universities

Performance Score

M 20182010
Source: Ministry of Public Service and Gendar

0.3229 ¢ 3095

State Corporations

201972020

0.2857 0.2948

Ministries and
Departments

Tertiary Institutions

Category of MDAs

Figure 3.22: Report on Evaluation of the Performance of Ministries, State Corporations and Tertiary
Institutions for the Financial Year 2079/2020

e} Performance Management Commitiee
and Staff Performance Appraisal

The Performance Rewardsand Sanctions Framewark
fior the public service stipulates the functions of the
Performance Management Caommittes, This, inter
alia, includes ensuring that the performance of all
afficers is evalusted and feedback on performance
is communicated at the end of the financial year;
holding quarterly performance review meetings;
and ensuring that the integrity and credibility of the
averall process of rewards and sanchions syslem s
safeguarded and maintainad.

Staff Performance Appraisal System [(SPAS) is
a critical companent of the Human Resource
Management function in the public service, SPAS iz
a tool used to measure improvement and recognize

the perfarmancea of the officer. The appraisal provides
feedback to the instifution on the effectiveness
and efficiency of the officars in implementing the
insfitulion’s mandate.

It was established that:

i)  T6% oftheinstitutions did not hold PMC meetings
o review the performance of appraised staff
(Table 3.42). However, there was an increase
of 7% of the PMC meetings held compared
io 20192020, The low number of institubions
where PMC meetings wera not hald implies that
the institutions were unable 1o assess the lavel
af performance of their staff and this impacts
negatively on productivity and senviced delivery;
and
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Table 3.42; Institutions that held PMC Meetings and number of Officers Appraised

[
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Commissions &
Independent Offices
Ministries & State Mo,926 449 13 2048 1873 a0y 1421 330 8517
Departments {79%])
Puiic Universiles 28,858 33 T 2588 [8%) 537 536 1047 424 44
State Corporations & 20,643 166 42 10735 582 3261 4820 1726 2B6
EAGAS (12%)
Statutory 1.518 & 1 &7 (4%] T 48 12 Q ]
Commissions &
authorities
Total 233,951 262 63 21,48 3008 TT52 T400 2480 84T
[24%) (9%}
iy Despite 68% of officers setting individusl for rewards and sanctions awarded (o officers based

performance targets, 9% wera appraized. This
was a reduction of 63% compared to 201942020,
This means that the setting of individual
performance fargets in instituticns doas not
carralala with the perfarmance appraisal system
in the public service.

Recommendation

Tha PMCs should adhers fo the provisions of
the Public Service Commission (Performance
Management) Regulations, 2021 and the Rewards
and Sanctions Policy.

Rewards and Sanctions

f)

The main purpose of implementing rewards and

on individual pedormance scoras in the parformance
ratings as presented in Table 3.43,

It was established that:

i} 1.9% of the officers were rewardead, (1.5% weare
sanctioned and 0.5 % were placed on PIF (Table
3.44Y), and

The number of officers rewarded, sanctioned
and placed on PIP did not correlate to the
nmumbers provided on the ratings as per the
performance appraisal (Table 3,42 & 3.43).

Recommendations

iy Authorized Officers to establish and monitor
functionality of PMC.
The-RME-should-adbers-to-the-provisions-of-the

il
T

sanclions 18 (o Improve productivity and enhance
service delivery. The Performance Rewards and
Sanctions Framewark for the public service provides
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Table 3.43: Rewards and Sanctions Based on Performance Ratings

Achilevement of performance targets Rating scale
Achievement higher than 100% of the Excellent
agread performance targats.

Achievement up to 100% of the agreed | Very Good
performance targets. |
Achisvament between 80% and 98% of  Good

the agreed parformanca targets.

Achievement between 80% and 79% of  Fair

the agreed performance targels.

Achievement uplo 59% of the agreed Poor
parformance targets,

Reward/Sanction
107% +  13th month salary based on score for
"Excellent” performance and Roll of honour
100% Letter of commendation
. BO%s - Flace on performance improvement plan o
99% attain higher performance
60% - 15t year = place on performance
T9% | imprevement plan
2rd wear — waming lefter
3rd year — final warning letter
4th year - separation
55% 1st year = waming letter
and
Below

2nd year - final warming letier
3rd vear - saparation

Table 3.44: Number of Officers Rewarded, Sanctioned and Placed on PIP

Sarvice Sectors Total of Mo. of Mo. of officers Mo. of officers placed
officers  officers Sanctioned on performance
rewarded improvement plans
(PIF)

Constitutional Commissions & 2,004 a a i
Independant Offices

Ministries & State Deparimenis 110,926 1,889 1,120 725
Pubfic Universities 28,858 235 1] 24
State Corporations & SAGAs S0,643 2,298 126 | 416
Statutory Commissions & Authorities 1,518 0 a 0
Total 233,851 4,433(1.9%) 1,247 (0.5%) 1,165 (0.5%)

g) Human Resource Development Recommendation

1. Training Budget

The Human Resource Davalopment policy requiras
that instilutions ensure efficient, effective and
economic use of funds allocated for fraining. The
policy requires the government to set aside 1-2% of
the recurrent budget to fraining.

It was establizshed that:

i} The percentage of training to recurmeni budget
was 0.6% (Table 3.458). This was an increase
of 0.24% compared to 20182020, Therefora,
the low training budget to recurrent ratio is
a constraint 1o the execution of the lraining
pragrammes in the public service; and

iiy The absorption rate of the expenditure in
training was T8%. This was an increase of 11%
compared to 201 3/2020.

Public institutions should comply with the Public
Sarvice Human Resourca Development Policy, 2016
which requires them to allocate between 1% and 2%
af recurrent expenditura to training.

2. Training Needs Assessment

Section 56{d) of the P3C Act, 2017 requires that
Authorized Officers undertake Training Needs
Assessment (TMA) and training projections. The
HRD policy reguires that TNA be conducted every
three years or as nead arises, The aim of TNA is to
identify perfformance gaps, determing their causes
and recommend appropriate interventions.
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Table 3.45: Allocafion of Training Budgel against Recurrent Budget

Service Sectors Recurrent Training %h of Training Absorption
Budget Budget Training i  expenditure Rate (%)
Recurrant
Budget
Constitutional 8,279.410.000 £5,389. 297 1.0 83,030,762 g7
Commissions &
Independent Cificas
Ministries & State 588,099 300,000 1.084,023.692 0.2 1,030,520,798 g5
Depariments
Pubfic Universilkas 20,379 980,000 111,319 .525.7 0.5 75,7155, 2114 Ga
“Siate Corparation 58 267,047 5800003 668 247 438 142661223224 3
SAGAS
Statubory Commissions 4,791.930,000 21,161,284 4 17.673,493 B4
& Autharities
Total 882, 598,200,000 4,971,151,234 0.6 3,86B,203.468 T8

It was established that:

32% of the institutions used the research approach
in devaloping their TNA (Figure 3.23).There was
no improvement on institubions undertaking TNA
compared to 20192020 evaluation. This implies
that the trainings underlaken by public institutions
were not based on the identified training neads and
contrary to the P3C Act, 2017 and the HRED policy.

Figure 3. 23; Status of TNA in Public Institutions
Recommendations

change of the trainee on the job and in the work
enviranment. This can be measured by comparing
the performance of employees before and after the
various training programmes.

Tha PSC Act, 2017 reguires that T1A be underaken
gnnually by public institutions. Further, the HRD
policy requires that TIA be underdaken 3 manths
following the completion of the training programme.

It was observed that 9 (3.4%) (Figure 3.24) af tha
insfilutions undartaok TIA, which was a8 marginal
improvement of 0.7% on institlutions undertaking
Tl4 compared to 201972020, This means [hat
organizations conlinued fo face challenges in
determining the impact of fraining an parformance
and productivity of officers.

Mot Lingartaken
Tid, 25256.6%)

Underaken
-ﬂ TIA, 8(3.4%]}

i1 A framework to be developed to standardize
the process of undertaking TMA by public
institutions.

i Instiiutions should undertake Training Meeds
Assassmeant (THNA) as required by the PSC Act,
2017 and the HRD policy.

3. Training Impact Assessment

The HRD policy provides that Training Impact
fssessment (TIA) evalugtes the eflectivenass
and relevance of a training programme in terms of
content, application, adaptability and the behaviour
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Figure 3.24: Institutions that undertook TIA in
MDAs
Recammendation

A framework should be developed fo guide
inslitutions in undertaking TIA.




4, Workload Analysis by the MDAs

The PSC Act, 2017 stipulates that one of the
conditions of establishing an office Is for the public
body to undertake workload analysis, The workload
analysis determines the optimal staffing level of
an arganization. It reduces likelihood of excessive
staffing, potential factors to human failure and
promotes innovativenass,

Constitutional Commissions & Independent Offices

Table 3.46: Institutions that underfook workload analysis

It was established that 55 institutions had conducted
workload analysis between 20182012 and
2020/2021 financial years (Table 3.46).

Recommendation

Institutions that had not undertaken workload
gnalysis to undertake the analysis based on the
organizational Strategic Plan cycle.

2020021

2018/2018 | 2019720 20/21
G::_lndul:l:ﬂdwl

E?n:luntﬂl:l ) ;::undu.:ud .

| Ministries & State Depariments
| Public Universities

State Corporations & SAGAs
! _Ei‘tall_.;lg_ry Commissions & Authorities
,_TIHH

5. Human Resource Plans

The instruments used for Human Resource Plan
(HRF} in the public service are career progression
guidelines and authorized astablishment. Howewver,
these are inadequate to address all issues of HR
Plans. HRP in organizations should take cognisance
of the optimal staffing, skills and competencies
required 1o achieve the institution’s mandate within
a given period of time.

It was established that:

il 15% of the institufions provided a Human
Resource Plan (Figure 3.25). This was an
improvement of 3% compared to the 20192020
raporting period;

i) Majority of the institutions submitted career
progression guidelines for the various cadres
of stalf in their instituions and Authorized
Establishment, annual work plan, Human
Resource Policies and Procedures Manual.
This was consistent with the findings by the
Human Resource Planning and Succession
Managemant Strategy, 2017; and

iliy Two institutions submitted  plagiarized
documents that did not mest the standard
requirement for the Human Resource Plan.

Figure 3.25: Human Resource Plans in Public
Institutions

Recommendation

A framework be developed to standardize the
process of developing human resource plans in
public institutions.

6. Coaching and Mentorship in the Public
Service

The HRD policy requires that public institutions
develop and institutionalize coaching and mentoring
programmes in their HRD strategies.

It was established that 22% of the institutions had
developed a coaching and mentoring policy (Figure
3.26). This was an improvement of 8% compared 1o
201972020 evaluation period.
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Figure 3.267 Coaching and Mentorship Policy in

of an ongaing court case which has to be concluded
first before a determination is made.

It wasz established that:

i1 54% of the institutions reported 3,139 disciplinary
casas (Table 3.47). The number of disciplinary
cases declined by 4,012 from the 7,151 cases
that were reparted in the 20192020 financial
year,

i) The State Department for Interior and Citizen
Semvices had the highest number of disciplinary
cases with a total of 489. Other organizations

Public institutions

hj} Disciplinary Control in the Public Service

In arder to ensure efficiency and effectiveness in
public service delivery, public officers are required
to uphold the code of conduct and ethics. In this
regard, the objective of disciplinary control in the
public service is lo create a motivated and dedicated
work force thal adheres lo rules and regulations,
Existing laws reguire the disciplinary process (o
be procedurally falr and expeditious. In the public
gervice, disciplinary cases ought to be finalized
wathin six months. This is fo ensure that the anxiety
associated with disciplinary processes does not
affect performance. The only exception to the six-
monlh periad is when the discipling case is a result

Table 3.47: Disciplinary Cases in Public Institutions

the Kenya Revenue Authority [(262), State
Departmant for ‘ocational and Technical
Training {(237), Kenya Pors Authority (159),
Kenya Prisons Service (155), Kenyatta National
Hospital (136), Moi Teaching and Referral
Hospital (122) and Kenya Wildlife Service (109),

fiy 71% of the disciplinary cases wene concluded
within slx months, 22% were oulstanding
beyond six months, while 7% were pending in
court as of 30th June, 2021; and

iv) Absence from duty without permission
presented the highest number of discipline cases
reprasenting 25%. Others were negligence
of duty (20%), non-compliance with wealth
declaration procedures (13%), fraud (8% and
pecuniary embarrassment (T9%).

Service Sectors No. of Mo. of Mo. of Discipline  Mo. of No, of
Public Discipline  Cases Outstanding  Discipline
Institutions Cases Cancluded Disciplinary Related Cases
Within six Cases Beyond Pending In
Maonths six Months Court
Conshitutional Commissions 4 15 (0.5%) 13 (B6.5%) 1 {6.7%) 1 (B.7%)
& Independant Clfices
Minkstries & State as 1,232 654 (53.1%) 455 [36.9%) 123 (109}
Dapartmenis (39.2%)
Public Universities 20 222 (TA%) 148 (GT1%) 66 (20.7%) T (3.2%)
State Corporations & SAGAs il 1,661 1,411 {B4.9%) 151 (2,156} 98 (B%)
(52.9%)
Statutory Commissions & a 9 {0.3%) B (B&.9%) 1 {11.1%) 0
Authorilias
Total 141 (53.8%) 3,139 2,235 (T1.2%) 674 (21.5%) 230 (7.3%)
Recommendations i} Accounting officers lo ensure continuous

i} Al public institutions to finalize discipline cases
within six months as prescribed in the Human
Resource Policies and Procedures Manual,
2018 o avoid potential litigation by aggrieved
officers and courl awards against the institutions.
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sansitization of staff on the provisions of the
Public Service Code of Conduct and Ethics,
2016,



i) Staff Exit from the Public Service

Staff exit from service may result from retirement,
death, resignation, dismissal and expiry of contract.

It was established that:

i} Retirement had the highest number of officers

exiting the service at 56.6% (Table 3.48); and

iy The ratio of new appointments (10,319) to axits
(9, 759) was 1:1. Therafora, the stafl strength in
the service tends to be constant.

Table 3.48: Nature of Staff Exit from the Public Service

Service Sectors Modes of Exit and No. of Officers who
o ® @ Exited Service
25 .8 £ € .
=
- BeErTs
5 = B B 5o £
=
%3 53 %5z & £ s TR A
; i £ BE =
0 IR
Constitutional 8 2 (25%) B(75%) 18 3 9 14 8 0 5
Commissions &
Independant Officas _
Ministrias & State 45 a 49 (100%) 110 167 | 314 | 2586 124 o 33
Departmants
Public Universities a3 2 (6.1%) 31{83.9%) | 199 53| 6| 493 562 345 1708
State Corporations & 166 | 30{181%) 136(81.9%) 438 333 475 | 2432 651 263 4592
SAGAS
Statutory Commissions & B 1[1B.7%) 5(83.3%)| 12 0! o0 4 ol O A7
Authorities
Total 262 35(13.4%) 227 (B6.6%) Tr2 556 944 5529 1343 608 9759
Percentage (%) B0 57 97 566 138 62 100
a)  Analysis of exit questionnaires k)  Mitigation Measures against Cowvid-13

The exit inferview is used by institulions to get
feedback from officers leaving the senvice, except
in the event of death. Analysed exit questionnaires
provides useful information for improving the
institution’s  performance, staff  retention  and
motivation,

It was noted that:
i} 67% of the institutions evaluated did not
administer and analyse the exit inferviews (Table
3.49). Consaquently, institutions failed o uliliza
valuable feedback from officers who exited their
institutions; and

Oul of the BB institulions thal administerad
exit questionnaires, 29 (34%) analysed the
questionnairas.

Recommendation

The Human Resource Policy and Procedures
Manual be reviewed to make it mandatory for public
inatitutions to administer axit questionnaires, analysa
and implement the recommendations.

Pandemic

With the advent of Covid-19 pandemic, public
institutions experienced the effects of shut down
and therefore had to make strategic interventions
incleding working off-site to sustain senvice delivery,

It was established that:
i)
i}

T3% of the institutions facilitated their staff to
work off-site (Table 3.50);

28,211 (12%) officers were supported in line with
the government policy to encourage working
from home; and

A fotal of Ksh.441.948.653 was ufilized to
facilitate the officers with aiftime to work off-site.

fii}
Recommendation

Fublic institutions to develop policy guidelines for
remote working by staff by June 2022.
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Table 3.49: Analysis of Staff Exit Questionnaires in MDAs

Category Ha. of Not administered Administered Not analysed Analyzed oxit
Institutions  exit questionnalre exit exit questionnaires
guestionnaing  guestionnaires

Canstitutional & G 2 1 1
Commission &

Independent Dffice

Ministry & State 449 41 g 4 4
Department

Public University 33 20 43 F &
State Conporgton & 166 105 61 431 18
~Semi=futonomaus = T '

LEovernment Agency

[SAGA]

Statutory Commission & L 4 2 s 0
Authaority

Total 262 176 BE 5T 29
Parcentage 67% 33% 66 34%
Table 3.50: Officers Facilitated to Work Remotely in MDAs

Service Sectors Institutions that Mo. of Staff facilitated

- Facilitated In-line to & Cumulative Value of
e E = work remotely airtirme
= E Z 5 Yes Mo Number Amount
% BT of Staff Issued in
2L ES facilitated  Kshs.

Constitutional Commissions & 8 2,004 B (100%) 0 813 23,073,028
Independant Cffices

Ministries & State Departmeants 48 110,926 25 (51%) 24 (45%) 033 102,698,122
Public Univarsitias 31 28,859 27 (B1.8%) 6 (18.2%) g8.048 70,720,871
State Corporations & SAGAS 166 80,843 125 ({75.3%) 41 (24.7%) 10,082 201,054,781
Statutory Commissions & B 1,518 5 (B3%) 1 {13%) 1,223 44,481,850
Authorites

Total 262 233,951 190 (72.5%) T2 (27.5%) 28,211 441,248,653

3.4.3 Equitable Allocation of Opportunities
and Resources

The opportunities in the public service constitute
of appointments, promafions and training at all
levels, In the public service, the allocation of
these opportunities is guided by the constitufional

For purpases of ensuring representation of diverse
Kenyan communities in the public serice, the
institutions are expecled lo adopt the affirmative
action measures o redress the imbalances in
diversity representation.

a)—Gandearand PWDs-represantation

prnciplas which require that;

iy Thera be no discrimination of the applicants on
any ground;

il Mo one gender constitutes more than two-thirds
of those appointed, promoted and trained,

i} At least 5% of the representation in the
organization constilutes persons with disabilities;
and

iv) Therais proporfonate representation of all ethnic
communities and youths are also appointed.
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It was established that:

i} The gender representation across the public
service was at 379%::63% female to male (Table
1.51), However, 51 [19.5%) of the instilutions
had not met the constitutional two-thirds gender
principle;

i) The representation of PWDs across the
public service was at 1.2%. This was below
the constifutional reguirement of at least




5%. However, there were 10 instlutions that i} There was a reduction in the percentage of
met the minimum constitutional requirement reprasantation of PWDs from 1.3% in the
of PWDs representation. These ware the 20189/2020 FY to 1.2% in the 2020/21.

State Department for Post Training and Skills
Development; State Department for University
Education and Research; Anti-Female Genital {}  The 51 institutions that had not complied with

Recommendations

Mufilation Board; Ewaso Ngliro Morth River the two-thirds gendar requirement to develop
Basin Development Authority; Institute of and implement affirmative action programmes
Human Resource Management Kenya to redress the gaps by June 2022,

Education Management Institule; Kenya i) The 252 instiftutions that had nat met the 5%
Institute of Special Education; Nairobi Centre PWDs threshold ta develop and implement
for International Arbitration; National Councll for affirmative action programmes fo redress the
Persons with Disabilities; and Kenya Deposit gaps by June 2022.

Insurance Corporation;and
Table 3.51: Reprosentation by Gender and PWD Staius

Female | Male 1 PWD %
| Constitutional Commissions B | 2,004 56 (42 7o) 1148 (57.3%) 1.2

| & Independent Offices | | IS e ke :
Ministries & State 48 110,926 40878 (36.9%) 69948 (B3.1%) | 1079 | 1.0
iDepa:mmms e | s __I
F'I.H:IHI:: Univarsities N 33 E.E EEQ 12063 |:41 S%} 16806 (58. [E-B E'H:] 429 15
E‘_;_l:ala_ﬂ-n:pﬂratlms & EAGAE | 166 ' Eﬂ EdEI- | 32252 (35. E% 5&3A1 164, 4%] 1‘1&_ 1.4
Stalitory Commissions & | 6 158| 793(52 zm 726 (47.8%) | 20| 1a]
ﬁulhurrtl&&_ s
Total il 262 233,951 86,942 (37.2%) 147,000 (62.6%) 2796 2
b)  Status of Representation by Gender and c)  Representation of Ethnie Communities
PWD's across Job Levels in the Public Service
It was establishaed that: It was established that:
[} The female gender was under-represented 1) 91.7% of the 48 ethnic communities wers
at policy level by 8% and senior management represented in the public service (Figure 3.27
by 4% (Table 3.52). However, the two-thirds and Appendix V). This was an increase of 2.1%
gender raquirement was achieved at middle compared to the 201972020 FY;
management, technical, operstive levels and i) The Turkana and Mijkenda were under-
support staff, and represented accounting for 4%, while the
i) There was an improvement of 3% in female Kenyan Somali and Luhya were grossly under-
representation at policy level and 0.6% at senlar represented accounting for 4% of the 48 ethnic
management level compared fo 201 %2020, Qroups,

; iy 2% of the ethnic communities were over-
Recommendation represented. The over-representation reduced
Public institutions to develop and implement by 2.2% compared to 2019/20;
affirmative acticn pragrammes ta;ge[ing i) The HI-IEII mmnmnit_l_.r Was D"-'E'I'-l'-EpI!'E'-SEI'It_ﬂd
improvement of the representation on the two-thirds accounting for 2%, while the Kikuyu and Kalenjin
gender principle at policy and senior management were grossly over-represented accounting for
levils by June 2022, 4% of the 48 ethnic groups;

v) 8% of the 48 ethnic communities were
unrepresented. These were the Dahala, Kenyan
American, Konse and Makonde; and

vi] The top most representative insfitutions by
gaclor gre presanted in Table 3.53.
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Table 3.52: Representation of Staff by Gender and PWD's Across Job Levels

- - — = L . * -
. E o ]
: E < #® @ g 5 & R " 5 =
] 2% 2 5 & 2 E g g .
= ) w =)
= s®e3E52c 4% 5 g Eg 5 - z 4 g
6F 20 228 3 2Rg 23 p 5g
-E sSsE|EwE SE Engﬂ"f g d ‘EEE
E a4 DLoh Es0 &2 oo o o = = = #
Policy Lavel 461 23 137 45 243 13 34T (75.3%) T (2475 2 0.43
Senior i, a4 1373 2,336 1,204 2709 28 4, TT2(T0.T%) 1,977 {28.2%) 138 206
hanagement
TWiddle T9B5E T 528 I 2811 S = i e | 19812645 (64.3%) ~7.007-(35.7 %) - 298 . 1.52.
management
Tehnical 78,378 | 1,787 32508 B34 35,758 190 44,004 (56.2%) 34 344 1,346 | 1.72
Staff . _ _ _ {43.8%) _
Operative 75,744 | 337 40,730 | G936 | 2Te63 |TA 45 167 (59.6%) | 30.577 qoz 149
Staff _ (40 4%) .
Support Staff - 19,044 | 487 2,200 3,830 | 12,503 24 12,853 (87.5%) 6.191 (32.5%) 204 1.07
Tatal 200,028 3,544 g2.011 27,961 B6,041 4711 118,818 a0, 210 2,891 145
(59.94%) (40.1%)
Mormal Representation T7(%)
g Mol Represented 8%
§ Under-Reprasentation 4%}
;E Gross Over-Represantation 4(%)
g (3ross Under-Representation || A%
Cver-Representaton 2{%)
a 20 40 [ B0
Percantage (%)

ey

i, Gross gyer-repraserlalion or gross under-represantation = a devialion of + 3 or-d
ii. Ower-rapresentation of under-representation is a devialion of +2 of -2

iii. Wormal repraseniaion (s & deviation af +1 ar -1

Figure 3.27: Status of Ethnic Representation in the Public Service
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Table 3.53: Top Most Representafive Institutions by Sector

Minisiry and State | Kenya Prisons Service 28,571 |37
Department ' Ministry of Health N T | - T
| State Department for Interior and Citizen Service _25_ 063 Tas
State Deparimeant Fur‘uhmtlm'la! And Technical I | 6,869 | 34 :
Training
State Department for Secial Protection '; 2085 I
Dlrm:.lm'ala af Imemigration E-El".'n:as 5] 1 A5 5o | EIJ B il
Ministry Of Foreign Affairs | 957 I
Ministry of Lands And Physical Planning 2566 30 |
State Department For Correctional Services [ 1,186 [ &0
' State Department for Early Learning and Basic | 4,460 E
Ei:lun:ahnn
- ) State- Dﬂpartmanl Fl;ur Iniraatrr_n::ture i |_E:i31 |3I]|
Public University Unlveraitur of Nairobi 4 403 30
State Corporation Kemya Wildlife Service 4,536 a7
and SAGAS Kenya Forest Service 3,885 i e _.
| Kenya Revenus Authority o | 7e08 |33 1
| Kenyatta National Hospital T EEE e fEa .
Constitutional Ethics and Anti-Cormuption Eﬂmrmssmn -1 | H
Commisskons & .
Indepandent Offica | BN
Recommendation 1. Public Service Commission Internship
Programme (PSIP)

Institutions  affected by  imbalances in ethnic
representation to implement affirmative action
programmes on ethnicities and as required by
Section 10 of the Public Service (Values and
Principles) Act, 2015,

d) Engagement of Interns in the Public
Service

The Government continues to support intemship
programmes as guided by the semvice intemnship
palicies and procedures. These programmes enable
beneficiaries to obtain work place experiences and
also arm them with requisite skills and competences
necessary for the job market. Besides promoting
sustainable development, intemship programmes
seak to promote equity and faimass by ensuring
inclusivity and accessibility of opportunities to interns
from diverse backgrounds. Intemship programmes
are therefore a2 strategic intervention measure
iowards addressing youth unemployment in the
country. A total of 10,242 interns were engaged
under various internship programmes  including
the Public Service Internship Programme (PSIP),
specific public institutions outside the PSIP and
specific organizational programmes.

Tha Public Servica Commission has continued to
successfully manage the Public Service Internship
Programme whose primary objective is 1o
consalidate the intemship inifiatives in the service
iowards enhancing performance and productivity in
the public servica.

It was established that:

i) A total of 4200 inlerns were engaged in the
FSIF programme, which was a decline from
the 5,258 interns who were engaged during the
2019/2020 FY (Table 3.54);

il The gender representation of the interns
recruited was compliant with the wo-third
gender principle at 47% famale and 53% male;

i} The representation of PWDs recruited as
interns was at 1.2% hence the constitutional 5%
threshold was not met; and

ivi The intems recruited were drawn from 35
ethnic communities that included tha Bajuni,
Sakuye, Burji, Gabra and Dorobo among other
marginalizadminonty communities.
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Table 3.54: Distribution of Interns engaged under the PSIP Programme by Gender, Disability Status
and Ethnicity

ame  TotaiNo.Interns Gender D us

e prT———sse—se—cr=— Farrala Male Mon-PWDs PWDs

| [re——
Bajuni 12 8 4 12
Borana 24 10 14 24
Burji 3 2 1 3
Dorobe 21 5 16 20 1
Embu as 17 18 | a5
Gabra 17 2 15 | 17
Kalenjin : 726 338 - 388 - 714 12
Kamba ara 194 178 370 3
Kenyan Arab b 1 4 ]
Kenyan Asian . 1 1] 1 :
. Kenyan European . 1 1 _ . 1
| Kenyan Somali ' B8 21 67 87 1]
| Kikuyu 824 429 395 815
' Kisii 307 147 160 301 B
Kuria 20 8 12 20
Luhys 572 772 300 566 &
Luo 492 228 264 484 8
Maasal 94 as 59 a1 3
hbeare 25 8 ir 25
Meru 188 104 4 186 2
Mijikenda 117 59 58 17
Mjamps 5 4 L |
Mubi 2 2 2
Orma g i 3 4
Pakoma 11 il 5 "
Rendile 12 4 8 12
Sakuye 4 1 a 4
Sambury ~= 28 Tk 18 25 1
Suba 25 3] 14 25
Swahil 4 1 3 4
Taita 42 19' e i 42
Taveta 4 2| 2] 4
Teso 44 20 24 44
Tharaka 15 7 8 15
Turkana 53 16 37 53
Tatal 4200 1,987 (47.3%) - 2,213 (52.7%) 41448 (1.2%) 52

Recommendation

Deliberate measuras be put in place to incraasa the numbar of ethnic communities and FWDs in the recruitmeant
of intems.
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Director Performance Management and Service Delivery Improvement, Dr.

-

Dbong'o addressas infefms

during the debrefing session at the Commission's ICT Training Centre

2. Interns Engaged by Organizations
outside the PSIP Programme

The Public Service Commission continues to manage
the Public Service Internship Programme (PSIP)
that has benefitted numerous graduates across the
country. However, some instifutions also continue to
recruit interns oulside the PSIP programme,

It was established that:

I} 41.8% of the institutions recruited interns outside
the PSIP programme;

i) A tofal of 3,220 inferns wera recruited and the
gender representation was compliant with the
two-thirds gender principle at 52% male and
48% female (Table 3.55);

i) The PWDs recruited as inlerns was at 1.1%,

iv)

Wi

vi)

therefore the 5% PWDs constitutional threshald
was not mat;

2.6% of the interns had been engaged for more
than 1 year contrary to the Intermship Policy that
requires intarns 1o be engaged for a period not
exceeding one year,

The interns engaged were drawn from 35 ethnic
communities that included the Bajuni, Sakuya,
lichamus/Njemps and Wayyu among other
marginalized/minorily communities;

61.3% recelved a stipend below Ksh 25,000;
and

The following 8 institutions did not pay any
stipend to the intems engaged: Egerton
University, Jomo Kenyatta University of
Agriculiure & Technology, Kirinyaga University,
Machakos University, Universities Fund, Coast

Table 3.55: Interns Recruited by Organizations Outside the PSIP Programme

Service Sectors  Gender Disability Status  Period of Engagement as of
30th June, 2021
» é - E g, Female Male Mon- | PWDs  Above Below  Six
o E g ED PWD 1 Year Six Months-1
=L & "E ui Months  Year
Commissions & 4 a4 48 45| o3 : 32 16 46
Independant Offices
Ministies & State | B 370 141 220 360 1 1 34 335
Deparirmenls
Public Universitics 19 156 | 7 B85 154 2 7 121 26
State Corporations | 76| 2,538 1.243 1205 2508 30| 45 1422 1,071
& 84GAS _
Statutory 4 &2 13 28 B2 ' 38 24
Commissions &
Authoritios
Total 109 3,220 1,537 (477%) 1,683 (52.3%) 3186 34(11% 85  16H 1,504
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Table 3.58: Implementation of Affirmative Action Programmes on Ethnicities

Ethnicity Total No. Recruited Total No. Planned 2020/21FY Variance(Recruited -
InZOZ0Z1EY Planned)
Bajunl 85 55 30
Basuba H 62 -B2
Borana 70 38 3z
Burji 14 il 42
Dazenach 0 G2 -62
Dorobo 5 62 =57
El Mobo 7] 55 =54
[EEL[E] =S 50 = =
Galjeal a 5] =T
Galla o 67 -ET
Gosha 0 B4 -fi4
Karya Indian 1 o 1
aryan Americans 0 34 -34
Kenyan Arabs 14 46 -3z
Kenyan Asians & 52 46
Kemyan Europeans ] aa -39
Kenyan Somali 289 135 164
Konso 0 36 -36
Kuria 76 47 29
Leysan ] 66 -68
Mazsai 210 43 167
Mbeere 36 ] 35
Mijikenda 269 as 174
Mijamps/lichamus T 53 -45
Bubi L& 68 -62
QOrma 149 G2 -43
Pokamao 1] 47 4
Rendille 17 42 =25
Sakuye i T2 -7
Sambury B 51 15
Suba 28 1] 28
Swahili-Shirazi 17 | 48 -3
Talta 100 22 78
Tawnla 11 G2 =B
Taso G 368 56
Tharaka 32 115] -54
Turkana 8O 123 43
Walwana 0 Ba -69
Wayyu 3 o 3
Total 1,662 2148
Recommendations i. The Section 10 of the Public Service (Values
, o ! and Principles) Act, 2015 should be reviewsd
.. Al public institutions 1o ensure compliance with to require institutions to adhere to ethnic
the canstitutional and pglicy provisions on ethnic proportionate representation during recrultment
representation in appointments. of new afficers.
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3. Distribution of Training Opportunities by
Gender, PWDs and Ethnicities

Articie 232(1){i) of the Constitution makes provisian
for adequate and equal opportunities for training at all
levels of the public service for both gender, members
of all ethnic groups and persons with disabilities.
Further, the Human Resource Development Policy
for public service, 2015 requires that all public
servants alttend at least 5 days training in each
financial year,

Training opporunities in public service equips the
officers with skills and competences to improve
on performance and prepare them for higher
responsibilities.

It was established that:

i) 38.2% of the institutions did nat undertake any
training for the officers (Table 3.59);

2004

| Constitutional Commissions &
Independent Officas
"Ministrias &-gtaji;ﬁ;apartmmts "I1I:I'EIBE
Public Universities R e
| Stale Corporations & SAGAs | 90843
| Statutory Commissions & | 1519
| Autharities
Total R
Recommendations

Public institutions should ansure that:

() The two-thirds gender principle should
be adhered in the disiibution of training
opportunities.

il) PWDs should be accorded equal and adeguate
opporunities for training.

g)  Distribution of promotions by Gender,
PWDs and Ethnicities

It was establizhed that:

i) 9% (21,528) of public officers from the evaluated
institutions were promoted (Table 3.60);

i} Gender representation was achieved in staff
promotion at 80% male and 40% females.
Proportionately, more female afficers (10% ) were
promaoted than male officers (9%:). However, 3
total of 33 institutions did not compty;

Table 3.59: Distribution of Training Opportunities in the Public Service Across Gender and PWDs

ily Outof 233,951 public officers, 15,918 (7] wene
trained;

l) The gender representation of the trained officers
was at 44% female and 56% male; therefore,
the consfitutional two-thirds gender principle
was mel However, 30 institutions did not mael
the two-thirds gender principle with regard fo
distribution of fraining opportunities;

iv) 169 (1.1%) PWDs benefitted fram the training:
hence the 5% constitutional threshold for PWDs
representation was not met. There was a
decline in the number of PWDs trained by 1.3%
compared to the 20192020 period:and

v)  T7% ofthe ethnic communities were represented
in the trainings which included the following
marginalized and minarity communities: Bajuni,
Barana, Burji, Elmolo, Gabra, llichamus/
Njemps, Konso and Makonde.

Female Mala

53| 20(547%)  24(453%)| 0
- o S e 1 1o i =l
1,187 618 (51.6%) 579 (48.4%) 14 !
505  158(31.5%) 346 (8B.5%) 3
13777 | 5942 (431%) 7,835 (56.9%) | 150
386 232 (60.1%) | 154 (39,9%) 2

233,951 15,918 (6.8%) 6,980 (43.8%) 8,936 (56.2%) 169 (1.1%)

iy 153 (0.71%) of PWDs were promoted. This
however did nol achieve the 5% constitutional
reqguirament; and

vy  79.2% of ethnic communities were represented
in the promotional appointments.

h)  Support provided to Staff and clients
with various forms of disability

Section 11-28 of Part Il of Persons with Disabilities
Act, 2003 provide for the rights and privileges of
persons with disabilities which inter alia include
customization of public premises; non-denial of
entry/admission into premises; and provision of
assistive devices,

It was established that:

i) 188 (71.7%) institutions supported staff who had
various forms of disabilities. Support provided to
staff included assistive devices, flexi working
hours, wellness programmes, customized
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Table 3.60: Distribution of Promotional Opportunities by Gender and PWDs

,Mﬂm e T — m o e —yﬂ"'ﬂ b —— —_G_-'sl-uuf- ———— e _.'.‘_,_ ?.':_F!N'
rr— ~ Mo.of  Officers Femala Mala '?Fw
~ Officers  Promoted e e |

Constitutional Commissions & 2,004 842 373 (44.3%) 489 (55.7%) T 10.8%)
Independant Officas

Ministries & Stale 110,826 14,696 5,687 (38.7%) 9,008 (61.3%) 7T (0.5)
Departments

Public Universifies 28,859 1,218 549 {45.1%) G669 (54.9%) 11 (D.59%)
State Corporations & SAGAS 30,643 4,535 | 1,807 {41.8%) 2,638 (58.2%} 58 (1.39%)
Statutory. Commissions & 1,519 237 136 (5T.4%) 101 (42.6%)

Total 233,951 21,528 8,642 (40.1%) 12,886 (59.9%) 153 (0.71%)

furniture and sanitary facllitles, personal aids,
psychological and counselling services, training
and provision of institutional housng,

i) 167 (63.7%) institutions provided various forms
af support to clients who had various forms of
disability. Customized premises and faciliies
had the highest form of suppert to clients with
disabilities in ihe institutions. Othar forms of
support included customized sanitary facilities,
assistive davices, sign language interpreter,
signages and customized furniture;

iiiy 164 (62.6%) institutions transcribed documents
into braille. This was an increase by 7.9%
compared to 2019/2020. The documents
transeribed  included  institutional  service
delivery charters, |IEC malerials, Examination
scripts, organizational mandate, legislations
and palicias, and

i) Ministries and State Depariments and Statutory
Commissions & Autharities did not have Sign
Languaga Interpreters.

Recommendation

All public institutions 1o implement the reqguirements
in the code of practice for mainstreaming disability
issues in the public service including hiring skgn
language interpreters.

are required to register with the Nafional Treasury.
The aim of the AGPO programme is to facilitate
the enterprises owned by women, youth and
persons with disabilities to be able to participate in
Government opportunities.

It was established that

i) 142,935 special groups were registered by the
Mational Treasury under the AGPO programme.
73,655 (51.5%) were Youth groups, 62323
(43.6%) women groups and 6857 (4.9%)
groups for PWDs as of 30th June, 2021. This
was an increase of 16,579 groups comparad to
the 20192020 evaluation period;

i} 225 (B6%) institutions implemented the AGPO
policy by awarding tenders to special group
{Table 3.61). However, the compliance level
under the AGPD policy was 0.6% contrary to
the AGPO policy thal reguires that it be at a
minimem of 30%;

iif) 30 (13%) complied with the 30% requirement
on preservation and award of tenders fo special
groups under AGPO;

v} The PWDs were awarded the least amount
of tenders compared to women and youth.
This trend is consistent with the awards for
201902020,

v} 123 (47%) institutions had submitted the AGPO

] Programmes For the Vulnerable and
Marginalized Groups

g o Distribution of AGPO Opportunities to
Women, Youth and PWDs

Section 157(5) of the PPAD Act, 2015 requires that
a procuring entity reserves 30% of its procurement
budget to disadvaniaged groups in which the
majority of shareholders are Youth, Women and
PWDs, These opporunities are awarded 1o these
groups under the AGPO programme. For the groups
lo benefit from lhe reserved procurament, they
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reports to PPRA as required by law; and

vi) Except for the State Dapariment for Univarsity
Education, all the other reporting instituticns
reported award values (Ksh) al variance with
fhe data submitted to PPRA.

Recommendations

iy Allinstitutions to comply with the 30% budgetary
allocation for special groups under the AGPO
programime.

i} Public institutions should submit quartery
reports on AGPO awards to PPRA.




Table 3.

61: Summary of the Amount Allocated fo Vulnerable Groups under AGPQ by Sector
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i Buy Kenya - Build Kenya Strategy Recommendation

It was establishad that:

226 (86%) institutions implemented the Buy Kenya
- Build Kenya initigtive by awarding tenders for
purchase of local goods and services (Table 3.62).
However, the compliance level was 22% confrary to
the provision of the PPAD Act, 2015,

Independent Offica |
mﬁlanﬁsmalipgﬂmunl_ | _EE_
Public University =] ;_;1|
State Gnrpmaliap.andsﬂﬁni 149 | =
Statutory Commission and Autharly | 3/

Table 3.62: Tenders issued under Buy Kenya - Build Kenya Strategy

Constitutional Commissian and 5 |

Institutions be directed 1o comply with the Buy
Kenya - Build Kenya policy by setting aside 40% of
procurement budget for kocally produced goods and
services.

1.495 29 446,08 | ams|
15763370 1284221 %
1475396  Sa4rear| 7%
29020521 8094228 _zsml
134160 s1ase 38% |
46551976 100,223.33 2%

k) Programmes for Vulnerable and
Marginalized Groups

1. Woman Empowerman!

= Access to Credit Services

The Women Enterprise Fund continued to facilitate

disbursement of the Constituency Women Enterprise
Scheme (CWES) popularly known as the Tuinuke
loan. This is a loan praduct given out to registerad
women groups interested in expanding or starting
new businesses,

Pubiic Service Commission 7T



It was established that

i) The Government facilitated loan disbursement
ta 11,361 women groups with a membership
of 124,062 spread across all tha 47 counties
(Appendix Vi),

i) The women groups benefitied from loans worth
Ksh,3,002,450,000 that was meant to facilitale
diverse women projects and initiatives; and

i} The number of women groups, total membership
and total inan disbursed increased by 407; 3,120,
and Ksh.289 550,000 respectively compared to
e 201912020

the youth. The above provisions require public
institutions to ensure equity and non-discrimination
in the management of youth affairs,

Gavernment has put in place measures to strengthen
youth employment and entreprensurship through
provigion of credit facility, training and assisting the
youth access local and intemational markets through
the Youth Enterprise Development Fund (YEDF).
The YEDF is a flagship project under Wigian 2030
under the social pillar to provide loans, business
development services and facilitate markeling af
products-and-sewvices of youth owned enlerprises
el NI T ;

« Training
It was established that:

i} The Government through Women Enterprise
Development Fund (WEDF) facilitated thea
training of 161.831 women from 16 regions
on entrepreneurship out of whom 1,281 were
PWDs (Appendix Wil and

iy The number of women trained increased from
125 279 in 20192020 to 161,831, an increase
of 28%.

» Accessibility to Local and International Markets

The Govermment through WEDF continued lo
support women groups in accessing both local
and international markets for their products, WEDF
anabled a total of 560 women drawn from 112 women
groups across all counties lo access local and
international markets for their services and products.
Although the number of women who accessed local
markets declined from 719 beneficiaries during the
20168/2020 financial year, the number of women
groups increased from 68 to 112, All the 560
beneficiaries accessed local markets while none
accessed intermational markets.

2. Youth Empowerment

thie government initiative 1o empower the youth and
reduce unemployment.

« Apcess to Credit Services

it was established thal the Government through
the YEDF disbursed over Ksh.44.7 million to 37
youth groups spread across 16 caunties, The loans
supported projects under the Agri Bizz and Vuka
initiatives.

= Training

i was established that the Youth Enterprise
Devalopment Fund facilitated the training of 82,816
youths out of whom 56% were male, 44% were
female while 3% were PWDs (Table 3.63). The
trainings focused on entrepreneurship and youth
amployment abroad pre-departure training. Though
the number of youths rained declined, the number
of PWDs trained increased by 0.6% from the 2.2%
that wers trained in the previous evaluation period.

« Accessibility to Local and International Markets

The Youth Enterprise Development Fund continued
to support youth groups in accessing both local and
international markets for their services and products.
YEDF facilitated 36 youth groups drawn from 38
counties to access local markets for their services
and products. The number of counties represented
increased from the T that benefitted during the

Article 260 of the Constitution defines youth as
collectivity of all individuals aged 18 years and below
34 years. Article 55 of the Constitution requires
the siale to take affirmative sction programmeas (o
ensure that the youth access relevant education
and training; have opporunities to associate, be
represented and participate in political, social,
economic and other spheres of lfe;, access
employment and are protected from harmful cultural
practices and exploitation. Article 21(3) requires
all state organs and public officers to address the
neads of vulnerable groups in the society including
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SO Tar 20— totatof-+236-youths-were-assisted-1o

aceass local markats (Appendix [X). Howewver, nong
of the youth groups accessed international markets.

« Youth Supported Through Sirategic Parfnerships

it was established that in collaboration with UNDP,
176 youths drawn from Waijir and Marsabit countlas
benefitted from employment oppartunities locally
through the slralegic parnership. Of the 176
heneficiaries, 120 (68,2%) were male and 56 {31.8%)
were female, The beneficiaries were drawn from the
Kenyan Somali and Borana ethnic communities and




Tabie 3.63:Nature of Training and Total Number of Youth Trained

SiNo -wwammhm Gender TotalNo  Ho. of PWDs
| ﬂ Youth trained
_ ik b e RN e | S Trained
Male Femala
1. Entreprengurship Training 45,234 36,326 B2560 2,344
2. Youth Employment Abroad Pre- 26 230 258 5
_ Departure Training |
 Total 46,260 (55.9%) 36,556 (44.1%) B2E1G 2,340 (2.8%)

none was PWD. The beneficiaries were engaged to
facilitate training and capacity-building on diversa
social-economic ssues. Baringo, Tana River and
Turkana counties benefitted from similar partnership
during the 201%2020 financial year.

= Youth empowerment programimes by the State
Department for Youth Affairs

The State Departmeant for Youth Affairs continued o
support youlh empowerment programmes scross
the counties.

It was established that:

iy Out  of s development fund of
Kshs B, 742,600,000.00 (printed estimaltes) for
the institution, 17.6% was allocated to youth
empowarmant programmeas. A raview of ather
secondary information from the State Depariment
for Youth Affairs indicate fthat the State
Department was involved in the Implamentation
of three other youth empowerment programimes
of MbeleNaBiz Business Flan Competition, Youth
Empowerment Centres (YECs) and Mational

Table 3. 64: Youth Empowerment Programmes

Hygiene Programme (NHP} -
Programme totalling Ksh.11.7hillion, Wheareas
ihe Ksh,10 billlon Kazi Miaan Frogramme was
reported fo have been implementad In 200
informal setliernants across the 47 countias,
distribution of MbelesBiz Business Plan
Competition and Youth Empowarment Cantras
IYECs) was not indicated;

ii] 34278 youths from 19 counties benefited
from the three programmes (Table 3.84 and
Appandin X}, The beneficiaries were 16,277
[47.5%) males and 18,001 (52.5%) females,
while PWDs were 668 (1.9%). Secondary data
from the Depadment indicated that 283,210
youths benefitted from the National Hygiens
Programma {(NHP) - Kazi Mtaan Programme;

i) 80% of the counties did not benefit from any
of the three youth empowerment programmaes
while Mairobi and Kilifi counties benafited from
all the threa programmes; and

v} 317488 (2%) of the youth benefited from the
three programmes compared to the youth
population of 13,777,600 (age 18 to 34) in the
2019 Kenya Population and Housing Census.

Mame of Programmae Humhur Mumber of Beneficiaries ‘_i‘n-lni Tl Cost of the
of Beneficiaries Programme

Counties (Kshs)
_ _ |Male  Female | PWD |
Core Business Skills Training | 16 | B203 9223 | B 17,426 | 226.239,000.00
Job Specific Skills Training | 15 6458 7,647 | o7 14105 | 922,020,000.00
Kikao Programmea 8 1,618 1,131 | 45 2,747 36,348, 79800
Total 16,277 18,001 668 (1.9%) 34,278 1,164,605, T96.00

(47.5%) (52.5%)

Recommendations 3. Social Protection Programmes

i} The State Department for Youth Affairs to
extend the youth empowerment programmes to
the 60% of the counties that had not benefitted
from the pragrammes by June 2023,

ii} The proporiion of youths benefitting from the
youth empowerment programmes should be
increased from 2% to 5%.

Article 21(3) of the Constifufion on implementation
of rights and fundamental freedoms require all siata
organs and public officers to address the needs
of vulnerable groups within the sociefy including
women, older members of society, parsons with
disabilities, children, orphans, youth, members
of minorities or marginalized communities and
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members of particular ethnic, religious or cultural
communities.

The Govemmeant through the State Department for
Social Protection continued lo implement the Inua
Jamii cash transfer programme thai iargeis the
alder persons, orphans and vulnerable children and
Persons with Severs Disabilities. Two addilional
programmes were reported by the State Department,
the Mutrition Improvement Programme through Cash
and Heallth Education (MICHE) and tha Prasidenial
Secondary School Bursary Programme (FS5BF).

“ICHE T3l Urdey 1He Kanys Sodisl EConamic

iiy There was an increase of 1.5% in disbursemant
in 202002021 amounting to Ksh.26.8 billion
disbursed to 1,122,326 persons under the five
special programmes (Table 3.65 and Appendix
X1y, The number of beneficiarias also increased
by 2.5% from the 20192020 evaluation period;

iiy The Older Persons Cash Transfer pragramme
disbursad the highest amaount at K5h. 18.3 billion
representing §58.9%. However, this was slighlly
lower compared to 201202020 pericd,

iv) Out of a population 941,510 for older persons
above 7O years, 88% benefitted from the Cash

—Transfer Programme;,

and Inclusion Programme (KSEIF) that seeks (o
increase access 1o social and economic inclusion
interventions, The main goal of the programme is
to ensure most vulnerable children in intervention
araas of selected countlas benefit, The programme
targets 23,500 houssholds with nutrition-sensitive
cash transfer as a maans 1o improve wall-being in
nutrition, child profection and social protection. The
programme is supported by other development
partners lika the World Bank, DFID and UNICEF.
The pilot pragramme was undertaken in Kitul County
in 2017, Since then, the programme has been
ralled out to four other countias with high rates of
malnulrition namely West Pokol, Turkana, Marsahit
and wHifi for a period of 5 years.

The: Presidential Secondary School Bursary (PSSB),
a flagship project of vision 2030, seeks to reduce
iliteracy by increasing access o educalion and
improving transition retes from primary o secondary
schools for orghans and vulnerable children. The
bursary is a Govarnmeant's commitment bo actualizing
legal requirament of the constitulion Adicle 53
{b} on access fo free and compulsory education
and Section 7{1} of the Children’s Act, 2001. The
pregramms, which is allocated Hsh.400m annually
by the National Treasury, is a complementary service
to the Cash Transfer for Orphans and vulnerabla
children (OVC- CT).

It was established that:

g ‘qhm-—rfanmhra—{-ﬁﬁ%}agmﬁ—i‘ﬂ—mﬂ—abum
benefited from the older persons cash transfer
programme;

vi] The number of males with severe disabilities is
T times more than that of females;

wii) Tha number of females thal benefiled from
ihe Cash Transfer to Persons wilh Severe
Digabilities were more than those registered in
the programme by 1,280 parsons;

wiii) Cwerall, the top beneficianies by county in the
five programmes combined were Muranga,
Ksh1.2B, Kakamega Ksh1.11B,  Kitw
Ksh1.078, Kiambu Ksh,1.07B and Nakuru,
Keh.844 million (Table 3.66). This accounted for
0% of the total amount disbursad;

i) The PSSB programme benefiied a fotal of
21,960 students from 9,922 secondary schools
im all the counties and constiluancies; and

%) Elimu Scholmships under the ‘World Bank
benefitted 9,004 students in 1478 {14.1%)
secondary schools oul of wham 4,925 (55%)
were male and 4,079 (45%) wera famale.

Recommendations

i} The cash transfer programme should be
expanded lo cover all the registerad aligible
beneficiaries,

iy The State Department for Social Protection fo
aslablish the reasons for disbursement made
o non-registered persons in the programme for
persons with severe disabilities; and

1] Al counfies benefilfed Trom (Fe 4 programmes
save for NICHE which targeted 5 counfies;
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Hid - Thae-Slate Senarimenl foe- Sacial Prolealion
fo develop policy guidelines for equitable
distribution under tha cash transfer pragramme.
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3.4.9 Public Participation in Policy Making

Progressive policy making process requires
involvernent of all interested stakeholders right fram
inception. This is to ensure everyone's concerns
are addressed and for ownership purposes. The
Constitution places a strong emphasis on public
participation. Article 10 (2) (a) of the Constitution
provides the national values and principles of
governance on democracy and participation of the
people,

It was aslablished that:

i} 18% of the institutions had customized the
PSC public participation guidelines. This was
an improvement of 6% compared to 20192020
(Figure 3.28);

168 (64.3%) Institutions developed palicy
document(s) in the 2020/2021 financial Year,

iy

i}

v}

v}

Vil

1 programmes Disaggregated by Gender and Amount Disbursed

talNo.  Total No. of Beneficiaries Total  Total amount
s Y g '..."__-\.:.!—' = = K mlm' dhm“
Male | Female Male Female
' Cash Transfer 59,577 234770 59,577 234770 294,347 7.039,436.000.00
to Orphans and (20.3%)  (78.7%) {26.4%)
Vuinerable Children
(CT-OVC)
Older Persons Cash 336,281 503,608 295918 467652 | 763,570 18,343,542,000.00
Transfer (OP-CT) (30%) | (B1%) (68.9%)
Cash Transfer 37422 5570 27679 6.860 34,539 837.510,000.00
to Parsons with (801%)  (19.9%) i3 1%)
Savere Disabilitiss
(PWSD-CT)
| NICHE 2,323 5587 7.910 26,386,000.00
(29.4%) | (70.6%) (0.1%)
Presidential 10,611, 11501 10,580 11370 21960 385850,552.00
sacondary school (48%) (52%) (1.5%)
bursary (P55B)
Total 443,891 755540 396,087 726,239 1122,326  26,642,733,552.00
{35.3%)  (84.7%)
Tabm 3.66: Top Five Beneficiaries Per Frogramme by County
-OVe ~ OPCT  PWSDCT NICHE  Pss Total Disbursed for all
e LT o (Bursary) Programmes
Turkana Murang'a Mandera Turkana Murang'a Murang'a
Kisumu . Kiambu . Migar| Marsabit Kakamega | Kakamega
Kakameaga Kakamega Uasin Gishu Kitwid | Nakuru | Kitul
| Mandera Kitui Nalrobi Kl ' Kiambu ' Kiambu
' Bungoma Machakos | Ksil ' West Pokot | Kisii, Mery | Nakuru

out of which 36% undertook public participatian
during the development of the policies (Tabie
BT,

The average notification tima for stakeholder
engegement was 24 days while the average
duration given to stakeholders to familiarise
themsealves with the policy document was 36
days;

Preferred mode of stakeholder engagement
was through written/online submissions with
221 (35%) engagements followed by virual
mode with 212 {34%) engagements:

21,765 participants were recorded to have
altended the forums. The majority of the
attendees were from public institutions: and
The maost preferred mode of communication 1o
PWDs was the sign language at 79% and Braille
at 21%.
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GENDER, SENIOR CITIZENS AFFAIRS

AND SPECIAL PROGRANG
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S
HELPLINE

Chief Administrative Secretary, Ministry of Public Service, Gender, Senior Cilizen Affairs and Spectal
Programmes Linah Jebit Kifimo with pupils of Kibera Primary School in a campaign against violance
childran (Photo by KNA)

Inglitulions
wilh guidedfres
{18%:}

institutions
withail
guil}&lil‘ﬂ!ﬂ
[82%:)

T Figure 3.28r Instititions that have cusio
PSC public participation guidelines

Recommendations

i)

iy

82

Public institutions 1o develop and implement
public participation policy or guidelines by June
2022,

Public institutions to incorporate the use of
Kenyan sign language in the public participation
processes.

Parliament to fast-track finalization of Tha Public
Participation Bill.

Public Service Commission

3.4.10 Efficiency, Effectiveness and Economic

a)

Use of Resources and Sustainable
Development

Malintenance of Updated Public Assets
and Liabilities Registers by MDAs

The Public Finance Management Act, 2012 and
Public Finance Management Regulations 2015
requires Accounting Officers to manage he assels
and liabilites under them in a manner that ensures
value for money in acquiring, using and disposing of
these assets.

It wias establishad that;

i)

fii)

finalizad the policy

and guidelines on preparation of the Assels
and Liabilities registers as recommended in the
201972020 raport;

A majority of the instituions (69.8%) had an
updated public assel and liabiliies register
{Table 3.68),

90 institutions had submited their registers
to The Mational Treasury. Thers was an
improvement of submission to the Mational
Treasury by 28.2% compared to 20992020
evaluation pariod; and
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iw) The MNational Treasury reporfed that the National
Assels and Liabilities Register for all the National
Govemment Assets had not been prepared in i)

line with the PFM Act, 2012,
Recommendations

i)y Accounting Officers to prepare and maintain an
updated public Assels and Liabilities Register

Table 3.67: Institutions that Engaged the Public, Duration and Mode of Stakeholder Engagement

Table 3.68: Maintenance and Submission of Public Assets and Liabilities Register
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9 7(1%) | 81%) 4(1%)  18(3%)
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25 70| 77 94(15%) | 241 (38%)
11%) | (12%)
5| 3(0%) 0{0%) 0(0%) | 3(0%)
1 1H| #2| 221 sz
31%) 34%) 35%)  100%)

and submit to the National Treasury by March,
2022,

The National Treasury to compile and maintain
an updated MNational Assets and Liabilities
Ragister for all national government assats in
line with the PFM Act, 2012 by June 2022.

".'El

Maintained - Submitted Updated |

Updated Register | Register to the National
= Treasury
Constitutional B T ars { 4|
Commissions &
independent Offices | | |
Ministries & State | a9 | 14 388 13
Departmeants | [
Public Universities — 27 818 T 8|
State Corporations & 167 126 754 B0
SAGAS _ |
Statutory Commissions & | 5 4| 80 o
Autharities | |
Total | 262 183 9.8 90
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b)  Existence of Approved Board of Survey
Report

The Public Procurement and Disposal Act stipulates
that the disposal committee in an onganizabon
shall make recommendations on the assals to be
disposed. The recommendations are reflecled in
Board af Survey Report.

i was established that out of the &1 institulions
that disposed their assets, 24 disposed the assets
without & Board of survey report contrary 1o Public
Procurement and Asset Disposal Act, 2015.

A -'I T

submitted accounts from public enlities within the
prescribed perad and express an opinion 2nd certify
the result of that examination. The Auditor expresses
his opinion on audited institutions as Qualified,
Unqualified, Adverse or Disclaimar. Towards
eslablishing the efficiency in MOAs, the Commission
sought data on the Auditor’s opinion from the MDAs
and also from the Office of the Auditor-General
(OAG) for 201812019 and 2019/2020 financial years
(Teble 3.69).

It was eslablished that:

TP AT AN RS

Recommeandation

The public institutions that disposed assets in breach
of the PPAD Act, 2015 and Regulations to expigin
the non-adherenca o the procedures.

(] Auditor-General's Reports

1)  Auditor's Opinion

The Constitulion and the Public Audil Act, 2015
requires the Auditor-General o examine and audit

audilor's opinion compared ta 31% in 20182013
financial year, a dacrease of 12%;

i) Across the Public Service, thare was steady rise
in the number of unaudited organizations from
20182019 to 20192020 financial years and
this puts inta question the safety of public funds
and levels of efficiency with regard to prudent
utilization of public funds; and

fiy Adversa and Disclaimer Auditor's opinion
decreased across the two financial years.

Table 3.68: Comparative analysis of Auditors Opinion as Submitted by Institutions and the Auditor-
General

#  Auditor's Opinion Auditor-Ganeral Submission

MDAs' Response

2018/2019 201972020 201852019 201912020
1 Lirgueakified a8 a1 83 449
2  Qualified 129 &5 139 B
3 Adverse 4 2 10 ]
4 Disclaimes 5 2 il
o at et Audited 26 T T 145
Total 262 262 281 261
Recommendation indicator of efficiency and effectivenass in project

) implementation.
Govermment o constitute a multi-agency forum

composed of oversight institutions in the public
o finance management sector io rendesw the under-

It was establishad that:

i1 71,740 projecis were implementad i 156 (607
instifutions;

i) 693 (40%) of the projects had feasibilities done,

28 (2%) nat done while 1,019 (58%) did not

provide the feasibility status (Figure 3.2%a),

1,056 (61%) of the projects had their EIA

approved, 1B5 {10%) were not approved and

performance in public finance management sector
by June 2022

d) Sustainability of Development Projects

The PFM Act, 2012 stipulates that at least 30% of i)
institutional budget be preserved for development

expendilures. | is imperative that in undertaking the
projects a feasibility study s done, Environmental
Impact Assessment (EIA) is approved and the
projecis are completed on time and prompt
payment made. Timely dalivery of the projects i an

B4 |  Public Service Commission

499 {29%) did not have EIA approvals indicated
{Figure 3.290)%;
iv) Even though
appraved, feasibility
underiaken,

517 projects had their ElA
siedies  were  not




v} The average duration for the completion of the should comply with the project implementation
projects was 1.69 years; and cycle process from inception to completion.

vi] B0 projects in 34 institutions had costs variations. i) The Office of the Auditor-General to undertake

an audit on the Elprojects in 34 institutions

Recommendations whiose cost was varied,

i} Institutions that did not undertake environmental
impact assessments and feasibility studies

Not Indicated 1,019 (58%)

Mot Done || 28 (2%)

Figure 3.29b: Feasibility
Studies

Done 693 (40%)
Mot Indicated 185 (10%)
Mot Approved 499 {29%)

Impact Assessment

Approved 1,056 (61%)

Figure 3.28a: Environmental

o

10 20 30 40 50 60 70
Percentage (%)

Figure 3.29: Sustainability of Development Projects in MDAs

@) Budget Ratios fi Budget Absorption

It was established that: It was established thal:
i} Expenditures on compensation to employees i
{PE) stand al 21%. This is below the thrashaold
of maximum of 35%. The ratio for PE to
pperation and maintenance (O&M) was 41:58,

Overall budget absorption was at 77% (Figure
3.30); and
i} The absorption levels for Ministries and State
i d
an improverment from last year's 63:37 (Table Depariments declined by 5% compared o
2018/2020
3.70); and
i} The overall ratio of recurrent expenditure versus Recommendations

development expenditure was 52:48, a drop o
from last year's 50:50. This does not comply Public institutions to comply with PFM Act, 2012 and

with the recommended 30:70. other provisions to uphold fiscal responsibility.
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Table 3.70: Budget Allocations and Expenditure Ratios

Service o {Ksh. Millien) Ratio
‘Sectors . S ' '
i 5§ =
_ 2 i _ "
= = = = = = E =
1] £ o
B 32 |z x| 2| i3 -
H I3 c EZ o% o B s £s
E g'E E o oa E-ﬁ' g2 o a2
z 2 2 I & a 3 8 d o e 8
Constitutional 7 833949 8.272.41 & 266,26 G008 60.08 68:32 a%
Commissions
& Independent . —
e
Ministries 38 113061313 5BE,093.30 | 42357240 54251383 52764318 37 B3 45 .55
& State
Depariments
Public ia 21,386.65 20,379.98 J1TiE59 1,006,587 262394 TO0:0 928
Univarsilias
State o 378,032,266 26104758 23938266 117.084.68 121.932.83 4357 E6: 34
Corporations
and SAGAs
Statuiory 4 4, 840.93 4 781,93 4 73323 49 223 5545 99505
Commissions
& sutharities
Total 157 1,544,212.46 885259820 70767315 G661,614.26 652, 482.37 41:50 S48
Orverall budget absorplion
120 120
100 04 % IB% - ok 100
BO% 0 R =
&0 - BO
& a0 80
E 40 40
a
20 20
D'Eabn':nrp;rah'-nn [ Mirwsiry and State | Public University Siaiutony Canstibational | O
and SAGHs | Deganment L i
Auftharily Independant Olfios
= gﬁmﬁﬂjﬂ;m 6% ao% Ba% a6% 0%,
= Aumrage 7% T 7% Ttk 7%

Figure 3.30: Budget Absorption levels

gl Implementation of Parliamentary
Investment Committee (PIC) and
FParliamentary Accounts Committee PAC
Recommendations by Public Institutions

The primary mandate of the Pardiamentary Accounts
Commitlee (PAC) is to oversight the expenditure of

86 Public Service Commission

public funds by public institutions to ensure value
for money and adherence to government financial
regulations and procedures, The mandate of the
Parliamentary Investment Committee (PIC) s to
examing the working of public investmants with
a particular focus on financial oversight on use of
gppropriated public funds. The two commilless




prepare reports on diverse issues raised and make
recommendations to the organizations concemed,

It was established that;

31 (11.8%) institutions Indicated that they were
subjects of PIC and PAC recommendations.
T0% of theze institutions had fully implemented
the PIC and PAC recommendations while 18%
had not, and 11% had partially implementad
(Figure 3.31);

i) 161 PIC & PAC recommandations wena made to
public institutions;

fil} The highest number of PIC & PAC
recommendations were from the Kenya Airports
Authorty (38), State Department for Co-
operatives (20}, State Department for Devolution
(18) and State Department for Industrialization
(18); and

iv) The highast number of unimplemented PIC &
PALC -recommendations (81%) was from Stale
Corporations and SAGAS,

Mol Indicated, 1%

Figure 3.31: Status of Implementation of PIC and
PAC Recommendations by MDAs

Recommendations

i} Parliament to congider conducting an audit on
the status of recommendations on PIC and PAC
by institutions.

i1l Institutions that failed to implement the FIC and
PAC recommendations 1o explain reasong for
nan-compliance.

h) Complaints Against Tender Awards and
Assets Disposal

It was established that a total of 334 procuremant-
related complaints were lodged to Public
Pracurement Regulatory Autharity (PPRA). This was

lower than tha 476 complaints filed in 201972020, A
total of 298 complaints (89%) were resolved while
36 (11%) were pending. Flaws in tender evaluation
and awards remained the most prevalent followed
by discriminative reatment in the tendering procass
leading to request for review of the procurement
process.  Other complaints  included  alleged
carruption, delayed payments and allegad breach of
confract among others,

i) Appeals on procurement of assets
recaived by the Public Procuremant
Administrative Review Board

Section 27(1), of the Public Procurement and
Asset Disposal Act, 2015 establishes the Fublic
Procurement Adminisirative Review Board to review,
hear and determine lendering and asset disposal
disputes. In & bid to establish the level of efficiancy
and effectivenass of services, the Commission
required of the Public Procurameant Adrministrative
Review Board to submit the number of appeals
receivad and the number reschved or pending.

It was established that out of the 156 appeals
receivad within 202002021, 142 were resolved and
14 were pending.

il Implementation of Projects under the Big
Four Agenda

The Big Four Agenda focuses on four areas
namely Manufacturing, Food Security and Mutrition,
Universal Health Coverage and Affordable Housing.
The enablers support the implementation of the
Agenda,

It was established that

i} Out of the 1,194 projects repored, 14% of
the projects were under the Food Secunty
and Mutrition piflar, 13% under the Universal
Health Coverage, 9% were under the Affordable
Housing pillar, 8% were under Manufacturing
pillar and 56% of the projects wera Enablers
(Figure 3.32);

i) The projects were implemented by 158 (60%)
institutions;

i) 56% of the projects had feasibility studies dane,
21% feasibility studies were not undertaken and
23% feasibility stalus was not reparted;

iv) 39% of the projects had Environmental Impact
Aszsessment (EIA) approved, 2% not approved
and 31% of the prajects had not underaken EIA
ar angoing and 28% of projacts did not report
ElA status.

Public Service Commission 87



Universal Haalth

Caverage, 13% Affordable
3 Housing, 9%

Manufacturing,
8%

Enablers, 56%

Figure 3.32: Preportions of the Big Four Agenda Projecis

Recommendation

Institutions should conduct Environmental Impact Assessments and feasibility studies during the implementation
of the Big Four Agenda projects.

|:.I

An Employes of Vintz plastic works aligns a basin af the factony (Photo by KMNA)
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Bulldozer compacts & road in Mukuru Kwa Njenga (Photo by KINA]

gz

Haaith Cabinet Secrafary Mutahi Kagwe inspects eguipment In ong of the health faciities in the cauntry
(Photo by KNA)
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H.E President Uhury Kenyatia inspecting a gran slorage facilily together with senior government officials
{Sourca: PSCL)

H.E President Uhuru Kenyatia inspecting a housing model proposed for construction in line with the

Government’s Big Four Agenda strateqy. (Source: FPSCU)
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STATUS OF THE
IMPLEMENTATION
OF VALUES AND
PRINCIPLES
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The level of achievement of the instiution was
“classifigd ‘1r1lr.‘i‘11'lgl1'.' Treedilm and low achiavers and

status of compliance o values and principles in
Articles 10 and 232 of the constitution by institutions
under the jurisdiction of the Commission. The status
af implementation is presenied as a compliance
index which is a measure of the extent to which
an institution has complied with the values and
principles. The performance index scores ranged
from 0% to 100% where 0% represents non-
compliance and 100% reprasents full compliance.

A comparalive analysis is also presanted of overall
compliance level from 2018201% fo 202072021,
compliance index by thematic areas and parformancs
by public institutions in the five service sectors.
Compliance indices are also presented for each
thematic area, the scoring crteria for the indicatars
in each thematic area and leval of achievement of
gach institution.

The Perdormance index was measured by
determining the mean of the indicator scoreds) of
aach thematic area, which ranged from 0% 1o 100%,
Compliance index was measured by determining
the mean of the indicators identified in the saven
thematic areas, and ranged from 0% to 100%.

The performance index was determined by
identifying guestions in each thematic area from the
cross-cutling questionnaire that were selected as
mdicators. The salected indicators were assigned a
scofa of 100% ta institutions possessing the atiribute

——ahi—zere—to—those—nol—possessing—th :

In some instances, the scores were assigned
bazed on possession of minimum constitutional
provisions and in other circumstances, the scores
were proporfionately assigned. The scores were
normalized using the min-max normalization
criterion, The mean scores of the indicators in a
thematic area for each institution were thareafier
detarmined,
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was applied to both performance and compliance
indices. A public institution was considered a high
achiever if fhe index score was more than one
slandard dewviation above the mean. An institution
was considerad medium achiever if the indax score
was within one standard deviation of the mean and
low achiever if the score was one standard deviation
below the mean,

As 8 general rule, the category with the highest
proportion  of institutions  under  high  achievers
will have the highest performance index while the
category with the highest proportion of institutions
under low achievers will have the lowest parfarmance
inclex.

The overall compliance index for all institutions
avalualed for the seven thematic areas was 40%
{Table 4.1 and Figure 4.1). This was a slight decline
of 2.3% compared to the 2019/2020 period, This
was moderaie performance. There was a decline
in &l the sectors with Slatutory Commissions and
Authorities having the highest dacline af 5.7%. The
best performing sector was Public Universities while
the ieast performing sector was Minisiries and State
departmeants.

The top 10 institutions in the compliance index ware:
Water Sector Trust Fund, Kenya Revenue Authority,

Kenya Literature Bureau, Kibabii Universily,
Competition Authority of Kenya, Stale Department
for Cooperatives, Kenya Electricity Transmission
Company Limited, Konza Technopolis Development
Autharity and Ewaso Ngiro South Development
Autharity




Table 4.1: Overall Compliance Index of Public Institutions per Service Sector
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Figure 4.1: Comparison of Compliance Index Per Service Sector for 2020/2021 and 20192020 FYs

4.3 Performance Index in Table 4.2. The overall perfformance index was

49.1%, a decline by 14.3%. However, a majority of
This saction discusses the performance indicators, institutions (89.3%) had nol sensitized their staff on
scofing criteria and mean scores attained by the  gacial media engagement. The websites of a majority
indicators in each thematic area. It also presents of institutions (64.5%) could not be accessed by
the performance scores of each thematic area per  yisually impaired persons. Many institutions had not

category. created awareness to citizens on the provisions of
their service charters. Public Universities had the
4,31 Service Delivery improvement highest perfarmancs indax (58.3%) as the proportion

) . of universities that were rated as high achievers was
Parformance index for service delivery improvement  yigh compared to those rated as low achigvers,
was determined using eight indicators as lisled  pginistries and State Depariment had the lowest
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Table 4.2:Performance Indicators and Mean Score for Service Delivery Improvement

Performance Indicator

Citizen Service Charter published in public institutions website
Sarvice Charter for public institutions ranscribed into Braille
Websites or public Institutions customized to be accessed by the

visually impaired persons

Awareness to citizens on the provisions of Service Charter

conducted in the last three financial years

Staff sensitized on the modalities of constructive engagemeant with

citizens on sacial media
Financial Year.

Existence of documented service delivery processes in public

institutions

Officers recognized and awarded for excellence in service delivery

in the public institutions

Table 4.3: Performance Scores on Service Delivery Improvement

Service Sectors
5 g
;o
=3
2%
= £
Constitutional Commission & 8
Independent Offica
Ministry & State Departmen) 49
Public University 33
State Corporation & SAGAs 166
Statutory Commission & Authority 5
Total 262

score because the proporion of institutions rated as
low achievers was more compared to those rated as
high achievers {Table 4.3),

Accountability

Performance index for good govemance,
ransparency and accountability was determined
using six indicators listed in Table 4.4. Although
the induction programmes of a majority of the
instiiutions contained the topics on service charter,
Code of Conduct, financial disclosures, values and
principles and corporate govemance, 35.7% had

o4 Public Service Commission

Indicator Scoring Mean Score
Criteria (%)
Yes= 100%, Mo=0% H9.3
Yas= 100%, No=0% |
Yes= 1009%. Na=0% 355
Yes= 100%, No=0% 43.9
Yes= 100%, Mo=0% 10.7
e
Yas= 100%, No=0% BE.7
Yas= 1005, No=(% 427
High Medium Low =
Achievers  Achievers Achievers -E
® O w g w @ g
g2s ¢33 _£8 L
T 2 = ® £ E s 2 = ,E
. E’ 5 e - E
2E 22 22 zp 22 2= &2
f 50.0 1 12.5 45.3
79.2 26 5.6 20 .4 276
10 80.0 22 506 i 12.5 hE.a
52 81.7 100 455 14 8.0 54.3
5 40.0 1 12.5 a5.4
65 81.3 160 45.2 ar a1 491

induction manuals, Constitutional Commissions and
Independsnt Offices had the highest pedormance
index (73.6%), as the proportion of institutions that
wera rated as high achievers was high compared

T 432 Good Governance, Transparency and W IhOsE It WeTe rated as 1w and  mediam

achigvers. Minisiries and State Depariments had
the lowest performance index (Table 4.5), given
that the proportion of institutions that were rated as
low achievers was high compared lo those rated as
medium and high achievers. The overall performance
Index was 46.3%. This was a remarkable
improvement comparead (o the 2018/2020 period.




Table 4.4: Performance indicators and mean score for Good Governance, Transparency and
Accountability

Existence of induction manual in Public Institutions ‘as =100%, No=0%

“Indhiction topics included the provisions of arganization's Service | Yes =100%,No=0% | 611 |
Gmmr —— — —_—————
Induction fopics included Code of Conduct & Ethics Yes =100%, No=0% 531
Induction topics included Financial Disclosures | Yes =100%, No=0% 530 |
Induction topics included Values and Principles in Alicle 108232 | Yes =100%, No=0% _ 606 |
Induction topics included Corporate Governance | Yes=100%,No=0% 571 |

Mean Scores

(%)

Mean Scoras

| Institutions

' Mo. of

(%)

= Institutions

THB

fa
i
n

Ministry & State Department 1000 15 558 25 00| 340
| Public University = 100, 18 574 5 00| 578
| State Corporation & SAGAS | 30| 1000 B0 664 60 00 466
* Statutory Commission & Authority [ s 1000 2 833 3 444
Tow D e e m oeal e
4.3.3 High standards of prnfminna+ ethics in Public Universities had the highest padﬂrrnancs
the public service indenx at 63.4% given that the proportion of institutions

3 ; rated as medium achievers was high fo those rated
Performance index for high standards of professional g5 |ow achisvers. Ministries and State Departments
ethics in the public service was determined using had the lowest performance index (Table 4.7)
four indicators listed in Table 4.6 A majority of because the proportion of institutions that were rated
and Ethics. However, most of the codes used by  as high and medium achievers. The performance
institutions were naot aligned to the ones prescribed  jngey of this thematic area was 58%. which was an
by the respective responsible commissions. improvement by 0.8%.

Table 4.6: Performance Indicators and mean score for High Standards of Professional Ethics in the
Puhlic Service

Existence of Cada :11' Cnnduc!_a_nig_ltucs ek ‘Fas- 100% No=0% | 798

Alignment of Cade to the one developed by Responsible | Yes= 100%, No=0% 72

Commission = | s

' Existence of an action plan for promotion of ethics integrity at the Yes= 100%, Mo=0% 45.4

workplace e 2l

Existence of members of regulatory professional bodies serving Yas= 100%, No=0% | 96.6
I_Euﬁnsﬂmm[m — _l —
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Table 4.7: Performance scores on High standards of professional ethics in the Public Service

— Constitutional Commission & indepandant Office

Service Sectors 4 High Medium  Low _
2 = @ @ ¥
= = = =
s 9 L] o =
£ 3 W= E 2 s P E
o B £ -] g B £
- HEEFIF R AR
= % (= 4 £ 4 N
- HERH IR AR
g £l 3 2| £ 2|42 BB
Constifutional Commission & Independent Office B ¥ ahl 1| 33.3 | G422
“Mimistry S-State-Department a9 o - T
Public University a3 32 648 1 250 634
State Corporation & SAGAs 168 | 1 1000 139 852 28 295 | 598
Statutory Commission & Autharity & 5| 55.0 1| 333 | 514
Total 262 1 1000 210 646 51 304 58.0

4.3.4 Public participation In the policy making
process

Performance index for public participation in policy
making process was measured using one indicator
listed in Table 4.8,

A majorily (82.4%) of the institutions evaluated
had not customized Public Service Commission
Guidelines for Public Participation in  Policy
Formulation, 2015 (Table 4.8). Performance index
for this thematic area was 17.6%, an improvement
of 5.6% compared to 20192020 period.

Table 4.8: Performance Indicators and Mean Score for Public Participation in Policy Making Process

Performance Indicator

Customization of Public Service Commission guidelines for

Public Participation in Policy Formulation, 2015

Indicator Scoring Mean Score (%)
Criteria
Yas= 100.0% Mo=0% 176

Table 4.9: Performance Index on Public Participation in Policy Making Process

Sarvice Sectors

Ministry & Staie Depariment
Public University

State Corporation & SAGAs
Statutory Commission & Authority
Total

96 | Public Service Commission
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4.3.5 Efficiency, effectiveness and economic

use of resources and sustainable
development

Five

indicators  wera used o determine the

parformance index for this thematic area (Table

4,10),
It was astablished that:

i} A majority of institutions had not prepared a

board of survey repor;

i) Constitutional Commissions and Independant

Table 4.10: Performance Indicators and Mean Score for Efficiency, effectiveness and Economic use
of Resources and Sustainable Development

; Existence of an updated Assats and Liabilities Register as
ruqulrard by the Public Finance Management Act, 2012 and Public

F|n.E|r|uE|- l.!.anagmmnt Regulations 2015

I F‘ubln; Institutions prepared and submitted Assets and Liabilities

iy

offices had the highest perdormance index
because the proportion of institutions rated as
high achievers was mora than those rated as
madium or low achievers, Ministries and State
Deparments had the lowest pedformance index
given that the proportion of institutions rated
a5 low achievers was more compared 1o thosa
rated as high achievers {Table 4.11); and

The performance index was 52.4%, an
improvement by 6% comparad lo 201802020

period.

Ftaglsl.arm the Mational Tressury as per Circular Mo, 52020
| dated 25th February 2020 on preparation of fixed assets and

| liahdlities lEglalEnra in Ih-fl public sactor.

' Disposal of assets in the 2020/2021 Financial Year by Public

| Institutions

2018/2018 financial year,

201902020 financial yaar.

Eaﬁng of Public Institutions in the Auditor-General’s repart for

Rating of Public Institutions In the Auditor-General's r nap-ud for

Table 4.11: Performance Index on Efficiency, Effectiveness and Economic use of Resources

Yas =100%, No=0% Ba8 |
Yes =100%, No=0% 344 |
|
Yes =100%, No=0% | 233 |
Unqualified Opinion=100% 693 |
Cualified Opinlon=503% [
Adverse Opinion=25%, I
Disclaimear =0% |
 Unqualified Opinion=100% 732 |

CQualified Opinion=505%
Adverse Opinion=25%
| Diselaimer =0%

s ¢ |32 %
$2 3. £2|2
Gonstitutional Commission & la |4 850 |4 475 . 66.2
lndap-undanl D'H'lr:a [ [ .
Ministry & State Da-parlr'nanl 49 |7 85.7 26 47.5 16 188 436
Public University laa s 834 |22 [511 |3 |20 |56
State Corporation & SAGAS 186 |36 898  |106 (497 24 |151 534
‘Statutory Commission & Authority & |1 |moo |5 54.0 | 583 |
Total 262 56 879 163 496 43 168 524
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4.3.6 Performance Management

Twelve indicators were used to determine the
parformance index for this themalic area (Table
4,12},

It was established that;

ij A majorty of the public institutions evaluated
had current strategic plans published In the
websitas;

A majorty of the public institutions had not
undertaken training impact assessmant and

Swinrkload analysis;

i)

i)

i)

Vil

A majority of the institutions did not have Human
Resource Plans and coaching and mentesing
policies;

Performance management committees were
not active in the majority af the institluions;

A majority of the institulions evaluated were
medium achievers implying that there was naed
o put in place stringent measuras lo mprove
both individual and arganizational perfformance
(Table 4.13).

The performance index was 27.9%, a decline by
B 5%,

Table 4.12: Performance Indicators and Mean Score for Performance Managament

Performance Indicators

Existenca of Current Strategic Plan in the Organization’s
website.

Evaluation Scores = (1 Composite Scora)®100

Warkload analysis Undertaken in Public Institutions in the
last threa Financial Years,

Parformance Management Committes reviewsd
performance appraisal of officers for the 202002021
Financlal Year.

Proportion of Stafl Appraised (o the Staff In post

Undertaken a Training Meeds Assessment in the last three
financlal years.

Undertaken fraining impact assessmant during the
202012021 FY

Froportion of Digciplinge Cases finalized within six months

Existance of a coaching and mentoring policy

Existencea of 8 Human Resource plan

Exit intarviews for afficers exiting the organization
conducted in 202002021 FY

Analysis of exil guesticnnairas for tha officers whao exited
the service in the 2020/2021 FY

: i : - - .I
Exie oL U L e e
Yes=100%, No=0% 9.8
Progressive assignment of the Inwerse k) .
Scores form 0-100
Yes=100%, Mo=0% 2248
Yeg=100%, No=0% 228
Frogressive Assignment of Scores B3.2
froam 0-100%
Yas=100%, No=0% 321
Yes=100%, No=0% 5.0
Progressive Assignment of Scores 4.6
from 0-100%
Yes=100%, No=0% 218
Yes=100%, No=0% 14.1
Yes=100%, No=0% 328
Yes=100%%, No=0% 12.4

Table 4.13: Performance Scores on Perfarmance Management

Service Sectors High Medium Low Achievers
Achievers Achievers E
5 @ m| = ] o 8
G 8 & 3 § 5 g 3 5
o = | = @ = w :
§ £ % g E s £ E BE| &
. = . = w | R = =l
r-E_an_:Ef. 2E ££ 2:5| 2S£ B
Constitutional Commission & B 0.0 5 240 3 10.0 18.8
Indepandant Office
Ministry & Staie Department 49_ L] _ 63.7 3 23.9 10| 589 267
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¢ £
53 53
- EE g8
Public University | 33 5
 State Corporation & SAGAs 56 29 : 19
Statutory Commission & Authority 6| 1 500 6| 268 | | 206
Total | 282 43  58.8 187 248| 32| 85 219
4.3.7 Equitable Allocation of Opportunities i) The representation of PWDs in the service did
and Resources not meet the 5% Constitutional requirement;
e ; W) A majority (59%) of the organizations had
Fiva indicators were used to deftermine the transcribed thair documents into braille:
performance index for this thematic area (Table ) The perdormance index in each category shows
4.14). that on Issues of diversity in the public service i.e.
ethnicity, gender and disabili resentation
It wee estabished thak: Was r::dEn'n implying that atrﬂirrmni;hva acfion
iy The proportion of ethnic  communities should be implamented by all institutions fo
represented in organizations was low; improve the levels of represeniation. (Table
iij The gender representation at all levels in the 4.15).and
public service does not meet the Constitutional i) The performance index was 28.1%, a decline
requirements of not more than two-thirds be of 4.8% compared to the 2018/2020 period.

the same gender. The female gender was not
well represented at higher levels (policy and
sanior managemeant);

Table 4.14: Performance Indicators and Mean Score for Equitable Allocation of Opportunities and
Resources

The proportion of ethnic groups | Propartionate representation of Ethnic Communities

reprasented in an mgamz.ahnn [ I U Drganlzalhnn
'_G_ﬂr-ﬂgl;,'llf-ﬁéprﬂﬂﬂrllﬂm in the ng_aﬁah;_ﬂ_a'ﬁ_a;ﬂ above of any gender |5 equals=1 Less ' 303 i
| than 33.3% is assignad valuas prograssively betwaen
| O and 1 | 1
' Representation of PWDs in the [ 5% and above i assigned 1 and Less than 1 13 1.5
organization assigned values between Oand lesstan 1 |
' Propartion of PWDs trained in the | % of PWDs Treined against Total Mo, of officers &.8
arganization tmiﬂ&d i e
Transcription of Documents into Braflle for m-mn No=0% 59.2

use by visually impaired parsons |
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Table 4.15: Performance Scores on Eguitable Allocation of Opportunities and Resources

Service Sectors High Medium Low
E Achievers MAchievers Achievers
& @ w a

5T F: | E: | 1: BN

2= T & = W - =

2f 5 E_TE g5 B8 c US4

25 4 iz id2 3z §i|izE
Constitutional Commission & Independent i 4 275 | a0 202
Office
Ministry & State Departmant 419 q 41.3 24 27.3 16 13.6 240
~Puiblic-rivieesity dd 2 B s ey & | [ 3-8
State Corporation & SAGAS 166 28 4586 9] 33.0 48 12.8 283
Statutory Commission & Authority i 1 4248 2 28.8 3 14.4 235
Total 262 35 M7 1 g 76 134 2841

4.3.8 Comparative Analysis of Compliance
index by Thematic Areas

The trand analysis on the 20192020 and 202002021
perfarmanca indices on the seven thematic areas
indicate that there was improvement in four out of the
saven thematic areas. These wera high standards of
professional ethics; good govemance transparency
and accountability; public participation in policy
making and Efficiency, effectiveness and economic
use of resources and sustainable development. The

rest of the three thematic areas regressed with the
highest regression being realisad in service delivary
impravement (-14,3%) fallowed by pedormance
management at -3.5% (Table 4.16). This decline
may be atiributed to the challenges posed by
Covid-19, especially fhe restrictions put in place by
Govemment to contain the pandemic. The analysis
by thematic area and service sector is presentad in
Figura 4.2 and Appandiz X

Table 4.16: Comparative Analysis of Compliance Index by Thematic Areas

SiMo Thematic Area 20182014 20102020 202002021 Deviation
Compliance Compliance Compliance
Inclex (%) Index (%) Index (%)
Overall Compliance Index 42.4 42.3 4d 2.3
1 Service Delivery Improvement 523 63.4 451 143
2 High standards of professional ethics in 60.3 571 58 nga
the public service
3 Good Governance, Transparency and 356 381 48,3 5.2
Accountability
4, Parformance Management 258 ird 278 4.5
3. Equitable Allocation of Oppartunities and 451 329 281 -4.8
Resources
6. Pubiic Partlcipation in poficy making 171 i2 176 5.6
process
T Efficiency, effectiveness and economic 60.9 4G.4 524 &
use of resources and sustainable
development

Lagend:; [-)daciined performande; [(+) improved peslonmance
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RECOM

CHAPTER
FIVE

2.1 Introduction

The purpose of the evaluation was to establish the
status of compliance to the values and principles
in Articles 10 and 232 of the conslitution by the
public institutions under the purview of the Public
Service Commission. Based on the status of

——perfomance—and—comphiance, e Commssion

MENDATIONS

ix] The State Department for Vocational and
Technical Training to fast-track the development
ol & code of conduct and ethics for TVET
instructors to professionalise the TVETs;

%) Institutions under the purview of the Public
Service Commission to develop and align their

codes lo the Public Service Code of Conduct—

Makes recommendations inferrad from the findings.
The recommendations are structured based on
the clustered public sectors evaluated. Most of the
recommendations should be implemenled within
the Financial Year 2021/2022. This will enable the
Commission to review the status of implementation
of recommendation in the next cycle of evaluation.

5.2 General Recommendations
The general recommendations include the fallowing:

i) Parliament to fast-rack the finalization of the
Public Participation Bill:

i) Instifutions that failed lo implemant the PIC and
PAC recommendations to explain reasons for
non-compliance;

iy The Ministry of Education 1o initiate the review of
the TVET Act, 2013 to bring all the TVET tutors
under one emplayer;

v} Institutions to implement the Public Service
Commission  (Performance  Management)
Regulations, 2021

vl The Nalional Treasury should prepare and
maintain an updated Mational Assels and
Liabilties Register;

vi) The Government should invest in ICT
aquipment and infrastructure to facilitate uptake
of e-services;

vil) The Ministry of ICT should develop policy

guidelines for social media engagement and

LIS - - > g .

institutions:

viii) The stafi establishment and organizational
structures for TVET institutions should be
reviewed to facilitate staff and career succession
management,

104 I Public Service Commission

xi) Responsible commissions o review their codes
and align them to the Constituion and LIA,
2012

xii} Public institutions to document their business
process and migrate their services to e-platform
as appropriate;

i) The Ministry of Education to finalize and ISELE
policy guidelines on capitation:

xiv) Special audit be conducled on capitation and
davelopment funds received by TVETs;

*v) All public instituions should publish and
publicize. transcribe the service charters inta
braille and customize the websiles for ease of
actess by visually impaired persons:

xvi} Public institutions should comply with the Public
Service Human Resource Development Puolicy,
2016 which requires them to allocate between
1% and 2% of recurrent expenditure to training;

xvii)A framework be developed to standardize the
process for undertaking TMA, TIA and human
resource plans;

#viit)Policy guidelines for remote working by staff
should be developad;

xx) Public institutions 1o develop and implemeant
affimmalive action programmes to redress
gender, ethnicily and PWDs gaps:

xx} All instituions to develop, implement and
maintain the complaints, gifts and conflicts of
intarest registers:

i) EACC to audit the gifts and conflict of interest

- L 5 LIRS ETRS =1 ] 2

xxii)All public institutions to comply with the AG
policy and the Buy Kenya — Build Kenya
Strategy



5.3

Key Recommendations by Sector

5.3.1 Technical and Vocational Training Institutions

| Staff Varied tarms of
Establishment service for TVET
Tutors

Service delivery | Lack of service
| improvement and | charters

__tranﬂrmahjn - I
| | Lack of GHP
and Complaints
[ Registers
| |
[ [ IE‘I"_e.qulpment and
| infrastructure
| |
s -
' High standards Lack of a coda of
of professional | conduct for TVET
| ethics in the | staff
public service
I
| Good governance,
transparency and
| accountability

| employer.

Review staff establishment and organization  PSC
structures fo facilitate staff and career
| succession management for TVET
Institutions. A 3 e
| State Department for Vocational & Technical |
Training S
The Public Service Commission in
| consultation with the Salaries and
Remuneration Commission (SRC) 10
| harmonize the terms and conditions of
service forthe TVET staff, |
The services of the 0.3% of TVET frainers —|
| wha are still under the TSC be transfarred o |
tha PSC. '

| TVET Act,2013 be reviewed with the aim
I of bringing all TVET tutors under one

~ |pse.src

I Ministry of

| Edinzaticn

- 3 I_J_:"El_u.:‘lmlﬂt

[ All TVET Instilutions should denvalop Citizen | TVETs
Sarvice Charters. |

| The 68 TVET institutions which do ot have | TVETs
grievance handling procedures should
develop and implament the proceduras.

The 51 institutions that did not have
Complaints Registers should develop and
| Implemant the same, == s
| The gavernment to invest in ICT equiprment i State
to bring the ratic of instructors to computers | Department

| to 1:1 o facilitate uptake of - learning by for Vocational

| TVET institutions. | & Technical

L R i S
 Government to develop supportive ICT | Ministry of ICT

Infrastructure in all the 47 Counties including | & Innovation
Internet access to allow TVETs to adopt

4 E-Iﬁﬂin’g" . = =T S

| The State Department for Viocational Stata

| and Technical Training to fast-irack the Department
development of a code of conduct and far Vocational

| ethics for TVET instructors so as to & Tachnical

__|professionalise the TVETs. | Training

| TVETs should be encouraged to explore | State
Alternativa Dispute Resolution (ADR} Departmiant
systam. fer Wocational

[ & Technical

_ | Training AG
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Thematic Area Issue Recommendations Lead Actor

Lack af gift and Develop and maintain a gifi register and TVETs
conflict af interest conflict of interest register as required under
ragislers LIA, 2012,

51 institutions should develop and TVETs

implement a corporate communication
strategy that is afigned o the strategic plan.

Eunciional Boards!  The Boards of the B.5% of the institutions State

Councils (hat did net have functional Boards be Department
constituted. far Vocational
— I . & Tachnical
Traiming
Performance Lack of strategic The B1 institutions that did not have a State
management plans strategic plan io develop and upload on the  Department
arganizational website. for Wocational
&Technical
Training
Failure in sign FC Al principals to sign performance contract State
agrasments with tha Cabinet Secretary and cascade the Department
targets o staff. for WYocational
& Technical
Training
Lack of PMC All TVETs to set up Parformance TVET=

Management Committees guided by the
Pubiic Service Commission (Performance
MManagement) Reguiabions, 2021,

Mainstreaming values and principles should be PSC
of values and mainstreamed into the performance TVET=
principies contracting platform and induction and
fralning pragrammes.
Finalization of Discipline cases be finalized within &K TVETs
discipling cases months,
Conduct and Institutionalize the conduct of exit interviews TVETs
analysis of exil and subsaguent analysis.
interviews
Equitable Gendar, PWD The 54 institutions that had not complied TVETs
aliocation of and ethnic with the twe-thirds gender principle should
opportunities and representation develop and fully implement affirmative
resources action programme to address gender Qaps.
Institutions should develep and fully TVETs

implement affirmative action programmes

during recruitment to address PWDE
reprasentation gaps in line with Section 10
af the Public Service (Values and Principles)
Act, 2015,
Al TVET institutions to work towards TVETs
achieving proportionate representation of
ethnic communities as presented in the 2049
Kenya Population and Housing Cansus
raport.
Support to PWDs TVETs should provide support to staff, TVETs
students and clients with various forms of
disability.
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Whisematfe Ayge [ 1s%iie | Rbcormendation Lead Actor
Non-compliance to ' TVETs should comply to the AGPO Palicy of | TVETs

AGPO reserving and awarding 30% of procuremeant
budget to Women, Youth and PWDs,
The six counties which were yet to State
receive capitation should be supparted o Departmeant
operationalise their TVETs, for Viocational
& Technical
Training

A spacial audit be conductad on n:-.ap'rtaljcrn ' Auditor-
and development funds received by TVETs,  Genearal

Fuolicy guidelines on capitation far TVETs Slate
should be developed and issued to assure | Department

sustainability of the programme. for Vocational
& Technical
Training
Public Lack of Public TVETs to customize PSC guidalines on TVETs
participation in Participation Fublic Participation.
policy making guidelines
Undertaking of Institutions should mainstream public TVETs
Public Participation  participation in all their engagemants with
process staff and students.
Develop and maintain & standard inventory ~ TVETs
of stakeholders.
Efficiency, Lack of Assets and  The registers of Assets and Liabilities
effectiveness and | Liabilities registers  should be updated as required by PFM Act
economic use of and Regulations,
TEROUrCes Non-Compliance Institutions should comply with the Buy TVETs

to the Buy Kenya -  Kenya - Bulld Kenya policy.
Build Kenya stratagy

Implementation Institutions to undertake environmeantal ' TVETs
of developmant impact assessments and feasibility studies.
projects

5.3.2 Ministries, Departments and Agencies

Thematic Area  Issue Recommendation Actor
Staff Over-established ' The institutions with staff over-establishmentbe  PSC
Establishment instituticns reviewed ta align them to the autharized stafl
establishment,
Undar- The organizational structures and staff PSC
astablished astablishmenis for organizations oparating
institutions below 50% be reviewed to determine the optimal

staffing lavals,

Terms of service | Officers serving on permanent without pension | PSC
should be converted to parmanant and
pansianable terms. MOAs
Officers wha have served on probation ferms
beyvand six months and do not have adverse
reports should be confirmed in the appaintment,
Officers serving on Temparary terms be
converted to either contract or permanent and
pensionable tarms.
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Thematic Area Issue Recommendation Actor

Secondmenl The 101 officars who had overstayed the MDAs
statutory secondment period should revert 1o the
terms and conditions of sarvice appropriate o
their farmer substantive pasitions in the parent
inetitutions, Those intending to continue Working
for the racipient institution to either transfer their
services, reling or resign,

Service delivery  Transcription of Al public institutions to publish and publicize, MDAs
Improvement and  citizan sarvice transcribe the service charters into braille and
transformation charters customize the websites for ease of access by
: visually impairad. persons.
Camplaints Tnehiutions wilhoul Complaiis reqsens s =
ragistar put in place the register as provided for under [=T=Tg"

the Fifth Schedule of the Public Service Code of
Conduct and Ethics
The twao institutions which accounted for 62% of
total complaints registered to explain the reasons
for the high number of complainis.
Social media The Ministry of ICT should develop policy Ministry of ICT
engagement guidelines for social media engagement and
utilization of feedback from clienls.
Instiutions should undartake analyses of
social media engagement with a view to using
feedback for service delfivery improvament.

Decantralization  Institutions fo decentralize their services to the MDAs

af services extent practicable including at county and ward
levels o enhance access by citizens,
Criteria far State department of ICT should devetop a policy  Ministry of ICT
sllocation of ICT  on criteria for allocation of ICT equipmant.
equipment
Documentation of  Public institutions should finalize tha MOAs
sarvice delivery  dacumentation of all business processes.
process
Prawision Public institutions whose services can be avalled MDAs
of services through Huduma platform to commence offering
through Huduma  their services in the centres.
Flatfarm.
Modes used by | Public institutions that do not offer online MDOAs
citizens to access | sarvices should migrate the services to onling
services platforms.

Sublie-irstivations that- have-not migratad Lhad

servicas io e-citizen platfarm to migrate the
SETVices,

Fecognition of Public institutions to recognize and reward best  MDAs
excellent service  performing officers as an incentive o sustain
delivery excellance in service delivery.

High standards  Existence of a The 203 institutions under PSC as a responsible  MDAs &
of professional code of conduct  Commission that had nat aligned their cades o | Responsibla
ethics in the gnd ethies the PSC Code of Conduct and Ethics revised in - Commissions
public service 2016 to adopt tha Cada.

Responsible Commissions that have not

reviewed their eodes should review and align

tham to the Constitulicn and LA, 207,
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Good
governance,
transparency and
accountability

Pramotion
of ethics and

integrity

Membership

o professicnal
bodies

Modes on
reporting
corruption cases
Officers
prosecuted on
corriplion related
cases

Civil proceedings
against public
institutions.

Management of
gifts

Canflict of
interest

Existance af
functional Boards

ficting
appaintmeant

' The Appeinting Authority to constitute the

' Recommendation

All institutions to annually make budgetary
provisions for the promaotion and sensitization on
ethics and intagrity in the waorkplace.

The Commission to direct the 144 organizations
that do not have action plans to guide the
promation of ethics and integrity in the workplace
o davelop and implament,

Institutions should support professionals in their |

arganizations to altend courses for Continuous
Professional Development,

Awareness creation pragrammes for citizens and '
public officers on the various modes available for
reporting corruption undertakea.

The institutions in the criminal justice system
should expedite disposal of corruption cases as
required by the National Values and Principles of
Governance Policy, 2013.

An audit o establish the nature of civil
proceadings on public institutions should be
carried oul with & view to having the matters
finalized so that service delivery is not affected.

Fublic organizations to adhere ta the provisions
of the Leadership and Integrity Act, 2012,
Leadership and Integrity Regulations, 2015 and
the Public Service Code of Conduet and Ethics,
2018 ragarding gift managament.

Fublic organizations and officers be discouraged
from giving and receiving gifts In form of alcohol.
An audit of gift reglsters that are maintained by
public institutions should be undertakan,

The Leadership and Integrity Regulations be
reviewed to include provisions on management
of value of gifts given out by organizations.

' Public institutions to maintain and frequently

update the conflict of interest register as required
under Section 16(11) of Leadership and Integrity
Act, 2012,

An audit of conflict of interest registers
maintainad by public institutions be dona.

Boards when due to enable the insfitutions
axecuie their mandates.

The institutions where the 1,202 officers had
been allowed to exceed the six months of acting
appointments to explain circumstances under
which the officers have been allowed to exceed
the statutory timealing.

Tha four state corporations to declare the
positions for competitive filling after the expiry of
the six months acting period.

R
Actor
e )

Sy yrts e
MDAz
PsC

MDAs

EACC

MDAS

AG & MDAs

| MDAs

EACC

EACC

MDAs

EACC

| MDAs

' MDAs
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Thematic Area

Issue
Distributicn of
Appointmant
opportunities

Implemantation
of affirmative
action
progQramimes

Recommendation

The public institutiens to implement the
affirmative action programmes to maat

the requirement of the of 5% for PWDs
representation and proportionate representation
af all ethnic communitias.

Al public institutions to ensure complianca with

the constitutional and palicy provisions on ethnic

representation in appointments.

The Sectian 10 of tha Public Service (Values

and Principles) Act. 2015 should be reviewed
~tp-require-instititions ioadhera toeihmic

Diistribuwstion
af training
apportunities

Mainstreaming
disability in the
public sarvice

AGPO

Buy Kenya—
build Kenya

outh
empowarment
PrOgrammes

Social protection
programmes

pﬁmnrﬁmmw

of mew officers.

The two-thirds gender principle should
be adherad to the distribution of training
. opportunities.
PWDs should be accorded equal and adequate
oppartunities for training.
All public institutions to implement the
requirements in the code of practice fiar
mainstreaming disability issues in the public
service including hiring sign language

interpraters.

All institutions to comply with the 30% budgetary
aliocation for spacial groups under tha AGPO

programme,

Public institutions should submit quarterly
reporis on AGPO awards to PPRA.

Institutions be directed to comply with the Buy
Kenya - Build Kenya policy by setting aside 40%
of locally praduced goods and SErVICES,

The State Department for Youth Affairs to extend
the youth empowsrmen! programmes to the 60%
of the counties that had nat benefitted from the

programenes;

The proportion of youths benefitting from the
youth empowerment programmes should be
_ Increasad from 2% to 5%.

Tha cash transfer programme should be
expanded to cover all the registered eligitle

Public
participation in
policy making

Stakeholder
engagemant

bapcficiarss

MDAs

MDAs

AGIMAT

MDD

WMDAS

MDA

MDAs

State Dept. for
Yauth

State
Department

for Social

The State Department for Scclal Protection

to develop policy guidelines for aquitable
distribution under the cash ransfer programma.
Public institutions to develop and implement
public parficipation policy or guidelinas by Juns

2022

Public institutions to incorporate the use of
Kenyan sign languages in the public parlicipation

IOCESSES.

Parliament to fast-track finakzation of The Public
_ Farticipation Bill,
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Ered N T S o

effectiveness and

sconomic use of
resources

Asgets and
fiabilities register

Board of Survey
Repori

Auditor-General
repaort(s)

Sustainability
of development
projacls

Budget
abhzorption

Implementation
of PIC & PAC

Big 4 agenda
projects

Accounting Officers to prepare and rnainlaiﬁ an

Actor
IMDAs

updated public Assets and Liabilities Registar
and submit 1o the National Traasury by March,

2022,

The National Treasury 1o compile and maintain
an updated National Assets and Liabilities
Register for all national government assets in

| line with the PFM Act, 2012 by June 2022,

The public institutions that disposed assels in
breach of the PPAD Act, 2015 and Regulations
| to explain the non-adherence to the procedures.

Government to constitute a multi-agency forum
composed of oversight institutions in the public

' Mational
Treasury

Auditoe-
Ganaral

finance management sector to review the under-
performance in public finance management

_ sector by June 2022
Institutions that did not undertake environmental

MDAS

impact azsessments and feasibility studies
should comply with the project implamentation

cycle process from inception fo completion.
The Offica of the Auditor-Genaral to undertaks

Auditor-
zenaeral

an audit on the 81 projects in 34 institutions

whose cost was varied.
Public institutions to comply with PFM Act,

. Treasury

2012 and other provisions (o uphold fiscal

_ mspnnzlblr_lt'_.-.
Parliament to consider conducting an audit on

Parfiament

the status of recommendations on PIC and PAC

by instilutions: and
Institutions that failed to implement the PIC and

MODAs

PAC recommeandalions 0 explain reasons for

non-compliance,

Institutions should conduct Environmental Impact
Assessments and feasibility studies during the

MDAS
MEMA

implementation of the Big Four Agenda projects.
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Commissioner Amb, Salma Ahmed planfs a tree at the Ngomg Hills Forest to mank this year's Africa Public
Service Day, 23rd June 2020, Looking on (right) is the Depuly Commission Secretary Mr. Remmy Midal

The Chairman of the CQA Commiittes, Commissioner Or. Reuben Chirchir, (secand leff} with Commissioner
Dr. Mary Mwiandi flefl] addrass the PSC inter-deparfmental team prapaning the 202002021 Values Raport
fingef]. Af third left and far nght are Depuly Commission Secretary Ms. Jane Chege ang Direclor COA M

Simon Wachinga respectively.
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§iNo. Mon- Responses (TVETs)

Elwak Technical & Vocational Collage
Emgwen Technical & Vocational College
Endebess Technical & "u'n::catin_r'ual College

18

SiNo. Non- Responses (TVETs)

Maasai Mara Technical & Vocational Callege

: Manyatta Technical & Vocational College

Mwea Technical & Vocational College

Fayya Technical & Viocalional College

- mqn| & el =

ljara Technical & Vocational College

Morth Homr Technical & Vocational College

Riamo Technical & Vocational College

23
'Kandara Technical & Vocational College |24 | Sirisia Technical & Viocational Callege _
"E Karicho Township Technical & Vocational 25 Sclllh Technizal Training Instituta |
College
'9 | Kenio Valley Technical Training Institute 26 The Eldoret National Polytechnic
10 | Keroka Technical Training Institute 97 | Turkana East Technical & Viocational
College
1 Hilrua Technical Training Institute 28 Wajir South Technical and Vocational
Coflege
12 Konein Technical & Viocational College 29 Jeremiah Nyagah TTI
13 Lamu East Technical & Vocationsl College 30 Kapchepkor TVC
14 Lari Technical & Vocalional College 3 Lagdera TWC
18 Lungalunga Technical & Vocational College 32 Marsabit TVC
16 Mathira TVC 33 Samburu West TVC l
17 Samburu Morth TVC 34 Ikutha TVC
State Corporations and SAGAs : ===
1 Agro-Chemical and Food Company Limited 18 Lake Victoria South Water Works
Development Agancy
2 Capital Markets Authority 20 National Affirmative Action Fund
3 .Cenh'ElI Rift Valley Water Works 21 Mational Council For Childran’s Servicas
Development Agancy
4 Centre On Ground Water 22 | National Employment Authority |
5  Chemelil Sugar Company Limited 23 | Mational Govemment Constituencies |
| Development Fund
6 Consalidated Bank of Kenya Limited 24 National Irrigation Authority
:_:_ i izt thn : : bz i_. sserbmballs i el
|8 'Huduma Kanya Secratarial 26 -Na!mnal Transpart And Safety Authority
9 :Hy:]rnlnrgisls Registration Board 27 Nﬂrthern Water Works Dwalnpmanmgarmy
10 IDB Capilal Limited 28 Policyholders Compensation Fund
1 Industrial and Commercial Development 29 Postal Corporation of Kenya
:Cnrpura!.mn
12 Jm‘nu I*:enyﬂtta FIJlJI'IdEltICIr‘I a0 Rwal.ax EastAfnca Lnrnttad : ,
13_ lﬁanra Institute ot Supplre-a Management 31 Sam::- m[e_lia;@-t;l_my aum;'il].r_ |
14 I':arr,-a fl.-'heat Commission 32 Tnunsm Fl:nanm-ﬂn.:prpénra.t.lun = |
15_ Kenra Natianal Library Service 33 -Uni'.rErsi_ly Funmal-'d & S _i
116 | Public Service Commission 7T




Kenya Plant Health Inspectorate Service

_Uwezo Fund Oversight Board

17 Kenya Space Agency

'35

Women Enterprise Fund

18 Kenyatta International Convention Centre |

Constitutional Commissions & Independent Offices
1
2

Office of the Auditor General 3| National Gender and Equality Commission
Independent Electoral and Boundaries
E - Commission . | e
Statutory Commissions & Authorities o
1| Councll of Govemnors |2 Office of the Data Commissioner
~ Public Universities s i
E | Bomet University College i | Koitalel Arap Samoei University College |
2 | Garissa University _ 5 | Mama Ngina University =i
(3 | Kaimosi Friends University College € Turkana University J
J
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Ethnic Name No.of  National Totalno. Variance Status of Representation
Officers population inTVETs

size %
Bajuni 1 0.04 0.01 003 Mormal Representation
Borana 5 .58 3.0 -0.54  Mormal Reprasantation
Burji 2 (.08 .02 .0.06  Momal Reprasantation
Dahala 1 Q .01 0.01 Normal Representation
Dorobo 3 0.05 0.03 002 Normal Representation
) Embu M 0.85 0.99 0.14 Marmal Represantation
——  fchamusiMjemp———+——— 002 001 o006 Normal Representafion
kKalenjin 2 497 13 | 2233 | B.96  Gross Over-represented
kamba 673 8.81 | 802 | -3.79 | Gross Under-rapresented
Kenya American 1 0 0.01 0.01 | Normal Representation
Kenyan Asian 1 0.1 0.01 0,08  Mormal Representation
Kenyan Somali a7 5.85 0.4z -543  Gross Under-represented
Kby 2,014 17 18.01 a8  Momal Represantation
E og8 568 884 3.16  Gross Over-represented
Kuria 27 0,66 .24 -1.42 | MNormal Representation
Luhya 2,057 14 18.40 405  Gross Over-represented
Luo 1,634 1 14.61 308  Gross Over-represented
Maasan 7 2.5 (.69 -1.81 Under-represenied
Makonda 2 0.0 0.02 0.01 Mormal Representation
hbeere 17 041 015 126  Normal Representation
Meru 611 4.15 5.46 131  MNormal Representation
Mijikenda &0 L 072 -451 | Gross Under-represented
Non Kenyan 3 0.87 0.03 -0.894  Momnal Reprasentation
Muk 1 Q.04 .01 003  Mormal Represantation
Orma 1 0.33 0.01 £.32  Normal Representation
Other Kenyan 2 - 0.02 0.02  MNormal Representation
Pokomao 4 .24 0.04 -0.20  Mormel Reprasentation
Rendila 3 02 0.03 047 | Nomal Reprasantation
Sakuye 1 0.06 0.01 -0.05 | Nomal Represantation
Samburu | 1 0.7 | o0 .60 | Normal Representation
Suba 12 0.33 011 | 022 Normal Representation
Swahili 3 0.1 a3 g Narmat Representation
Taita 118 0.72 1.06 0.34 | Momal Representation
Taveta 4 0.08 .04 -0.02  Momal Reprasentation
Taza 64 0.88 0.61 .27  Mormal Represeniation
Tharaka B4 045 0.75 0,28 | Mormal Representation
Turkana 16 2.14 0.14 200 Under-represanted
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Baringo
Bungama
Busia

Elgeyo-Marakweat

Ermbu
Garissa
Homa Bay
Kajiado
Kakamega
Kericho
Hiameu
Kilifi
Kirinyaga
Kisii
Kisumu
Kitui
Kwale
Laikipia
Machakos
Makueni
Mandera
Marsahbit
Menu
Migari
Mombasa
Murang'a
Mairobi City
Makuru
Mandl
Marok
Myamira

. Wﬂndﬂma
Myeri
Siava
Taita-Taveta
Tana River
Tharaka-Nithi
Trans Nzoia
Turkana
Uasin Gishu
Vihiga
Total

.l

2 (1.6%)

5 (4.1%)

4 (3.3%)

3 (24%)

1 (0.8%)

1 (0.8%)

2 (1.6%)

2 (1.6%)
B (6.5%)

3 (2.4%)

4 (3.3%)
3 (24%)

1 (081%)

4 (3.3%)

4 (3.3%)
2 (16%)
2 {1.6%)

1 (0.8%)

3 (2.4%)

3 (24%)

1 {0.8%)
1 (0.8%)

6 (4.8%)

5 (4.1%)

1 (0.8%)

4 (3.3%)
5 (4.1%)

4 33%)

4 (3.3%)
1 (0.8%)
3 (2.4%)
3 (2.4%)
5 (4.1%)
4 (3.3%)

3 (24%) |

1 (0.8%)
3 (2.4%)
2 (1.6%)
1 {0.8%)
5 (4.1%)

3 (2.4%)

123 (100%)

[: Distribution of uap tation r:l,a

= Hl'uﬂmt
: Enmhnm
2,780 (1.5%)

10,975 (5.7%)

2,262 (1.2%)
1,238 (0.7%)

140 (0.07%)
947 (0.5%)
4,503 (2.4%)
1,935 (1.0%)
14,347 (7.5%)

3428 (1.8%)

11,360 (6.0%) |

763 (0.4%)
124 (0.1%)
10,345 (5.4%)
12,975 (6.8%)
175 (0.1%)

218 (0.1%) |

272 (0.1%)
816 (0.5%)
2,257 (1.2%)
204 (0.1%)
134 (0.1%)
11,481 (6.0%)
2,309 (1.2%)
4,475 (2.3%)
3,829 (2.0%)
21,225 {11.1%)
8,065 (4.7%)
4,806 (2.6%)
500 {0.3%)
1,327 (0.7%)
1,977 (1.0%)

8,000 (4.2%)
7,456 (3.9%)

5,306 (4.9%)
158 (0.1%)
1,151 (0.6%)

9,272 (4.9%)

44 (0.0%)
8,480 (4.4%)
3,895 (2.0%)

191,174 (100%)

.rl\..l'.l.

Capitation received

ities as Provided |

'Ilr'l.'l,.r ]_c:

Average
{Kshs) capitation (Kshs)

61,380,000 (1.5%)
268,072,500 (B.5%)
26,835,001 (0.7%)

26,372,500 (0.6%)
4,327,500 (0.1%)

28,402,500 (0.7%)
T12,095,000 {2.7%)

54,892,500 (1.3%)

335,082,432 (8.1%)
G7,642,500 (2.4%)
302,505,000 (7.3%)
9,641,065 (0.2%)
3,720,000 {0.1%)
140,032,500 (3.4%)

313,512,500 (7.6%)

6,162,500 (0.2%)

4,822,500 (0.1%)
5,535,000 (0.1%)
54,119,429 (1.2%)

33,442,500 (0.8%)
6,120,000 (0.2%)
2,000,000 (0.1%)

268,915,000 (7.0%)

51,507,580 (1.9%)

134,257 500 {3.3%)
136,800,000 (3.3%)
490,374,811 (11.9%)

82,085,000 (2.0%)

131,936,500 (3.2%) |

12,187,518 (0.3%)
33,945,000 (0.8%)

34,341,409 (0.8%)

231,327,600 (5.6%)

129,967,501 (3.1%) |

72,487,001 (1.8%)

2,000,000 (0.1%)

31,985,000 (0.58%)
133,812,500 (3.2%)

2,490,000 (0.1%)

153,660,000 (3.7%)

82,277,500 (2.0%)

4,133,162,73 (100%)

22,0m3.14
24 42574
11,863.40
21,302.50
30,810.71
28,9592.08

24 893,40 |

28,353.56
25,355 57
26,483 81
26,582.16
12,635.72
30,0:00.00
13,536.25
24,162 81
35,214.29
22121.56
20,349.28
59,082.35
14.817.24
30,000.00
14 5925.37
26,164,682
22,3073
30,001.68

35,763,456

23,103.64

9,052 95
26,947.81
24,375.04
25,580.26
17 370.46
28,884,569
17,431.26

7.780.28
12,658.23
27 788,88
14,431.89
56,590.91
18,120.28
21,123.88
21,619.90
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Constituency Number of Student Capitation received Average
TVETS Enrolmant {(Kshs) capitation
(Kshs)
Nambale 1(0.8%) 146{0.1%) 1 (0.0%) 0.0
Mavakhala 1(0.8%) 75 (0.0%) 1,777,500 (0.0%) 23,700.00
Ndia 1(0.8%) 124 (0.1%) 3,720,000 (0.1%) 30,000.00
Morth Mugirango £ (1.63%) 1,069 (0.6%) 31,935,000 (0.6%) 30,155.81
Nyakach 1{0.8%) 358 (0.2%) 9,982,500 (0.2%) 27,884 .08
MyaribariChachea 1(0.8%) 10,108 (5.3%) 137,480,000 (3.3%) 13,602.10
NyaribariMasaba 1(0.8%) 45 (0.0%) 337,500 (0.0%) 7,500.00
—  MyeriCenlral  i[A%) 4850 (25%1 145515000 [35%) 30,003:09~
Cijoro-Orok 1(0.8%:) 1,250 (0.7%) 30,987,500 (0.8%) 24, T98.00
Othaya 1(0.8%) 1632 (0.9%) 48,975,000 {1.2%) 30,009.19
Rongai 1(0.8%) 8,508(4.5%) 72,765,000 (1.8%) 8,463.01
Rongo 1(0.8%) 984 (0.5%) 20,527,580 (0.73%) 30,007.70
Runyenjes 1{0.8%) 140(0.1%) 4,327,500 {0.1%) 30,810.71
Sabatia 1 (0.8%) 776(0.4%) 12,772,500 (0.3%) 16,458.41
Saboti 1{0.8%) 9,030{4.7%) 132,210,000 (3.2%) 14,641.20
Seme 1(0.8%) 460 (0.2%) 8,090,000 (0.2%) 17,586.96
Shinyalu 1(0.8%) 9,224 (4.8%) 213,645,000 (5.2%) 23,161.86
otarehe 1(0.8%) B,500(3.4%) 170,203,747 (4.1%) 26,185.19
Suna East 1{0.8%) 148 (0.1%) 2,000,000 (0.1%) 1342282
Taveta 1{0.8%) 0 (0.0%) 3,118,500 {0.1%) -
Teso South 1(0.8%) 422 (0.2%) 8,047,500 (0.22%) 21,202.61
Tetu 1(0.8%) 95 {0.1%) 2,325,000 (0.1%) 24,473.68
Tharaka 1(0.8%) 374 {0.2%) 11,220,000 (0.3%) 30,000.00
Thika Town 1(0.8%) 7161 (3.8%) 177,240,000 (4.3%) 24,750.73
Tigania East 1{0.8%) 118 (0.1%) 142,500 (0.0%) 1,207.63
Tigania Wes! 1{0.8%) 1.351 (0.79%) 15,225,000 (0.4%) 11,269.43
Tinderst Canstituancy 1{0.8%) 373 (0.2%) 11,190,000 {0.3%) S30,000.00
Tongaren 1(0.8%) 333 (0.2%) 4,297 500 {0.1%) 12,005.41
Turbo 1(0.8%) 9 (0.1%) 742,500 (0.0%%) T.500.00
Turkana Gentral 1{0.8%) 44{0.0%) 2,490,000 (0.1%) 56,5090.91
Ugenya consfituancy 1i0.8%) B7T(0.4%) 18,030,000 (0.4%) 26,632.20
Voi 1(0.8%) 9,249 {4.8%) 69,367,500 (1.7%) 7,500.00
Webuye wesl TUA%) 2B T.200,000{0 2% 2761364
Westiands 2(163%) 13,190 (6.9%) 262,935,001 (6.4%) 18,934.42
Wundanyi 1{0.8%) S7(0.0%) 1 (0.0%) Q.02
Total 123 (100%) 191,174 (100%)  4,133,162,737 (100%) 21,619.90




Constitutional
Commissions
&
Indepandant
Offices

Ministries
and State
Departments

}

Commission on Revenus Allecatan

Hame of

. Commiggion on Administrative Justice
- Ethics and Anti-Corruption Commission

Kenya Mational Commission on Human Rights

. Mational Land Commission
_ﬂr['l"meal the Controller of Budget

Public Service Commission
Salaries & Remuneration Commissian

Cabinet Affairs Office

: Kenya Prisons Senvice

Ministry of Foreign Affairs
Ministry of Defence
Ministry of Environment
Ministry of Lands

| Ministry of Energy

Ministry of Health

| Ministry of Water, Sanitation & Irigation

Maticnal Treasury

: Office of Aftorney General

Office of the Deputy Prasiden
State Depart for Planning

State Department for Broadcasting &
Telecommunications

State Department for Cooperatives
State Department for Cormectional Services

_ State Department for Crop Development

State Department for Culture & Harilage

' State Department for Devolution

State Department for Early Leaming

| State Department for East African Community

State Departmant for Fisheries, Aguaculfurs &
Blue Economy

State Department for Housing & Urban
Daveloprant

TEC A
%-
# 01§ &
s M
B4 70 14 187
292 79 213 728
1,508 768 742 492
451 107 54 768
1622 559 1063 655
254 131 123 48.4
434 231 203 468
a4
74 20| 213
830 a74 256 408
39,701 28691 100 277
1,222 838 286 234
3481 1,856 1825  46.7
1,081 786 1,195 603
4392 24981 1904 43.3
B25 366 453 558
3965 2,500 1465 368
810 501 409 449
4738 2623 215 448
1,659 1,008 653 304
470 342 128  27.2
541 280 161 29.8
1,085 455 630  5B.1
32| 172 160 482
1402 | 1,177 225 16.0
530 739 191 20.5
1,531 195 1338 87.3
an 204 107 344
9,593 4,382 5211 543
265 167 88 370
568 251 317 558
1,834 738 1195 618
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State Department for ICT and Innovation 330 170 180 48.5
State Department for Industrialization B7v 369 H08 7.9
State Department for Infrastructure 4,362 1,808 2554 BRE
State Depariment for Interior & Citizen Services 35750 252056 10,545 249.5
. Etat.e Depariment for Labour 1,368 566 803 587
Stale Deoadreent for Livestock N AR Lt
State Depariment for Mining 1,033 353 GBE6 66.0
State Departmant for Patralaum 9 166 153 48.0
State Depariment for Public Servica S64 1] 263 46.2
State Department for Public Works 817 BTH 142 174
Siate Depariment for Regional & Morthaern B4 54 30 35,7
Corndor Development
State Department for Shipping & Marntime 105 G 44 41,4
State Department for Social Protection 4,766 2,065 2,701 56.7
State Department for Sports 285 150 135 47 .4
State Dapartmend for Trade & Enlerprise aE1 378 183 3.6
Devalopmend
State Department for Wildlifa a7 B4 2] 9.3
State Department for Youth Affairs T0B G615 81 12.9
State Department for Vocational & Technical 12,060 6,867 5,183 431
Training
State House 1,195 B33 362 303
Diractorate of Immigration Services 4,790 1463 3,327 69.5
State Dapartmeant for Post Training and Skills 7é KR | 41 569
Development
Public Alup Univarsity Collage B 101 800 B8.8
Universities
Chuka University 7o 633 137 178
Dedan Kimathi University of Technology 561 555 E 1.1
Jaramaogi Oginga Odinga University of 1,175 535 540 54,5
Srience and Technology
Jomo Kenyatta University of sqrcufture and 4843 2 BN 2341 474
Technology
Karatina University 450 405 45 10.0
Kenyatta University 3620 2,885 725 20,0
Kibabii University 722 404 Kb 440
Kirinyaga University 473 251 222 4649
Kizii University 1474 515 959 65,1
Laikipia University 758 497 281 34.4
Maazai Mara University 1,681 G618 1,083 63.2
Machakos University 596 511 85 14.3
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Maseno University 2,07 ™m 1,306 B4.7
Masinde Muliro University of Science and 1631 914 717 440
Technology
Meru University 1,964 402 1,562 79.5
Moi University 65,924 9,444 1,480 21.4
Multimedia Liniversity 713 388 325 458
Murang'a University 479 302 127 29.5
Pwani University 805 426 479 52.9
Taita Taveta University G3T 239 358 B2.5
Technical University of Mombasa 1,144 543 501 43.8
The Co-operative Univarsity of Kenya asy 287 80 252
The Technical University of Kenya 2,081 1,544 a37 25.8
Tom Mbeya University Callege 118 aa 3o 254
Uiniversity of Eldorat 256 40 218 844
University of Embu a4 384 410 516
University of Kabianga 641 560 &1 128
Uiniversity of Nairahi 7,652 4,399 3,253 425
South-Eastemn Kenya University 534 | 473 61 1.4
Anb-Counterfeit Authority 280 103 147 58.8
Anti-Daping Agency of Kenya Ge 3d 34 0.0
Anti-Female Genital Mutilation Board 17 15 2] HE
Athi Water Works Developrment Agency 120 83 ar 0.8
Bomas of Kenya Lid 226 187 29 12.8
Bukura Agricultural College 260 132 128 49.2
Business Registration Service 166 104 62 ar.3
Centre For Mathematics, Science & Technalogy 1492 121 71
Education in Africa 0
Chemelil Sugar Company Limited 1,154 191 863 B34
Coast Development Autharity 162 135 27 16.7
Commission for University Education 184 g 109 =8.0
Commodities Fund 158 58 101 B3.5
Communications Authority of Kenya 354 256 138 a5.0
Competition Authority of Kenya 04 v 17 18.1
Council of Legal Education 67 36 3 46.3
Energy & Petroleum Regulatory Autherity 251 154 ar 388
Engineers Board of Kenya 122 29 83 76.2
Ewaso Ng'iro South Development Autharity 214 158 56 262
Ewaso Ng'iro North River Basin Development 222 189 33 149
Autharity
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Export Processing Zones Autharity 278 162 114 41.3
Higher Education Loans Board 215 260 55 155
infarmation Communication Techraogy 183 a3 1% 546
Authority
Insurance Regulatory Authority 110 a0 30 27.3

BT N S .1 AN |/ SIS SR

Examinations Board (KASNEB)
Kenya Agricultural and Livestock Research 3612 1879 1,732 458.0
Drganization
Kenya Alrports Authority 2861 1,879 782 29.4
Kenya Animal Genetic Resources Centre i 117 54 316
Kenya Broadeasting Corporalion 1,083 839 254 212
Kenya Civil Aviation Authority 721 718 3 0.4
Kenya Copyright Board 119 45 73 (1.3
Kenya Dairy Board 253 158 a5 375
Kenya Education Managemenk Institute 132 63 g9 52.3
Kenya Electricity Generating GCompany Plc 2574 2572 2 01
Kenya Electricity Transmission Company 910 546 364 40.40
Limited
Kenya Ferry Services Limited 335 257 78 233
Kenya Film Commission 142 25 17 B2 4
Kenya Forest Service 8307 3936 4,371 526
Kenya Foresiry Research Institute 1,290 T3 521 4.4
Kenya Industrial Property Institule 173 4 a9 67.2
Kenya Industrial Research and Development 640 304 336 52.5
Instituta
Kenya Institute of Cumiculum Developmernt B6G 326 340 51.1
Kenya Institute of Mass Communication 116 1 25 216
Kenya Institute of Special Education 172 134 38 221
Kenya Investrment Autharity BE 56 30 4.9
Kenya Leather Development Council 129 58 71 55.0
Kenya Literature Bureau a0t T 1o A12
Kenya Marine Fisheries and Research Institute B20 659 161 19.6
Kenya Maritime Authority 158 123 35 222
Kenya Medical Practitioners & Dentists Council 149 B2 &7 45.0
Kenya Medical Research Institute 1,977 Bo5 1,122 85.8
Kenya Medical Training Callege 5956 2317 3,639 61.1
Kenya Mational Bureau of Statistics 701 410 291 41.5
Kenya National Commission For UNESCO o4 37 a7 B0.6
Kenya National Highways Authority T42 510 223 30.1
Kenya National Qualifications Autharily 126 32 a4 74.6
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Kenya National Shipping Line Ltd 26 19 F 26.9
Kenya National Trading Corporation 124 57 67 54.0
Kenya Ordnance Factorles Corporation 692 284 398 57.5
Kenya Petroleum Refineries Ltd 221 117 104  47.1
Kenya Pipefina Company 1,572 1.414 158 101
Kenya Ports Authority 7971 6509 1482 183
Kenya Power and Lighting Company 14122 10227 3895 276
Kenya Rallways Corporation 2029 1440 619 0.5
Kenya Revenue Authority 10,806 7,908 2,898 268
Kenya Roads Board 86 Ba T 73
" Kenya Rural Roads a88 g3z 356 36.0
' Kenya Safari Lodges 356 260 g6| 270
Kenya School of Government 987 548 439 445
' Kenya School of Law 192 138 54 28.1
kenya Seed Company Limitad 353 300 53 15.0
Kenya Tourism Board 13 g9 44 389
Kenya Trade Network Agency 118 72 46 38.0
' Kenya Universities and Colleges Central 129 59 70 54.3
Placement Semvice
Kenya Urban Roads Autharity 639 273 366 &7.3
Kenya Vaterinary Board 202 2 181 BO.6
| Kenya Vetarinary Vaccines Production Institute 238 162 74 | M
Kenya Water Institute 316 68| 248 788
Kenya Water Towers 114 107 T 6.1
Kenya Wildlife Service 7457 | 4,543 2.914 39.1
Kenya Yearbook 52 28 24| 482
Kenyatta National Hospital 6857 5013 1844 26.9
Kerio Valley Development Authority 232 139 83 401
Konza Technopolis Development Authority 187 | 63 124 | 663
Lake Basin Development Autharity 370 282 108 29.2
Lake Victoria NWWDA 88 54 34 386
 LAPSSET Corridor Development Authority 241 178 65 270
Local Autharities Provident 148 74 75 503
Madia Councll 106 BS 41 .7
' Micro & Small Enlerprises E55 211 444  B7B
Mol Teaching & RH 4,484 | 3,626 658 14.7
Nairobi Centre For Intemational Arbitration 54 23 31 57.4
Mational Aids Control Counci 351 156 185 55,6
Mational Authority for the Campaign Againet 287 102 185 6.5
Alcohol and Drug Abuse (NACADA)
Public Service Commission | 127



SiNo  Ethnicity .
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Mo. Ya
1 AweerWaala 20,103 0,04 5
2 Bajuni 91,422 0.18 482 0.21 0.01
e r————-Borans 276,238 .58
4. Buni WO UUE TOT U OOt hommetrepresentation
S Dasenach (Menle) 18.337 0.04 14 0.1 0,03
B, Doroba 23,171 0.05 74 0.03  -0.02
T, El Miolo 1,104 0.00 a3 0.01 0.0
8. Embu 404 801 0.85 3,555 1.52 o.67
g, Gabra 141,200 0,30 516 22 008
10. Gosha GRS 0.00 i 0.00 0.00
i lichamus { Njemps 32,849 0.07 137 008 -0
12. Kalenjin 6,358 113 13.37 I0618 16483 3457
13. Kamba 4 BE3S10 .81 21,145 ood4 077
14, Kenyan Arabs 58,021 012 258 0.1 -0.01
15. Kenyan Asians 47,555 .10 163 Q.07 -0.03
16. Kanyan European 1,738 0.00 5 0.00 0.00
17. Kanyan So Slated 183,023 0.38 240 011 -0.28
18, Kanyan Somali 2,780,502 5.85 6,417 274 | 3.0
18, AL &,148,668 17.13 48 784 2063 350
20, Risii 2,703,235 5.68 17402  7.44 1.75
21, Kuria 313,854 (.66 865 0.41 0.25
22 Luhya 6,823,842 14.35 27960 4169 -2LE5
73, Luo 5,066,566 10,65 26578 138 001
24, Maasal 1,189,622 2.50 4007 1.71 | 0.8
25, Mbeere 185,250 .41 Ba1 036 <005
26 TEr 13&855*4&5—441349‘_%4&1_11&@311&#:%5@
27 Mijikenda 2488 691 523 5838 382 A
2B, Mon-Kenyans 453 562 0.a7 141 008 =091
20, Mot Stated 33,358 Q.07 1,419 0,56 .45
an, Mubi 21,318 0,04 Th 0,03 -0.01
3 Orma [Galla, 158,993 0,33 354 015 018
Wardai)

32, Pakoma 112,075 0.24 1,053 .45 Q.21
33. Rarndile 456,313 0.20 322 014 4006
34. Sakuye 27006 0.06 54 g.02  -0.03
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Status of
Representation

0.00 -0.04 Normal reprasentation

Maormal representation

2003 086 028 MNormal representation

Maormal representation
Narmal reprasentation
Mormal representation
Mormal represantation
Narmal representation
Marmal representation
Mormal representation

Giross over-
reprasantation

Mormal representation
Mormal representation
Mormal representation
Wormal representation
Marrmal representation

Eross under-
representation

{5rass aver-
representation

Crver representafion
Mormal represantation
Under representation
Narmal representation
MWormal representation
Mommal representation

Linder represantation

Mormal reprasentation
Momal representation
Wormal represantation
Marmal representation

Mormal representation
Normal representation
Maormal representation




333471 | 070 | 1168 I 0.50 ' Normal representation

187787 | 038 | 378 Normal representation

56,074 | 012 | 752  Normal representation |

M4415 072 3477 Normal representation

26590 | 006 @ 210  Mormal representation

417670 = 088 1551 | ¢ - Normal represantation

220015 046 | 490 | Normal representation

016174 214 1760  Under represenation
Walwana/Malakote | 21,774 bos | 12 | Normal representation |
3,761 0.01 4 Normal representation

47,558,062 100 233,951 ' R
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S/No County No. of Groups Approved Amount Mo Of Members
1 Baringo 171 a4, 800,000 1,908
2 Bomet 314 58,850,000 3,379
3 Bungoma 269 45,900,000 2,948
4 Busia 186 45,200 000 2,187
5 Elgeya Marakwet 102 25,200,000 1,172
& Embiu 287 91,100,000 3,036
i _Ciarissa 51 11,050,000 524
B Foma By ik 87 900,000 3T
2] Isialo 83 20,650,000 BED
10 Kajlado 109 26,650,000 1,214
11 Kakamega 330 80,550,000 3,669
12 Kericho 257 62 600,000 2827
13 Kiambu 509 189,250,000 6,507
14 Kitifi 315 71,350,000 3451
15 Kirinyaga 199 73,250,000 2090
16 Kisii 180 45,150,000 1913
17 Kigumu M B6, 950,000 2 706
18 Kiui 358 75,650,000 4177
19 Kwale 138 29 750,000 1,484
20 Laikipia 150 34,800,000 1,564
21 Larmu &7 18,650,000 BBT
Pl Machakos 504 109,550,004 5.916
23 hakieeni 454 100,750,000 5464
24 kMandera 4 8,550,000 744
25 Marsabit 70 14,250,000 ThY
26 Maru 411 115,550,000 4.7
27 Migori 188 46,150,000 2.019
28 kMombasa 239 76,800,000 2514
29 Muranga 421 127,750,000 49490
30 Maircbi 445 144,700,000 5,403
31 Makuru a40 208,350,000 9,164
32 Mandi 203 52 A50, 000 2,263
33 Marok 118 23 550,000 1283
34 Myamira 110 24,500,000 1,196
35 Wyandarua 293 BT, 550,000 3,258
36 Myeri 676 264,150,000 7.120
ar Samburu 114 24,650,000 1,178
38 Siaya 227 42 700,000 2,495
38 Taita Taveta 150 39,550,000 1,583
40 Tana River 103 24,000,000 1.053
41 Tharaka Mithi 142 41,150,000 1,647
132 | Public Service Commission




42

43

44

45

45

47
Total

Tr:éhs -Hzﬁ:u'a

Turkana

Llazin Gishu

Vihiga

Wajir

West Pokot

No.ofGroups  Approved Amount

137

il

332

138

95

54
11,361

34,100,000

17,450,000
62,650,000
37,050,000
17,600,000
12,100,000

3,002,450,000

Neo Of Members
1,446

755

3,609

1,483

959

551

124,062
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SiNo. County Mo. of Beneficiaries Mo. of PWDs Cost of the Programme
Male Female
1 kombasa 404 441 YV 10,933,000.00
2K 508 530 3 13,494 000.00
- \WajiF 1 273 3G7 & 8,697,000:00
4. Mandera 4 608 18 13,130,000.00
5. Kitui ard 477 9 11,037,000.00
B. Machakos 460 448 9 11,804,000.00
1. Nyandarua 360 3831 7 9,659,000.00
i Kiambu 830 980 O 24,830,000.00
o, Turkana 270 269 6 7,007, 000.00
10. Makuru 381 439 21 10,790,000.00
11, Kakamegs 745 gal 7O 21,918 000.00
12. Bungoma 680 s 1T 19,045,000.00
13, Kigumu 404 468 29 11,037 ,000.00
14. Migari 463 478 355 12,233,000.00
15. ks 841 BET 32 17,004, 000.00
16. Matrabi g46 971 16 23,621,000.00
Total 8,203 9.233 36 226,239,000.00
SiNo. County Male Female No. of Cost of Programme
PWDs
1. Mombasa aze 408 T AT 840,000.00
2 Kilifi 474 603 3 £3,505,000.00
3. Wajir 203 270 B 30745,000.00
4, Mandera 253 361 18 39,910,000.00
S Machakos 418 7 9 §4,275,000.00
6. Myandarua 316 359 43,875,000.00
ra Kiambu 594 763 88,205,000.00
8. Turkana 201 23 28,080,000.00
9. Makuru 300 372 21 43 875,000.00
10. Kakamega 684 B804 70 66, 720,000.00
11. Bungoma 612 748 17 B8 .400,000.00
12 Kisumnnwu 389 450 29 58,820,000.00
13 Migor 433 467 55 58,500, 000.00
14, Kisii 560 26 32 T e, 000,00
15. Mairobi 3 RS9 16 102,180,000.00
Total 6,458 7,647 a7 922,020,000.00
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