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Abstract 

The highly centralized governance structure and system of public service in Kenya was 

inherited from British system during colonial rule and entrenched in 1st Constitution of 

Kenya. On August 27
th

 2010, the new constitution was promulgated ushering in the era of 

devolution and democratization. This paper aimed to investigate devolved governance of 

public service in Kenya. Across sectional survey design was used. A total of 197 respondents 

obtained from State Corporation, county and national government through stratified and 

random sampling technique took part in the study.  Primary data was obtained using 

structured questionnaire which had been validated using other public service employees who 

did not participate in the study. Reliability of the questionnaire was 0.81 as determined by 

Cronbach’s alpha. Secondary data was obtained from analysis of policy documents including 

Constitution of Kenya, circulars, journal papers, books, reports and internet.  Qualitative data 

was analyzed using descriptive statistics. Quantitative responses were analyzed using 

Statistical Package for Social Sciences version 21. Processed data was presented in tables in 

frequencies and percentages. The findings indicated that devolved governance had brought 

services closer to people and increased public participation. The study established that there 

is a significant statistical association between devolved governance and enhanced employee 

performance in the county governments in Kenya. The study concluded that the level of 

employee performance is significantly affected by devolved governance.The study 

recommended capacity building, reward for good governance, better remuneration and hiring 

staff on contract basis amongst others as ways of improving   governance in the public 

service in Kenya.   

 

Keywords: Kenya, governance, constitution, devolution and public service 

 

 

 

 

 

 

 

 

 

 

 

 

 

mailto:kasandi2013@gmail.com


 Journal of African Interdisciplinary Studies (JAIS): ISSN 2523-6725 (online)  
                                                               May, 2021 Vol. 5, No. 5 
Citation: Kelemba, J. K. (2021). Governance in Public Service in Kenya under the New Constitutional 

Dispensation. Journal of African Interdisciplinary Studies, 5(5), 64 – 80. 

  

65   
Copyright © 2021 Centre for Democracy, Research and Development (CEDRED), Nairobi, Kenya. 

This is an open access article distributed for unrestricted use, distribution, and reproduction in any medium, provided the original author 

and source are credited. http://cedred.org/jais/index.php/issues 

Governance in Public Service in Kenya under the New Constitutional Dispensation 

 

By 

 

Dr. Joy Kasandi Kelemba, PhD 

Introduction  

According to Odhiambo - Mbai (2003), good governance entails; participatory approach and 

inclusiveness, research, transparency and sharing information hence, efficient and effective 

service delivery while bad governance contributes to poor service delivery.  Adair (as cited in 

Armstrong, 2009), indicated that good governance involves identification of clear tasks, 

individual and team needs for efficient service delivery. Governance is operationalized 

through exercise of power and networks involving Public-Private Partnerships and 

communities. In Kenya, the Government defines expectations, grants power to citizenry 

while steering decision-making and leadership. The  instruments used by the government to 

communicate its set laws or regulations or rules include: Code of Regulations for Civil 

Service (Republic of Kenya, 2006), circulars, acts on anticorruption,  the executive, police or  

prisons for law and order, judiciary, legislative and  Constitution of Kenya (Republic of 

Kenya, 2010b) among others. The government therefore is expected to continuously provide 

leadership, policies, guidance, processes and decision making rights to citizenry in respect of 

services as alluded to by   Bell (2006), Kooiman (2003) and Asie, (2011). One of the key 

policy document is the human resource policies and procedures manual which outlines 

institutional framework, recruitment, selection, appointment and transfers of officers. Other 

key areas include: terms and conditions of service, remuneration, exit from service, leave, 

allowances, work environment, performance management training, code of conduct, 

discipline and labour relations (Republic of Kenya, 2016e).   Leaders are expected to use 

their power as per policy documents to nurture talents, skills, knowledge, abilities and 

experience in addition to mentoring and couching employees with the aim of enhancing 

service delivery and accountability in public service in the spirit of teamwork (Kelemba, 

2013). 

Despite the set-up of legal instruments and presence of watchdog institutions which 

are expected to regulate and monitor ethical conduct of public officer mechanisms, the level 

of accountability in the management of public affairs has consistently declined (Odhaimbo – 

Mbai, 2003). Kenya was ranked number four behind Sierra Leone, Liberia, and Yemen in the 

Global Corruption Barometer released by Transparency International (TI) in July 2013, an 

indicator of bad governance.  Kenya was perceived as the weakest country in East Africa in 

fighting corruption at 70%, ahead of Uganda (61%) and Tanzania (56%). The respondents 

who were interviewed during the survey by TI indicated that, they bribed their way in eight 

key sectors of public service as follows;  police (4.8), lands department (3.8), Parliament 

(3.8), education system (3.0), the Judiciary (3.8), public officers and civil servants  at 3.5 out 

of 5 which stand for extreme corruption. Corruption Perception Index of Kenya was 139 out 

of 174 countries in 2012 despite implementation of new constitution (Republic of Kenya, 

2010b).  According to Kooiman (2003); Odhiambo – Mbai (2003) and  Asie (2011), bad 

governance is characterized by abuse of human rights, corruption and mismanagement of 

public institutions, practices which are evident in Kenyan governance system.  

Worldwide Governance Indicators   are used to measure governance in 200 countries 

on six dimensions of governance namely: voice and accountability, political stability and lack 

of violence, government effectiveness, regulatory quality, rule of law, and control of 
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corruption.  Kenya scored 21.6% in 1996 and 13.7% in 2013 on political stability and lack of 

violence, 43.4% in 1996 and 36.8% in 2013 on government effectiveness. Additionally, the 

scores on control of corruption was 15.1% in 1996 and 12.9% in 2013 on control of 

corruption, 16.3% in 1996 and 28.0% in 2013 on rule of law and, 26.4% in 1996 and 41.2% 

in 2013 on voice and accountability. The instrument is used to measure ; Peace and Security, 

Rule of Law, Human Rights and Participation, Sustainable Development, and Human 

Development (   Odhiambo – Mbai, 2003; Republic of Kenya, 2010a; Transparency 

International, 2013; World bank, 2015).  

The Weberian Bureaucratic Model was introduced in the civil service systems of 

African countries such as Kenya by the colonial rulers in the 1960s (as indicated by 

Adamolekun (2002) in Economic Commission for Africa (2010). This model places 

emphasis on examinations, possession of professional qualifications, promotion by merit, job 

tenure, and predictable salaries as stated in salary structure and adherence to set rules and 

regulations. Although the aim of the model was to reduce patronage, clientelism and 

corruption in the public service hence keep temptations of corruption at a distance. In Kenya, 

the model was referred to as West Minister – Whitehall tradition which placed emphasis on 

impartiality, effectiveness, and discipline in public sector, bureaucratic hierarchy and 

centralized administration as indicated by Odhiambo – Mbai (2003).  However, promotion by 

merit became susceptible to corrupt practices by senior public servants carrying out 

haphazard recruitment and promotion mostly based on tribalism and patronization leading to 

apathy in the public service. Persistent agitation for liberal democracy took place in the 1990s 

in Kenya with the citizens asking for justice and fairness in service delivery leading to 

constitutional reforms.  Eventually, the Constitution of Kenya (2010) ushered in the era of 

devolution of functions including public service and resources amongst national and county 

governments (Republic of Kenya, 2010b; Commission for Africa 2010). 

Modern civil service (is based on the report published by Knothole & Smith Charles 

Trevely (as quoted by Derbshire, who is also cited in Armstrong 2009a; Armstrong,2009b; 

Armstrong & Baron, 2009) to purposely streamline recruitment, promotion and 

organizational operations. The African countries adopted governance structures especially 

bureaucratic and highly centralized structure of colonial masters before and even after 

gaining independence through adoption of  Structural Adjustment Programmes (SAPs) in the 

1980s (Republic of Kenya, 2009). The main strategies of SAPs were organizational 

restructuring, human resource management including retrenchment and pay reform, 

budgetary and financial reforms. The other strategies included strengthening the capacity of 

policy-making institutions and humans as well as seeking political good will.  Specifically, 

tasks undertaken included;  mainstreaming leadership and management programme, 

adherence to  budgetary constraints, government reorganization by integrating civil service 

reforms,  building partnerships with multiple stakeholders, enhancing effective and efficient 

delivery of public services, embracing performance management agreements with senior civil 

servants, promoting accountability and transparency, integrating Information Communication 

Technology in government processes and encouraging innovation, capacity building  of staff, 

prevention of corruption,  enhanced remuneration for civil servants as well as   monitoring 

and evaluation of programmes during the year. However, there was lack of stakeholder 

involvement, decentralization and sector-wide approaches to service delivery, reforms in 

financial sector, appropriate political and administrative leadership and commitment on part 

of the workforce.  The process was externally – driven as opposed to internally – driven such 

as competitively recruiting and retaining quality staff hence, devoid of ownership. By then, 
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Botswana and South Africa, were implementing innovations and best practices (Economic 

Commission for Africa, 2010).  

The recommendations made based on experiences of implementing SAPs included:  

reforming both management and   leadership, implementing organizational specific reforms, 

embracing cultural change and creating   a Pan-African Administrative Platform with 

common principles, strategy and actions similar to that of Europe, the European Union which 

had started in 1997. Consequently, the fourth Pan-African Conference of Ministers of Public 

Service was held within the framework of the New Partnership for African Development 

(NEPAD) 2003 in South Africa. Pan-African Government and Public Administration 

capacity-development programme was initiated to undertake:  civil service reforms, financial 

and fiscal reform, decentralization, legal and judicial reform, privatization and deregulation, 

enhancing accountability and improving corporate regulatory frameworks a fact alluded to by  

African Development Bank  as quoted in World Bank (2015). In addition, production of 

goods and delivery of services was to be outsourced to agencies while merit-based 

recruitment and promotion procedures would be implemented to motivate staff.  

According to Kwaka, J, Okombo O., Muluka B. &  Sungura- Nyabuto B. (Eds) 

(2011), the African Union uses African Peer Review Mechanism to measure governance of 

states. However, individual states, civil society, researchers and/or other stakeholders were 

expected to carry out self-assessments at the national level (Economic Commission for 

Africa, 2010). Many African countries including Kenya, have decentralized responsibilities 

for basic service delivery to local levels in the counties or local authorities. However, these 

institutions often lack the capacity and resources for efficient and effective service delivery to 

the poor and vulnerable people. In Ethiopia, World Bank channels resources to local 

governments in addition to government financing to support delivery of services in 

education, health, agriculture, water supply and sanitation, and rural roads sectors in a 

programme dubbed the Ethiopia Protection of Basic Services.  A similar programme is being 

implemented in Sierra Leone. This is quite comparable to Kenyan situation where 

development partners support county governments directly without channelling funds 

through national government (Kpundeh & Khadiagala 2008; World Bank, 2015). 

According to Adamolekun in Economic Commission for Africa (2010),  Kenya is one 

of the African countries where the Weberian Bureaucratic Model was introduced in the civil 

service systems by colonial rulers in the 1960s as outlined in Sessional Paper No. 10 of 1965 

on African Socialism and its Application to Planning in Kenya (cited in Republic of Kenya , 

2009). The aim of the sessional paper was to improve service delivery through eradication of 

diseases, poverty and illiteracy. Africanization of Public Service, better remuneration and 

improved service delivery were realized. The government implemented Sessional Paper 1 of 

1986 on Economic Management for Renewed Growth which was operationalised through 

Structural Adjustment Programme. During implementation of SAPs, measures such as 

retrenchment of excess public service staff to reduce wage bill and reduction in government 

control were applied leading to   enhanced growth in the private sector.  The Public Service 

operated under the governance structure inherited was through cascading of duties from 

national to provincial and district levels for implementation of projects and programmes. 

Policies were centrally formulated at national level without involvement of grass root level. 

At the district level, the District Commissioner carried out similar functions by ensuring that 

civil service and local authorities functioned well at district level. According to report by 

World Bank (2001), by 1970s, there was overstaffing of civil service, declining productivity, 

poor quality services, low pay, lack of morale, and, decline in discipline and work 
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ethics(Republic of Kenya, 2009; Republic of Kenya, 2010a; Economic Commission  for 

Africa 2010;  Republic of Kenya, 2014a; Republic of Kenya, 2014b; Ernest & Young,  

2014). 

Reforms in public sector including public service commenced in earnest in 1993 

through Civil Service Reform I Programme which focused on; streamlining organizational 

structure, staffing levels, pay and benefits, Personnel Management & Training, Financial and 

Performance Management. Indeed, gains were realized in; reduction of staff through 

Voluntary Retirement Programme, abolition of some posts and freeze on recruitment, 

development of Integrated Payroll and Personnel Database (IPPD), Reduction in pay scales, 

development of Training Policy and introduction of unique personal numbers facts alluded to 

by Hope (2012). All the same, these gains did not translate into quality service delivery due 

to lack of implementation strategy. Consequently, the government came up with Civil 

Service Reform II starting towards end of 1999 to 2002. According to Kobia and Mohammed 

(2009) and also quoted by Lubembe (2012),  the key reform areas included; rationalization of 

ministerial structures and functions, staff rationalization and management of wage bill, pay  

and benefits reforms, performance improvement initiatives as well as  training and capacity 

building. However, despite realizing gains in the key areas, confidence of the public in public 

service delivery continued to decline.  World Bank (2001),  rated both reforms as 

unsatisfactory due to weak economy and bad weather which affected revenue collection 

hence,  the government could not access credit from the Bank However, the government on 

its part lacked commitment, political goodwill, planning and ownership besides capacity of 

staff (Mwita, 2000; Office of the Prime Minister, 2009b; World bank, 2015).  

In 2003, the new government was faced with myriad of challenges leading to 

formulation and implementation of the third major reform in the public sector known as 

Economic Recovery Strategy for Wealth and Employment Creation (ERSWEC) programme 

which became operational  between 2003-2007 (Office of Prime Minister, 2008; Office of 

Prime Minister, 2009a). The key areas of reform included; acceleration of rationalization and 

development of Strategic Plans, institutionalization of Performance Based Management in 

public service, undertaking job evaluation to use in determining grading and Schemes of 

Service, development and implementation of Service Charters, development of Recruitment 

and Training Policy and,  placing  all Permanent Secretaries and Chief Executive Officers on 

Performance Contracting.  

By September 2004, Results Based Management based on the model of Kotter (as 

cited in Armstrong, 2009a), was introduced with the aim of changing culture and operations 

within the public sector including service. The strategy focused on; achievement of 

outcomes, measurement of performance, learning, adapting to change, evaluation and 

reporting results. Indeed, Culture Change Management Course for public servants offered at 

Kenya School of Government as from 2007.  In addition, Rapid Results Initiative (RRI) 

approach was implemented to complement RBM strategy. Lubembe (2012), noted that RRI 

approach involves fast tracking government processes with the aim of achieving results 

within a set period by strict adherence to strategic planning, performance contracting, and 

annual work plans and citizens service delivery charters. The success of ERSWEC (Office of 

the Prime Minister, 2008; Republic of Kenya, 2009), was evident in the economy of Kenya 

improving from 0.6% in 2002 to 7.1% in 2007 (Guest, Miche, Conway & Shehaan, 2003; 

Burnes, 2004; Republic of Kenya, 2007; Republic of Kenya, 2008; Kobia & Mohammed, 

2009; Republic of Kenya, 2010a; Office of the Prime Minster, 2010; Republic of Kenya, 

2013).  
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The government subsequently formulated Vision 2030 which became the 4
th

 public 

sector reform and transformation. The overall goal of the vision is “A globally competitive 

and prosperous nation with high quality life by 2030” (Republic of Kenya, 2007).  Vision 

2030 is anchored on political, social and economic pillars which are being implemented in 

phases of 5 years each dubbed Medium Term Plans. The First Medium Term Plan (MTEP 1) 

2008-2012 and Second Medium Term Plan (MTEP 11) 2013-2017 have been   implemented. 

According to Lubembe (2012) and Hope (2012), the government developed  Public Sector 

Transformation Strategy (PSTS) which comprised of three key areas namely:  Service and 

Openness through which,  service delivery was to be improved by; availability of services, 

easily accessible, affordable, good quality and availability of information to enhance 

customer satisfaction, confidence in government and respect amongst partners and 

stakeholders. The second area comprised of; Coordination and Cooperation through which, 

systemic approach in policy development in government, partnerships amongst government 

institutions, synergies in government operations and functions were undertaken. The third 

area dealt with; Effectiveness and Accountability by aligning institutional functions to Vision 

2030, Managing results through RMB strategy hence, attaining   quality service delivery ( 

Kobia & Mohammed, 2009; Office of the Prime Minister, 2009a; Economic Commission  for 

Africa 2010; Office of the Prime Minister, 2010; Psrpc, 2011;  Kelemba,  2013; Republic of 

Kenya, 2014b; Republic of Kenya, 2014c; Ernest and Young,  2014; Kelemba, 2017). 

The aim of Vision 2030 (Republic of Kenya, 2007) is to create an efficient, motivated 

and well-trained workforce in the public service capable of having citizen – focus and result 

orientation as outlined in social pillar. The public servants are expected to exercise 

transparency and accountability to citizens as stipulated in Chapter six of the Constitution of 

Kenya. The government set out to invest in people through Strategic Planning, Results Based 

Management, and continuous improvement of service delivery, Performance Contracting, 

Performance Appraisal and stakeholder engagement to realize results as opposed to focusing 

on processes (Muthaura, 2010). It is in view of this that the government set out to transform 

the former Kenya School of Administration into Kenya School of Government to offer 

research and training for transformative leadership (Republic of Kenya, 2010a).   

The issues related to governance of Public Service in Kenya, are adequately 

articulated in the Constitution of Kenya (Republic of Kenya, 2010b). Chapter 2 article 6 

outlines devolution and access to services in 47 Counties forming Kenya which are listed in 

First Schedule. Interdependence and distinction between national and county governments 

through consultation and cooperation. In addition, national values and principles of 

governance including sharing, and  devolution, democracy and people participation, human 

dignity, equity, inclusiveness, equality , good governance, transparency and accountability 

amongst others are articulated in article 10. Good governance is therefore a constitutional 

right!  Chapter 4 on Bill of Rights expounds on various rights including access information 

held by State (article 35) 1 (a) and, economic and social rights in article (43) among others. 

Chapter 6 on leadership and Integrity in articles 73, 75 ,77 and 79   - outline of 

responsibilities of leaders, conduct of state officers, restriction of state officers and 

establishment of Ethics and Anti- Corruption Commission amongst other issues. Devolved 

Government is adequately outlined in Chapter 11. Part 1 deals with objects article 174 and 

principles article 175 of devolved government.  Article 176 outlines the structure of county 

government. Fourth Schedule   highlights distribution of functions between national and 

county governments as stipulated in articles (185 (2)), (186 (1)) and (187 (2)).Capacity 

building and technical assistance to counties is provided by national government as indicated 
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in fourth schedule. The Public Service is outlined in Chapter 13 under; values and principles 

of public service (articles, 232, 233 & 234). Staffing of county governments is specifically 

addressed in , article 235 where establishing of County Public Service Board is provided for 

– establish & abolish offices in public service, appoint acting positions & confirm 

appointments and taking of appropriate disciplinary action. Article 252 (1) (c) gives powers 

of recruitment to commissions and independent offices which are corporate with perpetual 

succession and seal hence, can sue and be sued (Republic of Kenya, 2010b). 

Hope (2012) felt that the Kenyan government was overhauling administrative system 

to reduce poverty, improve livelihoods and sustain good governance while addressing flaws 

of the highly centralized bureaucratic system which has been underperforming and yielding 

low quality services. It was believed that reengineering the public sector through public 

sector transformation was the way forward in embracing New Public Management (NPM) by 

encompassing client – oriented, mission – driven, accountability and quality enhanced 

management. It was expected under that more emphasis  would be placed on performance 

targets and measurement of output as opposed to input controls, rules and procedures as was 

the case under centralized system, views shared by Mathura (2010). It was also envisaged 

that devolution of management control would lead to better reporting system and monitoring 

mechanisms.   

Currently, the Public Service Commission operates at National level while, the 

County Public Service Boards at county level. The Public Service Commission, formulates 

policies, provides strategic leadership, direction and oversight to secretariat. The commission 

still advises on salary scales as well as recruitment of staff for national government apart 

from solving any disputes arising out of recruitment at county level. In addition, Salary 

Remuneration Commission (Republic of Kenya, 2011; Salaries and Remuneration 

Commission, 2014), was established to regulate and standards salaries on the basis of skills 

and competencies.  Each county is headed by a Governor instead of Provincial Commissioner 

who works with a team of professionals including public servants employed by County 

Public Service Board. The County Commissioner who is the supervisor at county level is the 

chairperson of County Service Delivery Coordination Committee. They also participate in 

budgeting, supervise programmes and projects, resolve conflicts between the two tiers of 

government, and report to office of the President on regular basis.  

The Interim County Transition team was mandated to operationalize the county 

executive, county treasury and county assembly. The Public Service Commission issued a 

policy on decentralization of human resource management in civil service in May 2014. It is 

therefore inevitable that decentralization of HRM (Republic of Kenya, 2012 and Republic of 

Kenya, 2014a) is implemented to ensure efficiency and effectiveness in service delivery, 

enhance transparency and accountability while reducing bureaucracy. The policy therefore 

addresses; institutional alignment, strengthening and empowering of cabinet secretaries, 

development of career progression guidelines to replace schemes of service, overhaul of 

current human resource practices and implementation of contributory pension scheme. 

Consequently, permanent and pensionable terms of service would be done away with and 

replaced by contract terms within two years. The policy is operational in counties. In addition 

to the policy, the PSC also developed a framework to guide strengthening of delivery of 

national government function at county level (Republic of Kenya, 2014b). The Constitution 

of Kenya (Republic of Kenya, 2010b) in articles 6(2) and 189 explain how National and 

County governments should function and relate.  
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Statement of the Problem 

To realize seamless service delivery, the Public Service Commission issued a policy on 

decentralization of human resource management in civil service in May 2014 with the aim of 

ensuring efficiency and effectiveness in service delivery, enhancement of transparency and 

accountability while reducing bureaucracy (Republic of Kenya, 2014a). However, Ichaunya, 

Wawire,& Chep’ngeno (as cited by Ngigi & Busolo, 2019) cited mismanagement of funds, 

flawed procurement process, ghost workers and  projects  which were attributed to 

inadequate staff and lack of capacity  as well as inadequate structures as  major challenges in 

counties. Ismail (2018), attributed lack of capacity to ethnicity and nepotism in hiring staff.  

 

Methodology  
The survey research design was used to capture and analyze both qualitative and quantitative 

data. The study population was 126, 998 employees belonging to 20 ministries, 321 

institutions and 47 county governments. Study sample comprised of 197 respondents drawn 

from two ministries, one state corporation and two counties who were selected using simple 

and stratified random selection.  A structured questionnaire which was validated using 

content validity was used to collect data. The reliability of the questionnaire had a score of 

0.81 on Cronbach’s alpha. Raw data was edited, coded and analyzed. Quantitative data was 

analyzed using Statistical Programme for Social Scientists version 21. Qualitative data was 

analyzed using descriptive statistics. Processed data was presented in tables in frequencies 

and percentages.  

 

Findings  
The demographic characteristics of respondents included gender, highest level of education 

and working experience as well as duties and capacity building.  About 60% of respondents 

were male while 40% were female. The highest level of education was doctorate level which 

was held by negligible number of respondents. The respondents whose level of education was 

either masters or bachelors were 71% while 20% were diploma and certificate holders.  Over 

70% of respondents indicated that they had adequate capacity in terms of skills to handle 

assigned duties and responsibilities. In any case, 74% of the respondents indicated that their 

public service career spanned 7 years and above while 19% had served for 6 years or less. 

     Devolved governance and democratization has brought services close to citizens in terms 

of customer care and satisfaction, behaviour change, competence of workforce, motivation 

and improved efficiency in service delivery as indicated by over 90% of respondents. These 

findings are tandem with issues cited by Kelemba (2012) in a paper written on customer care.  

The results in table 1 show that majority of respondents either very strongly agreed,   

strongly agreed, agreed or fairly agreed with indicators of improved services in counties 

(χ
2
=15.0, P≤0.002). Less than 10% of the respondents were undecided on the status of 

service delivery. The results was found to be statistically significant at the significant level 

was p< 0.05.  
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Table: Chi square Results on Effectiveness of Service Delivery in Counties 

Service delivery indicators 

Very 

strongly 

agree  

Strongl

y agree  Agree  

Fairly 

agree  

Undecide

d  

Chis

q 

P>Chis

q 

Development of 

Skills/competence of 

workforce 33.8 46.48 

11.2

7 2.82 5.63 

    

52.2  <0.001 

Increased efficiency 31.82 40.91 7.58 

10.6

1 9.09 

    

31.0  <0.001 

Improved quality 35.38 36.92 

18.4

6 7.69 1.54 

    

33.1  <0.001 

Improved customer care 42.03 39.13 

11.5

9 2.9 4.35 

    

50.3  <0.001 

Changes in behaviour and 

attitude 28.36 44.78 

11.9

4 

10.4

5 4.48 

    

36.2  <0.001 

Motivation of staff 29.31 32.76 

17.2

4 

17.2

4 3.45 

    

15.6  0.002 

Increased consumer 

satisfaction 29.23 43.08 

12.3

1 9.23 6.15 

    

32.0  <0.001 

Source: Kelemba, 2017 

In addition, recruitment of staff by counties from local regions has enhanced regional 

balance in employment of public servants as opposed to centralized recruitment albeit, cases 

of ethnicity exist (Ismail, 2018). Furthermore, there is increased public participation in 

decision making in counties as alluded to by Muthaura (2010), who cited article 232 on: 

providing efficient and effective services, prudent utilization of resources and accountability 

while eradicating corruption while engaging citizens in policy making. The Cabinet Secretary 

for Devolution (as cited in People Daily, 4
th

 June, 2015), reiterated that the human resource 

management function had been devolved for efficient delivery of services at counties by staff 

seconded by national government.  

 Infrotrack Limited carried out a study in March and April 2015 by seeking public vote from 

28,000 respondents across counties to assess performance of devolved governments in the 

first 2 years. In their report (which was covered in Daily Nation on 29
th

 April,2015),  63% of 

respondents indicated that service delivery had improved in areas such as roads, hospitals, 

schools, youth polytechnics, agriculture and transport of goods to markets under devolved 

governance. Machakos, Bungoma, Vihiga, Bomet, Kwale and Elgeyo Marakwet which were 

headed by seasoned civil servants were top performers in that order.  

 The Ministry of Devolution and Planning, initiated Huduma Centres using a one stop shop 

approach in 2013 whereby, citizens could receive services at speeded up rate by embracing 

transformational leadership across the country. Some of the 41 services offered include; 

issuance of; Birth Certificates, Certificate of Good Conduct, Passports and Clearance 

Certificate among others. So far, there are 12 operational centres across the country. The 

Huduma centres have proved to be a big success.  In 2014, Huduma Centres won Best 

Customer Service Award from Institute of Customer Service Kenya and also Best Use of ICT 

from ICT Association of Kenya. The Centres also won African Association of Public 

Administration and Management Gold Medal Award in May 2015. The Huduma  Centres 

won United Nations Public Service Awards (UNPSA) 2015 on 23
rd

 June in Medellin 
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Columbia for public service delivery excellence in improving and hastening delivery of 

services to the public. It is worth noting that Kenya had earlier on been awarded United 

Nations Public Award in 2007 for improved transparency, accountability and responsiveness 

in the public sector (Republic of Kenya, 2008; Republic of Kenya, 2014b; Sunday Nation, 

28th June 2015). 

The Salaries and Remuneration Committee implemented new allowances in 

December 2014 based on rationalization, harmonization, standardization, equity, fairness and 

compensation for the cost of living for purposes of regularizing allowances to address 

disparities as cited in a circular (Salaries and Remuneration Commission,  2014) According 

to Lubembe, (2012), structured stakeholder engagement exists through  collaborations, 

partnerships and private sector in involvement  by   working  closely with the public service 

on policy, projects,   programmes, value chain analysis, skills analysis, industrial attachment, 

incubation and job placements. This fact is in harmony with views expressed by Kelemba in 

Amutabi (Ed) (2013), where it is noted that reforms in the public service are still ongoing. 

Indeed, service delivery in public service has greatly improved due to innovation in availing 

online human resource management function, financial management, tax returns, 

procurement and services to the public through Huduma centres.  

Although the findings indicated that devolution of public services had enhanced 

effectiveness and efficiency in service delivery, 63% of respondents cited challenges while 

15% were non-committal. The challenges hindering service delivery in counties included: 

budgetary constraints; inadequate resources such as staff, equipments, tools and means of 

transport to implement projects and programmes. Lack of proper strategy in implementation 

of devolution leading to duplication of duties between national and county government was 

also cited. Other challenges included overworked staff due to freeze on recruitment,   lack of 

capacity of staff to implement performance contracting; poor working conditions, ineffective 

communication, delayed disbursement of funds to counties and failure to involve employees 

in decision making. The public service commission allows for terms and conditions of work 

by means of legal framework. However, the reviews could be far apart a midst changing 

context of work environment (Republic of Kenya, 2016d; Republic of Kenya, 2016e). 

Specifically, corruption, tribalism and nepotism were cited as critical challenges despite 

existence of framework for implementation of values and principles in public service to 

enhance diversity (Republic of Kenya, 2015a). Furthermore, inability to inculcate change 

leading to work related stress; labour turnover after heavy investment in training; lack of 

clear organizational structure and supervision of staff leading to cases of indiscipline which 

are at times not handled professionally as indicated in the discipline manual (Republic of 

Kenya, 2016a).  Poor work environment was also cited.  Inadequate ICT equipment and skills 

plus office space; lack of commitment and motivation due to delays in promotion; low 

remuneration and lack of rewards as well as lengthy government procurement procedures and 

failure to set realistic targets were mentioned. Another critical area of concern has been poor 

or lack of coordination between national and county governments leading to delays in service 

delivery. Uneven development is still evident in counties as some like Kiambu, Nairobi, 

Nakuru and Mombasa were already better developed than Turkana and Wajir defeating the 

purpose of equity (Republic of Kenya, 2015b; CoG, 2017; Kelemba, 2017; Ngigi and Busolo, 

2019). 

According to Economic Commission report (2010), several challenges hinder 

devolution and democratization including lack of political goodwill  from national 

government which prefers centralization  leading to breakdown in merit system inadequate 
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funding and late release of exchequer, bureaucracy, lack of commitment, employee 

involvement  and ownership of the reform process,  poor term of service and working 

conditions,  flawed procurement processes,  poor financial planning and management, 

existence of several academic and professional oriented  schemes of service which are not 

properly monitored and evaluated , long grading structure, insistence on staying in one job 

group for at least 3 years hindering progression of good performing officers, lack of link 

between performance and career advancement (Ngigi & Busolo, 2019). 

Afro Barometer Survey carried out by University of Nairobi on 2317 respondents on 

service delivery in the country, in 47 counties, established that 70% of Kenyans are 

dissatisfied with the way the government handles graft.  In fact, 64% of the respondents felt 

that graft had increased in 2014 while, 75% cited police service as the most corrupt. The civil 

service was rated at 46% while parliament followed closely at 45%. Corruption in the county 

assembly was also rated at 36%. However, 50% of the respondents believed that citizens 

could make a change by refusing to bribe and reporting any incidences of bribery although, 

27% of respondents feared reporting incidences while 25% did not see the need  of reporting 

since, the government does not act on corruption. Indeed, 76% of the respondents felt that the 

media has played a key role in exposing corruption as reported (Daily Nation & People Daily 

April 15
th 

2015; Kelemba. 2017). 

In another survey carried out by National Commission on Implementation of the 

Constitution in 2015  (Daily Nation Monday 11
th

 May 2015) in  the counties were criticized 

for breaking the law on hiring of staff on the basis of ethnicity and diversity contrary to 

Constitution of Kenya ( Republic of Kenya, 2010b). Skewed recruitment on the basis of 

ethnicity was evident in 27 (63%) of the 47 counties courtesy of influence of Governors and 

Members of County Assembly on County Public Service Boards. Indeed, Executive 

Committee vacancies were the most abused! Only 17% of counties complied with 

Constitution of Kenya in hiring staff. Diversity in hiring was evident in Nairobi county and 

counties from Coastal region. Only 11% of counties had employed workers from at least two 

communities or ethnic groups. This practice contravenes chapter 6 of Constitution of Kenya 

on Leadership and Integrity as well as raising doubts about quality of staff (Republic of 

Kenya, 2010b).  

The World Bank in a series of articles addressing , Africa’s Human Development  

Challenge – Key Themes Across Sectors, places emphasis on governance and accountability 

towards decentralized service delivery with the aim of improving efficiency and effectiveness 

in service delivery .  According to AgriData (as cited in World bank, 2015), Kenya was 

ranked 4.0 out of possible scale of 10 verses Sub-Saharan ranking on Transparency, 

Accountability and Corruption in the Public Sector using County Institutional and Policy and 

Institutional Assessment instrument. At the same time, Global Integrity (2015), ranked Kenya 

on the basis of Public Administration and Professionalism at 68% as compared to 59% of 

Sub Saharan Africa between 2008 and 2011 further confirming that governance of service 

delivery in public sector in Africa is dogged by corruption as indicated by both Global 

Integrity and World Bank, 2001; Global Integrity, 2015; (KPMG as cited in World bank, 

2015). Although, Citizen Service Delivery Charters were to be made in simple languages, but 

only Kiswahili and English versions exist to the detriment of illiterate populace. In addition, 

the documents are not easily accessible to citizens hence, they are not aware of which 

services to demand for. Although some service charters are online, not many citizens have 

access to internet. Weak legal and regulatory framework, vested political interests,   

centralization also hinder participation by citizens since; they do not trust the government. 
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Meanwhile, the 3 year transition period came to an end in 2015 yet, there was no clear policy 

on what to do with over 60,000 officers who were seconded from national to county 

governments.  

 

Discussion  

Notably, Kenya adopted eight steps recommended by Kotter (as quoted in Armstrong, 2009a, 

Armstrong, 2009b, Armstrong, 2010) in undertaking change in Public Service as part of the 

reform agenda since 2004. The steps are::  establishment of sense of urgency based on market 

and competitive realities such as crises; formation of coalition of influential and powerful 

team to lead change;  creation of vision and strategies to achieve the vision; communicating 

the vision, strategies and behaviour to everyone in the organization for purposes of corporate 

ownership; empowering others to act on the vision by changing systems, structures, taking 

risks and eliminating obstacles; creating short term visible wins, recognizing and rewarding 

achievers. Other steps include: consolidating improvements to produce more change by 

prioritizing recruitment, capacity building and promotion of staff; and institutionalizing the 

new approaches by linking new behaviour to success while at the same time, managing 

succession planning. Although good strides led to United Nations Public Service Award in 

2007 for; improved transparency, accountability and responsiveness in the public sector, the 

challenges cited in the findings still persist! (Kelemba, 2017). One is left wondering whether 

the Thorn Tree Strategy of; recruitment, training and reward system has been handled 

professionally despite existence of Performance Rewards and Sanctions framework (Republic 

of Kenya, 2016c). Is there really reward for achievers or even reprimand for poor performers 

as the policy on performance appraisal states? Why has it taken so long for county 

governments to embrace performance contracting? In addition, cases of corruption, nepotism, 

lack of accountability, incompetent staff, and gender disparity poor service delivery continue 

to affect both national and county governments.) (Kohli & Deb, 2008; Lubembe, 2012; 

Republic of Kenya, 2014b; Ismail, 2018; Ngigi & Busolo, 2019).      

Ernest and Young (2014) was contracted by the government to undertake institutional 

reviews and capacity assessment of the public service at national and county government 

level in view of the fact that staffing and huge wage bill cannot be rationalized. The 

objectives of the review was to address: function structures as per  mandates; human resource 

capacity;  transfer of staff; human resource profiles and skills inventories and  

implementation of  laws, statutes, conventions and their implementation. The government set 

up Transitional Authority (TA) to oversee setting up of county governance structures as 

stipulated in the Constitution of Kenya (Republic of Kenya, 2010b; Republic of Kenya, 

2013). The TA deployed staff from national government to assist county governments in 

setting up systems and structures similar to those in national government. The county 

governments quickly set up County Public Service Boards and recruited own staff without 

paying much attention to organizational structure, contrary to guidelines in policy document 

(Republic of Kenya, 2015b), wage bill verses development, competencies and policy 

regulations on public service leading to over employment hence spending most of the budget 

on recurrent as opposed to development aspect. The Annual Operations Plans were 

temporarily used at county government awaiting commencement of Performance Contracting 

during Financial Year 2015/16 (Kelemba, 2017; (Republic of Kenya, 2013; Republic of 

Kenya, 2014a; Republic of Kenya, 2014b; Republic of Kenya, 2014c) 

According to Kohli & Deb (2008) competitive advantage works well if a resource 

remains rare, inimitable, non – substitutable and valuable a fact alluded to by Armstrong 
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(2009a; Armstrong, 2010) and Armstrong and Baron (2009). Is Kenya really adopting 

technology at a fast rate as is required to maintain competitive edge in complex landscape 

such as: flattening, downsizing, decentralization, restructuring, mergers, acquisitions, joint 

ventures, technological advancement, outsourcing and responsiveness that are better carried 

out by highly skilled and committed employees? Kenya has made some strides in adoption of 

technology such as Government Human Resource Information System (GHRIS) which is 

used for: employee surveys, intranet, job evaluation, e- learning, self-service of manager and 

payroll administration (Republic of Kenya, 2010a). It is also used for  online recruitment and 

selection, employee records and turn over analysis, equal opportunity modeling, human 

resource planning and forecasting, management of knowledge and diversity, performance 

management, metrics and human capital reporting. The GHRIS interfaces with Integrated 

Payroll and Personnel Database (IPPD), G-Pay, Integrated Financial Management System 

(IFMIS), Insurance and Risk Management Information System (IRMIS). It is also interfaced 

with iTax and e- procurement (Republic of Kenya, 2014a). These technological 

advancements frequently malfunction since, the country is not able to cope with rapid 

changes in ICT sector.  In addition, officers move seamlessly across the public service in 

search of green pastures. Dwindling funds for training due to implementation of austerity 

measures in adherence to prudent utilization of resources impacts negatively on capacity 

building. Most of the reported cases of corruption have resulted from fraudulent procurement 

processes but in recent times, e –procurement has been implemented.  Frequent strikes by 

public servants due to poor remuneration and work conditions affects service delivery 

negatively. The policy on diversity clearly outlines strategies and mechanisms for attaining 

diversity in public service. However, ethnicity, inequality and insufficient participation are 

quite rampant in public service across the national and county governments (Republic of 

Kenya, 2016b; Kelemba, 2017; Ngigi & Busolo, 2019) 

 

Conclusion and Recommendations  
In view of the findings and discussion, it is clear that service delivery was enhanced in 

counties. However, several challenges including corruption and nepotism do exist in the 

national and county governments.  

Several recommendations are made: First: Review policies on human resource 

management and strategy implementation for reforms of HR policies. Second: There is need 

for development of strategies on devolution and Best Fit Model Benchmark on best practices 

to enhance employee performance to suit specific needs of each organization. Third: Capacity 

building of employees by implementing National Capacity Framework to enhance job 

satisfaction and motivation towards enhanced service delivery. Fourth: Implementation of 

mentorship, promotion, guidance and performance counselling programme by implementing 

career guidelines to enhance employee performance. Fifth: Need to come up with clear 

communication strategy and feedback mechanisms to enhance service delivery. Sixth:  

Review and harmonization of pay and bonus, scheme of rewards for good governance and 

sanctions by Salaries Remuneration Commission to ensure equity and fairness within the 

public service. Prompt prosecution of cases of corruption and fraud to redeem image of 

public service. Seventh: Provision of adequate resources including human and ICT (including 

adoption of new technologies) as well as appropriate work environment to enhance service de 

livery. Eighth: Development of clear organizational structure, supervision and monitoring 

mechanisms enhance service delivery. Ninth Instill culture of change within the public 



 Journal of African Interdisciplinary Studies (JAIS): ISSN 2523-6725 (online)  
                                                               May, 2021 Vol. 5, No. 5 
Citation: Kelemba, J. K. (2021). Governance in Public Service in Kenya under the New Constitutional 

Dispensation. Journal of African Interdisciplinary Studies, 5(5), 64 – 80. 

  

77   
Copyright © 2021 Centre for Democracy, Research and Development (CEDRED), Nairobi, Kenya. 

This is an open access article distributed for unrestricted use, distribution, and reproduction in any medium, provided the original author 

and source are credited. http://cedred.org/jais/index.php/issues 

service to allow for psychological shift necessary in mindset change and quantum leap in 

adoption of modern human resource practices. 
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