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EXECUTIVE SUMMARY 

This report is prepared in accordance with the provisions of Section 

59, Sub-Section 1(d) and (f) of the County Government Act, 2012 

which requires the County Public Service Board to prepare regular 

reports for submission to the County Assembly on the execution of 

the functions of the Board and “Evaluate and Report to the County 

Assembly on the extent to which the values and principles referred to 

in Articles 10 and 232 are complied with in the County Public 

Service.” 

This Report is the third since the promulgation of the Constitution 

and enactment of the County Government Act 2012, and outlines the 

activities and performance of the Board on its mandate during the 

2014/2015 FY. 

The Board is established under Section 57 of the County Government 

Act 2012. Its functions, on behalf of the County Government, are 

spelt out in Section 59 Sub-sections 1 (a) to (j), 2, 3, 4 (a) to (i), 5 (a) 

to (f) and 6. It entails the following functions both Executive and 

Advisory: 

a) Establish and abolish offices in the county public service; 

b) Appoint persons to hold or act in offices of the county public 

service including in the Boards of cities and urban areas within 

the county and to confirm appointments; 

c) Exercise disciplinary control over, and remove, persons holding 

or acting in those offices as provided for under this Part; 

d) Prepare regular reports for submission to the county assembly 

on the execution of the functions of the Board; 

e) Promote in the county public service the values and principles 

referred to in Articles 10 and 232; 

f) Evaluate and report to the county assembly on the extent to 

which the values and principles referred to in Articles 10 and 

232 are complied with in the county public service; 
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g) Facilitate the development of coherent, integrated human 

resource planning and budgeting for personnel emoluments in 

counties; 

h)  Advise the county government on human resource 

management and development; 

i) Advise county government on implementation and monitoring of 

the national performance management system in counties; 

j) Make recommendations to the Salaries and Remuneration 

Commission, on behalf of the county government, on the 

remuneration, pensions and gratuities for county public service 

employees. 

 

During the year financial year 2014/2015, the Board had requested 

a funding of Ksh.49,557,225 to finance its operations, activities and 

programmes. However, it was allocated a total of Kshs 34,357,664, 

Personnel Emoluments Kshs 18,612,264 and Operations and 

Maintenance Kshs 15,745,400. Of the allocated funds the absorption 

rate was 98%. As at 30th June, 2015 the Board had pending bills 

amounting to Kshs 3.4M attributed to delay in release of funds. 

 

During the financial year under review, the Board appointed 55 

Officers to the Service in various departments of whom were 28 male 

and 27 female. A total of 182 officers previously under ESP were 

absorbed of whom 57 male and 124 female. The appointments 

facilitated delivery of quality Service to the public in Nyeri and to 

Kenyans in general.  

 

In ensuring that the Public Service is efficient and effective, the 

Board issued the instruments of Delegated Authority and appointed 

Authorized Officers, developed, reviewed and issued various 

guidelines on human resource management, offered diverse training 

opportunities and induction to various officers in the Service to equip 

them with the requisite knowledge, skills and competencies.  
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In addition the Board established various offices, recruited and 

appointed various officers, completed suitability assessment of staff 

previously under the Economic Stimulus Programme for absorption 

into the service. 

The Board was engaged in five industrial disputes which were 

historical in nature involving the former Local Authority employees 

and now before the Industrial Court in Nyeri. 

In addition the Board was actively involved in resolving the strike by 

the Health Workers 

The Board played a key role in the rollout and conducting of Capacity 

Assessment and Rationalization Programme (CARPS) in the County 

The overall objective of the CARPS Programme is to ensure that 

Government functions are properly structured and staffed to 

facilitate transformation of the public service for efficient and 

effective service delivery at both the National and County 

Government levels.  The specific objectives are to: 

(i) Provide for well-organized structures, County Government levels, 

that are based on given mandates and functions; 

(ii) Establish the existing human resource capacity at the County 

Government level and make recommendations on the optimal 

staffing levels based on the re aligned structures; 

(iii) Facilitate re-deployment and transfer of staff within and across 

the two levels of Government; 

(iv) Examine and analyse the existing human resource profiles and 

skills inventories to inform the rationalisation programme; and  

(v) Recommend modalities for undertaking the rationalisation 

exercise in accordance with relevant laws, statutes and 

conventions, and implement the recommendations. 
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The Board also steered the job evaluation of over 385 different jobs in 

the County in collaboration with SRC and the Consultants. 

In the discharge of its mandate, the Board faced a number of 

challenges key among them being: 

i. Inadequate funding for programmes;  

ii. Inadequate office accommodation  for the Board and staff;  

iii. Disparities in salaries and remuneration between former local 

authority staff and those performing devolved functions;  

iv. Strained labour relations with health sector unions and former 

Local authorities employees and unions; 

v. Inability to attract good quality personnel to work in specialized 

functions within the County Government due to wrongly 

perceived political interference; 

vi. Inability to attract applicants from other ethnic communities for 

advertised jobs in the County in order to fulfill the legal 

provisions of ethnic diversity in recruitment; 

vii. A big wage bill primarily comprising 52.9% of the total 

expenditure equivalent to 66.6% of the recurrent budget. The 

County Government was left with only 20.56% for development 

as opposed to the approved 30% in law. This could be primarily 

attributable to inherited and over-establishment from the 

former local authorities and the factor of Nyeri being a former 

provincial headquarters. 

 

The Board will continually focus on improving the discharge of its 

Mandate and enhancing productivity in the Public Service and will 

among others address the following key interventions:  

i. Engage Transition Authority, Salaries and Remuneration 

Commission, Ministry of Public Service, Youth & Gender and 

Ministry of Devolution and Planning 

ii. Review and advise the County Government on appropriate 

organizational structures of departments to ensure they are 

aligned to County Integrated Development Programme, Strategic 

Plans and their respective mandates and ensure optimal 

staffing for effective service delivery 
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iii. Develop, review and launch Human Resource Management 

policies and guidelines and align them to the Constitution and 

other legislative framework 

iv. Carry out impact assessment on policies and guidelines issued 

to the Service 

v. Design and operationalize an effective monitoring and 

evaluation framework to provide feedback on the management 

of human resources in the Public Service 

vi. Review the Staff Performance Appraisal System and introduce a 

rewards and sanction framework 

vii. Carry out a baseline survey on awareness and compliance with 

Values and Principles in Articles 10 and 232 and implement 

sensitization activities in the service. 

 

In the forecast 2015/16 FY, the Board will continue to work closely 

with all County Departments, relevant State Departments, Agencies 

and other key stakeholders to address identified and emerging 

human resource issues so as to serve the people of Nyeri better.
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CHAPTER ONE: BOARD MANDATE 

1.0 Background 

The County Public Service Board of Nyeri was established in 

accordance with the County Government2012, where the Board is 

stipulated to be:- 

a) A body corporate with perpetual succession and a seal; and 

b) Capable of suing and being sued in its corporate name. 

The Board became duly constituted in October 2013. 

1.1 Vision, Mission and Core Values 

The Board has formulated and issued various guidelines and 

implemented programmes geared towards enhancing service 

delivery. Further, it has carried out various activities as mandated 

under section 59 of the County Government, 2012. In undertaking 

these programmes and activities, the Board has been guided by its 

Vision, Mission, Core Values and the National Values and Principles 

in line with Article232of the Constitution. 

 

Vision 

“To be a trend setting, ethical and dynamic institution that enables 

delivery of quality public services.” 

This Vision supports the County Government’s CIDP overall Vision 

of having “A prosperous people in a secure, healthy environment with a 

high quality of life”. 
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Mission 

“To support and enable the County Government of Nyeri deliver 

professional, ethical and efficient services through a transformed 

public service.” 

This supplements the County Government’s overall Mission as 

envisaged in the CIDP that aims “To harness the hard working 

culture of the people of Nyeri and unlock their potential to achieve the 

highest standards of political, social and economic life by creating an 

enabling environment that promotes sustainable development”. 

The Board’s overall goal is to have “A transformed and highly 

performing Public Service that is Value and Ethics driven”. 

In discharging its functions and implementing the Strategic Plan, 

the Board is guided by the following Core Values: 

Integrity– ensures openness and responsibility 

Team spirit –ensures cooperation and teamwork 

Accountability – takes responsibility for actions taken 

Professionalism –ensures standards, quality, ethics and values 

Equity & Diversity– ensures fairness and inclusivity of all 

Prudent utilization of resources –ensures efficiency and  

Effectiveness of resource use 

Excellence in services-ensures best practice and continual  

Improvement in service delivery 

Fidelity to the law –follows due process and rule of law 

Innovativeness- embraces new ideas, methods and technology 

Inclusiveness – embraces all and participation 

Accessibility – ensures good reach 

Impartiality- ensures service without bias 
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1.3 Mandate of the Board 

Section 59(1) of the County Government Act stipulates the mandate 

of the Board as to: 

k) Establish and abolish offices in the county public service; 

l) Appoint persons to hold or act in offices of the county public 

service including in the Boards of cities and urban areas 

within the county and to confirm appointments; 

m) Exercise disciplinary control over, and remove, persons 

holding or acting in those offices as provided for under this 

Part; 

n) Prepare regular reports for submission to the county assembly 

on the execution of the functions of the Board; 

o) Promote in the county public service the values and principles 

referred to in Articles 10 and 232; 

p) Evaluate and report to the county assembly on the extent to 

which the values and principles referred to in Articles 10 and 

232 are complied with in the county public service; 

q) Facilitate the development of coherent, integrated human 

resource planning and budgeting for personnel emoluments in 

counties; 

r)  Advise the county government on human resource 

management and development; 

s) Advise county government on implementation and monitoring 

of the national performance management system in counties; 

t) Make recommendations to the Salaries and Remuneration 

Commission, on behalf of the county government, on the 

remuneration, pensions and gratuities for county public 

service employees. 

 

1.4: Board Membership  

The Board membership constitutes of the following members: 

 Chairperson 

 5 members 
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 Secretary 

1.5: Board Committees 

The Board carries its functions through Board Committees. These 

Committees meet on designated days and make their reports and 

recommendations to the full Board.  

The Committees are as follows: 

Recruitment and Selection 

Training and Staff Development.  

Performance Management and Discipline  

Values and Principles 

Finance Planning and General Purposes 

 

The following are the Terms of Reference for each Committee: 

 

Recruitment and Selection 

i) Job advertisement and addressing all matters relating to 

recruitment.  

ii) Preparation of guiding notes and providing Secretarial 

Services to the Board Preliminary Selection Boards quality 

assurance on applications. 

iii) Scheduling of interviews and inviting short listed 

candidates; 

iv) Availing the indents, application files, list of short listed 

candidates and the Annual  Staff Appraisal Reports to 

the Final Selection Board; 

v) Dealing with all correspondence regarding employment in 

the County Public Service. 

vi) Establishment and abolition of offices in the public service 

vii) Analyze the Human Resource plans 
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viii) Development of guidelines for promotions and transfer of 

staff 

ix) Advise on terms and conditions of service. 

x) Initiate review of the existing human resource manuals for 

the service 

xi) Make proposals on improvement in the discharge of 

delegated powers              

 

 Staff Training and Development.  

i) Develop modalities of carrying out training impact 

assessment in the public service 

ii) Development of staff development policy 

iii) Analyze training needs assessment report from all the 

county departments 

iv) Co-ordinate and advise on training need assessment 

v) Advice on mechanisms for collaborating with training 

institutions on human resource development. 

vi) Advice on development of skills inventory for County 

Public Service. 

 

 Performance Management and Discipline  

i) Advice on the County performance management 

framework in the counties. 

ii) Ensure staff appraisal process conforms to County 

Departments’ strategic objectives; 

iii) Advice on and monitor  performance of all officers in the 

county public service and ensure feedback is relayed; 
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iv) Addressing appeals arising from performance appraisal 

process rating. 

v) Develop a reward and sanction framework and advice on 

its implementation. 

vi) Develop a structured system of handling discipline cases 

for use in County Department 

vii) Audit pending disciplinary cases and in County 

department. 

 

 Values and Principles 

i) Promotion of  values and principles referred to in Article 

10 and (232) throughout the public service 

ii) Monitor, evaluate and report to the County Public Service 

Board on the extent to which the values and principles 

referred to in Article 10 and (232) are complied with in 

the public service. 

iii) Develop instruments to investigate, monitor and evaluate 

the organization, administration and personnel practices 

of the public service. 

iv) Propose programmes and activities for promotion of 

values and principles referred to in Article 10(232) 

throughout the public service. 

v) Propose modalities for monitoring the extent to which the 

programmes in (i) are promoting the values and 

principles of public service. 

vi) Develop County Public Service code of conduct. 
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vii) Make appropriate recommendations emanating from the 

reports in (iv) above to facilitate decision making. 

viii) Oversight of development and dissemination service 

charter. 

ix) Oversee compliance of Public Ethics Acts 

 

 Finance Planning and General Purposes 

i) Analyzing budget proposals for the Board 

ii) Making proposals on financial planning for the board. 

iii) Making proposals on re-structuring and staffing of the 

Board secretariat. 

iv) Monitoring implementation of the Board’s strategic plan. 

v) Proposing modalities for collaboration and cooperation 

between the Board and other bodies. 

vi) Ensuring statutory compliance including annual Audit. 

vii) Receive and securitize and submit monthly report to the 

Board. 

viii) Handling any County Assembly questions 

 

    1.6: Board Secretariat 

The Board has a functional Secretariat which is headed by the 
Secretary with five members of staff: 

 Human Resource Manager, 

 Administrative Officer, 

 Records Officer, 

 Driver 

 Messenger 
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The Secretariat staff undertake the following duties: 

a) Facilitating the Board in terms of preparing Board Papers and 

Board meeting materials; 

b) Communication of Board decisions; 

c) Monitoring the implementation of the Board decisions; 

d) Provision of technical support to the Board and its 

Committees; 

e) Financial facilitation and accounting for the Board operations. 

f) Any other duties as assigned by the Board 

1.7: Board Strategic Plan  

The Board has formulated a 5 year Strategic Plan which is awaiting 

launching. This has not been done due to financial constraints. 

However, the Plan continues to give the Board the required focus in 

the execution of its mandate for the next five years. The plan 

highlights four objectives which are aligned with the mandate of the 

Board. These objectives are as follows: 

i) Institutional Capacity Building and Development; 

ii) Human Resource Management 

iii) Building of a high performing, engaged and customer 

focused public service. 

iv) Change management in the public service. 

The objectives are geared towards improving service delivery by the 

public service of Nyeri, promotion of equity and good governance. 

The Strategic Plan will be launched upon availability of funds. 
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CHAPTER TWO: BOARD ACTIVITIES 

2.0: Introduction 

This chapter details the activities that the Board had undertaken 

for the period January 2015 to December 2015. The activities have 

been carried out within the legal and policy frameworks governing 

the County Public Service Board and its operations. 

Size of the Public Service       

During the period under review the Public Service under the 

purview of the Board comprised of 2967 employees as reflected in 

the table below. 

Table 1: Distribution of Staff by Department  

       

No 

                     Department 2015 

1 Office of the Governor and the County Secretary 27 

2 County Public Service Board 12 

3 Finance and Economic Planning 234 

4 Health  1874 
5 Education & ICT 116 
6 Public Administration, Information and 

Communication  

121 

7 Energy 38 
8 Agriculture and Livestock 164 

9 Trade, Industrialization and Tourism 8 
10 Land and Infrastructure 133 

11 Water and Environment 131 
 Totals 2967 

Note: 

Source: Capacity Assessment Rationalization Report, 2015. 

 

The Board is in the process of establishing a policy framework on 

the management of staff in Agencies falling under the County 

Government, eg the Water Services Companies like Nyewasco, 

Mawasco, etc among others. 
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2.1: Establishment of Offices 

The Board has exercised its mandate of establishing offices in the 

County Public Service as mandated in Section 60 of the County 

Government Act and established various offices after the necessary 

justifications were provided by the County Executive. Due 

consideration was given to the fact that the offices established were 

there to serve the public interest and facilitate effective discharge of 

the core functions of the County Government of Nyeri.  

Table 2: Offices established in 2015 

Department Cadre No. Job Group 

County Secretary County Head of 
Performance Management 

1 S 

Deputy County Secretary 1 S 

Principal County Assembly 
Liaison Officer 

1 P 

Principal Administrator 1 N 

Office Manager-Nairobi 
Liaison Office 

1 N 

Executive Assistant-Nairobi 
Liaison Office 

1 J 

Legal Officer 1 P 

Finance Director, Financial Services 1 R 

Director, Procurement and 
Supply Chain 

1 R 

Director, Internal Audit 1 R 

Chief Internal Auditor 1 P 

Principal Procurement and 

Supply Chains Officer 

2 P 

Senior Internal Auditor 3 N 

Senior Procurement and 
Supply Chain Officer 

3 M 

Public 
Administration, 
Information and 
Communication 

Director, Human Resource 
Management 

1 R 

Director, Revenue 1 R 

Health Hospital Directors 4 Q/R 

Medical Officers 13 M 

Dental Officers  2 M 

Anesthetists 2 L 
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Radiographers 5 H 

Land and 

Infrastructure 

Director, Housing 1 R 

Director Roads and Public 
Works 

1 R 

Road Inspectors 3 J 

 Plant Operators 7 D 

Education and 
ICT 

Director, Education and 
Training 

1 R 

Director ICT 1 R 

County Education and 
Training Officers 

2 N 

Trade, 
Industrialization, 

Tourism and 
Cooperative 
Development 

Director Trade and 
Investment 

1 R 

Director Tourism 1 R 

Principal Industrialization 
Officer 

1 N 

Investment Promotion 
Officer 

1 J 

Cultural Officer 1 J 

 

2.1.1:Recruitment & Selection 

Officers have been appointed to fill most of these positions and have 

already settled in various Departments. All the positions were 

advertised in the Newspapers, and were then widely circulated in 

the County in order to attract a wide pool of applicants. Officers in 

the Public Service, including the ones in the County Public Service 

of Nyeri have always been encouraged to apply, and are given 

opportunity by the Board where they meet the requirements. 19% 

of the candidates selected were officers who were already working in 

the Public Service of Nyeri.  

The selection was guided by the Constitutional requirements in 

regard to regional and gender balancing, youth, People Living With 

Disability (PLWD), minority and marginalized communities. All 

selections have taken cognizance of Article 232 of the Constitution 

of Kenya, with the Board using fair competition and merit as the 

basis of selection of candidates. 
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2.1.2: Pending recruitments 

The Board has advertised the following positions; 

Table 3: Advertised Positions 

Department Position J.G No. of positions 

County Secretary Deputy County 

Secretary 

S 1 

Public Administration Ward Administrator N 1 

Education Youth Polytechnic 
Instructors** 

G 39 

Health Hospital Director R 1 

Assistant Hospital 
Directors 

Q 1 

Land and 
Infrastructure 

Plant Operators D 7 

 

** Youth Polytechnic Instructors- recruitment of the advertised 

positions has been suspended through a Court order as explained 

elsewhere in this report. 

 

2.1.3: Distribution of appointments 

The Board has taken cognizance of requirements of the Constitution 

that calls for diversity in public appointments. The following is the 

regional distribution of staff recruited by the Board in the year 

2015: 

a) Distribution by County of Origin 

Majority of the applicants in all the positions advertised come from 

Nyeri. This could be attributed to the confidence applicants have in 

the Nyeri Public Service and the wide distribution of the adverts to 

the Sub Counties, Wards and various public outlets in the County. 

The percentage of candidates recruited from other Counties as 

illustrated in the table below however shows a growth from the 

distribution that existed in the workforce before inauguration of the 
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Board and consequent undertaking of the Board’s mandate of 

establishing offices and recruiting candidates to fill the established 

offices.  The public service had 79.5% of its workforce having Nyeri 

as their County of origin. The data in the table below illustrates a 

changing trend, manifesting efforts that are geared towards 

attaining regional balancing. 

Table 4: Distribution by County 

 County No.      % 

1 Nyeri 25 45% 

2 Kiambu 5  9% 

3 Meru 4  7% 

4 Laikipia 3 5% 

5 Embu 3  5% 

6 Nakuru 2  4% 

7 Murang’a 2  4% 

8 Kakamega 1 2% 

9 Isiolo 1  2% 

10 Kericho 1  2% 

11 Bomet 1  2% 

12 Nyandarua 1  2% 

13 Kericho 1  2% 

14 Makueni 1  2% 

15 Kirinyaga 1  2% 

16 Uasin Gishu 1  2% 

17 Nairobi 1  2% 

18 Siaya 1  2% 

 Total 55 100% 

 

b) Distribution by Ethnic Groups 

The Board has made major efforts to meet diversity requirements in 

terms of ethnicity and will strive to ensure that the 30% diversity 

threshold is attained in coming recruitments. It is also important to 

note that there is some improvement when the numbers recruited 

in 2015 are taken into account. 
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Table: Distribution by Ethnic Group 

 

 

c) Distribution by Gender. 

The Board has exceeded the one-third gender threshold set by the 

Constitution. A deliberate effort was made to ensure that there is 

gender balancing in the recruitment and selection of candidates as 

illustrated in the recruitment of 2015: 

Table 6: Distribution by Gender 

 

 

d) Distribution by Sub County 

The Board has managed to recruit candidates from each Sub 

County in Nyeri while ensuring that the public service gets the best 

officers based on merit. The Sub Counties with higher numbers 

recruited also had proportionately higher numbers of qualified 

applicants. 

Table 7: Distribution by Sub County 

Sub County No % 

Municipality 7 28% 

Mathira East 5 20% 

Kieni East 4 16% 

Mukurwe-ini 3 12% 

Othaya 2  8% 

Tetu 2  8% 

Ethnic Group No.    % 

Kikuyu 42 76% 

Ameru 4   7% 

Kalenjin 3   5% 

Embu 2   4% 

Kamba 2   4% 

Luhia 1   2% 

Luo 1   2% 

Total 55 100% 

Gender No.       % 

Female 27 49% 

Male 28 51% 

       Total 55 100% 
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Mathira West 1  4% 

Kieni West 1  4% 

Total  no. recruited 25 100% 

 

e) Distribution by Ward  

The Board managed to attain a 60% distribution of selected 

candidates by Ward.12 Wards did not have candidates selected 

in2015, with majority of the Wards having no applicants for the 

advertised positions. Efforts were made to ensure that there was 

Ward balancing in the selection while at the same time giving the 

public service the right candidates for the positions advertised. The 

Board will strive to ensure that the Wards with no appointees are 

covered in future recruitments. It is however pertinent to note that 

many of these Wards had candidates selected in recruitments done 

in 2013 and 2014. 

Table 8: Distribution by Ward 

 Ward No of 

appointees 

% 

1 Mukaro 3 12% 

2 Gakawa 2 8% 

3 Konyu 2 8% 

4 Rugi 2 8% 

5 Gatitu 2 8% 

6 Aguthi Gaaki 2 8% 

7 Naromoru 1 4% 

8 Kabaru 1 4% 

9 Mwiyogo 1 4% 

10 Iriani (Mathira East) 1 4% 

11 Magutu  1 4% 

12 Iriaini (Othaya) 1 4% 

13 Karatina 1 4% 

14 Kirimukuyu 1 4% 

15 Chinga 1 4% 

16 Ruringu 1 4% 

17 Mathari/Kiganjo 1 4% 

18 Mukurwe-ini West 1 4% 

 Total  no. recruited          25                           100% 
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f) Distribution by age 

The Public Service of Nyeri inherited a workforce that had 59% at 

the age of 46 years and above. This illustrates a concern on an 

aging workforce that impacts negatively on succession 

management. The Board is however making efforts to play its part 

by recruiting candidates who have the capacity to be integrated into 

succession planning. The table below illustrates the age cluster of 

the candidates recruited in 2015. 

The age cluster of the recruited candidates: 

Table 9: Age Cluster of recruited staff 

 Age 

clusters( in 
years) 

No. % 

 20-25 5 9% 

 26-30  28 51% 

 31-35   7 13% 

 36-40 4 7% 

 41-45  3 5% 

 46 -50  5 9% 

 51- 55  3 5% 

 Total 55 100% 

 

g) Distribution by Qualifications 

The County inherited a workforce that only had 9.1% of its 

employees having degrees and above (see table No.15). Majority of 

the workforce were, and are diploma holders and below, with 

significant number having no certificates. This trend is gradually 

changing, and as evidenced on the table below, holders of degrees 

and above are becoming the majority. In this year alone, they 

constituted 75% of the total recruitments done by the Board. There 

were no candidates recruited below the Diploma holder. 

However, some positions failed to attract right candidates and the 

Board had to re-advertise the positions. The Board had to review 

the requirements of such positions in order to attract candidates, 
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while in some instances, the job groups of such positions had to be 

improved. 

Table 10: Distribution by Qualifications 

Qualifications No. % 

Master’s Degree 10 18% 

Bachelor’s Degree 35 64% 

Higher National Diploma  2 4% 

Diploma  8 15% 

Total 55 100% 

 

h) Persons Living With Disability 

There were no candidates selected under this category. Out of the 

40 positions advertised, only one candidate under PLWD applied for 

one of the position, Director Financial Services but the candidate 

was not successful at the interview stage.  

 

 2.1.4: Economic Stimulus Programme (ESP) Contract Staff 

The Public Service of Nyeri inherited the following staff under the 

Economic Stimulus Programme: 

Table 11: ESP Staff 

Department No. 

Health 181 

Fisheries 5 

Veterinary 4 

Education –Youth 
Polytechnic Instructors 

70 

TOTAL 260 
 

The Board embarked on a suitability assessment of all the ESP 

workers in order to determine the ESPs who could fit in the public 

service of Nyeri. Assessment was based on individual ESP staff work 

performance and conduct during the period employed, 
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qualifications, skills and competence. The following is the status, 

arising from the suitability interviews:-  

Table 12: Status of the ESP Staff 

Department No. 
absorbed 

No. on 
probation 

No. dismissed 

Health 174 6 1 

Fisheries 5 0 0 

Veterinary 3 0 1 

Education-Youth 
Polytechnic Instructors 

0 0 0 

 

The Youth Polytechnic Instructors were not absorbed after the 

expiry of their contracts on 31st June 2015. However, EXCOM 

approved recruitment of 39 Youth Polytechnic Instructors, whose 

positions were advertised. The Board had started undertaking the 

recruitment process but former ESP Instructors contested the 

decision to advertise the positions, demanding automatic 

absorption in the Labor Court. The process has been suspended 

through a Court Order. 

2.1.5: Hiring of casual workers 

The Board has discouraged hiring of casual workers, recommending 

to Departments that they utilize staff employed on regular basis. 

This has been discouraged after it was observed that Departments 

were recruiting casual workers to perform tasks of regular nature, 

while the public service had officers who could perform such tasks.  

Further, some Departments had excess staff, and Departments that 

wished to engage casual workers could use the excess staff from 

other Departments. The Board further advised the County 

Government on outsourcing of services for purposes of reducing the 

wage bill. 

The Board has formulated guidelines on hiring of casual workers. It 

is annexed as 1. 
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2.2: Training and Development 

i) County Public Service 

The Board plays an advisory role on training. To this end, the Board 

has formulated a training policy which has been submitted to the 

County Government for feedback before it is finalized for 

implementation by the Executive. The draft Training Policy is 

annexed to this report as 2. 

The Board carried out induction training on the Chief Officers at the 

Kenya School of Government. The Chief Officers were oriented on 

their duties and responsibilities, and more so, on the duties that 

required delegation from the Board. A follow up training on the 

delegation instruments and exercise of delegated powers was also 

carried out. Approvals for trainings have been given by the Board, 

where officers have been cleared to attend post graduate training 

and other work related training. 

The Board has also formulated an Induction Guidelines. The 

Guidelines are geared towards enabling new employees to adapt to 

their new positions and in the County Public Service environment. 

The Guidelines are annexed as 3. 

ii) Delegation of Authority and formulation of a County 

Human Resource Advisory Committee 

In order to have a responsive, prompt, effective and impartial 

handling of employee matters in the Nyeri Public Service, the Board 

has delegated some of its powers to Chief Officers.  The Board will 

consistently monitor the exercise of these delegated powers to 

ensure that they are carried out within the confines of law and the 

principles of natural justice.  

Further, the Board has formulated the County Human Resource 

Advisory Committee, where the Chief Officers are expected to meet 

regularly and examine and make recommendations on various 

Human Resource matters. The Board will then look into these 

recommendations and advise appropriately. By constituting the 
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Committee, the Board wishes to ensure that decisions ultimately 

made on specific HR matters are impartial, and that the Heads of 

Departments are involved in the handling of HR matters in their 

Departments. 

To assist the Committee in its operations, the Board released the 

necessary Guidelines. The Committee has started its work. The 

Guidelines are annexed as 4. 

iii) Board support to Chief Officers  

The Board has regularly held meetings with individual Chief 

Officers when there is need for advisory on Human Resource 

matters such as promotion, internal capacity, discipline, training 

and industrial harmony. Further, Chief Officers are invited to the 

Board when there is need to establish new offices and recruitment 

for such offices. The purpose of such meetings is to ensure that the 

Chief Officers participate in the generation of job descriptions and 

specifications.  

iv) Board and the Secretariat 

To enhance the capacity of the Board and its Secretariat, Board 

Members and staff have attended relevant training as indicated 

below: 

Table 13: Training of the Board and the Secretariat 

Date of 

training 

Officers 

trained 

Courses Trained 

on 

No. of 

days 

Institution 

18-20th March 

2015 
3 Board 
members 

Governance and 
Ethics  

2 Institute of 
Public 

Accountants of 

Kenya 
13- 17th April 
2015 

1 Secretariat  
staff 

Minute writing 
and conduct of 
meetings 

5 Kenya School of 
Government 

8th-12th June 
2015 

1Secretariat 
staff 

Minute writing 
and conduct of 
meetings 

5 Kenya School of 
Government 
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22th- 26th 

June 2015 
1Secretariat 

staff 

Report writing 5 Kenya School of 

Government 
23thJune-8th 
July 2015 

3Board 
members 

Contemporary 
public 
administration 

11 Galilee 
International 
Management 
Institute-Israel 

19- 20th 

October 2015 
3 Board 

members 

Values and 

Principles 

2 Public Service 

Commission 
24th-27th 

December  
2015 

3Board 

members 

National 

Leadership  

5 The Institutional 

Consultants Ltd 

 

2.3: Performance Management and Discipline 

2.3.1: Performance Management 

The Board plays an advisory role to the County Government on 

performance management. One of the major milestones towards 

achieving this goal is the recent recruitment of a County Head of 

Performance Management. The role of the officer will be: 

i. Coordinating the implementation of the County Integrated 

Performance Management System. 

ii. Coordinating the dissemination and reporting on the County 

Performance Management plan. 

iii. Coordinating efficiency monitoring functions across 

Departments. 

iv. Providing support in analyzing performance review reports and 

verifying the integrity of the reports. 

v. Making proposals /recommendations for performance 

improvement. 

vi. Supporting the Governor`s office and County Secretary in 

developing annual performance plans and targets. 

vii. Preparing performance reports for transmission to the County 

Assembly. 

viii. Managing and planning for citizen participation in the 

evaluation of the County Government Performance. 
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ix. Organizing public events for sharing of performance reports 

and recognition of exemplary performance in the County 

Public Service. 

x. Liaising with the County Public Service Board on the 

Performance Management in Public Service. 

xi. Monitoring and evaluating implementation of County 

Government policies, programmes, strategic plans and 

performance contracts. 

 

It is expected that the person selected will work with various 

Departments and the Board to develop a performance management 

framework that will entrench the culture of performance 

accountability at all levels of the County Public Service. Through 

this, the County will be in a position to adopt a promotion and 

rewards system founded on performance and productivity. The 

Board will participate in educating the public service on the value of 

performance management and its link to various decisions affecting 

employees, including promotion, transfers and separation. Such 

campaigns will however require adequate funding, for which the 

Board will be seeking the support of the Executive and the 

Assembly.  

The Board is aware that the County Government has already 

tendered for an integrated Performance Management System which 

the Head of County Performance Management is expected to 

entrench in all aspects of operations and service delivery by County 

employees. It will also assist in tracking and reporting on overall 

performance of the County Government.  

The Board has also been involved in various performance related 

programmes as follows: 

i) Job Evaluation 

The Board steered the job evaluation exercise that was carried out 

by Salaries and Remuneration Commission in the County. All 

positions in the County were evaluated, and the consultant working 
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under the Salaries and Remuneration Commission are due to 

release the results by April 2016.  

Through the leadership of the Board, the following were the jobs 

evaluated: 

Table 14: Jobs Evaluated  

  Department 
No. of 
Jobs 

evaluated 

1 Governor's Office and County Secretary   25 

2 Water, Irrigation, Environment and Natural Resources 21 

3 Finance and Economic Planning 14 

4 
Trade, Industrialization &Tourism  25 

5 Public Administration, Information & Communication 23 

6 Lands, Housing and Infrastructure Development 39 

7 Health Services 111 

8 
Agriculture, Livestock, Veterinary Services and 

Cooperative Development 79 

9 Special Programmes Youth & Sports 19 

10 Energy 10 

11 Education and ICT 12 

13 County Public Service Board 7 

  Total no. of jobs evaluated 385 

 

ii) Capacity Assessment and Rationalization Programme 

(CARPS) 

When the National Government undertook the Capacity Assessment 

and Rationalization Programme, the Board was fully involved, 

including in the subsequent review of the report before it was 

signed off.  The Board organized a retreat where the proposals made 

by the CARPS Consultants were reviewed. However, the results of 

the report are yet to be released by the National Government, where 

rationalization is expected to be initiated. In the meantime, and 

before the National Government releases the report and advices on 
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the way forward, the Board recommended that the County 

Government takes the following initiatives: 

a) Automation of services that could help enhance efficiency and 

reduce on the wage costs; 

b) Outsourcing of some services that would help reduce wage 

costs and reduce on possible industrial disharmony; 

c) Initiate early and voluntary retirement of officers, and setting 

up incentives to encourage officers in taking this option; a 

committee could be entrusted to carry out this exercise; 

d) Introduce performance management work that would make 

the County Government separate with non-performers; 

e) Carry out payroll cleansing; 

f) Carry out re-organization and re-engineering of Department 

and services i.e. placing common services under one function 

of management; 

g) Adopt the proposed Departmental organizational structures; 

h) Eliminate hiring of casual workers by outsourcing services; 

i) Seek for Government support e.g by returning some officers to 

the National Government, seeking for funds to carry out 

possible retrenchment; 

j) Adopt radical measures like releasing staff without relevant or 

skills. 

It is worth noting that the public service has a large number of staff 

without the minimum requirements for appointment to the 

positions they are holding currently. A Human Resource audit 

carried out before the Board started recruiting officers showed the 

following: 

Table 15: Level of qualifications of integrated staff 

Academic 
Qualifications 

No. of employees Percentage 

O Level 2109 69.5% 

Degree 278 9.1%% 

CPE 277 9.1% 

No certificate 206 6.7% 
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A Level 139 4.5% 

K.J.S.E 25 0.8% 

Total 3034 100% 

 

This is a clear indication of the need to develop a programme, with 

clear timelines and funding to initiate early and voluntary 

retirements of officers who may be incapacitated by their low 

academic qualifications. Failure to address this issue will continue 

to impact on staff performance and service delivery while the 

County continues to struggle under an unsustainable wage bill, as 

these staff may be unable to cope with the changes and 

accompanying challenges that the County Government faces as it 

delivers on its mandate. 

iii) Capacity assessment in the Departments.  

The Board has undertaken initiatives to evaluate capacities in 

various Departments, and consequently propose, where need be, 

proper designation and deployment of officers. This exercise started 

with the Human Resource Department, where all the officers 

working in the Human Resource Department underwent a 

suitability assessment. The following were some of the observations 

made after the suitability assessment: 

a) Lack of clear staff establishment- There are no clear 

establishments, and staff in the Department do not have a 

clear structure of reporting. Some of the officers did not know 

what is expected of them, and therefore have little 

comprehension of the job descriptions of the positions they 

occupy; 

b) Mis-deployment- there are officers who are wrongly deployed, 

with limited or no skills in the handling of the HR functions. 

Some of these officers not only fail to understand what is 

expected of them, but have no capacity. Their designation is 

totally misaligned with what they are currently doing, with 



  

26 | P a g e  
 

majority of them designated as Establishment Officers or 

Administrative Assistants. 

c) Salary disparities- the salaries of some of the HR officers are 

not commensurate with the jobs they are doing or the 

qualifications they possess. Some officers with very limited 

qualifications and experience earn very high salaries, which 

cannot be equated with officers with higher qualifications and 

experience; 

d) All the HR officers deployed in the Department were officers 

who worked in the former Local Authorities. This poses a 

challenge to any desire to instill a different work culture and 

ethics, particularly if it is assumed to be threat to this category 

of staff. Further, issues that touch on the global picture of the 

County could be viewed in bias if the issues are impacting 

negatively on the staff inherited from the former Local 

Authority. For instance, an advisory to adopt the leave 

allowance permissible by the Salaries and Remuneration 

Commission may be met with disquiet, and none of the HR 

officers may be willing to implement the circular because all 

the staff in HR Department share a common interest, and the 

leave allowance earned during the era of the Local Authorities 

was quite high.  

e) Lack or limited training in relevant HR functions- There is 

limited or no training in very essential areas like IPPD, 

Handling of pension and other areas. This affects prompt 

decision making, and further affects the quality of work 

expected from the Department. This becomes an avenue of 

numerous labor disputes owing to lack of or slow 

implementation of decisions affecting employees. 

f) Lack of adequate space- there is limited space for storage of 

HR documents. The County Government bears the 

responsibility of keeping documents for all the employees and 

County may face challenges in the future owing to the limited 

space available at the HR department. This has led to 
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personnel files been stored on the floor, while the kitchen 

shares the same office with IPPD officers. 

The suitability assessment revealed the need to carry out 

assessment in all other Department so that measures can be taken 

to improve on performance in the public service, and officers are 

rightly placed in their areas of qualifications and experience. 

The Board will therefore extend the assessment to other 

Departments. Recommendations will be made to the relevant 

offices. 

iv) Formulation of  Promotion Guidelines 

The Board is in the process to conclude on the Promotion 

Guidelines. The guidelines will indicate how promotions will be 

carried out in the County. Responsibilities are clearly spelt out in 

the guidelines. It is the Board’s expectations that by the time the 

guidelines are released, there will be a performance management 

framework in place, and that Departments will be in a position to 

carry out performance appraisals for their staff. It is also expected 

that the Salaries and Remuneration Commission will have released 

the results of the job evaluation, and that jobs will have been 

evaluated and graded appropriately to enable the Board adopt a 

uniform scheme of service. 

v) Staff Rationalization and Grading 

The Board has been faced with the challenge of implementing 

promotions that have remained due for years. An advisory was 

issued by the Board to the County Government on the modalities, 

including having an effective performance management system, 

customized schemes of service and having budgetary allocations for 

promotions in all Departments  

However, the Board has made efforts to promote officers where the 

progression is clearly stipulated, and Departments have made 

budgetary provisions.  
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2.3.2: Disciplinary Cases 

Exercise of Disciplinary control in Public Service Section 59 Sub-

section1(c)mandates the Board to exercise disciplinary control over, 

and remove,  persons holding or acting in offices in public service. 

This function is geared towards ensuring that public officers have 

high standards of ethical conduct and work performance. 

During the period under review, the Board received 10 discipline 

cases from departments, out of which 9 cases were discussed and 

decisions made.  The remaining one disciplinary case was referred 

to the County Human Resource Advisory Committee for 

recommendation. 

Of the 9 discipline cases determined, 1 officer was dismissed, 2 

officers had their salary stopped and 2 officers were reinstated.  

The table below shows the distribution of cases finalized by the 

Board. 

Table 16: Distribution of disciplinary cases for the Year 2015. 

S/No Decision Total 

1.        Dismissed 1 

2.        Reprimanded 1 

3.        Referred back to the 
Departments 

4 

4 Awaiting a court ruling 1 

5.        Reinstated 2 

6.    Pending discipline cases 1 

 Total 10 

 

2.3.3: Formulation of Disciplinary Guidelines 

Disciplinary guidelines has been formulated by the Board and 

annexed as 5. The guideline has been released for use in the 
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County Public Service. Chief Officers were oriented on the 

provisions of the guidelines. Procedures of handling disciplinary 

cases, responsibilities and the timelines to be observed in attending 

to disciplinary cases are clearly detailed in the guidelines. 

The Board has also formally delegated the powers of exercising 

disciplinary control to the Chief Officers. Training was carried out 

before delegation of this power. This delegation is geared towards 

ensuring prompt and fair handling of disciplinary cases. 

2.4: Compliance with Values and Principles of Public Service. 

During the year under review Parliament enacted the Fair 

Administrative Action Act, 2015 and Public Service (values and 

principles) Act, 2015 that have significant impact on protecting the 

rights of public officers and enhancing justice and fairness in public 

service. 

i) Fair Administrative Action Act, 2015 

The Act was enacted in May, 2015 and gives effect to Article 47 of 

the Constitution. The Act significantly changes the manner in which 

administrative actions particularly disciplinary proceedings will be 

handled. Such changes include: 

a) Need to provide adequate notice; 

b) Need to provide an opportunity for a person to be heard and 

make representation;  

c) Right to be supplied with statements of reasons and 

information; and 

d) Right to legal representation among others. 

 

ii) Public Service (Values and Principles) Act, 2015 

The Act was enacted in May, 2015 and gives effect to the provisions 

of Article 232 of the Constitution. 

Key highlights include: 
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a) Section 10(2) where public service may appoint or promote 

public officers without undue reliance on  fair competition or 

merit; 

b) Section 11(1) where public service shall facilitate public 

participation in the promotion of values and principles; 

c) Section 12 where public service shall develop guidelines for 

the involvement of the people in policy making; and 

d) Section 13 which provides a person who alleges the violation of 

the values and principles the right to complain and the 

procedure for making the complaint. 

 

The Board took full cognizance of the National Values and 

Principles.  All the Board activities, including recruitments, 

promotions, handling of disciplinary cases and operations of the 

Board and its Secretariat has been done in full appreciation of these 

Values and Principles.  

Recruitments have taken consideration of the following: 

a) Representation of Kenya’s diverse communities; 

b) Equal opportunities for men and women, PLWD and ethnic 

groups; 

c) Fair competition and merit; 

d) Efficient, effective and economic use of public resources. 

Further, the Board has engaged concerned offices in making of 

critical decisions, including formulation of various Human Resource 

guidelines and policies. 

Other activities carried out in relation to Values and Principles 

include the following: 

i) Declaration of Income, Assets and Liabilities 

Under section 26(1) of the Public Officer Ethics Act, 2003, all public 

officers are required to submit declaration of income, assets and 

liabilities. The role of facilitating this has been delegated to the 

Public Service Boards. 
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The Board has undertaken this exercise, and public officers in the 

County Public Service have been directed to submit their 

declarations as of December 2015. 

 

ii)  Industrial Relations 

The Board has played its key role in enhancing good labor relations 

in the public service of Nyeri. In many instances, the Board has 

engaged the Trade Unions on specific issues. The Board has also 

continued to offer advisory to the Government on labour relations 

issues and labour disputes. In some other cases, the Board was 

expected to seek for a compromise between the parties involved, 

thereby organizing for meetings between the concerned parties. 

Reports were done and filed to the Industrial Court. Further, the 

Board was deeply involved in arbitration of labor disputes, which 

included the strike by the Health Workers on September 2015 and 

an imminent strike by the Doctors on October 2015. Various 

advisories were given to the Government on the nature of industrial 

relations in the County public service, and as well, on other areas 

that are geared towards an improved and harmonious human 

resource management. These advisories were given through 

circulars, and as well, through meetings with respective officers in 

the public service.  

The following are the labor cases that the Board has been fully 

involved: 

a) Industrial Court Case: Case 6 of 2014 

This case involves the County Government and former Defunct 

Local Authorities staff who are claiming payments in accrued 

overtimes, uniform arrears and leaves commuted into cash. In this 

case, staff laid claim of over Sh. 70 million in form of accrued 

overtime, uniform allowances and accrued leaves commuted into 

cash. The Board had to peruse over 500 personnel files in order to 
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verify these claims. It also invited the officers involved for meetings 

where they individually expounded on their specific claims.  

The Labor Relations Court of Nyeri assigned the Board the 

responsibility of examining the issues/claims made by the 

employees. The Board was ordered to: 

i) Identify and establish the genesis of the employee claims; 

ii) Obtain and analyze the supporting documents; 

iii) Identify and establish the common grounds for the claims 

on overtime, Annual leave and the staff uniform; 

iv) Any other issues relevant to the subject matter. 

The Board undertook the following tasks: 

i) Held meetings with  County Government officials; 

ii) Held meetings with the Union Officials; 

iii) Held joint meetings with the Government and Union 

Officials; 

iv) Held meetings with over 40 sampled claimants. The 

meetings were held individually; 

v) Perused over 500 personnel files containing the claims. 

Some claims were over 30 years old; 

vi) Filed a report to the Court. 

The case is due for mention in January 2016. 

Annexed as 6 is the final report filed to the Court 

 

b) Industrial Court Case: Case 31 of 2013 

The case was filed by some 65 casual workers who were engaged by 

the Defunct Karatina Municipal Council. The casual workers had at 

first sued the Municipal Council, but with devolution, the County 

Government became the defendant.  The casual workers are seeking 

for absorption as permanent employees. 
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The Labour Industrial Court ordered the Board to seek a 

compromise between the casual workers and the County 

Government. 

Meetings were done between the claimants and the County 

Government in order to reach to a compromise.  

The Board presented three options that the County Government 

could adopt towards handling of the matter: 

i) Absorb all the casual workers  into permanent terms; 

ii) Terminate all the casual workers; 

iii) Absorb only those with required professional skills. 

Upon the County Government choosing to terminate all the casual 

workers, the Court ordered the Board to initiate a further 

compromise on the matter. The mention of the case will be on 10th 

March 2016. 

Annexed as 7 is the report filed to the Court by the Board. 

 

c) Industrial Court Case: Case 10 of 2015 

This case came up after the Board gave some options to the 

Government on dealing with casual workers in the County in the 

labour court case 31 of 2013. One of the options, which involved 

termination of the 238 casual workers, raised an issue with the 

Union, and the Kenya County Government Workers Union filed a 

case on behalf of 238 casual workers. The Board had given other 

options which included engaging casual workers with relevant 

qualifications or absorbing all the casual workers into permanent 

and pensionable terms. The County Government opted for the 

option of terminating all the casual workers, which the Union 

objected on behalf of the casual workers. A ruling was made by the 

Court that stopped any termination of the casual workers. 
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d) Health Workers strike 

There was a health workers strike on the month of September 2015. 

The following were the issues that the health workers raised: 

i) Late and delayed salaries; 

ii) Promotion and re-designation; 

iii) Annual increments; 

iv) Implementation of the New Housing Allowance. 

The Board undertook the initiative to address the issues, and had 

meetings with respective officers in order to commit on how they 

were going to address these issues. A meeting was also held 

between the Board and the County Assembly Committee on Health. 

The Board took the leading role in the arbitration meeting that led 

to a return to work formula, where the health workers accepted to 

resume duty. Follow up was done by the Board to ensure that the 

issues raised were addressed within the agreed timelines. 

A strike by the Doctors was consequently averted on October 2015, 

following interception of the Board through advisory on the matters 

the Doctors had claimed were unresolved. 

 

e) Industrial Court Case: Case 221 of 2015-Youth Polytechnic 

Instructors 

The Board has been listed as one of the respondents in the case 

that the Youth Polytechnic Instructors, formerly under ESP has 

filed in Court. The Instructors are seeking for absorption to 

permanent terms in the public service of Nyeri. However, owing to 

limited resources, and the fact that the National Government did 

not devolve funds for the upkeep of the Instructors, the County 

Government managed to allocate resources for only 39 Instructors. 

These positions were advertised for recruitment. It is this 

advertisement that drove the Instructors to file a case in the 

Industrial Labor Court since the ESP Instructors expected to be 
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absorbed automatically. The Court ordered the Board to suspend 

the recruitment process until the case is heard and determined. 

Hearing of the case is scheduled for March 2016.  
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CHAPTER THREE: ACHIEVEMENTS AND CHALLENGES 

3.1: Key achievements 

The following are the key achievements of the Board for the Year 

ending December 2015: 

i. Formulation and implementation of HR Policies and 

guidelines: - Discipline, Induction, County Human Resource 

Advisory Committee, Employment of Casual Workers and 

Training policy. 

 

ii. Attainment of industrial harmony- the Board has participated 
in bringing industrial harmony, by engaging the Union 
representatives, and in giving advisory to the Government on 
matters that could bring labor disputes. Despite the clerical 
nature of the work, the Board perused hundreds of personnel 
files, carefully studying each and every document in each of 
the file for purposes of ascertaining claims on overtime, leave 
and uniforms. A comprehensive report based on factual 
observations was then filed to the Court 
 

iii. Recruitment of candidates for various positions- The Board 
successfully recruited and selected candidates to fill various 
positions advertised. 
 

iv. Delegation of powers-The Board delegated powers to the Chief 

Officers, giving them powers to handle specific issues related 

to Human Resource in their Departments. 

 

v. Established the County Human Resource Advisory Committee, 

where various Human Resource matters will be handled before 

recommendations are forwarded to the Board. This Committee 

is making the Chief Officers own the handling of all Human 

Resource matters in their Departments. 

 

vi. Formulation of a Board Strategic Plan. 
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vii. Leading the job evaluation exercise and in the Capacity 

Assessment and Rationalization Programme. 

 

viii. Growth in the attainment of diversity in terms of gender, 

regional balancing and age. 

 

ix. Putting controls on the recruitment of casual workers, an 

avenue that used to stretch the wage costs in the County. 

 

3.2: Challenges  

In the discharge of its mandate the Board continues to experience 

and/or has experienced a number of challenges and key among 

them are: 

i) Inadequate funding 

Inadequate funding adversely affected implementation of planned 

HR development programmes and activities. The Board had 

budgeted for Kshs 83,177,827 million to fund its operations and 

various human resource development programmes but received 

only Kshs 39,357,664 forcing it to scale down and postpone many 

important Human Resource programmes which ultimately curtail 

service delivery to the public. The Board urges all the Government 

and County Assembly to allocate more funding to the Board to 

facilitate HR development and performance management. 

 

ii) Inadequate office accommodation 

Inadequate office accommodation for the Board and staff in the 

public service leading to unfavorable working conditions such as 

congestion, overstretched sanitation facilities and high cost of 

renting additional office space. 
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iii) Inadequate storage facilities for Board records, completed 
declaration of income, assets and liabilities forms and staff 
files. 

All interview records, applications, CVs and score sheets, e.t.c are 

to be stored for a period as legally prescribed, and the initial and 

every two years and final declarations of income, assets and 

liabilities are made by all public officers. By law the forms are 

expected to be stored at the Board for the period is in employment 

and 5 years after the employee exits the service subject to the Act 

on disposal of Government records. The forms, staff files, 

applications, interview records, etc. are accumulating and posing 

challenge of storage due to limited office space. The way forward is 

for digitization of some of the records and archiving electronically, 

but this requires funding. 

Accessibility of the offices for Persons Living with Disability is a 

challenge, as the Board offices are located on the second floor of 

Karsons Photo House, and there is no provision for accessibility by 

People Living With Disability. 

 

iv) Disparities in Remuneration in the Public Service  

There exist disparities in remuneration between former local 

authority staff and those performing devolved functions. These 

disparities have led to low morale and numerous complaints from 

staff and thus affecting service delivery. To address this challenge 

SRC in collaboration with other key stakeholders and the Board are 

undertaking a job evaluation in the public service, the outcome of 

which will address disparities in salaries and remuneration in the 

public service. The report and implementation of this major policy 

initiative is eagerly awaited by affected officers in the service. 
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Below are comparatives of remuneration of some positions. 

 

 

Notes 

1. Staff recruited by the Board adopts the Civil Service scheme of service. 

2. The Total Monthly Pay indicated above does not include the leave 

allowance as this is payable annually. It only includes the Basic Pay, 

House Allowance and the Commuter Allowance. 

 

v) Delay in Payment of Salaries and Poor Working Conditions for 

Officers  

Delay in payment of salaries caused by late disbursement of funds 

to the counties has led to numerous industrial unrests which 

affects and disrupts service delivery. The Board calls for a concerted 

effort by Government to find a lasting solution to this problem. 

Such experiences also discourage good quality potential candidates 

from applying to join public service in County Government. 

 

vi) Industrial Conflict 

During the year under review, there was a strained labour relation 

between county government and health sector unions and former 

local authority (ies) employees arising from demands for union 

recognition, challenges of pending historical emoluments, issues of 

casual employees, etc. This has resulted in strikes by workers thus 

adversely affecting service delivery. Most of these disputes are now 

J.S
 BASIC 

SALARY 

 HOUSE 

ALLOWANCE 

 COMMUTER 

ALLOWANCE 

LEAVE 

ALLOWANCE

TOTAL 

MONTHLY PAY
J.G

 BASIC 

SALARY 

 HOUSE 

ALLOWANCE 

 COMMUTER 

ALLOWANCE 

 LEAVE 

ALLOWANCE 

 TOTAL 

MONTHLY 

PAY 

3 71,230.00         43,000.00        2,000.00       68,538.00       116,230.00  R 109,089.00  35,000.00     16,000.00     10,000.00        160,089.00 

4 65,430.00         43,000.00        2,000.00       65,058.00       110,430.00  Q 89,748.00    28,000.00     14,000.00     10,000.00        131,748.00 

5 61,080.00         33,000.00        2,000.00       56,448.00         96,080.00  P 77,527.00    28,000.00     12,000.00     10,000.00        117,527.00 

6 58,180.00         33,000.00        2,000.00       54,708.00         93,180.00  N 48,190.00    25,500.00     8,000.00       6,000.00            81,690.00 

7 53,685.00         22,000.00        2,000.00       45,411.00         77,685.00  M 41,590.00    22,000.00     8,000.00       6,000.00            71,590.00 

8 50,640.00         22,000.00        2,000.00       43,584.00         74,640.00  L 35,910.00    22,000.00     6,000.00       6,000.00            63,910.00 

9 46,580.00         20,000.00        2,000.00       39,948.00         68,580.00  K 31,020.00    12,800.00     5,000.00       4,000.00            48,820.00 

10 42,850.00         20,000.00        2,000.00       37,710.00         64,850.00  J 24,662.00    7,500.00      4,000.00       4,000.00            36,162.00 

11 39,450.00         15,000.00        2,000.00       39,204.00         56,450.00  H 19,323.00    4,500.00      4,000.00       4,000.00            27,823.00 

12 36,050.00         15,000.00        2,000.00       36,756.00         53,050.00  G 16,692.00    4,500.00      4,000.00       4,000.00            25,192.00 

13 32,790.00         15,000.00        2,000.00       34,408.80         49,790.00  E 12,510.00    3,730.00      3,000.00       4,000.00            19,240.00 

SALARIES FOR OTHER STAFFSTAFF FROM FORMER LOCAL AUTHORITY SALARIES
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pending before the Labor Relations court. The Board urges the 

County Government to make financial provisions to cater for any 

rulings from the court which may happen during 2016 as a 

contingency measure. The Board will further engage with Transition 

Authority on these pending historical liabilities as it is part of their 

mandate. 

 

vii) Lack of a Negotiating Framework  

Lack of a clear negotiating framework for addressing industrial 

disputes between County Government and employees has led to 

delays in resolving disputes between the Parties and subsequent 

signing of Collective Bargaining Agreement. The Board expects that 

the current discussions at Council of Governors level will soon find 

a solution to this matter as the issue is cross-cutting in all 

counties. 

 

viii) Shortage of good quality staff 

Shortage of good quality management staff experienced in 

management of Government at senior executive levels and technical 

staff such as engineers, architects, surveyors, advocates, doctors 

etc continue to be a challenge. This has been aggravated by exit of 

technical staff to private sector and foreign countries.  

 

ix) Performance Management  

Performance management in the service is yet to be fully embraced. 

This can partly be attributed to negative performance management 

culture in the service and delayed design and implementation of a 

Performance Management Plan under Section 47 sub-section 1 and 

2 of the County Government Act with effective performance 

measurement tools to evaluate performance of the County Public 

service and implementation of various Government policies. The 

Board is addressing this challenge by reviewing the staff 

performance appraisal system, and advising County Government on 

a robust performance monitoring and evaluation framework whilst 
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awaiting executive action vide section 47 sub-section 1 and 2 of 

County Government Act. 

 

x)  Schemes of Service: Gratuity and County Pension scheme 

There is urgent need to establish appropriate schemes of service 

and a Pension scheme. The Board had anticipated that the Pension 

Bill before the Senate would by now have been finalized and 

enacted into law as the issues of staff retirement benefits are critical 

and very important to employees and the economy as a whole. 

There is therefore need for a comprehensive legal framework to 

guide all Parties involved. Currently the devolved staffs are still in 

the national pension arrangement, the former local authorities staff 

are in the former Pension arrangements with Laptrust and Lapfund 

while those being recruited by the County Govt are on Gratuity. 

There is therefore need for harmonization so as to effectively 

establish a County Public Service with an established Pension 

scheme. There is also an URGENT need to make continuous 

financial provisions for Gratuity liabilities which start to mature in 

2015/16 FY on a progressive basis.  Such Gratuity and Pension 

funds MUST be ring-fenced to protect the interests of employees 

and in compliance with the existing law on Retirement Benefits.   

Currently, the County Government has not established its own Staff 

Pension Scheme. This is due to Policy and legal challenges at the 

National level. Staff inherited from the defunct Local Authorities 

and the National Government therefore continue to belong to 

different Pension Schemes with different benefits. Without a County 

Staff Pension Scheme, the Board is unable to appoint people on 

permanent and pensionable terms. Candidates are therefore 

appointed on contract terms, with the factor of gratuity coming in. 

This may have contributed to the low response for some positions 

advertised by the Board. The Board is also concerned that the 

County Government has yet to make annual budgetary provision for 

staff gratuities. These gratuities would be entrusted to 

reputable/approved Fund Managers in the market to ensure that 
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such staff get returns for their investments on expiry of their 

contracts. As a way forward the Board is adopting the existing 

schemes of service of various cadres from National Govt and 

customizing them to the County. This will give guidelines on 

matters of career progression, promotion, etc. In regard to employee 

benefits the Board will conduct an actuarial Audit to establish 

Pension and Gratuity liabilities and the Way forward.  

The Board therefore requests for additional funding to conduct this 

exercise as it will require the services of a registered Actuary with 

IRA and RBA. In the immediate term the Board is consulting with 

RBA for any assistance it can get under the inter-agency 

cooperation mechanism. 

 

xi) Lack of County Gazette 

This has made it difficult for the Board to publish its annual 

reports as required by law under Section 59 Sub-Section 6 of the 

County Government Act. Challenges have been faced at the 

Government Printer in Nairobi to gain space in the Kenya Gazette 

due to demands on existing capacity from both National and 

County Governments at the Government Printer.  The way forward 

is for the Senate to fast track the legal framework to establish a 

County Governments Printer and a draft bill is pending before it or 

alternatively establishment of a County Gazette which will require 

funding by the County Government against competing needs for 

resources. 

 

xii) Capacity at the Secretariat 

The Board Secretariat has three officers, who are at times 

overwhelmed in the technical support role. The Secretariat will 

require at least two officers to carry out the duties of compliance, 

monitoring of Board decisions and carrying out of research. 
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3.3: Way Forward 

The Board is mandated to manage the human resource in the 

County Public Service and ensure that the service is efficient and 

effective in the provision of quality service to the citizens. In order 

to achieve this, the Board will endeavor to transform the Public 

Service to be professional, ethical, efficient and effective in service 

delivery. In this regard, the Board will inter alia, focus on the 

following interventions: 

 

a) Development and Review of Human Resource Policies and 

Guidelines 

The Board will continue to play its executive and advisory role by 

issuing human resource management policies, regulations and 

guidelines to the service to provide direction on managing the 

human resource function. Accordingly the Board will:  

 Develop, review and consolidate all the Human Resource 

policies, guidelines among other initiatives and align them 

to the Constitution and other legislative framework 

 Undertake impact assessment on guidelines issued to the 

service 

 

b) Discharge of Delegated Powers and Functions 

In order to ensure that the delegated powers and functions are 

effectively discharged, the Board will: continue to support the 

Authorized Officers in the implementation of the decentralization 

policy on human resource management in the service through 

regular consultation and sensitization programmes to all actors.  

Further, the Board will strengthen its capacity to undertake the 

oversight role of ensuring that delegated powers and functions are 

effectively discharged in line with existing laws, policies and 

legislation for effective service delivery. In this regard the Board will 

implement a monitoring and evaluation framework that will provide 
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feedback on the implementation of the human resource functions in 

the public service.  

c) Performance Management 

Performance management is critical to productivity and socio-

economic development of the county. To enhance productivity in the 

public service, the Board will:  

 Continually review the organization structures of the 

Departments to ensure  they are aligned to County 

Integrated Development Programme, Strategic Plans and 

their respective mandates and are adequately staffed for 

effective service delivery; 

 Review the Staff Performance Appraisal System to ensure 

that it is objective and in line with the Performance 

Management Plan and sensitize staff and key actors on the 

revised system; 

 Collaborating with County Government introduce a rewards 

and sanction framework; 

 In collaboration with County Government develop and issue 

a competency framework and career progression guidelines 

that will ensure that advancement is pegged on 

performance; 

 In order to ensure that the public service delivers prompt 

and quality service to the citizens the Board in 

collaboration with County Government will put in place 

strategies to ensure that Department develop, launch, 

review and comply with their respective citizen delivery 

service charter. 

d) Disparities in Remuneration in the Public Service  

There exist disparities in the remuneration in the public service. To 

address this challenge, the Board will engage Salaries and 

Remuneration Commission and other stakeholders with a view to 

develop comprehensive modalities of harmonizing remuneration in 

the public service. It is expected that the implementation of the 

outcome of the ongoing job evaluation exercise being undertaken 
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jointly by Salaries and Remuneration Commission, County Boards 

and Public Service Commission will form a basis for addressing the 

disparities in remuneration in the Public Service.  

e)  Promotion of Values and Principles in Articles 10 and 232 

To enhance promotion and compliance with values and principles 

in Articles 10 and 232, the Board will develop appropriate strategies 

and programmes for promotion and compliance. Such strategies 

will include:  

 Conducting a baseline survey on awareness and compliance; 

 Developing and launching of a Code of Conduct for Public 

Service; 

 Introduction of targets on promotion and compliance with 

public service values and principles in Department 

Performance Contracts; 

 Build capacity for promotion and ensuring compliance with 

values and principles in compliance with Public Service 

(Values & Principles) Act, 2015; 

 Establishment of a platform to engage citizens on service 

delivery; 

 Undertake annual citizens’ satisfaction with the public service 

survey; 

 Address the concerns raised. 

 

f) Training Needs Analysis (TNA) 

The Board will in collaboration with County Government carry out a 

TNA in the departments so as to give necessary training to improve 

staff performance and delivery of service. The TNA exercise will take 

into account the report from Salaries and Remuneration 

Commission on job evaluation which is expected in early 2016. 
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g) Diversity in Recruitment 

The Board intends to improve on its diversity by attracting 

candidates from various regions. Apart from advertising in the print 

media and uploading the adverts in the county website, the Board 

will develop networks with the County Public Service Boards 

Forum. Through its network with other County Public Service 

Boards, the Board expects to increase wide publicity of adverts by 

posting in the websites of the County Public Service Boards and/or 

by posting in their respective public service office notice boards. It 

is also expected that extra funding will be availed to effectively 

utilize other channels of communication with proven outcomes. 

 

h) Engaging the Salaries and Remuneration Commission 

The Board will continually engage with Salaries and Remuneration 

Commission with a view to: 

 Developing a comprehensive road map for establishment 

of a pension scheme for the County and transfer of 

services of seconded staff; 

 On matters relating to remuneration of officers in the 

public service of Nyeri; 

 Follow up will be carried out in early 2016 on the results 

of the job evaluation exercise.  

 

i) Publishing the Human Resource Guidelines 

The Board intends to print the human resource guidelines and 

policies that have already been formulated, and the ones that will 

be formulated in 2016. These booklets will be printed in adequate 

numbers for issuance to officers in the service. The officers will 

therefore be cognizant of what is expected of them and their 

employer, and will know the procedures to be adopted in the 

public service on matters pertaining to handling of human 

resource issues. This too requires funding. 
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j) Formulation of a County Human Resources Management 

Bill 

The Board in collaboration with County Government will to initiate 

the process of drafting a Human Resource Bill to consolidate the 

various aspects of Human Resource Management in the service. 

This too will require funding. 

 

k) Staff welfare and wellness programmes 

The challenges of funding have affected the Board’s ability to 

provide welfare programmes for staff in the service. The Board 

requests for progressive provision of funds to cater for: 

 Staff Car Loans 

 Staff Mortgages 

Both these benefits are provided for by SRC and a Circular was 

issued Ref No: SRC/ADM/CIR/1/13 Vol.111 (128) dated 17th 

December, 2014.The National Government has made progressive 

provisions for its employees thus attracting good quality staff which 

disadvantages the County Government in attracting good quality 

staff and therefore performance. The Board urges the County 

Government to prioritize this matter as it is part of the Vision 2030 

Social Pillar. 

 

l) Office space 

The Board requires additional office space to enhance storage of 

documents eg; Wealth Declarations, applications and CVs, Score 

sheets, staff files and other essential records are safely and properly 

kept. In addition with availability of funds electronic archiving of 

some records will be considered. This too requires funding. 
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CONCLUSION 

The Board is committed to discharging its mandate and supporting 

the County Government in delivering professional, ethical and 

efficient services to the people of Nyeri through its employees.  

Every effort will continue to be made by the Board and its 

Secretariat to ensure that the public service is transformed to 

satisfy the expectations of the citizens who seek the services of the 

County Government of Nyeri. To achieve this, the Board will 

continue to seek for more funding and other forms of support so 

that programmes and activities that are geared towards 

transforming the County Public Service are facilitated and 

implemented effectively and efficiently. To this end, the Board will 

count on the continued support of the Executive as a critical 

partner in transforming the County Public Service 

xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx 


