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EXECUTIVE SUMMARY  

The constitution of Kenya 2010 puts emphasis on various values and principles of public service. 

These include among others transparency, accountability, professionalism, representation of 
diverse communities, affording equal opportunities for appointment, training and advancement, 
efficient, effective and economic use of resources. 

 
The Lamu County government is committed to ensuring that appropriate organizational 

structures and staffing levels are established in the county public service. Recruitment of 
personnel to fill the established positions will be undertaken on the basis of meritocracy and 
equity to provide the service with the necessary knowledge, skills and attitude for efficient and 

effective performance and service delivery.  
 

Training and capacity building is crucial in the success of any organization. The training is 
geared towards addressing various capacity challenges facing the county public service. These 
include inadequate supply of qualified professional, technical and managerial personnel to match 

the quality of services required. As part of departmental personnel development plan, each 
department should prepare training projections and should be captured in their departmental 

budget which will guide the departmental advisory committees in nominating officers for 
training. 

The recruitment and training policy will require clear performance manage ment system in the 
public service that are results oriented in approach. This will entail development of appropriate 
strategic management practices to be put in place in the county public service. The Departments 

will be required to develop and implement their respective strategic plans which must be 
anchored on the Constitution, County Government Act 2012, Vision 2030 and County Integrated 

Development Plan. The strategic plan as a tool in performance management will provide the 
basis for each department’s operations and will require performance planning, target setting, and 
effective appraisal system.  

 
The policy lays down measures to mobilize resources for the implementation of training and 

capacity building programmes that will be developed in accordance with the recommendations 
made in this policy document. The policy’s emphasis is on demand driven and cost effective 
training that responds to service delivery requirements and seeks to facilitate career growth in the 

public service.  

To ensure that the public benefits from trainings undertaken by employees, each department 
should develop effective monitoring and evaluation mechanism to enable employees apply skills 
acquired during training. A framework for M&E will be established within County Government 

to reflect a structure that facilitates the necessary capacity building in all departments; prompt 
decision-making; accountability to stakeholders; and objectivity in evaluation. The framework 

will be designed to ensure that a suitable result-oriented approach in M&E is adopted and 
institutionalized within the operational system throughout the County Public Service.  
 

 ALI MAHMUD MBWARALI 

CHAIRMAN- LAMU COUNTY PUBLIC SERVICE BOARD.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Rationale for a recruitment and training policy 

The constitution of Kenya 2010 puts emphasis on various values and principles of public service. 

These include among others transparency, accountability, professionalism, representation of 

diverse communities, affording equal opportunities for appointment, training and advancement, 

efficient, effective and economic use of resources. It is therefore, imperative that a policy is put 

in place to guide in the recruitment and training of the county public service. This policy will be 

geared towards a result oriented management approach in the county public service. 

 

The policy will provide clear guidelines for efficient management of recruitment and training 

function in the county public service. In addition, it will assist the county government achieve 

the goal of having a lean efficient and effective public service  that is manned by qualified and 

committed public service employees. The recruitment and training policy will at all times be 

linked to the development needs of the county. 

1.2 Objectives of the Policy 

 

The objectives of the public service recruitment and training policy are to: 

i. Ensure that officers are recruited on the basis of knowledge, skills and experience.  

ii. Ensure optimal staffing levels in the service; 

iii. Provide a basis for succession planning and management; 

iv. Strengthen the process of identifying staff for the award of training; 

v. Ensure that training and capacity building activities undertaken within the public 

service advance national goals and priorities; 

vi. Put in place a system in which funds on training are focused on priority areas; 

vii. Ensure gender, persons with special needs, youth and marginalized communities  

inclusiveness;  

viii. Ensure that employees in the public service have the necessary competence and 

capabilities; and  

ix. Strengthen the research and development capabilities of the public sector institutions.  
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1.3 Scope of the Document  

1. The policy initiatives outlined in this document will cover the Lamu County Public 

Service. 
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CHAPTER TWO 

RECRUITMENT 

2.1 Background 

The County Public Service has the mandate to implement government policies and programmes 

(both National and County).  To effectively undertake this responsibility, the service must be 

adequately staffed with personnel that have the requisite skills, knowledge and competence. This 

is best achieved within a framework of human resource policies that provide appropriate 

direction of staff recruitment, deployment/ redeployment, training and development. The main 

objective of developing the recruitment and training policy for Lamu County is to fulfill this 

requirement. 

Before the inauguration of the Constitution of Kenya 2010, that created two levels of 

government, the public service was managed nationally by the Public Service Commission, 

however with the current constitution the County Public Service is managed by the County 

Public Service Board. This makes it important for Lamu County to have a framework to manage 

recruitment, promotion and training of staff in the county.  

 2.2 Policy statement 

The Lamu County Government is committed to ensuring that appropriate organizational 

structures and staffing levels are established in the County Public Service. Recruitment of 

personnel to fill the established positions will be undertaken on the basis of meritocracy and 

equity to provide the service with the necessary knowledge, skills and attitude for efficient and 

effective performance and service delivery.  

In order to achieve these policy objectives, the county government will: 

i. Determine appropriate organization structures in each department; 

ii. Determine optimal staffing levels; 

iii. Ensure that there is equal opportunity to apply for advertised vacancies.  

iv. Ensure that selection is done purely on merit for entry and upward mobility of 

personnel. 

v. Ensure that the selection exercise is transparent, ethical and undertaken by 

persons with appropriate expertise and of high integrity.  
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vi. Develop and regularly review schemes of service and career progression 

guidelines to facilitate upward staff mobility and succession management.  

vii. Incorporate flexibility in schemes of service to allow for fast tracking of academic 

and professional achievers into appropriate positions. 

viii. Establish appropriate staffing norms to facilitate staff deployment and 

redeployment. 

ix. Strengthen performance management systems to ensure effective staff utilization 

in service delivery. 

x. Ensure inclusiveness of the special interest groups without adversely 

compromising the principle of meritocracy. 

 2.3 Determination of optimal staffing levels. 

According to the County Government Act 2012 the county executive shall establish the county 

organizational structure. This will require each department to undertake a comprehensive 

workload analysis exercise whose recommendations will assist in establishing optimal staffing 

levels and appropriate grading system in the County Public Service. 

 

In addition, the county government will undertake the following specific measures to provide a 

sound basis for determining optimal staffing levels in the public service: 

i. Develop appropriate staffing norms; 

ii. Establish appropriate mechanisms to facilitate regular review of staffing levels;  

iii. Computerize personnel data in the service to improve the management of 

personnel information and payroll administration; and 

iv. Develop and operationalize organizational strategic plans’ 

2.4 Promotion of meritocracy in the service 

Meritocracy will be the guiding principle for all staff recruitment and advancement in the public 

service. The County Government will ensure that staff recruitment takes into account the 

following considerations: 

i. Selection of candidates is done competitively and on the basis of merit;  

ii. Fulfillment of required level of knowledge, skills, experience and attitude for 

advertised positions; 
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iii. Transparency is applied in the selection process during entry and promotion; 

iv. Promotion is on the basis of acceptable performance appraisal results; and.  

v. The selected candidate is a person of integrity and high moral values.  

 

  2.5 Affirmative Action 

The County Government Act of 2012, (Section 65) and the Employment Act of 2007, (Section 5) 

provide for the principles of equal opportunities in employment. The County Public Service 

recruitment and training policy provides the principle of equal opportunity and affirmative action 

aimed at ensuring gender equity, participation of persons with special needs and from 

marginalized regions. 

 

The County Government of Lamu is committed to promote the foresaid through the recruitment 

process without adversely affecting meritocracy whenever deemed necessary.  

  2.6 Staff Deployment/ Redeployment 

Appropriate staffing norms will be developed to guide staff deployment/ redeployment in the 

service, and where necessary staff re-designation will be considered to match personnel skills 

and job assignments. 

 

The county government will undertake adequate segregation of posts in the service from 

departmental headquarters to the lowest level of workstation. Specific work schedules will be 

developed to guide staff deployment and work assignment. This will enhance productivity and 

efficient delivery of service. 

 

In order to effect appropriate staff deployment/ redeployment in the service, departments will be 

required to: 

i. Undertake workload analysis in their respective functional areas; and 

ii. Establish Departmental Human Resource Advisory Committee. 

 

The County Public Service Board shall establish a selection and recruitment committee to handle 

inter-departmental deployment/ redeployment and other related staff issues.  
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 2.7 Staff Secondment 

The County Government will follow the guidelines given by the Public Service Commission 

regarding staff secondment.  

 2.8 Succession Planning and Management 

 In the Public Service, the Schemes of Service provide career progression guidelines for serving 

officers and hence promote smooth succession management. Executive appointments to key 

positions have also been an important aspect of succession management. However, succession 

planning has not been adequately addressed in the service.  

To promote effective succession planning and management, departments and other public service 

organizations will: 

i. Put in place appropriate Schemes of Service and career progression guidelines for 

all cadres; 

ii. Ensure that all vacancies are filled promptly to eliminate succession gaps;  

iii. Put in place an appropriate performance appraisal system to identify suitable 

competencies; 

iv. Prepare comprehensive succession management plans; and  

v. Enforce strict adherence of the mandatory retirement age.  
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CHAPTER THREE 

TRAINING AND CAPACITY BUILDING 

3.1 Background 

Training and capacity building is crucial in any successful organization. In the public service, it 

plays a key role in improving the performance of the service to realize county goals and 

objectives. The training is geared towards addressing various capacity challenges facing the 

county public service. These include inadequate supply of qualified professional, technical and 

managerial personnel to match the quality of services required.  

3.2 Training projections 

Training projections are part of Departmental Personnel Development plan and should be 

captured in departmental budget. All departments will be required to identify training projections 

that will guide the Departmental Advisory Committees in nominating officers for training.  

3.3 Training Programmes 

The County Public Service Board in consultation with respective Departments will design 

specific in house training programmes as a method of drawing training interventions which 

address identified training needs. Where need be the County Human Resource Advisory 

Committee will identify staff to be trained and the appropriate training institution. 

Training programmes will be comprised of both short and long term courses in specific 

professions that are intended to impart required knowledge, skills and attitudes to enhance staff 

performance.  

In designing training programmes departments and Public Service Institutions will ascertain the 

availability of: 

i. Availability of funds for the course; 

ii. Professional, qualified and experienced trainers; 

iii. Guidelines on standards for all training courses; 

iv. Training programmes that are cost- effective; and 

v. An effective evaluation and feedback system; 
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However, the staffs are encouraged to undertake self sponsored relevant courses.   

3.4 Staff Development 

 All County Public Servants will be eligible for at least five days training in a year.  

Officers in the managerial cadre shall undertake training in policy formulation and project 

implementation. 

 

3.5 Selection of Trainees 

 Selection of trainees will be based on identified needs and will emphasize training for 

performance improvement and training programmes that address national, county departmental 

and individual goals. A merit process will be used to select candidates for training as part of 

career development. The performance appraisal results will be used to select candidates for 

training especially in addressing identified performance gaps.  

 

Selection of pre-service trainees will be processed and approved by authorized committees. The 

county government will however, not guarantee employment to graduates from pre-service 

training institutions/programmes. The county government will from time to time carry o ut 

assessment on the skills required by the economy so as to establish the pre-service training 

programmes.  

3.6 Induction Training 

Induction and orientation training in the public service is expected to help an employee 

familiarize with the work environment and requirements. All county public service departments 

will conduct induction training, within three months of the officers joining the service. Induction 

training will also apply to Chief Executive Officers and Senior County Government officials on 

joining the service. 

3.7 Course Approval 

The County Government will grant course approval to officers proceeding on authorized training 

in accordance with service regulations. An officer on an approved course of training will be 

deemed to be on duty, entitled to the requisite benefits and subject to service regulations. Unpaid 

study leave will therefore be discontinued. 
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 The County Government will rely on institutions of higher learning for the supply of graduate 

entrants into the service. The Government will therefore not meet the cost of undergraduate 

training for serving officers. 

3.8 Parallel University Programmes 

The County Government may sponsor highly specialized and demanded courses under the 

parallel University Programmes. However, such cases must be approved by the County Advisory 

Committee. 

3.9 Open Learning Programmes 

Open learning is now recognized world wide as another mode of training. This mode of training 

is flexible, cost effective and available in Kenya. Officers attending open learning programmes 

will be given equal opportunity in terms of sponsorship as those attending regular or parallel 

courses. 

3.10 Bonding 

To ensure that the County Public Service benefits adequately from the skills acquired by 

employees who have undergone training, the County Government will enter into a formal 

agreement with serving officers who attend courses or training binding them to serve in the 

county public service for a specified period of time following completion of training. 

 3.11 Completion of Training 

An employee whose training is approved will be expected to successfully complete his/her 

course within the stipulated period and resume duty.  

3.12 Management and Co-ordination of Training 

The Management and Co-ordination of training in the County Public Service will be the 

responsibility of the County Public Service Board. The County Human Resource Advisory 

Committee will be responsible for the training function in the county.  

3.13Standardization and Certification 

The Commission for Higher Education (CHE) will continue to review standardization of training 

programmes and certification in institutions of higher learning. The Commission will also 

regulate training in middle level colleges/institutions and ensure that uniform standards are 
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maintained. The County Government will only recognize examinations administered and 

certificates awarded by legally recognized examining bodies accredited and approved by the 

Commission for Higher Education. 

3.14 Capacity Building 

Capacity building is concerned with the provision of adequate intellectual capability, physical 

facilities and a supportive work environment. Intellectual capability is enhanced through work 

experience and in-service training. Physical facilities are improved through additional 

procurement and adequate maintenance services while supportive work environment is promoted 

through staff commitment and corporate social responsibility of organizations.  

 

In order to enhance capacity building in the service, the County Government will take 

appropriate measures to ensure that: 

 

i. Adequate resources equal to 0.5% of the total County Government recurrent budget are 

availed to the County Public Service Training Institutions for improved research and 

training. 

ii. Training requirements both in the public and private sectors institutions are upgraded and 

synchronized. 

iii. County Public Service Training institutions are allowed to plough back income generated 

from their training programmes. 

iv. County Public Service departments budget for research activities; 

v. County Public Service departments develop appropriate mechanisms for implementation 

of relevant research findings; 

vi. County Public Service departments put in place special counseling and guidance 

initiatives to address the Public Servants who become physically and/or psychologically 

disoriented while the service in order to reintegrate them in ways that enhance their 

performance; 

vii. County Public Service departments adequately prepare their staff for retirement by 

developing and implementing specific retirement programmes and also develop manuals 

and brochures on retirement prospects; and 
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viii. County Public Service departments establish and maintain suitably equipped and 

managed learning/resource centres.  
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CHAPTER FOUR 

PERFORMANCE MANAGEMENT 

4.1Definition and Purpose 

Performance management is a system through which organizational and individual staff work 

assignments are assessed for the purpose of improving productivity. The system is developed 

within the agreed frameworks of performance standards and targets in order to achieve the 

objectives and goals of an organization.  

 

Good performance management links organizational planning and programme implementation; 

recognizes and rewards good performance; identifies performance gaps and encourages 

organizational learning. The system provides mechanism for rectifying poor performance and 

promotes effective communication as a key aspect that enables staff understands and embraces 

the strategic goals of an organization. 

 

An effective performance management system is, therefore, expected to promote productivity in 

the service by ensuring that each staff member adequately fulfils his/her job duties and  

responsibilities. The recruitment policy and practice provide the service with the number and 

composition of required personnel. The status of the employees has critical implications on the 

performance of the service. It is on this understanding that staff deployment is matched with job 

specifications and requirements and necessary training provided to bridge identified staff 

performance gaps. 

 

4.2 The Way Forward on Performance Management 

The recruitment and training policy will require clear performance management system in the 

public service that are results oriented in approach. This will entail development of appropriate 

strategic management practices to be put in place in the County Public Service. The Departments 

will be required to develop and implement their respective strategic plans. The strategic plan 

must address the strategic issues identified in the County Integrated Development Plan. These 

plans must have clear vision, mission, core values and strategic objectives to be achieved within 

given time frames. Thus strategic plans will provide the basis for each department’s operations 

and will require performance planning, target setting, and effective appraisal system. Strategic 
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management will, therefore, form the foundation of good performance management systems in 

the county public service. It is in this respect that the following should be undertaken to provide 

a sound basis for performance improvement.  

 

i. Service Delivery Surveys (SDS) to establish current organizational performance status; 

ii. Service delivery improvement programmes be developed; 

iii. Performance benchmarks, service standards and targets to be established; 

iv. Customer focus be enhanced through development of Service Charters;  

v. County Chief Officers and  Heads of Departments be put on performance contracts and 

Rapid Result Initiative; and 

vi. Officers who fail to meet their targets for three consecutive years be retired on Public 

interest from the service. 
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CHAPTER FIVE 

FUNDING 

 

5.1 Trends in Resource Requirements and Allocation 

The funding for the recruitment and training policy activities will cover; 

 

i. Staffing and operations; 

ii. Provisions for personnel emoluments in Public Service; 

iii. Public servants’ training requirement; and  

iv. Public Service Training institutions’ programmes  

 

The challenge in the implementation of this policy is on how best to meet the increasing 

resources requirements for personnel emoluments and training in the face of increasing demands 

for the Exchequer and declining donor support.  

 

5.2 Strategies for Resource Mobilization 

In order to mobilize additional resources for training, the Government will; 

 

i. Departments to allocate at least 2% of their recurrent budget for training of their staff.  

ii. Allow training institutions in the Public Service to retain proceeds from their income-

generating activities to develop their capacities;  

iii. Undertake proactive measures to identify and mobilize untapped resources in private 

sector organizations and Non-Governmental Organization networks, and development 

partners to supplement county government training and capacity building efforts; and 

iv. Enforce prudent management of the recurrent budget to reduce the personnel emolument 

expenditures to acceptable level of GDP. 
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CHAPTER SIX 

MONITORING AND EVALUATION 

6.1 Monitoring and Evaluation Process 

 

Monitoring and Evaluation (M&E) of the extent to which activities and programmes developed 

for recruitment and training are implemented, will be critical to the county government in 

implementing this policy.  To ensure that the public benefits from trainings undertaken by 

employees, each department should develop effective monitoring and evaluation mechanism to 

enable employees apply skills acquired during training. 

 

Some of the reasons for poor implementation of Government policies, strategies and 

programmes relate to lack of effective M&E systems used as a management tools to enable 

timely feedback mechanisms. The systems are important in providing answers to questions of 

relevance efficiency and effectiveness. They also assist in ameliorating problems whenever they 

occur and identifying best practices for possible replication. 

 

In order to effectively monitor the implementation of various activities and programmes that 

have been outlined, participatory monitoring and evaluation approaches will be applied. These 

will include provision of a feedback system on progress being made; awareness of impacts; 

transparency and accountability. The feedback mechanisms will provide information on whether 

existing or new approaches developed are working effectively or not. It is expected that these 

approaches will allow strength to be built upon and deficiencies rectifies. In all cases, best 

practices and lessons that can be applied to improve performance as well as providing models 

will be documented and acted upon. 

 

The Monitoring and Evaluation process will involve stakeholders at all stages, in collecting, 

processing and communicating information that will assist in decision- making. It will be used as 

a continuous feedback system involving the overseeing or periodic review of each activity at 

every level of implementation. A framework for M&E will be established within County 
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Government to reflect a structure that facilitates the necessary capacity building in all 

departments; prompt decision-making; accountability to stakeholders; and objectivity in 

evaluation. The framework will be designed to ensure that a suitable result-oriented approach in 

M&E is adopted and institutionalized within the operational system throughout the County 

Public Service. 

6.2 Framework for Monitoring and Evaluation 

The activities and programmes outlined in the policy document will be monitored and 

performance evaluated periodically at all levels. This will involve: 

 

 Definition of the main objectives and targets to provide a common understanding among 

various actors. 

 Selection of indicators for measuring the efficiency and effectiveness of activities; the 

quality and effectiveness of outputs; results and impact; 

 Emphasis on self-monitoring at all levels and stages; and 

 Identification of ways and means for feedback on lessons learnt and replication of best 

practices. 

 

Each department will prepare comprehensive annual work plans as the basis for managing the 

implementation process to ensure effective monitoring and evaluation of the policy initiatives 

that have been outlined. The process will be monitored through regular forums involving key 

stakeholders at all levels. 

 

 

 

 

 

 

 

 

 



21 
 

CONCLUSION 

 

The Recruitment and training policy that has been developed outlines the measures that the  

County Government will undertake to bring about sustainable change in public service delivery. 

These measures are expected to make the county public service better equipped to meet the 

increased challenges for higher standards of service and also cope with the competitive 

technological changes that are taking place. The policy initiatives provide a framework for 

ensuring that the goals and objectives of the staff recruitment, training and capacity building in 

the county public service are realized. The implementation of the policy calls for effective and 

prudent management and utilization of available resources and proper coordination of 

programmes. The process will be closely monitored and evaluated to ensure maximum impact 

and timely delivery of output targets.  

 

 

 

 

 

 

 

 

 

 

 


