
MAY 2021





MAY 2021





Foreword ..............................................................................................................................................     i
Preface ..................................................................................................................................................   iii
Acknowledgements .............................................................................................................................    v
Abbreviations and Acronyms .............................................................................................................  vii
Definition of Terms ..............................................................................................................................   ix

1. INTRODUCTION ............................................................................................................................   1
1.1 The Policy Context  .......................................................................................................................    1

1.2 Linking the Policy with Kenya’s Long-term Development Strategy  .........................................    2

1.3 Rationale for the National Performance Management Policy  ..................................................    3

1.4 Key Objectives of the Policy .........................................................................................................    4

1.5 The Scope of the Policy ................................................................................................................    5

2. STATUS OF PERFORMANCE MANAGEMENT IN KENYA  .....................................................   7
2.1 Overview ........................................................................................................................................    7

2.2 Key Approaches and Tools ...........................................................................................................    9

2.3 Challenges in Implementing the Current Performance Management System ........................  13

2.4. Enabling Factors ............................................................................................................................  16

3. LINKING THE TOOLS AND APPROACHES IN PERFORMANCE MANAGEMENT .............. 21
3.1 Aligning Objectives .......................................................................................................................  21

3.2 KIPM Policy Linkages.....................................................................................................................  21

3.3 Policy Linkages between National and Devolved Systems .......................................................  24

4. POLICY IMPERATIVES, OBJECTIVES AND STRATEGIES ........................................................ 27
4.1 Overarching Planning Framework ................................................................................................  27

4.2 Building Blocks for the Policy Framework  ..................................................................................  27

4.3 Policy Framework ..........................................................................................................................  28

4.4 Principles and Values  ....................................................................................................................  30

4.5 Critical Success Factors for Implementation of the Policy .........................................................  32

4.6 Policy Objectives and Strategies  .................................................................................................  32

5. INSTITUTIONAL AND IMPLEMENTATION FRAMEWORK ...................................................... 41
5.1 Institutional Framework.................................................................................................................  41

5.2 Operational Framework for the Policy .........................................................................................  41

5.3 Resourcing .....................................................................................................................................  49

5.4 Stakeholders in Kenya Integrated Performance Management Policy ......................................  49

5.5 Inter-Governmental Management Arrangements ......................................................................  50

5.6 Implementation of the Policy in Government and Other Institutions .......................................  51

5.7 Implementation Framework  ........................................................................................................  52

Annex 1: Implementation Matrix .......................................................................................................  56

CONTENTS



FIGURES
Figure 1: Kenya Integrated Performance Management Policy Cycle ...............................................  23

Figure 2: Kenya Integrated Performance Management Policy Framework ......................................  29

Figure 3: Kenya Integrated Performance Management Policy Institutional and ............................. 41

                Implementation Framework

BOX
Box 1: Policy Benchmarking and Lessons on PMS from Selected Good Practices ........................... 17



Integrated Performance management for Better ServIce delIvery i

FOREWORD

The Kenya Vision 2030 provides the broad long-term national development 
agenda while the Constitution of Kenya provides the platform for the 

improvement of the quality of life of Kenyans. These high-level aspirations can 
be achieved through a transformative environment in which policy actions, 
reform initiatives, programs and projects are implemented seamlessly and 
consistently, by a public sector that is primed for, and well-focused on service 
delivery. Existence of such a public sector requires transformational changes 
which can be attained through a well-functioning and robust integrated 
performance framework. The Kenya Integrated Performance Management 
Policy has therefore been developed as the overarching policy to provide the 
organizational, operational, and institutional framework for guiding performance 
management practices in Kenya’s public sector. 

Development of this policy was identified as a critical reform initiative to 
fast track the structural transformation, sustainable economic progress, and 
socio-economic development required in the Country, during the National 
Conference jointly organized by the Salaries and Remuneration Commission 
and the Intergovernmental Relations Technical Committee in November 2019. 
The theme of the conference was, “Transforming Kenya’s Economy through a 
Fiscally Sustainable Public Wage Bill”. The first of the 15 Conference Resolutions, 
called for development of a comprehensive National Performance Management 
Policy to streamline and standardize public sector performance management 
at both the National Government and the County Government levels. The 8th 
Summit held on March 21, 2020 and chaired by H.E. the President approved the 
Conference Resolutions paving the way for their implementation.

It is against this background that the Ministry of Public Service and Gender 
has developed this policy to guide performance management and to give 
renewed impetus to the improvement of service delivery to meet the citizens’ 
rights, needs, and aspirations. The policy provides the principles, strategies, 
and broad guidelines for the management and coordination of performance in 
the National Government, County Governments, Constitutional Commissions 
and Independent Offices, while taking cognizance of their autonomy. The Policy 
provisions will guide performance at both the institutional and individual level 
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and will be a reference point on performance management in the public sector 
for stakeholders including development partners. In addition, the proposed 
facilitative legal instrument will ensure that the operational framework adopts a 
whole-of-Government approach.

The Policy ensures integration of existing approaches, tools, and systems for 
performance management across Kenya’s public sector; integration of National 
and County Governments; Constitutional Commissions and Independent Offices 
in the performance management system. It also provides for the integration 
of institutions that coordinate performance management for a harmonized 
framework. The various approaches, mechanisms, and tools include medium-
term planning, county integrated development planning, public investment 
management, program-based budgeting, performance-based budgeting, 
institutional strategic planning, annual work planning, performance contracting, 
staff performance appraisal, and the monitoring and evaluation mechanisms. 
The ultimate goal is to ensure harmony and clarity between national, institutional, 
and individual goal-setting, budgeting and implementation, monitoring, 
evaluation and reporting of results, rewarding performance and sanctioning 
non-performance, and ensuring that there is value-for-money from public 
investments and utilization of the human resources.

I urge all the stakeholders to join me in ensuring the full implementation of this 
policy to achieve the desirable public service transformation in order to achieve 
the aspirations set-out in our national development agenda.

Prof. Margaret Kobia, PhD., MGH
Cabinet Secretary
Ministry of Public Service and Gender
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PREFACE

The Public Service is a key contributor to economic development in any 
country. An efficient  and effective public sector provides quality services 

and facilitates other sectors to perform optimally and improve the livelihoods 
of the citizenry. It is for these reasons that the Government undertakes reform 
measures from time to time to continually improve service delivery to support 
overall economic growth and socioeconomic development. 

To enhance service delivery in the Public Service, specific chapters of the 
Economic Recovery Strategy for Employment and Wealth Creation (2003 - 
2007)-the ERS, which preceded Kenya’s long-term Development strategy, 
the Kenya Vision 2030 were adopted. The ERS envisaged implementation of 
some key elements of the Civil Service Reforms to be implemented as well as 
institutionalization of performance based-management in the public service. 
This led to the introduction of performance management tools such as the 
strategic plans, performance contracting and the Rapid Results Initiatives, 
that are still in use today. Major reforms also included the introduction of 
program-based budgeting and the development of the National and devolved 
monitoring and evaluation systems.

The formal introduction of performance management and its attendant 
tools and instruments proved successful in the early years, but the 
momentum seems to have waned with time. Some of the challenges 
experienced have included perennial change in the positioning of the office 
in charge of performance management in the public service with the change 
of Government regimes; fragmentation in the management and application 
of the performance management tools and instruments, resulting in the 
uncoordinated implementation of the process; lack of adequate funding for 
targeted programs and projects; weak capacity to oversee implementation 
of performance management in public service institutions. Other challenges 
include, the absence of a clearly articulated incentives and sanctions scheme 
to provide motivation or the push needed to ensure public servants play an 
active role in service delivery; lack of a strong enforcement mechanism in public 
service organizations; and non-adherence to the guidelines in the use of these 
tools. Indeed, the current performance implementation processes resulted in 
sub-optimal utilization of scarce resources, duplication of efforts, and lack of 
accountability for achievement of adequate results that would positively impact 
the lives of Kenyan citizens.
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This Integrated Performance Management Policy is therefore intended to 
bring coherence, alignment, and effective linkages and harmony in planning, 
budgeting, implementation, and monitoring and evaluation of government 
programs, projects, and service delivery, thus providing a much-needed impetus 
to reinvigorating socioeconomic growth and improved service delivery. With the 
introduction of devolution, these types of reforms are necessary. In addition, in the 
wake of new developments such as the COVID-19 pandemic, which requires us to 
revamp our economy, performance is at the center stage of achieving such impetus. 

The development of this key policy has been a concerted effort that brought 
together key persons and institutions. I therefore take this opportunity to thank 
the Cabinet Secretary for the Ministry of Public Service and Gender for initiating 
and supporting its development. I also thank the Salaries and Remuneration 
Commission and the Intergovernmental Relations Technical Committee for 
providing overall oversight and coordination in the process of development of 
this Policy.

I further take this opportunity to appreciate the role played by the Inter-Agency 
Secretariat, led by the Principal Administrative Secretary for Performance 
Management, and comprising different key agencies of Government that provided 
the necessary coordination and logistics. The development of the policy also 
required critical input from key stakeholders such as the County Governments, 
whose opinions, insights and views formed the platform for this policy. 

I appeal to  all the public service organizations to join hands in the implementation 
process to facilitate the transformation of this Country to a prosperous and 
modern nation for the benefit of all Kenyans.

Mary W. Kimonye (Mrs.), MBS
Principal Secretary
State Department for Public Service
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DEFINITION OF TERMS

 · Activities: A series of actions taken or tasks performed, during which inputs are used 

to produce outputs.

 · Alignment: Harmonization of elements or issues with one another. 

 · Approaches: Key strategies elaborated in the document that includes Planning, 

Programme Based Budgeting, Monitoring and Evaluation (M&E), and Public Finance 

Management (PFM) systems.

 · Building Blocks: National blueprints, policy actions, and implementation tools.

 · Cost Efficiency: The total cost of resources required to produce a certain amount 

of output.

 · Effectiveness: A measure of the extent to which a program/project achieved its 

intended objectives. Effective measures if we “did the right thing.”

 · Efficiency: A measure of how economically or optimally inputs are used to produce 

outputs. Efficiency measures if we “did the right thing in the most economical way.”

 · Evaluation: The systematic and objective assessment of the design, implementation, 

and results of an ongoing or completed policy, program, or project to determine 

the relevance and fulfilment of objectives, developmental efficiency, effectiveness, 

impact, and sustainability.

 · Exchequer: The Consolidated Fund established under Article 206 of the Constitution 

of Kenya of 2010, held in a Bank Account of the National Exchequer Account as 

stipulated in Section 17 of PFM Act of 2012 from which issues for public services are 

made.

 · Harmonization: The process of eliminating or minimizing conflicting standards or 

practices which may have evolved independently.

 · Impacts: Ultimate long-term changes arising from the implementation of programs/

projects interventions. 

 · Imperative: Very important or completely necessary.

 · Indicators: Variables (signs or elements) that measure one aspect of a program or 

project and is directly related to the program’s objectives.

 · Inputs: The financial, human, material and information resources used to produce 

outputs through activities to accomplish outcomes.

 · Integration: The act of bringing together, unify and harmonize for a common goal.

 · Linkages: Connection(s) or relationship(s) between specific approaches and tools.

 · Measurements: Parameters for assessing progress of an initiative.
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Definition of Terms

 · Monitoring: A continuous process of collecting and analyzing data, and reporting on 

specified indicators on a project’s or programs inputs, activities, outputs, outcomes, 

and impacts, as well as external factors, to track actual achievement of objectives and 

progress in the use of allocated funds. 

 · Monitoring and Evaluation System: Refers to all processes that need to be 

undertaken before, during and after program or project implementation in order to 

collect, analyze and use monitoring and evaluation information.

 · Non-State Actors: Development Partners, Civil Society Organizations (Non-

Governmental, Faith Based and Community based organizations), Private Sector 

Organizations and Foundations. 

 · Objective: A measurable statement about the end result that a project/program 

is expected to accomplish in a given period of time. It explains why a program is 

created.

 · Outcomes: Immediate effects of the program/project. Outcomes express the extent 

to which immediate objectives are realized.

 · Outputs: Direct products or services stemming from the implementation of a policy, 

program, project, or an initiative. 

 · Process: A sequence of activities and undertakings, sometimes involving several 

organizational units, in performing a service or duty. Processes can either be main or 

supportive.

 · Program: A series of interrelated projects with a common overall objective. A time-

bound intervention similar to a project, but cuts across sectors, themes or geographic 

areas; uses a multi-disciplinary approach; involves more institutions; and may be 

supported by several different funding sources.

 · Project: An undertaking of related activities aimed at meeting specific objective(s) 

within a defined time, cost, and performance parameters. 

 · Project Implementation Unit: Dedicated management unit designed to support the 

implementation and administration of projects or programs. It supports subsidiary 

rather than principal tasks. Also referred to as Project Management Unit or Project 

Management Office.

 · Public Services: Services offered to the public by the three arms and two levels of 

government. This includes the National Government, the State Corporations, the 

Judiciary, the Legislature, the Commissions and Independent Offices, and the County 

Governments. 

 · Result: A describable or measurable change in a state that is derived from a cause-

and-effect relationship.
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Definition of Terms

 · Stakeholder(s): Specific people or groups who have interests in the implementation 

of the Policy, program, or project. Normally, stakeholders could include state and 

non-state actors and the Kenyan citizens. 

 · State Actor: A person or entity acting on behalf of a governmental body, and subject 

to the country’s rules and regulations.

 · State Corporation: A body corporate established to undertake specified activities on 

behalf of the Government.

 · Strategic Objectives: The big-picture goals for the organization. Represents what 

the organization will do to fulfil its mission.

 · Strategy: A plan of action towards achieving the strategic objectives.



KIPMP is aimed at fostering the 
emergence of an effective public service 

that facilitates economic development 
and contributes to improving the 

livelihoods for the citizens.
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CHAPTER ONE

INTRODUCTION

1.1 THE POLICY CONTEXT 

The overarching objective of this policy is to consolidate and integrate existing 
tools and approaches that are currently applied in managing public sector 
performance in Kenya, and to provide the organizational, operational and 
institutional framework for guiding performance management practices in the 
National Government, County Governments and all Constitutional Commissions 
and Independent Offi ces, for improved service delivery. The policy provides 
the principles and broad guidelines for the management and co-ordination 
of performance in the National Government, the County Governments, 
Constitutional Commissions and Independent Offi ces and is intended to be a 
reference point on performance of the public sector in Kenya for all stakeholders 
including development partners. The policy contributes towards the realization 
of the goal of Kenya’s long-term development strategy, as currently articulated 
by the Kenya Vision 2030. 

Re forms to address performance management improvement in the Kenyan 
public service have been instituted since the 1960s through several initiatives. 
Most of the initiatives were, however, those that were introduced after 2002. 
The earlier reforms included the phased public sector reforms carried-out 
during the Structural Adjustment Programmes (SAPs) period in the 1980s and 
1990s. From 2002 to 2007, several Results-Based Management (RBM) tools 
were introduced as part of the Public Sector Reforms. These include, among 
others, the Performance Contracting (PC) System, Staff Performance Appraisal 
System (SPAS), several initiatives in Performance and Program-Based Budgeting 
(PPBB), Strategic Planning as well as service delivery innovations. During this 
period, as reported in the 2008 Economic Survey, the country recorded robust 
economic growth, with Gross Domestic Product (GDP) increasing by 7.1 percent 
in 2007 compared to 0.6 percent in 2002. It, therefore, became evident that 
effi ciency and productivity in the public service, backed by a robust performance 
management process, had a signifi cant positive impact not only on improved 
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1. Introduction

service delivery but also the performance of the economy. Implementation of 
performance contracts also created enormous awareness on the performance 
of the public institutions through transparent ranking, public announcement of 
performance results in the initial stages and availability of data on performance 
for decision making.

However, the reforms have not fully achieved the full impact of the anticipated 
benefits largely due to limited coordination in their introduction and 
implementation and lack of an effective sustainability framework. Application of 
the performance management systems and practices across the public service, 
primarily PC, SPAS, and PPBB alongside others have experienced a decline due 
to the challenging interaction between the political and administrative aspects, 
weak enforcement, insufficient incentives and sanctions, inadequate human 
and financial resources, lack of sufficient standards for service delivery and 
performance, nonalignment and poor linkages of key processes, poor tracking 
of performance, and fragmentation in the application of tools and approaches. 
In addition, the introduction of a devolved system of governance has also posed 
challenges in streamlining performance management between the two levels of 
Government. This policy addresses these concerns. 

1.2 LINKING THE POLICY WITH KENYA’S LONG-TERM 
DEVELOPMENT STRATEGY 

The Kenya Vision 2030 cites the development of a robust, well-functioning, 
citizen-focused, and result-oriented public service as a key foundation for 
growth. This policy facilitates the creation of an environment that fosters 
Kenya’s transformation process by ensuring that the gains made through the 
deepening of devolution, public sector reforms, and the enhanced infrastructure 
development spur socio-economic development, economic growth, and 
contributes to achievement of other national goals and objectives.

The impetus to develop the policy emerged from an initiative jointly undertaken 
by the Salaries and Remuneration Commission (SRC) and the Intergovernmental 
Relations Technical Committee (IGRTC) which convened a National Wage Bill 
Conference from November 26th to 28th November, 2019. The Conference whose 
theme was “Transforming Kenya’s Economy through a Fiscally Sustainable Public 
Wage Bill” discussed the effects of the unsustainable public sector wage bill amid 
a low economic growth, high unemployment, and implementation of devolution. 
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1. Introduction

These realities have created challenges in Public Finance Management (PFM) 
and made it difficult to achieve sustainable development, hence the need for 
a new wave of reforms to support the long-term development strategy, as 
recommended in this policy. Indeed, this policy initiative was the first of the 15 
Conference resolutions. The resolution explicitly called for the ‘Development of 
a National Performance Management Policy (NPMP)’. The policy addresses the 
current realities of a public sector that is viewed as excessively large, continues 
to draw an inordinately high proportion of funds from the national exchequer, 
and is also characterized by wastefulness and inefficiency. 

Achievement of the Vision 2030 and future long-term growth strategies 
requires an efficient and effective Public Service that is capable of steering 
and implementing structural reforms in Governance; Public Expenditure and 
Financial Management; Public Investment Management; Public Procurement; 
the Financial Sector; and Privatization of Public Enterprises and Private 
Sector Competitiveness. These reforms are indeed at the center of Kenya’s 
transformation agenda. 

1.3 RATIONALE FOR THE NATIONAL PERFORMANCE 
MANAGEMENT POLICY 

The challenges encountered in planning, performance and program-based 
budgeting, implementation, monitoring and evaluation (M&E), oversight and 
application of the performance management tools, and coordination for the 
achievement of consensus and compliance, have brought about the need for an 
integrated Performance Management Policy. The rationale for development of 
the Policy is therefore to:

(a) Anchor the performance management process to support the emergence 
of an effective public service that facilitates economic development and 
contributes to improving the livelihoods for the citizens;

(b) Provide streamlined and standardized performance management system 
for both National and County Government levels with requisite standards 
and norms; 

(c) Provide clear, robust and generally accepted guidelines for implementing 
performance management in the Public Service;
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(d) Facilitate the use of integrated approaches and tools to enable the Public 
Service to become an enabler in the achievement of results and service 
delivery at both levels of Government and in all arms of Government all 
Public Service organizations; and

(e) Ensure coordination of performance management in the National and the 
County Governments, as well as other Public Sector Organizations.

1.4 KEY OBJECTIVES OF THE POLICY

The Policy is designed to institutionalize a robust performance management 
system to achieve the following objectives:

(a) A unified and integrated performance management system in the public 
service that will facilitate linkages and alignment between policy, planning, 
budgeting, target setting at both the institutional and individual level, 
implementation, performance monitoring and evaluation;

(b) A clear performance management framework with requisite linkages 
across the National Government including State Corporations, the County 
Governments, Judiciary, Parliament, Constitutional Commissions and 
Independent Offices;

(c) A legal framework to support implementation of the performance 
management framework;

(d) A roadmap for the development of the integrated and standardized 
performance management system; 

(e) A roadmap for the requisite capacity building and change management in 
performance management; and

(f) A clear basis for the development of robust national and county 
performance monitoring and evaluation systems.

It is important to note from the onset that the policy ensures: integration 
of approaches, tools and systems; integration of National and County 
Governments; Constitutional Offices and Independent Offices in aspects 
of the performance management system; and integration and positioning of 
institutions that handle Performance Management thus having a harmonized 
framework. The implementation of the policy is, therefore, expected to have a 
positive impact in Public Sector Service delivery, with the reforms expected to 
usher in a new wave of vibrancy, as witnessed during the period 2008 to 2012, 
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when the uptake of performance contracting and related reforms were highly 
visible both nationally and internationally.

In addition to addressing the service delivery challenges, integration and 
harmonization of the performance management system, will also: contribute 
to improved achievement of results; better government co-ordination that 
entails joint and informed planning and budgeting; clear division of labour to 
avoid overlaps and duplication of efforts, hence reduction of cost of service 
delivery; ensure optimal utilization of human resources available; achievement 
of high level outcomes by institutions, teams and employees across the Public 
Service; entrenchment of a culture for results; leveraging on automation and 
use of information and communication technology (ICT) to cut costs of service 
delivery; and establishment of robust national and county performance-focused 
M&E systems to track performance. Improvements in M&E will facilitate better 
management of public investment programs and projects in a way that focuses 
on results as well as the use of information to improve decision-making.

1.5 THE SCOPE OF THE POLICY

The Kenya Integrated Performance Management (KIPM) Policy covers the entire 
Public Service and applies, at both the institutional and linkage with SPAS at 
individual levels, in all public institutions. The Policy establishes a framework 
for the performance management system with a clear leadership structure and 
roles, accountability, monitoring system and reporting. 

1. Introduction



The development and 
implementation of an integrated 
Performance Management Policy 

ensures that the country has an 
efficient and effective public service.

PLACEHOLDER 
PHOTO
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CHAPTER TWO

STATUS OF PERFORMANCE 
MANAGEMENT IN KENYA 

2.1 OVERVIEW

The Public Service in Kenya exists to translate and implement the Government’s 
policies, programs and projects to improve the livelihoods of its citizens. Over the 
years the Government has sought to optimize the output of its public servants 
to improve the quality of services provided to the citizens. Various Commissions 
and Committees have been set up to improve the terms and conditions of 
service of staff to facilitate improvements in overall service delivery. In addition, 
performance management has been articulated through various approaches 
and tools to optimize service delivery. Indeed, performance management has 
been the subject of various policy papers and reform programs.

The Government has introduced various initiatives to promote effi cient and 
effective provision of services with a focus on impactful results and outcomes. 
Beginning with the Economic Recovery Strategy (ERS) of 2003 – 2007, the 
Public Service Reform Programmes (PSRP) of 2003–2013, all contextualized 
in the country’s long-term Vision 2030, the focus has been on a performing 
public service that catalyzes economic growth and improves the livelihoods 
of the citizens.

The key elements and tools of the PSRP were subsequently consolidated into 
the Public Service Transformation Program where RBM took center stage and 
the Government vigorously pursued a strategy of performance management 
that used the Performance Contract and the Rapid Results Initiative (RRI) as 
the preferred tools for implementing government programs. This strategy 
was seen as a way of leading a comprehensive and holistic modernization of 
government. 
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2. Status of Performance Management In Kenya 

The approaches that have been used in Kenya’s performance management, 
including their attendant tools, over time can be disaggregated into five 
broad areas: 

(a) Planning approach with the main tools being development plans, sectoral 
plans, Sector Performance Standards (SPS), strategic plans, annual work 
plans (AWP), annual performance-focused monitoring reports, Public 
Expenditure Reviews (PERs), tasks that are largely overseen by The State 
Department for Planning;

(b) Budgetary Approach with dominant tools being performance and program-
based budgeting and value-for-money audits, performance audits and 
reporting, Parliamentary Oversight, tasks that are largely overseen by The 
National Treasury and Office of the Auditor General (OAG);

(c) Human resources management with the main approaches and tools being 
SPAS, work improvement teams, results-oriented management, HR audits 
and annual plans and budgets. These are overseen by the HR departments 
which are supervised and coordinated by the Ministry of Public Service 
and Gender. The Public Service Commission, under its constitutional 
mandate has delegated some of these powers to the Ministry. Within the 
Counties, the County Public Service Boards have the authority to oversight 
HR matters in accordance with the County Governments Act (2012); 

(d) Service delivery improvement approaches whose dominant tools have 
included Performance Contracting (PC), RBM, RRIs, Citizens’ Service 
Delivery Charters, Continuous Improvement (Gemba kaizen), ISO 9001 
Quality Management System and client and service delivery surveys and 
benchmarks. These are largely overseen and coordinated by internally 
constituted task teams; and

(e) Monitoring and Evaluation using tools such as the National Integrated 
Monitoring and Evaluation System (NIMES), the County Integrated 
Monitoring and Evaluation System (CIMES) surveys, the Annual 
Progress Report (APR), the Public Expenditure Tracking, and lately, 
Public Investment Management (PIM) which highlights the need to 
properly identify, appraise, and cost projects prior to their approval and 
continuously monitor the viability of projects throughout implementation. 
These are overseen by the State Department of Planning within the 
National Treasury and Planning (NT&P).
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However, many of these approaches and tools have been developed and 
adopted progressively with the most recent being those used for managing 
performance such as Performance Contracts and the historically important SPAS 
that has continued to evolve. These tools continue to be improved so that they 
are able to produce the results required for timely and accurate decision-making. 
The introduction of PIM guidelines to streamline the implementation of projects 
is indeed a step in this direction.

2.2 KEY APPROACHES AND TOOLS

Since 2003, when implementation of the ERS and subsequently the Kenya Vision 
2030 commenced, performance management improvement approaches and 
tools have been in use. The Government has received international recognition 
and numerous awards for its focus on service delivery through the use of 
appropriate approaches and tools. 

(a) Performance Contracting:
In 2003, the Government introduced performance contracting as a management 
tool to ensure accountability for results and transparency in the management of 
public resources. Performance Contracts (PC) were introduced on a pilot basis 
in 16 state corporations that recorded an increase of 282 percent in net pre-
tax profits over the previous period (2003/2004) and an increase of 14 percent 
over set targets. Subsequently, PC was rolled out to the entire public service 
in the financial year 2005/2006. Currently, all Ministries, Departments and 
Agencies (MDAs) placed on Performance Contracts are required to and have 
developed Citizens’ Service Delivery Charters which they implement as a key 
customer perspective in the provision of services to citizens. The Inspectorate 
of State Corporations (ISC) was one of the earliest oversight bodies to 
introduce performance contracting in its institutions, and over the years, the 
Teachers Service Commission (TSC), and other Constitutional and Independent 
Commissions have also adopted Performance Contracting. Some counties have 
also adopted the use of Performance Contracting. 

(b) Staff Performance Appraisal System
The SPAS has been used by the Government for many years. The targets agreed 
upon at the institutional level, including departmental and divisional targets, are 
cascaded down to the individual officers through the SPAS for implementation. 
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This is to ensure accountability for achievement of results at the individual 
staff level and to bring on board a unity of purpose. The SPAS is aligned to 
the financial year and uses a ranking model (Excellent, good, fair and poor). 
The Public Service Commission (PSC) has made it a mandatory tool during 
promotion of public servants.

(c) Rapid Results Initiatives
RRIs, which were introduced to cultivate a strong focus on results as part of RBM, 
aimed at improving service delivery in several public sector institutions within a 
100-day period. Due to the success of the Rapid Results Approach in a variety of 
contexts, MDAs have continued to adopt it.

(d) Program-Based Budgets
The country also operates on a program-based budget process that provides 
funding based on prioritized programs linked upstream to national goals 
espoused in the Vision 2030 and Medium-Term Plans (MTPs). Targets identified 
within the performance contracts are expected to be linked to those that have 
been funded through program-based budgets.

Counties prepare a Program-Based Budget (PBB) each year using manual 
templates that mirror the national PBB. Counties followed the national level by 
introducing the PBB budget presentation for FY2014/2015. The document is 
designed to align with the priorities expressed in the County Annual Development 
Plan (ADP) and the broader five-year County Integrated Development Plan 
(CIDP). The preparation of all PBB documentation including the PBB book 
and the quarterly reports is undertaken manually using prescribed templates. 
Conditional transfers from the national to the county level and the associated 
criteria are outlined in the County Allocation of Revenue Act and the transfers 
are included in the county PBB. 

(e) Performance-Based Budgeting
This is a critical component of the broader performance management process. 
It is enshrined in the legal and institutional framework of the Government of 
Kenya (GoK). The Public Finance Management Act (PFMA) (2012) and Regulations 
(2015) require the budget to be prepared in alignment with government priorities 
and focusing on the realization of the required outputs to achieve the desired 
outcomes. The National Treasury is responsible for the financial management 
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systems and the formats and guidelines for budget preparation. The State 
Department of Planning has the mandate to establish a framework and data 
management system to facilitate the evaluation of financial and nonfinancial 
performance of government programs and projects, while individual MDAs are 
responsible for using these systems to report performance. Program-Based 
Budgeting (PBB) introduces outcomes and outputs with measurable targets to 
introduce performance management into the budgeting process.

The introduction of public investment governance structure and functions to 
enable the identification of projects in the budget has allowed an alignment of 
projects with the PBB and inclusion of related performance targets. Reforms to 
the budget preparation tools in 2016 enabled projects to be uniquely captured 
and identified in the PBB and include output targets. The PIM guidelines 
strengthen the governance framework around projects and directly link project 
performance monitoring to the quarterly and annual budget performance 
monitoring and evaluation as well as performance contracting. 

(f) National Integrated M&E System
The Monitoring and Evaluation function in the public service is overseen by the 
Monitoring and Evaluation Directorate (MED) within the State Department of 
Planning. The monitoring of key programs and projects and their evaluation 
against set targets and reporting on progress continues to be a challenging 
function. MED developed both the NIMES and the CIMES to provide frameworks 
to the process. The NIMES and CIMES tools seek to provide a framework for 
identifying the right indicators, agreeing on their use in tracking work in progress, 
and providing accurate feedback information for timely decision-making. 

A key objective of the Government is that the NIMES and CIMES are used 
effectively across planning, program-based budgeting, and implementation so 
that the right indicators are matched against activities and reported at both 
outcome and output levels. Input to this process should also come from the 
two PIM departments, one in the National Treasury and the other in the State 
Department of Planning.
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(g) Citizens Service Delivery Charters
The incorporation of Citizens’ Service Delivery Charters has also revolutionized 
service delivery by enhancing access to services, the quality of the service 
delivered, timeliness, courtesy, and clear publication of costs, thus eliminating 
aspects of corruption that had discouraged citizens from accessing certain 
services wrongly perceived to be expensive. In addition, every Government 
institution set up a customer service desk with a clear redress mechanism under 
the slogan: “Huduma Bora ni Haki Yako” (quality service is your right). This was 
intended to ensure that services were delivered to citizens with courtesy. 

(h) County Performance Management Framework
Chapter 11 of the Constitution creates 47 counties with an executive and a 
county assembly at the sub-national level. This is intended to devolve resources 
and ensure that decision-making is brought closer to the people. This law 
requires that Governors and Members of County Assemblies are elected 
directly by the people in the County. The Council of Governors (CoG) in close 
partnership with the Ministry of Devolution and the Arid and Semi-Arid Lands 
(MoDA) developed the County Performance Management Framework (CPMF) 
to guide performance management in the devolved units. The underlying 
objective of a County Performance Management Framework, which consists of 
seven (7) components or steps, is to promote accountability in service delivery 
by ensuring that tasks are performed efficiently, effectively and economically. 
In addition, this performance framework provides a mechanism for citizens to 
engage and evaluate the performance of their county government.

(i) Other Policy frameworks
Other policy frameworks and guidelines that have informed developments 
in performance management include Information Booklet on Performance 
Contracts in the Public Service (March 2003), Human Resource Planning and 
Succession Management Strategy for the Public Service (May 2017), Human 
Resource Policies and Procedures Manual for the Public Service (May 2016), 
NIMES and CIMES, Human Resource Strategy Framework (June 2017), Norms 
and Standards for Management of Human Resource in the Public Service (July 
2017), Competency Framework for the Public Service (June 2017), Public Service 
Transformation Framework (June 2017), and a Public Service Delivery Innovation 
Strategy (June 2017).
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(j) Public Service Awards
The introduction of mandatory development of strategic plans, the PBB process 
and the performance contracts, together with the use of the RRI contributed 
to significant improvement in the performance of the public service and 
productivity as reflected in the growth of the economy in the period 2003–2007 
according to the 2008 Economic Survey (Kenya National Bureau of Statistics 
- KNBS). For its excellent endeavor in the field of Performance Management, 
Kenya received numerous international accolades and recognition such as the 
All Africa Public Sector Innovation Awards 2010; UN Public Service Award in 1st 
category of transparency, accountability, and responsiveness in public service; 
and Top 20 service delivery innovations: Ash Institute at Harvard University, 2007.

(k) From Process to Results
The new performance management tools therefore refocused the public 
service on results rather than mere processes. During the period 2003 - 07, after 
evaluation of performance contract results, the top performing Ministries and 
State Corporations were announced publicly in the presence of the President. 
The top performers received a 13th month salary. The major success at this time 
was the buy-in by public service institutions into the need to focus on results 
and accountability. 

2.3 CHALLENGES IN IMPLEMENTING THE CURRENT 
PERFORMANCE MANAGEMENT SYSTEM

Although the application of various performance management approaches and 
tools has been sustained in one form or the other for almost two decades now, 
several challenges have been encountered: 

(a) Lack of a national performance management legislation and policy 
framework to anchor, guide and insulate the performance management 
function from the dynamic interaction between the political and 
administrative aspects of Government. Implementation of performance 
management has therefore remained uncoordinated, ad hoc and 
lacking coherence.

(b) Positioning of the office in-charge of performance management. 
For the Office in-charge of performance Management to execute its 
mandate effectively there is need for it to be domiciled in an Office where 
it can coordinate and oversee performance management processes with 
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the necessary authority. This has however not been the case owing to the 
frequent transfer of the function across different offices hence affecting the 
ability of that office to effectively manage the process. This has had a negative 
effective on the resourcing of the Office both financially and staffing.

(c) Fragmentation of coordination of performance management processes - 
Different elements of the performance management process were, and 
continue to be, managed by different entities without a clear harmonized 
collaboration framework. The planning and budgeting functions are under 
The National Treasury and Planning (previously the functions were in two 
different ministries); performance contracting was under the Performance 
Contracting Unit (recently moved to a line Ministry, the Ministry of Public 
Service and Gender; the individual performance appraisal system, SPAS, 
is overseen by the PSC and coordinated by the Ministry of Public Service 
and Gender (MPS&G); and the M&E function by the MED. This has led 
to entities working in isolation and resulting in compartmentalization and 
fragmentation of performance management.

(d) Slow or non-implementation of performance management by some public 
service institutions partly due to lack of an enforcement mechanism. While 
some public institutions adhere to government guidelines and implement 
the laid-out processes, others have ignored it with no sanctions for their 
inaction. There is no enforcement mechanism for County governments 
to adopt performance management resulting in only a few counties 
adhering to the guidelines provided in the CPMF (2017). Similarly, the 
SPAS has received little attention particularly on quality of the reports and 
use of individual performance results to make relevant human resource 
management decisions. The lack of a framework for enforcing compliance 
would be addressed by an integrated, harmonized and standardized 
Performance Management System (PMS).

(e) Inadequate implementation of  the Performance Rewards and Sanctions 
Framework – PSC developed a rewards and sanctions framework to provide 
for rewarding excellent performers and sanctioning of poor performers 
but this has not yet been operationalized. Effective implementation of 
the framework will motivate employees to have positive attitude to work 
and to enhance productivity in the Public Service. The human resource 
remains a core factor in performance improvement and delivery of services 
needed to achieve national goals hence successful implementation of the 
Framework will serve to encourage excellence, recognize meritocracy 
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and address issues of poor performance. However, such a system cannot 
be effective, without an objective performance appraisal system that is 
trusted by the public servants and applied objectively given the current 
lack of a national ethos toward properly working systems.

(f) Inadequate funding. Lack of adequate funding to achieve set targets has 
become a major hurdle in the performance management process since 
it affects coordination and implementation of performance management 
in MDAs as well as in the counties. Whereas targets are set with the 
understanding that sufficient funds will be made available to deliver 
the results, in many cases funds are reduced during the supplementary 
budgets. In addition, there remains an ad hoc budget revision process 
without adequate consultations with Ministries, Counties, Departments, 
and Agencies (MCDAs). A greater challenge is extended delays in 
disbursement of the approved funds that has become very common.

(g) Inadequate capacity to implement performance management. Capacity 
challenges are being experienced across the public service at the 
institutional, managerial and technical levels. This inadequacy includes; 
lack of adequate and properly trained staff to undertake the performance 
management function, poor skills mix for delivering on programs and 
regular transfers of key staff during the contract periods. This apparent 
inadequate capacity has led to disjointed and weak application of 
performance management tools and poor service delivery.

(h) Unclear linkage between PBB with implementation tools and the M&E 
function - PBB now has a framework, supporting tools, and several years 
of stability with regard to presenting performance in the budget, but is not 
integrated with crucial downstream functions such as PC, SPAS, and the 
M&E function to enable a truly performance-informed budget process. 
While the more recent establishment of costing and PIM capabilities 
within the budget system are examples of strong progress in upstream 
performance management functionality, the downstream aspects are 
weak and require strengthening to fully implement and benefit from the 
intended performance management function of PBB.

(i) Monitoring and Evaluation, and reporting - monitoring of key programs 
and projects, and their evaluation continues to pose challenges when 
reporting on progress. The MED developed both the NIMES and CIMES 
to provide frameworks for the process. However, identification of the 
appropriate service delivery indicators and agreeing on their use has never 
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been finalized. The rollout of NIMES and CIMES across planning, program-
based budgeting, and implementation so that the right indicators are 
matched against programs/projects, and reported on at both the outcome 
and output levels is a critical requirement in development of an objective  
integrated performance management system;

(j) There is no centralized data harvesting, storage and a retrieval system for 
informed decision making, which is important for an effectively functioning 
M&E process. The policy provides for increased use of dashboards with 
detailed information on the development outcomes and indicators to 
which the programs are responding. In addition, automation of planning, 
budgeting monitoring, and evaluation, and performance management 
system will enhance the quality and timeliness of the decisions made.

To address these challenges there is need to develop an integrated Performance 
Management Policy, to anchor the process and ensure that the country has an 
efficient and effective public service that facilitates economic development and 
improved livelihoods for the citizens.

2.4 ENABLING FACTORS

There are several enabling factors, specifically  demonstrable political leadership 
commitment at both levels of Government, the effective leadership of the 
SRC in addressing  the challenges of a bloated wage bill, the development 
of performance management regulations by the PSC, which cover MCDAs 
including semi-autonomous government agencies (SAGAs); guidelines for an 
annual capacity performance assessment program being developed by MoDA  
in conjunction with counties and the CoG, guidelines for an annual capacity 
performance assessment program; and MED which has developed an M&E 
policy.  All these initiatives point to a conscious effort to resolve the challenges of 
a fragmented PMS. In addition the Constitution of Kenya has relevant statutory 
and institutional provisions as does the PFMA and the County Government Act 
(CGA) (Section 47). These are the legal provisions that guide the improvements 
of the fiscal environment including the review of the program-based budget 
process and the relevant manuals. There have also been initiatives by the 
oversight institutions such as the Ministry of Public Service and Gender, the 
TSC, and the Judiciary, which have set up very efficient PMSs. Informant 
interviews with critical stakeholders also revealed that several institutions 
are moving toward automating different parts of their PMSs. These enabling 
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factors lay a solid platform for the development and application of an integrated 
performance management policy.

Some of the lessons that Kenya can learn from other countries that have 
successfully implemented Performance Based Managements are highlighted 
in Box 1.

Introduction: Performance Management is now mainstreamed globally in 
governments who seek to institutionalize the practice and ensure that it enables 
effective management of performance and service delivery that realizes impactful 
results. Below are some Good Examples.

Rwanda: Performance management policy provides for an integrated framework 
for results-based performance management across the entire Public service. The 
focus is on high level outcomes within institutions; with more emphasis being on 
the promotion of greater coordination of Government’s efforts towards the country’s 
development commitments. This enables the Government to meet timely policy 
commitments and targets in its national development strategy, with RBM being 
administered to ensure that both institutions and their staff meet their set targets;

Ghana: The conceptualization of a performance policy framework adopts four key 
principles: accountability, transparency, equity and ownership. These principles form 
the building constructs that guide the development of integrated policy statements/
guidelines, the performance management systems as well as the statement 
instrument and tools, which are all homegrown initiatives.

OECD and South East Asia: There are similarities in the application of performance 
management in Organisation for Economic Co-operation and Development (OECD) 
countries and some in South East Asia. Despite their differing stages in economic 
development they show commonalities in their reform approach, experience, and 
the critical success factors in PMS reforms. In both regions, as shown by practices 
in both Italy and Malaysia performance measurement is more beneficial, if the 
measurement results are fed into the strategic planning or budget cycle;

New Zealand: The radical reforms of the public sector have been much lauded 
and touted as examples for other countries to follow when reforming their own 
state sectors. These reforms have included introducing contractual arrangements 
into public sector appointments and performance monitoring; allowing greater 
management autonomy; changing financial reporting; restructuring and 
disaggregating departments; and corporatizing and privatizing state-owned 
enterprises;

Box 1: Policy Benchmarking and Lessons on PMS from Selected Good Practices
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Bhutan: The major reforms in the institutionalization of Performance Management 
system in the Kingdom of Bhutan went a notch higher when the Cabinet in November 
2013 created a Steering Committee and a Task Force, under the Honorable Prime 
Minister to consolidate the gains made in performance management reforms that 
began in 2006. These teams were empowered to institutionalize the Government 
Performance Management System (GPMS) in the Country resulting in the piloting 
of the new GPMS and the creation of the Government Performance Management 
Division (GPMD) under the Office of the Prime Minister in 2015. GPMD coordinates 
and ensures that all budgetary agencies develop their annual deliverables in the form 
of Annual Performance Agreements (APAs) which ensures that there is alignment 
between targets and annual budgets; and, further that the targets are properly 
cascaded to the annual performance targets of the relevant agencies and sectors. 
There is also timely monitoring of activities through the GPMS, mid-term reviews of 
APAs and a timely and efficient conduct of year-end evaluations. GPMS has been used 
as a management tool to inculcate performance culture at all levels of Government, 
and to ensure that development plans, strategic objectives, targets and results are 
achieved. In 2017, new measures were further introduced aimed at enhancing and 
improving service delivery: promoting professionalism, competency, meritocracy, 
productivity and morale; enhancing fairness and transparency in career progression, 
reward and recognition, and promoting differentiation of performers. The new 
measures also seek to strengthen accountability and alignment to organizational and 
national objectives; and enhancing both organizational and individual development, 
further also aligning employee job responsibility to the organizational objectives; and 
also ensuring organizational effectiveness by cascading institutional accountability 
to the various levels of an organization’s hierarchy. 

Bangladesh: The Performance Management System (PMS) in the Public Sector 
organizations has been introduced as a Government initiative, with the aim of 
ensuring institutional transparency, accountability, proper utilization of resources 
and above all enhancing institutional efficiency. The PMS operates across the 
government with the annual performance agreements (APAs) being between the 
Cabinet Division, as the first party and all other ministries/divisions as the Second 
parties. The Prime Minister’s Office (PMO) signs Performance Contracts with each of 
the organizations working under the purview of the PMO. APA provides an important 
summary of key results that a ministry/division expects to achieve during the financial 
year. It is important to note that the PMS is closely linked to the budgeting cycle, 
and further, the project implementation through regular monitoring and evaluation 
of development projects. PMS ensures proper utilization of funds invested and thus 
plays a pivotal role in achievement of the overall socio-economic development of 
the country. 

Box 1: Policy Benchmarking and Lessons on PMS from Selected Good Practices (contd)
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Philippines: This is a good Case Study for a Country with a Devolved system like 
Kenya. In the Philippines public sector, the Strategic Performance Management 
System (SPMS) was developed and institutionalized in 2012 to strengthen the linkage 
and alignment between the targeted results of an institution, at both national and 
local government level, and individual performance goals. The SPMS prescribes 
specific processes for collecting performance data and using these for planning 
and implementing continuous improvement activities. In implementing the SPMS, 
public sector organizations develop performance management systems that either 
adapt or build on minimum requirements prescribed by the Philippine Civil Service 
Commission. In government agencies, a Performance Management Team (PMT) is 
established and coordinates the calibration and approval of performance targets 
and standards, and serves as an arbiter for performance management issues. 

The Philippines Government also introduced the Performance Based Incentives 
System (PBIS) to harmonize and rationalize the incentives and bonuses granted in 
government agencies and to improve the performance of public sector agencies 
and employees. It has two components: The Performance Based Bonus and the 
Productivity Enhancement Incentive (PEI). The PBIS effectively eliminated the system 
of annual bonus that was not tied to any performance rating. Together, the PBIS 
and the SPMS highlights the alignment of agency, unit, and individual goals and 
provides incentives or rewards for those who were able to meet their individual and 
organizational performance targets. 

Box 1: Policy Benchmarking and Lessons on PMS from Selected Good Practices (contd)



KIPMP seeks effective consultations, 
collaboration and coordination of 

all arms and levels of Government in 
pursuit of accelerated performance and 

productivity improvement.

PLACEHOLDER 
PHOTO



INTEGRATED PERFORMANCE MANAGEMENT FOR BETTER SERVICE DELIVERY 21

LINKING THE TOOLS AND APPROACHES
IN PERFORMANCE MANAGEMENT

CHAPTER THREE

3.1 ALIGNING OBJECTIVES

The Kenya Integrated Performance Management Policy seeks effective 
consultations, collaboration and coordination of all arms and levels of 
Government (a whole of government approach) in pursuit of accelerated 
performance and productivity improvement. All PSOs will apply a common 
framework as defi ned by the Policy; comply with basic procedures, processes, 
norms and standards in planning, setting performance targets and in conducting 
productivity and performance assessments. Common principles, standard 
procedures and tools will be followed by all PSOs in assessing performance and 
productivity at the organizational, departmental and individual employee levels. 
All PSOs will apply a common framework of Rewards and Sanctions to recognize 
and reward performance, and sanction poor performers.

3.2 KIPM POLICY LINKAGES

The Policy links the administrative components of the performance management 
to ensure they are harmonized and aligned to the policy and to one another as 
indicated in the overarching Model, in Figure 1, Chapter 3. These administrative 
components are presented in the Structure presented in Chapter 5. 

3.2.1. Policy Linkages to Planning and Budgeting

Performance planning needs to be aligned with the budget to eliminate resource 
gaps between resources required to achieve set targets and the available funding. 
The structure of the PBB and the alignment of programs and sub-programs to 
organizational structure within MDAs is essential for demonstrating managerial 
responsibility for both fi nancial and non-fi nancial plans and performance.

Reforms are underway to adjust the budget calendar, establish budget costing, 
budget baseline and institutionalize a process for budget performance to 
clearly inform the preparation of the budget. This will facilitate to determine 
budget allocations and the related program policies, outcomes, targets and 
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indicators. Budgetary reforms will also include the strengthening of PFMR 
as well as institutionalization of PIM, both of which will clearly spell-out 
managerial responsibility for program and sub-program thus having a direct 
impact on performance management. The PC will serve as the main anchor for 
the performance management framework. SPAS and other tools will support 
its implementation, including bringing on board desirable innovations and 
automation. It is expected that the PC processes will be undertaken on either 
back-to- back basis or simultaneously. 

The selection of SPAS targets will be undertaken once the signing of institutional 
PC targets has been completed i.e. the SPAS targets will be cascaded from 
the PC targets. Both will undergo mid-term review as well as final evaluation 
at the same time. Performance Target setting for MCDAs as well as state 
corporations is expected to be on a sectoral basis as outlined by the Medium-
Term Expenditure Framework (MTEF). Both PCs and SPAS will also have a 
quarterly reporting requirement. 

To facilitate linkage between planning, budgeting, and the national performance 
framework, the budget calendar and the performance tools cycles, will be 
sequenced and closely linked to ensure that funding for programs and projects 
achieve the agreed goals and outcomes, taking due cognizance of performance 
and service delivery goals by both public institutions and performance of 
persons serving in these institutions. Key stages in the PC cycle will be matched 
with key processes in SPAS and synchronized with the budget calendar phases 
as presented in Figure 1.
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FIGURE 1: Kenya Integrated Performance Management Policy Cycle
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3.2.2. Policy Linkages to Monitoring and Evaluation

The integration of the M&E system into the KIPM framework will provide a clear 
mechanism for effective and efficient monitoring, evaluation and simplified 
reporting on the progress and achievements of development and service 
delivery programs at the three arms and both levels of government.

Accounting officers will be required to establish M&E systems for their entities 
using the NIMES and the CIMES guidelines. M&E systems will be linked with other 
public performance management systems. Under the KIPMP framework, the 
M&E systems in individual MCDAs will be integrated with existing performance 
management and decision making systems existing within the entity.

The National Treasury and Planning has developed a National M&E Policy to 
guide M&E in the public sector. Once the proposed M&E policy is operationalized, 
all MCDAs shall be required to submit timely and accurate progress reports of 
programs and projects in line with approved indicators, reporting standards 
and formats. Appropriate capacity building will be undertaken to equip M&E 
implementers.

3.3 POLICY LINKAGES BETWEEN NATIONAL AND DEVOLVED 
SYSTEMS

Performance management framework operational in the public service in Kenya 
has evolved over the years as a globally acceptable good management practice. 
At the National level, performance management has not been legally prescribed 
by any applicable legislation. At the County Government level, however, 
performance management is legally prescribed through various sections of the 
County Government Act, 2012 (CGA) and the PFM Act, 2012.

Whereas both the PFM Act, 2012 and CGA, 2012 mandate the development and 
adoption of a performance management plan or system, the latter goes further 
to require such a plan or system be aligned to national strategies, plans or 
frameworks. It is in this context that the CPMF has been developed and aligned 
to the National Performance Management Framework (NPMF).

The components of CPMF borrow from the NPMF and are sequentially 
presented as such to promote harmony, facilitate the exchange of information, 
coordinate the execution of public services, and enhance the capacity of the 
County Governments as required under Article 189 of the Constitution.
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3. Linking the Tools and Approaches In Performance Management 



The building blocks for the policy 
framework are made up of the 

National blueprints, policy actions 
and implementation tools for the 

national development.
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4.1 OVERARCHING PLANNING FRAMEWORK

The overarching planning framework covers both the national and county levels, 
and outlines the country’s long-term, medium-term, and short-term development 
aspirations. Kenya Vision 2030 and its series of MTPs, the CIDPs, and the AWPs 
specifi cally defi ne the national development agenda. Currently, the government 
is implementing the third MTP, covering the period 2018–2022. In planning and 
budgeting, emphasis is however given to the ‘Big Four’ Agenda that focuses on 
food security and nutrition, manufacturing, universal health coverage, affordable 
housing, and other priorities that may relate to the mandates of specifi c MDAs. 
There are other priorities that emerge from Presidential directives, Cabinet 
decisions, national and county emergencies. PC objectives and goals are also 
aligned to the national agenda. 

The policy facilitates the creation of synergies to produce greater results in 
achieving the national agenda items as stipulated in Vision 2030, Big Four 
Agenda, Africa 2063, and the Sustainable Development Goals (SDGs).

4.2 BUILDING BLOCKS FOR THE POLICY FRAMEWORK 

The building blocks for the policy framework are made up of the National 
blueprints, policy actions and implementation tools as listed below:

(a) National Vision 2030 and shared development goals National Medium-
Term Plans;

(b) Sectoral policies and plans;

(c) Organizational level strategic plans;

(d) County Integrated Development Plans;

(e) Organizational Level Annual Work Plans & Annual Budgets planning and 
budgeting;

(f) Annual Development Plans;

(g) Annual performance contracting guidelines;

CHAPTER FOUR

POLICY IMPERATIVES, OBJECTIVES
AND STRATEGIES
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(h) Annual performance agreements (Performance agreements at 
Organizational and Departmental levels);

(i) Agreed staff performance targets;

(j) Results-based management;

(k) Regular Monitoring and Evaluation at all levels;

(l) Annual independent/professional performance assessments (Staff 
performance appraisal, performance contract reviews), including ongoing 
feedback on performance;

(m) Annual performance evaluation reports;

(n) Mid-year performance review reports; and 

(o) Framework for performance incentives and sanctions in the Public Service.

4.3 POLICY FRAMEWORK 

The Policy Framework as illustrated in Figure 2 depicts the linkages and 
processes to be undertaken in a sequenced manner. It shows the various stages 
from planning to implementation, monitoring, evaluation, reporting, results 
and rewards and sanctions. The figure also indicates the actors and champions 
entrusted with each stage of the process. 

The Policy Framework shows the various responsibilities on delivery of results 
assigned to different players.

The key features of the policy are illustrated by the overarching framework 
graphically presented in Figure 2. These include:

(a) Propelled by Vision 2030 Goals, Big Four Agenda, Africa 2063 and 
Sustainable Development Goals;

(b) A Whole-of Government Shared Medium Term Plan (approved and 
promulgated by the Summit);

(c) Anchored on the existing national planning, budgeting, and monitoring 
and evaluation, and public investment management processes (MTPs/
CIDPs, sector plans, strategic plans) – ensuring integration and harmonized 
planned development and service delivery, and standards of performance 
at both levels of Government;
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FIGURE 2: Kenya Integrated Performance Management Policy Framework
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(d) Synchronized Annual Performance Assessments at national, sectoral, 
organizational (MDA, County Government, State Corporation, 
departmental) and individual employee levels – with integration of 
organizational strategic goals/objectives to departmental and individual 
employee’s performance targets, and self-development plans;

(e) A common framework and guidelines for recognizing and rewarding 
performance and productivity in the public sector – promulgated by 
the SRC, and operationalized by employers and HR Manuals to ensure 
transparency, equity and fairness;

(f) Automation of key Performance management processes;

(g) Capacity building for Performance Management. The Kenya School of 
Government will develop supporting curriculum;

(h) A comprehensive manual of standard procedures and formats will be 
developed and availed to every department within the MDAs and County 
Governments;

(i) Government to spearhead process of change management to facilitate 
the building of culture aimed at enhancing productivity, performance and 
respect for national values;

(j) Integrated and/or harmonized planned development and service delivery 
results and standards of performance at both levels of Government;

(k) Integration of organizational (MDAs/County Government) strategic goals/
objectives with departmental and individual employee’s performance 
targets, and self-development plans;

(l) SRC to ensure transparency, equity and fairness in implementation of the 
rewards and sanctions for performance and productivity; and

(m) An end to the culture of entitlement among public service employees. 
Embracing a culture of RBM and performance and productivity as a basis 
for recognition and rewards, including any adjustments to remuneration 
and benefits.

4.4 PRINCIPLES AND VALUES 

The following principles and values shall guide the KIPM Policy. The principles 
provide what must be highly cherished in support of performance while the 
values consist of behaviors and tenets that must be adopted if the goals of an 
integrated performance management system are to be realized. These are drawn 
from the Article 10 of the Constitution, and from best practices, and include: 



Integrated Performance management for Better ServIce delIvery 31

4. Policy Imperatives, Objectives and Strategies

Principles:
(a) Service delivery norms and standards;

(b) Value for money in human resources and public investments;

(c) Participatory development and a culture for results;

(d) Productivity;

(e) Performance assessment based on agreed objectives, targets, and timely 
communication;

(f) Non arbitrary imposition of performance and productivity targets;

(g) Performance targets that are consistent with the resources allocated and 
available for utilization by the organization; 

(h) Timely recognition for good performance;

(i) Timely sanctioning, naming and shaming of poor performers, and provision 
of an opportunity to improve;

(j) Public Sector Wage Bill sustainability;

(j) Sustainable development; and

(k) A clear line of sight in the application of tools, prioritization, planning, 
budgeting and implementation.

Values:
(a) Meritocratic practices in recruitment of staff, training, promotions, and 

rewards;

(b) Patriotism, national unity, sharing and devolution of power, the rule of law, 
democracy, and participation of the people;

(c) Human dignity, equity, social justice, inclusiveness, equality, human rights, 
non-discrimination and protection of the marginalized;

(d) Good governance, integrity, professionalism, transparency, and 
accountability; and

(e) National symbols, national days, and the national values.
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4.5 CRITICAL SUCCESS FACTORS FOR IMPLEMENTATION OF 
THE POLICY

The following are the critical success factors that will guide the implementation 
and administration of the KIPM Policy: 

(a) A whole of-government approach; 

(b) Goodwill and commitment of political leaders and top executives/
administrators in all arms of Government, and at both levels of Government;

(c) Change in public service management culture to results orientation and 
observance of meritocratic principles; 

(d) Citizen participation in assessments of development and service delivery; 

(e) A uniform robust rewards and sanctions framework;

(f) An effective framework for coordination and implementation of 
performance management;

(g) Capacity building, automation, and innovation; and

(h) Communication of performance results and feedback mechanisms.

4.6 POLICY OBJECTIVES AND STRATEGIES 

The following policy objectives and policy strategies will inform the process of 
implementing the Kenya Integrated Performance Management Policy:

Objective 1: To streamline and standardize performance management in all 
arms and levels of Government:
This is to ensure that there is integration in the performance management 
systems in all the three arms of Government and at both levels of Government. 
The National Government, the County Governments, the mainstream Civil 
Service, State Corporations, the Constitutional Commissions and Independent 
Offices and any other public agency will be subjected to the same performance 
management framework. The Policy further integrates, harmonizes and refines 
various approaches, and mechanisms currently that are in use. For clarity, 
the Policy seeks integration of approaches, tools and systems, integration of 
National and County Governments and other constitutional Commissions and 
Independent Offices in aspects of the PMS and integration of institutional 
approaches by having a harmonized performance management framework. 
This objective also seeks the buy-in and goodwill from political leadership at 
both levels and arms of government. 



Integrated Performance management for Better ServIce delIvery 33

4. Policy Imperatives, Objectives and Strategies

Strategies:
(a) Ensure that all the targeted institutions adopt the Kenya Integrated 

Performance Management System;

(b) Recognize operational autonomy to the independent offices;  

(c) Establish appropriate legal and regulatory framework;

(d) Establish Performance Managements Units in MDAs or similar units in 
autonomous institutions;

(e) Align implementation of the Policy to the National Agenda, MTP, other 
Government Priority Agenda, Africa 2063 and SDGs; 

(f) Adopt a whole-of-government approach in pursuit of more accelerated 
performance and productivity improvements;

(g) Review and harmonize performance management tools;

(h) Harmonize performance managements tools and approaches in the 
National and County governments and other constitutional Commissions 
and Independent Offices in aspects of the PMS;

(i) Integrate institutions that coordinate performance management through 
a harmonized framework;

(j) Develop and promulgate a guide to ensure that State Corporations, 
County Governments and MDAs align CIDPs and Strategic Plans to the 
sectoral plans; 

(k) Centralize inspections for compliance, and monitoring and evaluation of 
implementation; 

(l) Seek political buy-in and goodwill at both arms and levels of Government;

(m) Monitor compliance with policy guidelines; and 

(n) Promulgate a comprehensive KIPMP Implementation Standards and 
Procedures Manual. 

Objective 2: To achieve linkages and alignment between Policy Planning; 
Budgeting; Implementation; Monitoring and Evaluation; and Reporting:
This seeks linkages and alignment between policy planning; budgeting; 
investments implementation; monitoring and evaluation, and reporting. The 
Policy further ensures linkages with performance management mechanisms at 
the institutional and individual staff level, use of the national budget cycle as a 
means to operationalize an integrated Performance Management framework 
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and linking individual performance to institutional performance and the 
establishment of robust national and county performance monitoring and 
evaluation systems.

Strategies:
(a) Align budgets to strategic plans and CIDPs targets;

(b) Align budgets to public investments;

(c) Comply with public investment management guidelines;

(d) Cease to inject funds into redundant and non-viable projects;

(e) Align performance to HR policies;

(f) Align policy implementation to budget cycle;

(g) Adopt consultative approach on matters of budget approval and 
disbursements;

(h) Align M&E system with other public management systems; 

(i) Release funds to PSOs on signing of Performance Contracts;

(j) Build M&E capacity for performance contracting implementers and other 
M&E users; 

(k) Develop and promulgate common principles, standards, procedures and 
tools to be used by all PSOs in assessing performance and productivity at 
the organizational, departmental and individual employee levels;

(l) The Government Performance Management and Co-ordination Office  
to regularly receive reports from all Public Sector Organizations on 
compliance with the Common Principles, and Standard Procedures and 
tools, and on annual basis submit reports on the same to the Summit and 
the Parliament; and 

(m) Establish systems and mechanisms to track performance throughout the 
process.

Objective 3: To achieve high levels of productivity in all institutions subject to 
the policy:
This objective seeks to ensure that we have the development of an integrated 
productivity policy to enhance productivity, effectiveness and efficiency in the 
public service. It seeks to rationalize organizational structures at both national 
and county level to align with their mandates and functions and establish 
optimal staffing levels and skills mix.
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KIPMP is aimed at fostering the emergence of an 
eff ective public service that facilitates economic 
development and contributes to improving the 
livelihoods for the citizens.
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 Strategies:
(a) Strengthen the Kenya Productivity Centre and avail adequate financial and 

human resources; 

(b) Finalize the productivity policy and provide for framework to measure 
productivity with requisite indicators for each sector;

(c) Align the KIPM Policy to the productivity policy; 

(d) All PSOs to comply with basic norms and standards as set out in relevant 
guidelines; 

(e) MDAs to undertake routine quarterly performance management reviews; 

(f) Counties to prepare and present Annual performance management Reports 
to County Assemblies whereas MDAs will make theirs to Parliament; and

(g) Conduct organizational reviews to ensure proper structures developed, 
optimum staff levels are in place and staff placement is informed by 
possession of appropriate skills. 

Objective 4: To establish a robust and objective regime for recognition, 
rewards and sanctions:
The objective seeks to have the establishment and implementation of an 
objective recognition, rewards and sanctions regime where productivity is 
appropriately rewarded and sanctions are fully enforced. 

Strategies:
(a) Review and implement the rewards and sanctions policy;

(b) Replace automatic salary increment with merit rewards; 

(c) Align rewards to performance and not the number of years of service;

(d) Ensure objectivity, equity and fairness in application of rewards and 
sanctions; 

(e) Provide continuous feedback, requisite training and conduct periodic 
reviews with staff to allow opportunity to improve;

(f) Review remuneration and benefits based on performance and productivity;

(g) Establish a common framework to guide performance rewards or sanctions 
by PSOs;

(h) Review sanctions that are potentially counterproductive; 

(i) Encourage and adopt non-monetary incentives; 
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(j) Peg disbursement of funds to performance;

(k) Review and consolidate remunerative and facilitative allowances to make 
the proportion of basic pay to gross salary to be at least 70 per cent; 

(l) Peg salaries and remuneration to the job’s relative value and productivity; 
and

(m) Promote equal pay for work of equal value.

Objective 5: To achieve growth, efficiency and sustainability in the quality and 
delivery of services:
This will seek growth and sustainability, efficient and effective use of resources 
and clear results and the use of performance management tools and approaches 
to enhance performance and competencies. This objective will ensure results-
based management with outputs, outcomes and impacts explicitly identified. 

Strategies:
(a) Benchmark with the private sector on best use of resources;

(b) Carefully monitor and evaluate performance of public investments;

(c) Benchmark with the military on efficiency, effectiveness and precision;

(d) Revamp performance contracting and make it the integrating tool;

(e) Promote lean management (Kaizen);

(f) Introduce champions for effective and integrated performance 
management; 

(g) Set SMART targets to achieve greater efficiency;

(h) Establish performance audits; and

(i) Submit appropriate reports to Parliament.

Objective 6: To build and develop appropriate institutional capacity to support 
policy implementation and entrench a performance supporting culture:
The Policy seeks to have appropriate capacity building initiatives to support 
performance and productivity. It will also promote culture and practices that 
support performance and discourage practices that hinder performance. 
The Policy also seeks development of appropriate collaborations with 
internal and external stakeholders and development partners on matters 

4. Policy Imperatives, Objectives and Strategies
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of training and benchmarking. Policy implementation will be anchored 
on technology. The leveraging of ICT and automation will enforce the 
application of standards, rules and procedures in performance management 
across all public sector institutions.

 Strategies:
(a) Constitute a steering Committee drawn from the three arms of Government 

and the two levels of Government; 

(b) Establish a performance management Secretariat; 

(c) Undertake continuous Leadership and, executive mentoring and coaching 
and provide mechanism for feedback; 

(d) Partner with the Kenya School of Government and other training institutions 
to develop and implement appropriate curricular; 

(e) Develop a competency-based and value-driven HRM Strategy;

(f) Attract and retain technical staff;

(g) Enhance labour relations; 

(h) Streamline the Pension scheme; 

(i) Develop an institutional framework for ensuring coordination of planning; 
and, performance management across all arms of government and at both 
levels of government;

(j) Develop a comprehensive manual of basic/model procedures, processes, 
norms and standards for use by all PSOs;

(k) Institute a culture change program;

(l) Undertake resource mobilization for policy implementation;

(m) Promote collaboration and partnership with internal and external 
stakeholders;

(n) Leverage on automation, technology and innovation;

(o) Enhance information generation, gathering and dissemination;

(p) Improve work environment and staff welfare; and 

(q) Develop a policy for addressing pandemics and related emerging issues 
including lifestyle conditions.
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Objective 7: To ensure consultations with stakeholders and undertake public 
participation:
The Policy seeks consultation with all stakeholders and undertaking public 
participation to create buy-in and legitimacy. 

Strategies:
(a) Hold structured stakeholder engagement during planning, execution 

and evaluation, for both levels of government and the three arms of 
government;

(b) Showcase and publicize best practices;

(c) Conduct public participation on matters pertaining to performance 
management processes, tools, and policies by conducting relevant 
surveys;

(d) Establish elaborate feedback mechanism in accordance with the Public 
Service Commission Act section 9 on accountability and management of 
complaints; and

(e) Organize and hold public service week to communicate and get feedback 
on performance and service delivery.

4. Policy Imperatives, Objectives and Strategies
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CHAPTER FIVE

INSTITUTIONAL AND IMPLEMENTATION 
FRAMEWORK 

5.1 INSTITUTIONAL FRAMEWORK

This policy provides the structure for managing the performance of the public 
service across the entire government. It also provides the implementation 
framework.

5.2 OPERATIONAL FRAMEWORK FOR THE POLICY

The overarching policy model highlights the institutional and operational 
linkages within it. Further, the model also describes the operational processes 
detailing how different approaches fi t within the Integrated Performance 
Management. 

Key: Solid Line – Direct reporting relationship
         Broken Line – Indirect & Consultative relationship

FI GURE 3: Kenya Integrated Performance Management Institutional and 
Implementation Framework
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5.2.1. National and County Government Coordinating Summit 
(The Summit)

The current National and County Governments Coordinating Summit (The 
Summit) shall be the apex body and shall provide overall leadership and 
strategic direction on coordination of performance in the Country, the 
requisite guidance and oversight on the implementation of the policy. This 
covers performance in all the three arms of Government and the two levels of 
Government in carrying out its stated role of:

(a) Evaluating the performance of national or county governments and 
recommending appropriate action; 

(b) Considering progress reports and providing appropriate advice; and

(c) Approve proposals and relevant actions recommended by GPMCO.

Indeed, Section 8(f) of the Intergovernmental Relations Act No.2 of 2012 
provides that the National and County Governments Coordinating Summit shall 
evaluate the performance of national or county governments and recommend 
appropriate action. 

The Summit shall receive the whole-of-government performance management 
report from the Government Performance Management and Coordination 
Office (GPMCO) for deliberation and decision making. On completion, the 
Summit shall subsequently forward the report to Parliament for deliberation and 
recommendations by the appropriate parliamentary committee. The Summit 
shall incorporate the Chairman of the Parliamentary Service Commission and 
the Chairman of the Judicial Service Commission (JSC) in its Performance 
Management Committee/Working Group.

5.2.2.	Government	Performance	Management	and	Coordination	Office	
(GPMCO)

The Government Performance Management and Coordination Office 
(GPMCO) shall be an office under the Head of the Public Service and 
Secretary to the Cabinet. The GPMCO will be based in the Executive Office 
of the President under a Principal Secretary reporting directly to the Head 
of the Public Service and Secretary to the Cabinet. It will be tasked with the 
oversight and coordination of the performance management process across 
the entire Government. Specifically, GPMCO will have the following functions: 
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Co-ordinate performance management in the Public Service; Develop 
policy frameworks to guide performance management in the Public Service; 
Advice on enabling legal and institutional framework to permit unfettered 
institutionalization of performance management in the Public Service; Develop 
performance management operational guidelines;  Provide technical support 
on performance management to public institutions, including vetting and review 
(quality control) of Performance Contracts before signing ;  Monitor and provide 
feedback on performance to ensure that MDAs are within the parameters of 
the agreed performance targets; Undertake capacity building on application of 
performance management tools, including change management; Co-ordinate 
and collaborate with other relevant entities both locally and internationally 
to promote adoption and implementation of best practices in performance 
management; Analyze and report on implementation of Performance 
Contracts in the Public Service;  Coordinate release of the annual performance 
evaluation results; and, Carry out research and development on performance 
management. In addition, GPMCO will partner with the JSC, Parliamentary 
Service Commission, and other Constitutional Commissions and independent 
Offices  on matters regarding performance management. This Office will be 
in charge of day-to-day operations of the performance management process 
in the MDAs, including departments and units of the national government. It 
will also receive aggregate reports on performance from the CoG, the TSC, 
and the ISC and collate these into a report on Government performance 
for the Summit. It will also receive aggregate reports from the JSC and the 
Parliamentary Service Commission. This will include overseeing centralized 
compliance inspections and M&E. For purposes of ensuring that improved 
performance translates into productivity across the public service, the GPMCO 
will organize an annual performance and productivity week similar to the Public 
Service Week.

5.2.3. Ministerial Performance Management Committee

Within each Ministry, there will be a Ministerial Performance Management 
Committee (MPMC) under the leadership of a Principal Secretary as provided for 
in the Human Resource Policies and Procedures Manual for the Public Service 
issued in May, 2016, to coordinate Performance Management as stipulated in 
the Manual. The Ministerial Performance Management Committee will comprise 
the following membership: 
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(i) Principal Secretary – Chairperson; 

(ii) Directors of Technical Departments – Members;

(iii) Director of Administration;  

(iv) Head of Central Planning Unit; and, 

(v) Director of Human Resource Management and Development – Secretary.

 
Other departments and agencies will be expected to have an internal 
Performance Management Committee modeled along the lines of the Ministerial 
Performance Management Committee. 

5.2.4. Public Service Commission (PSC)

The Public Service Commission is established under Article 233 of the 
Constitution. It is the employer of public servants, and its functions include:

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

(b) Appoint persons to hold or act in those offices, and to confirm appointments;

(c) Exercise disciplinary control over and remove persons holding or acting in 
those offices;  

(d) Promote the values and principles referred to in Articles 10 and 232 of the 
Constitution throughout the public service;

(e) Investigate, monitor and evaluate the organization, administration and 
personnel practices of the public service;

(f) Ensure that the public service is efficient and effective; and

(g) Develop human resources in the public service, among other functions.

The Commission is focused on building a skilled and performing public 
service that is productive and provides quality service delivery to citizens. The 
performance management process is therefore a critical area that requires its 
attention. The Commission will play a key role in ensuring that this integrated 
performance management policy is successfully rolled out in order to meet 
its objectives.
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5.2.5. Teachers Service Commission (TSC)

The TSC is established under article 237 of the Constitution. The functions of the 
Commission are to: 

(a) Register trained teachers;

(b) Recruit and employ registered teachers;

(c) Assign teachers employed by the Commission for service in any public 
school or institution;

(d) Promote and transfer teachers;

(e) Exercise disciplinary control over teachers; and

(f) Terminate the employment of teachers.

The Commission also advises “the national government on matters relating to 
the teaching profession” as per 3 (c) of Article 237 of the Constitution.

It employs the biggest bloc of public servants in Government and has fully 
adopted performance management in its oversight and supervision of the 
teaching cadre. TSC will therefore continue to oversee the process in the 
profession. On completion of the performance management cycle, the TSC will 
share its performance evaluation results and information with the GPMCO in 
the Executive Office of the Presidency for aggregation of national performance. 
It will therefore establish a strong performance management directorate to 
manage the process internally.

5.2.6. Inspectorate of State Corporations (ISC)

The ISC is established as spelt out in the State Corporations Act Cap 446 
as follows:

(a) Advise the Government on all matters affecting the effective running of 
state corporations;

(b) Report periodically to the relevant arms of the Government on management 
practices within any state corporation; and

(c) Report to the Auditor General any cases where monies appropriated by 
Parliament are not being applied by state corporations for the purposes 
for which they were appropriated.
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The mandate was expanded through the Legal Notice No. 93 of 2004-State 
Corporations Performance Contracting Regulations, with the following 
responsibilities:

(a) Evaluating actual results of operations and management by state 
corporations on the basis of the agreed performance targets;

(b) Determining methods for evaluating performance in state corporations on 
the basis of specified and agreed targets;

(c) Developing performance evaluation criteria; and

(d) Advising on the administration of performance contracts.

The ISC is the only public entity with a specific legal notice focused on aspects 
of the performance management, such as performance contracting which was 
introduced to 16 state corporations on a pilot basis. The success of the pilots 
is what convinced the Government to roll out performance contracting to the 
rest of the entire public service. The ISC will strengthen its capacity to directly 
oversee performance management implementation instruments, coordinate 
the process in state corporations, and report evaluation results to the GPMCO

5.2.7. Council of Governors (CoG)

The Constitution of Kenya 2010 established a two-tier Government with 47 
counties created to bring resources and decision-making closer to the people. 
Counties came into being in 2013, following the elections of 2013. Chapter 13 
establishes devolved government and article 176 states that

“(1) There shall be a county government for each county, consisting of a county 
assembly and a county executive. 

(2) Every county government shall decentralize its functions and the provision 
of its services to the extent that it is efficient and practicable to do so.”

The CoG was established under Section 19 of the Intergovernmental Relations 
Act as a non-partisan organization that facilitates the sharing of experiences of 
Governors of the 47 Counties in the country including information sharing on 
their performance for peer-learning. Section 47(1) of the CGA (2012) states that
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“The county executive committee shall design a performance management plan 
to evaluate performance of the county public service and the implementation of 
county policies.”

The CoG will review the County Performance Management Framework (CPMF) 
to strengthen linkages to planning, performance-based budgeting, performance 
implementation tools such as performance contracting and SPAS, and monitoring 
and evaluation, to further the performance of counties. The CoG will establish a 
fully-fledged performance management unit to oversee coordinate and ensure 
the framework is fully rolled out to all the 47 counties.

At the County level, the Service Delivery Unit will be transformed into a 
Performance Management and Delivery Unit (PEMADU), combining the 
functions of a delivery unit, and those of a performance management unit. The 
PEMADU will coordinate and manage the performance management process in 
each county, and track and report on identified priority programs and projects 
required by a delivery unit. The PEMANDU at each county level will link with 
the Performance Management Unit (PMU) at the CoG which will carry out the 
evaluation process, and work closely with the GPMCO in the Executive Office 
of the Presidency for the smooth operation and capturing of data on the 
performance of the counties.

5.2.8. The Judiciary and Parliament 

The Judiciary and Parliament have their own systems of managing the performance 
of their respective institutions including their staff members. The objective of 
this Integrated Performance Management Policy is to integrate the disparate 
tools and processes that currently exist across public service institutions so 
that a ‘whole-of-government’ approach is achieved. To achieve this, the policy 
proposes principles, norms, and standards, as a common approach, to be 
applied in implementing their respective performance management processes 
and systems. The GPMCO will partner and collaborate with the performance 
management units in the Judiciary and Parliament in order to aggregate and 
collate performance data for the entire country.

5.2.9.	Constitutional	Commissions	and	Independent	Offices

Constitutional Commissions and Independent Offices, established under the 
Constitution, have their own systems and processes of managing performance 
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respectively. This Policy envisions a ‘whole-of-government’ approach where a 
common approach is adopted with similar principles, norms and standards in 
the implementation and management of performance management.

When the country reports on its performance, therefore, it is expected that the 
Commissions and independent offices will share their performance information 
with the GPMCO, Executive Office of the President so that this information 
is collated with all other public service institutions to produce a national 
performance scorecard. 

5.2.10. Salaries and Remuneration Commission (SRC)

The mandate and functions of the SRC are stated in Article 230 of the 
Constitution and the SRC Act 2011 and include:

(a) Set and regularly review the remuneration and benefits of all State officers;

(b) Advise the national and county governments on the remuneration and 
benefits of all other public officers.

(c) Inquire into and advise on the salaries and remuneration to be paid out of 
public funds; 

(d) Keep under review all matters relating to the salaries and remuneration of 
Public Officers;

(e) Advise the national and county governments on the harmonization, equity 
and fairness of remuneration for the attraction and retention of requisite 
skills in the public sector; and

(f) Conduct comparative surveys on the labour markets and trends in 
remuneration to determine the monetary worth of the jobs of Public 
Officers.

In performing its functions, the SRC shall take into account the following 
principles:

(a) Ensure that the total public compensation bill is fiscally sustainable;

(b) The public service is able to attract and retain the skills required to execute 
its functions;

(c) Recognize, promote, and reward productivity;

(d) Ensure transparency and fairness, and

(e) Provide equal remuneration to persons for work of equal value.
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The SRC will seek to ensure that the Rewards scheme is implemented in a 
fair and equitable way to ensure there is recognition and reward to the best 
performing officers under the integrated performance management policy. 
Improved performance is expected to lead to a more productive public service 
that facilitates greater economic activity for the country. KIPMP takes full 
cognizance of the roles of SRC and its principles and values. Actions taken in the 
implementation of this policy shall therefore be aligned to the SRC. 

5.3 RESOURCING

To ensure successful and effective implementation of the Integrated 
Performance Management Policy, all implementing public organizations ought 
to be allocated adequate resources from the exchequer. These resources will 
hence be the basis for setting of the institutional performance targets. Each of 
the implementing organizations, including the GPMCO, will ensure that they 
prepare work plans and adequate budgets accordingly for the programmed 
activities and that the funds will be appropriated under the vote of the institutions 
where they are domiciled. In addition, such organizations should be provided 
with appropriate human resources in-terms of adequate and qualified technical 
staff with the requisite skills and competencies. The Government in line with 
current international standards is expected to allocate between 1 - 5 per cent 
of the annual national budget to performance management function across 
the Government organizations. Furthermore, a resource mobilization strategy 
will be developed to solicit support and seek partnership with the relevant and 
interested stakeholders to raise the requisite resources.

5.4 STAKEHOLDERS IN KENYA INTEGRATED PERFORMANCE 
MANAGEMENT POLICY 

The key stakeholders tasked with the roll out of the KIPMP implementation 
process include MDAs, SRC, TSC, CoG, ISC, and PSC. Other stakeholders 
include the Judiciary, Parliamentary Service Commission, Independent 
Commissions and all government entities that receive funding from the 
Exchequer. Ultimately, the major stakeholder is the citizen who expects delivery 
of quality services from public servants and public institutions. It also includes 
the private sector which expects facilitation from the public sector so as to 
effectively contribute to economic growth and development. 
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Full adoption and implementation of the Policy by all the stakeholders is 
expected to result in improved and impactful performance that translates into 
improved productivity. To ensure that the ultimate stakeholder is fully involved 
beyond just participating in the planning, budgeting and policy processes, the 
GPMCO will develop a “citizens’ scorecard” for citizens to rate the services 
provided by respective public institutions annually. 

5.5 INTER-GOVERNMENTAL MANAGEMENT ARRANGEMENTS

The Constitution of Kenya, Article 6(2) defines the governments at national and 
county levels as distinct and interdependent. The two levels of government 
are required to conduct their mutual relations based on consultation and 
cooperation.

This is further enforced by article 189 (a) which requires the two levels of 
government to perform their functions and exercise powers in a manner that 
respects the functional and institutional integrity of the government at the 
other levels.

These two articles led to the enactment of the Inter-Governmental Relations 
Act (2012). Each level of government is required to respect the constitutional 
statutes and the institutions of government at the other level. The same 
requirement applies to the relationships amongst county governments. Based 
on the above, a number of intergovernmental relations institutions were 
established to facilitate cooperative governance. Key among these are the 
Summit, the CoG, the IGRTC, the Intergovernmental Budget and Economic 
Council (IBEC), Sector Forums, and the County Intergovernmental Forum. 
These institutions are mandated to create platforms for consultation, cooperation, 
and coordination between the two levels of governments to ensure continuation 
and improvement of service delivery.

The National and County Governments Coordinating Summit is the apex of 
the country’s framework for intergovernmental relations and is established 
by Section (7) of the Intergovernmental Relations Act 2012. It comprises the 
President, the Deputy President and the 47 Governors. The President (or, in his 
absence, the Deputy President) is the Chairperson and the Chairperson of the 
CoG is the Vice-Chairperson of the Summit. 
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The Summit, which is required to meet at least twice every year, provides a 
forum for consultation and cooperation between the National Government and 
County Governments on all matters related to their respective mandates. 

The Summit, and all other institutions of Government involved in the 
intergovernmental space, have a critical role to play in the full roll-out of the 
KIPM Policy. It is expected that the consultative nature of their mandates will 
lead to a more harmonious approach to managing performance across the full 
spectrum of the government. The MoDA, which carries the policy mandate for 
devolution, will be enjoined to ensure that all the listed roles of the Summit 
include discussion and evaluation of the performance of the national and county 
governments. This requires the GPMCO in the Executive Office of the Presidency, 
to attend meetings of the Summit, and present reports on performance of the 
government, while the Performance Management Unit, under the CoG will 
present reports on the performance of the counties. 

5.6 IMPLEMENTATION OF THE POLICY IN GOVERNMENT AND 
OTHER INSTITUTIONS

The implementation of KIPMP across all arms of government, including the 
Judiciary and Parliament, will require partnership, collaboration, and the 
building of harmonious working relationships for success to be realized. It seeks 
to move from the current silo and fragmented approach to a more cohesive 
entire government process that recognizes the different mandates among the 
entities, but nevertheless endeavors to regularly report on the performance of 
the government.

The GPMCO in the Executive Office of the President will therefore use this 
national framework to coordinate and manage the rollout and implementation 
of the policy in the MDAs and in all other public institutions. Given the autonomy 
of institutions such as the Judiciary, Parliament, and other independent bodies 
under the Constitution, a collaborative and partnership approach, with a focus 
on principles, norms, and standards, will be adopted so that information sharing 
is achieved to enable holistic reporting on government performance. Whereas 
these other arms of government, such as the Judiciary and Parliament, may 
have different systems for managing performance within their respective 
institutions, they are expected to adopt the common principles and guidelines 
espoused herein.



52 Integrated Performance management for Better ServIce delIvery

5. Institutional and Implementation Framework

5.6.1. Capacity Building Plan

Performance Management is a critical discipline within public service 
institutions. There is therefore a need to continuously build capacity to 
implement it as envisaged in this Policy. The implementing and coordinating 
bodies are required to strengthen performance management Committees 
fully dedicated to managing performance in the entities as provided in section 
5.2.3 Informed by these capacity needs, GPMCO will partner with the Kenya 
School of Government (KSG) and selected public universities to develop and 
roll out a curriculum on performance management towards creating skills and 
competencies to effectively manage performance management across all public 
service institutions. The PSC, independent institutions, and County Public 
Service Boards will be enjoined to create permanent positions for these cadres 
of managing performance management in the public service.

5.6.2.  Change Management

The government will develop a change management program to cover the 
public sector and its related institutions, to ensure that the Policy is fully rolled 
out, internalized and adopted, and adapted in every public institution. The 
program will also address inculcation of national values, a performance culture, 
and sustainability. Change management will also entail incorporating continuous 
leadership training and mentoring initiatives.

5.7 IMPLEMENTATION FRAMEWORK 

KIPMP will require an effective implementation as well as monitoring and 
evaluation framework. Key to the success of these two processes will be the 
political goodwill, especially support by the top leadership, buy-in by policy 
makers and objective implementation of rewards and sanctions scheme. For the 
policy to fully succeed, implementation of the relevant standards and norms 
must also include all public organizations. GPMCO will provide guidance and 
steer the implementation of this policy.

5.7.1. Implementation Strategy and Action Plans 

GPMCO, serving as the highest policy organ will recommend the operational 
structures following consultations between the government, stakeholders and 
the citizenry. It will also be technically responsible for ensuring that performance 
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target-setting adheres to the national development agenda as guided by 
approved Kenya Vision 2030, MTPs and the subsequent MTPs. GPMCO will also 
oversee the preparation of comprehensive performance monitoring reports; 
propose awards for performance and sanctions for non-performers, and any 
relevant policy improvements. The strategies and action plans to be developed 
and adopted by all public bodies will be drawn from the national agenda and 
institutionalized through the planning and budget framework. The integrated 
Performance Management cycle will be linked to the budget cycle with major 
processes/milestones in the year sequenced and also matched to ensure that 
both performance and budgeting lead to enhanced service delivery.

Implementation of the policy shall largely be funded from the annual budgets. 
Some key programmes/initiatives such as capacity building can however be 
supplemented by funding mobilized from partners. 

5.7.2. Rewards and Sanctions Framework

An overarching rewards and sanctions policy shall be adopted by GPMCO. 
KIPMP components will customize their respective guidelines on rewards 
and sanctions in line with the policy, but also take due cognizance of the best 
practices specific to a mandate. The policy recommends that good performance 
be recognized in budget allocation as a reward for institutions that adhere to 
performance-based budgeting principles and also deliver on results as expected. 

Service delivery standards for all public bodies will be developed and approved 
by the respective bodies in each component of KIPMP. The GPMCO will provide 
the guidelines and give approve the proposed standards.  

5.7.3. Annual Performance and Productivity Week 

GPMCO will organize an Annual performance and productivity week across 
the public service. The objective will be to showcase progress made in the 
improvement (efficiency and effectiveness) in service delivery as well as 
innovations adopted to improve service delivery or reduce the cost of these 
services. The celebration will culminate with public institutions being awarded 
the respective national honors based on their performance.
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The implementation of the policy will be monitored to ensure that it is properly 
institutionalized. GPMCO will ensure effective monitoring of implementation of 
the policy and report to the Cabinet. The Office will also ensure that performance 
reports are also made to parliament.

The guidelines for reporting provided to the Management Committees at all 
levels (MDAs, County departments) will include requisite reporting required for 
performance management. 

With respect to evaluations, GPMCO will schedule specific evaluations for 
selected tools, at least every two years. Such evaluations will be used to improve 
the effectiveness of the performance tracking system with respect to the selected 
tools. The results will be used in the improvement of institutionalization of the 
overall performance management system.

5.7.5. Public Participation

The Policy, just like the tools will be monitored through the use of surveys 
to gauge its effectiveness. In the medium term, a tool for monitoring the 
effectiveness of the policy shall also be developed for use by the Civil Society. 
GPMCO shall on annual basis issue guidelines to undertake customer 
satisfaction surveys. In the Counties, citizen engagement in performance 
of public services is expected to be effected through the use of County 
Service Delivery charters. These are prescribed in the County Performance 
Management CPMF developed by the CoG. The charters provide citizens 
with information on what services they can receive from the County. Each 
department is required to have service delivery charters which are then cascaded 
downwards to service units. The charters detail both the operations and the 
grievance redress mechanisms through which citizens can provide feedback.  As 
part of M&E, both performance and complaints handling could be included to 
form part of the SPAS process and Performance Contract’s indicators.

5.7.6. Periodic Policy Review

Six months to the end of each MTP policy cycle, an evaluation of the performance 
of the policy will be conducted. The recommendations for improvement of the 
policy emanating from the evaluation will be discussed by the ministries and the 
various implementation components. Those considered critical will be forwarded 

5. Institutional and Implementation Framework
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to the Cabinet for approval and will then be implemented in the forthcoming 
MTP cycle. Changes to improve the institutionalization of the policy will be 
carried out every five years. This review should be recognized in the enabling 
law as well as the regulations. 

The Implementation Matrix, presented in Annex 1, highlights the objectives to 
be addressed, strategies, indicators, actors, and the time frame. 

5. Institutional and Implementation Framework
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ANNEX 1: IMPLEMENTATION MATRIX

Objective Strategies Outputs Performance 
Indicators

Actors Timeframe

1. To streamline 
and standardize  
performance 
management 
in all the arms 
and levels of 
Government

1.1 Ensure that all 
the Targeted 
institutions  adopt 
the Kenya Integrated 
Performance 
Management System 

System adopted · Number of 
compliant 
institutions 

Government 
Performance 
Management and 
Coordination Office 

2022

1.2 Recognize 
operational 
autonomy to the 
independent offices 

Autonomy 
recognized

· Level of 
autonomy 

Government 
Performance 
Management and 
Coordination Office

Continuous 

1.3 Establish appropriate 
legal and regulatory 
framework

Legal and 
regulatory 
framework 
established 

· Approved 
regulations and 
enactment of 
law

Government 
Performance 
Management and 
Coordination Office

2022

1.4 Establish 
Performance 
Management Units 
in MDAs or similar 
units in Autonomous 
institutions

Performance 
management 
units established 

· Functioning 
Units 

Government 
Performance 
Management and 
Coordination Office,

Public Service 
Commission, 
Judiciary, 
Parliament, Council 
of Governors and 
County Assemblies

2022

1.5 Align 
implementation 
of the Policy to the 
National Agenda 
Vision 2030, MTP, 
other Government 
Priority Agenda, 
Africa 2063 and SDGs 

Alignment to the 
national agenda 
realized 

· Common 
instruments 
integrated

· Number of 
compliant 
institutions 

Public Service 
Commission, 
National Treasury 
and Planning, 
Ministry of 
Devolution, 
Governors and 
Vision 2030 
secretariat 

2021

1.6 Adopt a whole-
of-Government 
approach in pursuit 
of more accelerated 
performance 
and productivity 
improvements

Whole 
government 
approach 
adopted

· Enhanced 
productivity

· Level of 
compliance 

Public Service 
Commission, 
Judiciary, 
Parliament, 
Inspectorate of 
State Corporation 
and Council of 
Governors

Continuous

1.7 Review and 
harmonize 
performance 
management tools 

Performance 
tools reviewed 

· Harmonized 
tools 

· Level of uptake 
by PSOs

Public Service 
Commission, 
Judiciary, 
Parliament, Council 
of Governors and 
County Assemblies

2021
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Indicators

Actors Timeframe

1.8 Harmonize 
performance 
management tools 
and approaches 
in the national 
and county 
governments and 
other constitutional 
Commissions and 
Independent Offices 
in aspects of the PMS

Performance 
management 
tools harmonized 

· Number of 
integrated 
institutions

· Level of 
integration 

Public Service 
Commission, 
Judiciary, 
Parliament, Council 
of Governors and 
County Assemblies

2021

1.9 Integrate institutions 
that coordinate 
performance 
management 
through harmonized 
framework

Integrated 
institutions 

· Number of 
integrated 
institutions

· Level of 
integration 

Public Service 
Commission, 
Judiciary, 
Parliament, Council 
of Governors and 
County Assemblies

2021

1.10 Develop and 
promulgate a guide 
to ensure State 
Corporations, County 
governments and 
MDAs align CIDPs 
and Strategic Plans to 
the sectoral Plans

Guidelines 
developed and 
promulgated 

· Consistency 
achieved 

· Level of 
alignment 

Public Service 
Commission, 
Judiciary, 
Parliament, 
Inspectorate of 
State Corporation 
and Council of 
Governors

Continuous

1.11 Centralize 
inspections for 
compliance, 
monitoring and 
evaluation of 
implementation 

Inspections 
centralized 

· Active 
centralized 
compliance 

Public Service 
Commission, 
Judiciary, 
Parliament, 
Inspectorate of 
State Corporation 
and Council of 
Governors

Continuous

1.12 Seek political buy-in 
and goodwill at both 
arms and levels of 
Government

Political goodwill 
realised

· Level of goodwill

· Level of 
engagement 

· Positive 
feedback

Public Service 
Commission, 
Parliament 
and Council of 
Governors

Continuous

1.13 Monitor compliance 
with policy 
guidelines 

Compliant policy 
guidelines 
monitored

· Level of 
compliance 

Government 
Performance 
Management and 
Coordination Office

Continuous

1.14 Promulgate 
a comprehensive 
KIPMP 
Implementation 
Standards and 
Procedures Manual 

Implementation 
standards and 
procedures 
manual 
developed

· Approved and 
operational 
manual

Government 
Performance 
Management and 
Coordination Office

2022
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Indicators

Actors Timeframe

2 To achieve 
linkages and 
alignment 
between Policy 
Planning 
Budgeting, 
Implementation, 
Monitoring, 
Evaluation and 
Reporting.

2.1 Align budgets to 
strategic plans and 
CIDPs targets 

Aligned budgets · Level of 
alignment 

· Level of 
sustainability 

Public Service 
Commission, 
National Treasury 
and Planning 
and Council of 
Governors

Continuous

2.2 Align budgets to 
public investments 

Aligned budgets · Level of 
alignment

· Viability of 
projects 

Public Service 
Commission, NT&P 
and Council of 
Governors

Continuous

2.3 Comply with 
public investment 
management 
guidelines 

Compliance 
with public 
investment 

· Level of 
compliance 

· Satisfactory 
audit reports 

Public Service 
Commission, NT&P 
and Council of 
Governors

Continuous

2.4 Cease to inject funds 
in redundant and 
non-viable projects 

Injection of funds 
ceased 

· Resources saved 

· Level of 
compliance with 
PFM Act

Public Service 
Commission, NT&P 
and Council of 
Governors

Continuous

2.5 Align performance to 
relevant HR policies

Performance  
aligned  to  HR 
policies 

· Level of 
alignment 

· Level of 
motivation and 
staff productivity 

Public Service 
Commission, 
National Treasury 
and Planning 
and Council of 
Governors

Continuous

2.6 Align policy 
implementation to 
budget cycle 

Alignment to 
budget cycle 

· Level of 
alignment 

Public Service 
Commission, 
National Treasury 
and Planning 
and Council of 
Governors

Continuous

2.7 Align M&E system 
with other public 
management 
systems  

Alignment with 
M&E system

· Level of 
alignment 

Public Service 
Commission, 
National Treasury 
and Planning 
and Council of 
Governors

Continuous

2.8 Adopt consultative 
approach on matters 
of budget approval 
and disbursements

Consultative 
approach 
adopted 

· Level of 
consensus 

Public Service 
Commission, 
National Treasury 
and Planning 
and Council of 
Governors

Continuous

2.9 Release funds to 
PSOs on signing 
of Performance 
Contracts 

Funds released · Uptake of PCs 
revamped 

Public Service 
Commission 
and Council of 
Governors

Continuous

2.10 Build M&E capacity 
for performance 
contracting 
implementers and 
other M&E users

Capacity built · No. trained Public Service 
Commission 
and Council of 
Governors

Continuous
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2.11 Develop and 
promulgate Common 
principles, standards, 
procedures and tools 
to be used  by all 
PSOs in assessing 
performance and 
productivity at the 
organizational, 
departmental and 
individual employee 
levels

Common 
principles 
developed and 
promulgated

Level of adoption Public Service 
Commission, 
Judiciary, 
Parliament, 
Inspectorate of 
State Corporation 
and Council of 
Governors

Continuous

2.12 The  Government 
Performance 
Management 
and Coordination 
Office  will regularly 
receive reports from 
all Public Sector 
Organizations on 
compliance with the 
Common Principles, 
and Standard 
Procedures and tools, 
and on annual basis 
submit reports on the 
same to the Summit 
and Parliament

Reports received · Level of 
compliance 

· Level of 
feedback 

Government 
Performance 
Management and 
Coordination Office

Continuous

2.13 Establish systems 
and mechanisms to 
track performance 
throughout the 
process 

Systems in place · Performance 
reports 

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission and 
Department of 
Industrialization 

2022

3. To achieve 
high levels of 
productivity in 
all institutions 
subject to the 
policy

3.1 Strengthen the Kenya 
Productivity Centre 
and avail adequate 
financial and human 
resources 

Stronger 
Productivity 
centre 

· Functioning 
productivity 
center 

Public Service 
Commission and 
Department of 
Industrialization 

2022

3.2 Finalize the 
productivity policy 
and provide for  
framework to 
measure productivity 
with requisite 
indicators for each 
sector

Approved policy · Active 
framework and 
tools 

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission and 
Department of 
Industrialization

2022
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3.2 Align the KIPM Policy 
to the productivity 
policy 

Alignment to 
the productivity 
policy 

· Level of 
alignment 

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission and 
Department of 
Industrialization

Continuous

3.4 All PSOs to comply 
with basic norms 
and standards as 
set out in relevant 
guidelines 

PSOs  compliance · Level of 
compliance

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission, 
National Treasury, 
Planning and 
Council of 
Governors

Continuous

3.5 MDAs to undertake  
routine quarterly 
performance 
management reviews

Review reports · Level of 
compliance

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission, 
National Treasury, 
Planning and 
Council of 
Governors

Continuous

3.6 Counties to prepare 
and present Annual 
performance 
management 
Reports to County 
Assemblies whereas 
MDAs will make 
theirs to Parliament 

Annual 
performance  
reports 

· Level of 
compliance

Public Service 
Commission, 
National Treasury, 
Planning and 
Council of 
Governors

Continuous

3.7 Conduct 
organizational 
reviews to ensure 
proper structures 
developed, 
optimum staff levels 
are in place and 
staff placement 
is informed by 
possession of 
appropriate skills 

Review reports · Functioning 
structures 

National 
Performance 
Management Policy, 
Public Service 
Commission, 
Judiciary, 
Parliament 
and Council of 
Governors

Annually
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4. To establish 
a robust and 
objective regime 
for recognition,  
rewards and 
sanctions

4.1 Review and 
implement the 
rewards and 
sanctions policy

Policy 
reviewed and 
implemented 

· Implementation 
report

National 
Performance 
Management Policy, 
Public Service 
Commission, 
Judiciary, 
Parliament 
and Council of 
Governors

2022

4.2 Replace automatic 
salary increment with 
merit rewards

Merit reward 
introduced

· Level of 
motivation 

Public Service 
Commission 
and Salaries and 
Remuneration 
Commission

2022

4.3 Align rewards to 
performance and not 
number of years of 
service

Guidelines in 
place

· Approved 
guidelines 

Public Service 
Commission 
and Council of 
Governors

2022

4.4 Ensure objectivity, 
equity and fairness 
in the application 
of rewards and 
sanctions 

Objectivity, 
equity and 
fairness

· Level of 
compliance to 
principles and 
ethos

Public Service 
Commission 
and Salaries and 
Remuneration 
Commission

2022

4.5 Provide continuous 
feedback, requisite 
training and conduct 
periodic reviews 
with staff to allow 
opportunity to 
improve

Feedback reports · Level of follow-
up action  

Public Service 
Commission 
and Council of 
Governors

Continuous

4.6 Review remuneration 
and benefits based 
on performance and 
productivity

Review 
undertaken 

· Approved 
guidelines 

Public Service 
Commission 
and Salaries and 
Remuneration 
Commission

2022

4.7 Establish a common 
framework to guide 
performance rewards 
or sanctions by PSOs 

Common 
framework 
established 

· Approved 
rewards and 
sanctions 
guidelines

 

All actors, 
Government 
Performance 
Management and 
Coordination Office

Continuous

4.8 Review sanctions 
that are potentially 
counterproductive 

Sanctions 
reviewed 

· Review report Public Service 
Commission and 
SRC

2022

4.9 Encourage and 
adopt non-monetary 
incentives

Incentives 
inplace 

· Level of 
motivation  

All actors Continuous
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4.10 Peg disbursement of 
funds to performance

Disbursement 
pegged to 
performance 

· Performance 
reports 

Public Service 
Commission, 
National Treasury, 
Planning and 
Council of 
Governors

Continuous

4.11 Review and 
consolidate 
remunerative 
and facilitative 
allowances to make 
the proportion of 
basic pay to gross 
salary to be at least 
-70 per cent

Review 
undertaken 

· Approved 
salaries and 
remuneration 

SRC, Public Service 
Commission 

2022

4.12 Peg salaries and 
remuneration to job’s 
relative value and 
productivity

Salaries and 
remuneration 
pegged to 
job value and 
productivity 

· Approved 
guidelines 

SRC, Public Service 
Commission

2022

4.13 Promote equal pay 
for work of equal 
value 

Equal pay for 
work promoted 

· Approved 
guidelines 

SRC, Public Service 
Commission 

2022

5. To achieve 
growth, 
efficiency and 
sustainability 
in the quality 
and delivery of 
services 

5.1 Benchmark with the 
private sector on the 
best use of resources 

Benchmarking 
undertaken 

· Benchmarking 
report

Public Service 
Commission, 
Council of 
Governors

Continuous

5.2 Carefully monitor 
and evaluate 
performance of 
public investments

Performance 
evaluation 
undertaken 

· Performance 
reports 

Public Service 
Commission, 
National Treasury, 
Planning and 
Council of 
Governors

Continuous

5.3 Benchmark with the 
military on efficiency, 
effectiveness and 
precision 

Benchmarking 
undertaken

· Benchmarking 
report

Public Service 
Commission, 
Council of 
Governors

Continuous

5.4 Revamp performance 
contracting and make 
it the integrating tool

Performance 
contracting 
revamped 

· Vibrant 
performance 
contracting 

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

5.5 Promote lean 
management 
(Kaizen)

Lean 
management 
promoted 

· Kaizen report 

· Efficiency reports

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

2023



Integrated Performance management for Better ServIce delIvery 63

Annex

Objective Strategies Outputs Performance 
Indicators

Actors Timeframe

5.6 Introduce champions 
for effective 
and integrated 
performance 
management 

Champions 
introduced 

· Number and 
effectiveness of 
champions 

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

5.7 Set SMART targets 
to achieve greater 
efficiency 

Smart targets · Level of 
achievement 

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

5.8 Establish 
performance audits

Audit reports · Performance 
audit in place

· Audit reports 

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

2022

5.9 Submit appropriate 
reports to Parliament 

Reports 
submitted 

· Reporting 
mechanism in 
place 

· Feedback 

Government 
Performance 
Management and 
Coordination Office

Continuous

6. To build 
and develop 
appropriate 
institutional 
capacity to 
support policy 
implementation 
and entrench 
a performance 
supporting 
culture

6.1 Constitute a steering 
Committee drawn 
from the three arms 
of Government and 
the two levels of 
Government 

Committee 
established 

· Active 
committee 

Government 
Performance 
Management and 
Coordination Office, 
Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

2021

6.2 Establish a 
performance 
management 
Secretariat 

Secretariat in 
place 

· Operational 
Secretariat 

Government 
Performance 
Management and 
Coordination Office

2021
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6.3 Undertake 
continuous 
leadership, executive 
mentoring and 
coaching and provide 
mechanism for 
feedback

Mentoring 
and coaching 
undertaken 

· Number of 
beneficiaries

Government 
Performance 
Management 
and Coordination 
Office, Kenya School 
of Government, 
Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

6.4 Partner with the 
Kenya School of 
Government and 
other training 
institutions to 
develop and 
implement 
appropriate curricular

Partnership 
undertaken 

· MoUs signed Government 
Performance 
Management 
and Coordination 
Office, Kenya School 
of Government, 
Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

6.5 Develop a 
competency-based 
and value –driven 
HRM Strategy

HRM strategy in 
place 

· Approved 
strategy 

All players Continuous

6.6 Attract and retain 
technical staff

Attraction and 
retention of staff 

· Level of 
retention 

Government 
Performance 
Management and 
Coordination Office

Continuous 

6.7 Enhance labour 
relations 

Labour relations 
enhanced 

Industrial 
harmony 

Public Service 
Commission, 
Council of 
Governors /
Judiciary, 
Parliament and 
Constitutional 
Commissions

Continuous

6.8 Streamline the 
Pension Scheme

Pension scheme 
streamlined 

· Level of 
pensioners 
satisfaction 

Government 
Performance 
Management and 
Coordination Office

Continuous

Annex
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Actors Timeframe

6.9 To develop an 
institutional 
framework 
for ensuring 
coordination of 
planning; and, 
performance 
management 
across all arms of 
government and 
at both levels of 
government

Institutional 
framework in 
place 

· Approved 
standards 

Government 
Performance 
Management and 
Coordination Office

2022

6.10 Develop a 
comprehensive 
manual of basic/
model procedures, 
processes, norms and 
standards for use by 
all PSOs

Manual 
developed 

· Approved 
manual 

Government 
Performance 
Management and 
Coordination Office

Continuous

6.11 Institute a culture 
change program

Culture change 
program 
instituted 

· Culture change 
management 
guidelines 

Government 
Performance 
Management and 
Coordination Office, 
All players 

Continuous

6.12 Undertake resource 
mobilization 
for policy 
implementation 

Resources 
mobilized 

· Amount of 
resources 

Government 
Performance 
Management and 
Coordination Office

Continuous

6.13 Promote 
collaboration and 
partnership with 
internal and external 
stakeholders

Collaboration 
and partnership 
promoted 

· Number of 
partnerships 
and MoUs 

Government 
Performance 
Management 
and Coordination 
Office, Department 
of information 
communication 
technology 

Continuous

6.14 Leverage on 
automation, 
technology and 
innovation

Automation, 
technology and 
innovation in 
place 

· Level of 
technology 
uptake 

Government 
Performance 
Management 
and Coordination 
Office, Department 
of information 
communication 
technology 

2022

Annex
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Objective Strategies Outputs Performance 
Indicators
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6.15 Enhance information 
generation, 
gathering and 
dissemination 

Information 
generation 
enhanced 

· Improved 
information 
management 

Government 
Performance 
Management 
and Coordination 
Office, Department 
of information 
communication 
technology 

Continuous

6.16 Improve work 
environment and 
staff welfare

Work 
environment 
improved 

· Employee 
satisfaction 
index 

Government 
Performance 
Management and 
Coordination Office

Continuous 

6.17 Develop a policy 
for addressing 
pandemics and 
related emerging 
issues including 
lifestyle conditions 

Policy developed · Approved policy  Ministry of Health 2021

7. To ensure 
consultations 
with 
stakeholders 
and undertake 
public 
participation

7.1 Hold Structured 
Stakeholder 
engagement during 
planning,  execution 
and evaluation 
for both levels of 
government and 
the three arms of 
government 

Stakeholder 
engagement 
held 

· Levels and 
frequency of 
engagement 
and feedback 

Government 
Performance 
Management and 
Coordination Office

All players 

Annual

7.2 Showcase and 
publicize best 
practices 

Best practice 
publicized 

· Customer 
satisfaction 
levels

· Satisfaction 
reports 

Government 
Performance 
Management and 
Coordination Office

All players 

Annual

7.3 Conduct public 
participation on 
matters pertaining 
to performance 
management 
processes, tools 
and policies by 
conducting relevant 
surveys

Public 
participation 
undertaken 

· Number reached Government 
Performance 
Management and 
Coordination Office;

All players 

Annual

7.4 Establish elaborate 
feedback mechanism 
in accordance with 
the Public Service 
Act section 9 on 
accountability and 
management of 
complaints 

Feedback 
mechanism 
established 

· Feedback 
reports 

Government 
Performance 
Management and 
Coordination Office

All players 

Continuous
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7.5 Organize and hold 
public service week 
to communicate 
and get feedback 
on performance and 
service delivery

Public service 
week held 

· Number of 
participants and 
productivity 
reports 

Government 
Performance 
Management and 
Coordination Office

All players 

Annually

Annex
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