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status of thexgountry Although this requires collaborative efforts of
Hoth the private and the pubic sectors, the public sector has o provide
the catalystic force to propel the rest of the economy towards the
achievement of this mission. This explains the reform initiatives the
Government has taken since independence on all fronts to give it the
necessary leverage to steer the economy into greater heighis of
development, and respond appropriately to the fast changing

cuvironment of economic liberalization. IQ._ZlCQl.QVe‘EhLS Jeyel of]
r . = Sod N S 4 ‘{w' t,’:
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stmteg S toﬁmprovetthe."f‘efﬁcxency*'and oducfnvnty in the *Civil
BServu:f: The first phase of the Civil Service Reform Programme
focussed on cost containment through staff reduction initiatives,
including Voluntary Early Retirement Scheme (VERS). While the
Scheme has been able to attain the targets set at its inception, the

reduced numbers have not had the required impact on the wage bill

which still remains high.
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3. Itis expected that the outcome of this reform initiatives will he
an efficient Civil Service which will effectively facilitate the
implementation of the policy priorities of Government. Hence, it is
imperative that every Permanent Sccretary and Accounting Officer,
with the support of the Ministerial Civil Service Reform Committees
(MCSRCs) and the Ministerial Performance Improvement Teams
(MPITs), takes direct control and management oi the reform
initiatives within their respective ministries/departments.  These
guidelines are, therefore, intended to assist ministrics/departments
implement [urther stall right sizing and conduct a systematic and

effective ministerial rationalization.

4. The staff right sizing of the Civil Service is intended to contain
the wage bill and improve efficiency and -effectiveness in scrvice

delivery. It is, therelore, imperative that the officers involved .pply

themselves to the task ahead in order to ensure that (i objectives are

achieved. I further wish to reiterate that the Government considers
this exercise to be crucial to the overall reform of the public sector
and in view of this, all the officers concerned with the management
of the Reform Programme should commit themsclves to its success

for the benefit of the Nation.

I'. M. Kuindwa, EGII., EBS.,
PERMANENT SECRETARY, SECRETARY TO TIIE
CABINET AND HEAD OF PUBLIC SERVICE
OFFICE OFF TIE PRESIDENT

V1



PREFACE

The Civil.Service.Reform. ,Programme I (CSRP I) was launched
in August w1"9‘)963)and it had ﬁve ‘components! However, due to
Government concern sver the unsustainable wage bill, the focus of thé
CSRP T was on cost containment.? The achievements of this phase

included the “ministerial muonallzauon studies for twelve ministries'

 rme——y

which -are bemg " finalized fnr lmplementatlon by the -respective

ministries; reduction of the Civil Service establiskiment from 272,000
in 1992 to about 228,0985)' December, -1998”? through such measures
as Volantary Early Retirement Scheme,abolition of vacant posts:
centralization of thesissue ofiPersonal-Numbers,-and payroll audits’
However, the strategic plan for phase one did not focus on integrating
the Civil Service Reform with the Public Service Reform initiatives

which undermined the realization of the desired results of this phase

of the Programme.

[From the experiences gained in CSRP I, new strategies have,
therefore, been formulated to improve the implementation of the
CSRP II.  The—strategies” include -involvement of ministries/
departmentsin order to achieve their commitment to and ownership
of the Programme across the ‘Service through a focussed policy
divection. ? The policy direction for Ministerial Rationalization and
Staff Right Sizing has been given by the Government through the
Personnel Circular No.2/99 of 7th May, 1999 on the Core Functions

of Government?!

vii



When undertaking ministerial rationalization, ministrics/
departments will be guided by this Circular to determine their core
functions and policy priorities. In order to get consensus
cooperation of the ministries/departments on the direction the uicr.
process should take, the Directorate of Personnel Management held
a meeting on 25th March, 1999 with chairmen and secretaries of the

‘Ministerial Advisory Commitlees, Ministerial Training Comiittiees
Ministerial Selection Boards, and Provincial Advisory Coiniiitices
This was followed by other two meetings on 23rd of April and 5th
May, 1999 of Permanent Sccretaries and Authorized Officers with the
Directorate of Personnel Management.  Dralt Guidelines on
Ministerial Rationalization and Staff Right Sizing were discussed and
necessary amendments introduced in these mectings. It was further
agreed in the meetings that, during the CSRP II. ministries/
departiments, will be fully involved in the management of Reform
initiatives in their ministries/departments through the decentralization
of reform activities from the Directorate of Personnel Manageinent to
them. However, during the whole process of the Civil Service
Reform Programme, the Directorate of Personnel Management will
continue to provide the necessary leadership to ministries/departiments

in terms of strategic and technical guidance.

To enable the ministries/departments undertake the reform
activitics cffectively, the Directorate of Personnel Management has
developed Guidelines on Ministerial Rationalization and Stall Right
Sizing o provide them with skills they require to undertake the

exercise. The Guidelines are, therelore, intended to harmonize and

Vil



bring coherence in the implementation of Ministerial Rationalization
and Staff Right Sizing across the Service under the guidance of
Permanent Secretaries and Authorized Officers in their respective
ministries/departments. Training programmes on ministerial
rationalization and staff right sizing have been planned by I'PM for
reform teams in ministries/departments to enzbie them <o
their confidence in the use of these Guidelines and thus proviuc i
Permanent Secretaries and Authorized Officers with a critical mass

for the Reform process in their respective ministries/departments.

In conclusion, I would like to recognize the contributions imade
by the resource persons, both local and internal, to the achievements
ol the Civil Service Reform Programme and I thank them for this.
[ would also like to appreciate the effort of the tec! nical staff of the
Directorate  of Personnel Management in consolidating and
simpliflying the work done by different parties on the Civil Service

Relorm into these simple to follow Guidelines.

J. K. Kaguthi, EBS.,
PERMANENT SECRETARY AND DIRECTOR
DIRECTORATE OF PERSONNEL MANAGEMENT
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CHAPTER ONE
INTRODUCTION

The Role of the Civil Service in National Development

I.  The Civil Service has a critical role to play in the sociu axia
economic development of the country. It is responsible for the
implementation of policies and programmes which aim to
improve the well being of the Society. It is dhe inuchuiery
through which the Government translates basic policy vojectives
into workable programmes for the benefit of society. A more
efficient and effective Civil Service is key to the country’s

growth and development.

2. Since the launch of the Phase I of the Civil Service Reform
Programme in August 1993, the Government has been involved
in a range of activities to ensure that the Civil Service can better
respond to the changing demands made on it, and is reshaped,
restructured and adequately equipped with the necessary skills

and tools to guide the country into the next millennium. It is vital
that the available resources of the Civil Service are deployed
cefficiently in high priority arcas and in undertaking functions
which are best carried out by Government, rather than by the
private sector. Only by focusing the limited resources available

in this way, will the Government be able to address the current



fiscal situation and adequately reward civil servants as well as

achieve its objectives.

The Need for Reform in the Civil Service

3. The main objective of the Civil Service Reform Programme

is to improve efficiency and effectiveness of the Civil Service.

During the first Phase of the Programme the followiniz reform

actions were undertaken:

(i)  reduction of staff through the Voluntarv Early

Retirement Scheme (VERS), for officers in Job
Groups ‘A’ to ‘G’ which resulted in a reduction of
30,982 staff at the end of December 1998;

(i) phased rationalization reviews of twelve ministrics
which were meant to be a test case for further

reviews;

(iii)) improvements to establishment control and personnel
administration, including the introduction of new

personal numbers and actions to identif ghost

workers and retire over-aged staff;

(iv) development and piloting of an Integrated Payroll
and Personnel Database (IPPD) system, which would

link complement control, salaries and estimates units



(v)

(vi)

in ministries/departiments in order o provide accurate

records for informed decision-making;

monetization of allowances of housing and medical

allowances; and

various seminars and workshops lor key Government
personnel including Accounting Officers and
Commissioners of the Public Servic: Copmrisaic o i
order to sensitize them on the objectives or the

Reform Programme for performance improvement.

4. Despite these initiatives, there are a number of issues which

need to be addressed in order to ensure that the Government’s

objective of efficient and effertive service delivery is achieved.

There is, therefore, need to:

(i)

(ii)

(111)

improve operations and maintenance (O&M)
allocation in the budget so as to step up the quality

and quantity of service delivery to the public;

review the role of Government with a view to

focusing its activities on core functions:

match deployment of resources with the priorities and

core functions of the Government:




(iv) reduce dupiications and overlaps of functions betwecn
ministries/departments and improve co-ordination;

and

(v) improve dccisions on resource allocation and resource

management.

Civil Service Reform Programme Phase 11 (CSRP I1)

5. In April 1998, the Government formulated a Medium-Term
Strategy for the Civil Service Reform, 1998-2001. The Strateg
was designed to provide the foundation on which reform actions
would be based and form a central component of the Medium
Term Fiscal Adjustment Strategy which secks to restore fiscal
balance and rapid economic growth. This was followed by the
Economic Consultative Meeting chaired by His Excellency the
President at Mbagathi in May 1998. The meeting reviewed the

issues contained in the Medium Term Strategy and endorsed

them.

6. Subsequenty, the Cabinet approved the Strategy for
implementation.  The 1998/99 Budget Speech outlined a number
of reform policy dircctions as articulated in the Medivm Term
Strategy. In the Budget Speech the Government committed itself
to privatize or otherwise divest all non core functions of

Government.



Objective of the Civil Service Reform Programme Phase 1
7. 'The ove*a‘ aim of Phase 1l of the Civil Service Reform

Programme (CS’{P II) 1s to improve the performance of the Civil

Service? enable it to contributé as fully as pussible, within the

resources available, o the “sustained ‘economic and sorial

development of the- country Tlie specific objectives o1 &

[T are to:

(1) improve the quality and timeliness of the defivery of
public services through improvement in the
competence and management of civii servants;

(i1) focus the Government’s financial and human

resources on the efficient delivery of a set of clearly
identified core func'ions and services and to abolish,
contract out, privatize, or commercialize other

functions and services;

(iii)  reduce the overlaps and duplications within and
between ministries/departments to enhance public

sector performance;

(iv)  improve the pay and benefits of civil servants with
a view to enhancing performance, productivity and

efficient delivery ol services;



(v)

(vi)

ensure through :mplementation of a programme of

reform, that the costs of the Civil Secrvice are

alfordable and sustainalile over tine:

improve  planning,  budgeting,  monitoring,
management and accounting 'systems so that
resources are more sharply focused on prioritics.
accountability is clear, spending is transpareni «nd
public expenditure is more efficiently controlled;

and

(vii) secure commitment to civil service reform both

within the Civil Service and among other stakeholders
through effective leadership and inanagement of the

reform process.

The Components of the CSRP 11

8.

(i1)

(i11)

There are four main components of CSRP 1I which are:-

(1)

Redefinition and Rationalization of Government

Functions.

Staffing and Management of the Wage Bill.

Pay and Benefit Reform.



(iv) Training and Capacity Building.

The Wider Context of Public Service Reform

9. The Civil Service Reform is not happening in a vacuum.
A number of reform initiatives are currently under wav to
improve effliciency and effectiveness across the public sce 50 A
major reform and modernization of the parastatal sector is being
undertaken as a part of a comprehensive Public Enterprise
Reform Programme, which includes privatization of some »f ih
parastatals as well as reform and restructuring of 'oca

authorities.

10.  Another major element in the wider public service reform
process 1s the reform of the Teaching Service. Personal
LEmoluments for the Civil Service and for the Teaching Service
arc together the most significant components of public
expenditure. Decisions on what may be affordable for one are
strongly inflerenced by priorities for the other. The Education
Reform Programme and reductions in Teaching Service numbers

will therefore run parallel to the CSRP II.

[, Within the Civil Service, significant sectoral reform
programmes are also moving forward as in the case of the

Ministries of Agriculture and Ilealth. The sectoral reform



agenda in the above ministries has much in common with CSRP
II and includes:
(1)  divestment and working in partiership wids i

private sector and NGOs;

(i1)  decentralization to enable better focus on service

delivery to the public; and

(111) improvements in staff deployment to enable more

effective delivery of outputs.

12. CSRP II will be closely integrated with the Medium Term
Expenditure Framework (MTEF). The MTE.- is intended to
provide a structured [ramework for linking policy, planning and
budgeting and a better way of identifying ministry/department
priorities and the resources needed to deliver required outputs.
This will result in the redirecting of resources to implement

priority programmes and activities.

13. Through the MTEIF ministries/departments will identify
botli short term and medium term options for immproving resource
utilization and service delivery taking into account:

(1) ministerial objectives and mandates;

(i1)  policy framework for achieving the obyectives:



(111)

(iv)

(v)

(vi)

main activities and outpu :;

review of past performance;

identification of specific programme outputs and

assessment of their impact; and

determination of core functions and identification of
policy and institutional reforms required for

implementation.

Organization of the Guidelines

14. These guidelines summarize the key activities in the

Ministerial Rationalization exercise and are structured as (ollows:

Chapter One provides background information on the
role of the Civil Service and the need for and

objectives of the Civil Service Reform Programme;

Chapter Two reviews the past ministerial
rationalization initiatives and highlights the major
weaknesses and  proposed  changes to the

implementation strategy;

Chapter Three sets out the institutional arrangements

(o push forward the rationalization exercise, and



further describes the linkages of the key elements ol

the process;

Chapter Four scts out the approach that wiii e
adopted in undertaking the ministerial 1ationalization
exercise and in the implementation of ministerial
rationalization decisions. A totu: o1 nine syswcinatic

steps to the process are discussed;

Chapter Five outlines the training and capacity
building  programme to  support  successful

implementation of the ministerial rationalization

exercise;

Chapter Six sets out the conclusion and the way

forward; and

The attached appendices are seqienced in order to
provide clarity and additional information on the

various Chapters.



CHAPTER TWO

AN OVERVIEW OF PAST MINISTERIAL
RATIONALIZATION INITIATIVES

Introduction

I5. The’ principle "aim-of - Ministerial Rationalization is to:

e rr———— e ——--

enhance. efﬁcrency and producnvxty through the improvement of”
policy™ nlandaie;;d organ:zatxonal structures strengthemng ‘
establishment - control "3 systems ., gnd personnel budgetm\c;
procedures;jdevelopment and implementation of staffing norms:
'impﬁ')"\'fément’ih*the‘managem’enf %nd utilization of human and

financial " resources™ in- the Civil Service} 1mprovement of

management _information systems in mlmstnes/departments
strengthenmg “of “delegarion for a hlgher sense of responsrblhty'
and accountability"'amom7 civil servants; and re-examination of;

systems, processes and procedures in ministerial operations in
order to eliminate dupllcanons overlaps and redundancies of -

B i

{lI'IOUS fllnCthHS d

16. Specilic areas of focus include:

() redefinition of core functions and policy priorities of

a ministry;



(i)  definition of ministry’s/department’s mission through

a statement that clearly justifies the existence ol the

ministry/department;

(iii) an elaboration and definition of the objectives and
strategies to be put in place in the
ministry/departiment  that ~ will  facilitate  the

achievement of the ministry’s/ department’s mission.

(iv) identification of peripheral functions ol the ministry/
department and development ol proposals on what to
do with them. Possible actions on peripheral
functions include abolition, privatizing,
commercializing, contracting out, merger or

transferring to another ministry/department; and

(v) a critical review ol the existing ministerial
organizational structure with a view to determining its

appropriateness to the achievement ol its mission and

objectives.

Ministerial Reviews Under CSRP PPhase |
17. During Phase I of the CSRP, Ministerial Reviews were

undertaken on a pilot basis. hence all the ministries were NO'T



covered. This approach was evaluated and found to contain the

following shortcomings:

(1)

(i1)

(111)

(iv)

the approach was too slow and took long to yield
results. It also resulted in unco-ordinated and

fragmented rationalization;

the approach did not provide useful criteria for right-
sizing the affected ministries as it did not prov..de
targets for reduction ol the huge wnge bill and public

expenditure;

implementation of the recommendations resulting
from the phased approach proved to be ineffective,
cumbersome and slow due to lack of consensus across
the Civil Service on critical issues and also with
regard to functions proposed for transfer to ministries

/departments not included in the pilot phases;

due to complimentarity of Government operations in
ministries/departments, it was difficult to attain the

goal of improved performance and efficient service
delivery across the Civil Service through the phased

approach;



(v)

(vi)

(vii)

(viii)

(ix)

the programme may have been perccived by many
ministries as a cenirally driven initiative by the DPM.
Hence, most ol the recommendations on ministei. !
reviews were not taken on board and owiicu oy

ministries/ departiments;

lack of integration of the pilot  Mustenal
Rationalization Programme with the budgetary

process and hence inappropriate resource utilization:

the staff reduction’s measures were implemented
without undertaking a baseline survey to determine

staffing levels;

Phase I of the Programme focussed on issues
affecting public administration and did not integrafe

into the process of Reform the issucs of public

fina:ice; and

the recommendations of the 12 pilot ministries in the
Ministerial Rationalization Programme did not
identify opportunities for any significant reduction in
size of Government and its payroll as shown in Tuble

il




18. It is important to note that Cabinet Memoranda for the 12
. tlot ministries were prepared on the recommendations of
Ministerial Rationalization studies. Following the recent re-
organization of Government as per Presidential Circular No.1 of
1998 and No. 1 of 1999, Organizational Structure~ and functions
of some of the 12 pilot ministries were affected. A meetin,

the Permanent Secretaries of the pilot ministries held on 23rd
April, 1999 under the chairmanship of the Permanent Secretary
and Director of Personnel Management resolve ‘a2t he
respective pilot ministries should review their rationalizaiion
study reports to take into account the recent changes in the
organization of Government. The ministries are also expected (o
quantify the financial implication (costs and benefits) of the
recommendations.  After the review, the ministries should

finalize their rationalization in consultation with their ministers.

Table 2.1: Recommendations from Rationalization Reviews

Removal Divest- Internal Orgamz Systems Funther Abohit- Increase
of ment of transfer ation or or pro- study on ot n posts
tunction function ot funct- statting cedure posts
on change chanye
Sl 4 26 34 75 85 19 19 34
ool 2% 1096 L3GG | 29 | 3% | 13% 0% 13
otal |
Source: Directorate of Personnel Management, Civil Service Reform

Medium-Term Strategy, 1998-2001

LY. Trom the Table, it can be observed that only 2% of all the
y

recommendations under the pilot phase relate to removal of



functions, while 10% relate to divestment of responsibilizies to
the private sector and development of different modes of
operations for better service delivery througl privatiz g o
contracting out of services and establishment of parastatal c_uics.
The remaining bulk of the recommendations have little scope for
making the Civil Service leaner as they focus on improvements
to internal systems and procedures, and oh €-Gigaiitia. ot i

staffing.

20. A more detailed analysis of the recommendations for cach
Ministry has been dene and the conclusions are that:

. the reports are mainly descriptive of the status quo

and do not make fundamental recommendations to

changes in ministry functions or ways of delivering

services;

. the original objective to reduce the scope of
Government, focus on core functions and identily

areas where Government should withdraw from direct

delivery was lost; and

. the impact of the recommendations was not quentitied
in terms of numbers or ol costs. The Government.
therefore. has little idea of the costs and benetits ol

these recommendations.

16y



21. In view of the above shortcomings, the Government has
approved a Civil Service Medium-Term Strategy which proposes
a comprehensive approach to ministerial reviews. Under this
approach,  ministries/departments  will  be  rationalize
concurrently and it will involve integrating adnunistraiive o

financial reforms.

22. The merits of this comprehensive aprroal are thet:

(i)  sensitization and consensus building across the

ministries/departments v:i! oo :olaacou,

(i)  harmonization of recommendations across the entire

Service will be instituted;

(iif) consolidation of a firm foundation for steering the
nation towards the newly industrialized status under

the 2020 vision will be enhanced: and

(iv) linkages between public finance and public

administration will be improved and strengthened.

23, Before the ministerial rationalization is undertaken, there is

need to refer to the broad core functions of Government which

have been circulated by DPM all ministries/departments through

17



Personnel Circular No.2/99. Ministries/departments  are
expected to use the core functions as a guide to determine their
ministerial core functions, missions, objectives 1 poli. -
priorities. The application and operationlization of the brudao
core functions (essential services) of the Government will be in
accordance with the organization of Government. This will be
undertaken sectorally and will vary from ministry (¢ (ilisiry e
to Kenya's unique ecological and regional diversitv. For
example, whereas velerinary services can be privatized in high
potential areas where farmers are able to pay for the services,
they would still remain essential services to be provided by

Government functions in the Arid and Semi-Arid Lands (ASAL).

Core Functions and Policy Priorities of Government

21. “The'term “Core Functions of Governmentf,can be defined
as'those functions that are vital for the country’s §o¢io-economic
developiment and need to be provided By Government.

Policy Priorities

25. The policy priorities of Government -are generally an
elaboration “of the core functions of Government:and .involves
those areas which should have the most emphasis and where
public- service resources should be focused. An explicit
statement of the current policy priorities is necessary to enable
the Government make decisions about abolition or divestment ol

functions or reallocation of resources.  The policy prioritics



should be based on examination of the social and economic
. situation and on the challenges confronting the government in

moving towards achievement of its social and economic

development poals,

26. The Civil Service Reform Medium-Term Strategy., 199%-
2001 and the 1998 Budget Speech make a renewed commitment
that Government will review all functions of its Public Sector
with a view to identifying priorities and overlaps between various
departments of Government. The Government has committ,.
itsell in these documents to clarify and reaffirm its role, coie
functions and policy priorities. In doing so, all non-core
functions will be abolished, privatized or contracted-out, while
the core functions will be allocated to ministries and/or

departments of central Government or to local authorities.

27. There are various benefits of identifying the core functions
and policy priorities of Government. Firstly, there is need for
U Habua natnatdd ——— - g TTTITT T e = e e . = o ‘

the Government to know its business so that it can be able to plan

effectively? Secondly, by‘-f,"abolishin'g_fg ‘fod—ivesting"'non-core '.
functiois,’"savirigs-can -be Trealized and.reallocated to more
effective provisioni of cdye funétions? Thirdly, by establish_@ng
the policy priorities and assessing these in conjunction with cost:
effectiveness criterid; more efficient resource allocation can be
achieved to 'improve public sector productivity.  Fourthly,
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identification of corc functions and possible eflicient
organizational groupings of these functions, will assist ministries
and departments inundertaking more refipes sxoerrhitire revies
ar-d rationalization programmes o {urdier amprove o

productivity.

28. Rationalization of Governmeil situctule > aumed 47 utling

- o—re
. e———— e S -

. -down_ cost - on=non “core and overlappiug funcrions beiny
undértaken by the_ Government. The resultaii savigs wuihd
then be used to improve the efficiency and effectiveness of the
public sector in delivering service in the core areas. It is.
therefore, important to know how inuch savings on the present
Recurrent Expenditure estimates can be achieved througl tic
restructuring efforts. This information could assist decision oi

further strategies for desired level of efficiency and

effectiveness.

29. Given the current socio-economic challenges facing the
country, it is critical that urgent action is taken both to refocus
the Civil Service to enable it contribute better to economic and

social development, and to ensure that it operales more

effectively.
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CHHAPTER THREE

INSTITUTIONAL ARRANGEMENTS AND
LINKAGES FC:X THHE MINISTERIAL
RATIONALIZATION PROCESS

Introduction
30. Effective management of civil service reform and co-

ordination with other initiatives, are critical. Thic opter
reviews the institutional arrangements and linkages between the
elements of Ministerial Rationalization that are currently in
place and the changes that will be necessary to strengthen these
arrangements for CSRP Il in order to enhance the leadership of

the reform process and to co-ordinate reform initiatives.
M The existing institutional arcangements for managing, the
civil service reform process are set out in Personnel Circular No.
5 of October 1993 and include:

(i)  National Steering Committee;

(it)  Civil Service Reform Secretariat;

(i) Ministerial Civil Servize Reform Committees:

(iv)  Provincial Civil Service Reforn Committees: and



(v)  District Civil Service Reform Committees .

1 \]U:':‘-‘ 1

32. To avoid the probiems <& ~renced
implementation of Phase I of CSRP, it is important to reviciv uic
existing institutional arrangements with a view to ensuring that
the Ministerial Rationalization process is comprehensive, and is

implemented in an integrated and cooruinated wanicr.

33. A review of the existing institutional framework is iniciuca

to facilitate development of strategies to:
(I)  strengthen the management and co-ordination of
reform initiatives, in particular to establish

mechanisms fo- co-ordination between DPM and the

Ministry of Finance;

(1) encourage wide consensus on the rationale and

benefits of the programme and wide ownership, in

particular amongst senior officers within ministries:

(iii)  build capacity within ministries to enable the reform
process to be integrated into day to day management

decision making at ministry/department level;




(iv) establish effective communication by informing all
stakeholders of the objectives of the reform

programme; and

(v) develop effective monitoring and evaluation

processes.

3. High level commitment for and support of public service
reform is a pre-requisite for a successful prog anmie. It is ai this
level that a vision of the future public service is articulaied,
which serves to give impetus and direction to the reform
programme and to set the policy framework which will be further

developed at official and technical levels.

Strategic Leadership and Direction of Civil Service Reform
The National Steering Committez (NSC)
35. The NSC will be the overall co-ordinating body for reform

initiatives in the Civil Service. This top level committee is

responsible for:

(I)  setting the overall agenda and direction of reform,

including setting objectives and targets;

(i) ensuring that individual programmes are co-ordinated

and contribule to the main objectives;



(i11) injecting advice and ideas that contribute to taking the

reform process forward;

(iv) monitoring and evaluating the progress ol reloii

programines; and

(v) effective communication, both lateral and veitical, w
ensure that all Civil Service employees understand (lic
rationale for reform, its positive features and progic.:

that has been made.

Effective Co-ordination of Reform Initiatives

36. One of the most important developments in CSRP Il is the
recognition that financial reform initiatives and administrative
reforms of the Civil Service are interconnected. The MTLEF
programme, which will be managed by the Ministry of Finance,
will be one of the key mechanisms through which DPM can
ensure that ministries take action to rationalize their functions,
review their staffing levels and reduce expenditure. The CSRP
Il brings together a number of initiatives to rationalize functions
and reduce both stall numbers and the overall wage bill. These
initiatives are vital for the Ministry of Finance, il it is to achieve
its goal of balancing the budget this year and. in the longer term,

of reducing the fiscal deficit.



37. The reform initiatives managed by DPM and Ministry of
['inance need to be closely co-ordinated and synchronized. It is
particularly important that line ministries across the Civil Service
understand that these reform programmes are integrated, and that
the Ministry of Finance and the DPM are working closely
together to implement the reforms. There is a clear necid o
integrate planning and decisions on policies and priorities in
order to identily efficiency gains and to enable resourcing

requirements to be identified in budget submis icns.

38. At present, the only co-ordination between DPM an!

reforms in the Ministry of Finance is at a technical level,
through the participation of DPM in meetings of the MTEF
Secretariat. There are many critical issues that must be co-
ordinated, including timing of initiatives, implementation of
recommendations, establishing and imposing targets for
reductions  both in staffing and expenditure levels and

maintaining effective establishin :nt control after reductions have

taken place.

The Techinical Coordinating Committee (TCC)

39. To address these issues, a senior level Technical Co-
ordinating Committee (TCC) will be established. The TCC will
be responsible for ensuring co-ordination of reforms initiated by

the Ministry of Finance with those of DPN!, in particular CSRS.

2}



The TCC will be an advisory body and will have no
responsibility for the day to day management of reform
initiatives. These will remain the responsibility of CSRS «nd

individual Ministries.

40. Members of the TCC will include:

(D Financial Secretary, Ministry of Fiuance - Chatrmaii

(i1) Programme Dircctor/CSRS - Secrdtary.

(iti)  Dircctor ol Planning, Ministry ol Planning and
National Development

(iv)  Accountant General, Ministry of Finance

(v) Chief Economist, Cabinet Office, Office of the
President

(vi) Director ot Education, Ministry of Education and
[Human Resource Development

(vii) A representative, Ministry of Lccal Government

(viii) A representative, Attorney General's Chambers

(ix) Deputy Director, Management Consultancy Services
Division, DPM

(x)  Director of Budget

41. The TCC will ensure that apprepriate linkages are
established between MTEF and CSRS reform initiatives. [t will

also be involved with the monitoring of the implementation of
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the reform effort to ensure coherence between the two sets of

mitiatives and approval of the work plans.

Man: cement of Reform Programmes
42. Management of individual initiatives will he undertaken hy
the most appre priate body. The responsitiliiize of Lie o e

bodies are set out below.

Civil Service Reform Secretarici
3. CSRS will remain responsible for day (o day co-ordinasi
ol CSRP II, monitoring progress and ensuring ap,.

integration of initiatives. It will have particular responsibilities

for:
(D providing secretariat support to the NSC to take
forward the reform process;
(i1) monitoring progress in reform and in implementation
and to report on this to the NSC;
(i11) evaluating the results of reform initiatives;
(1v) facilitating technical assistance; and




(v) communicating the progress of the Civil Service
Reform Programme and its successes across the Civii

Service.

Ministry of Finance and the M TEL Secretariat

44. The Ministry of Finance will retain respensibility for the
design and implementation of all public financia: retorms. ihese
reforms will be co-ordinated with those of the wider Public

Sector Reforms.

45. The Medium Term Expenditure Frameworx Secretariat will
undertake a similar role in relation to budgetarv and financial

reforms as CSRS will do for Civil Service refcrms.

Lirectorate of Personnel Management

46. DPM is the official, permanent orzanization with
responsibility for managing Civil Servicz staffing and
organization to improve its efficiency and effec:iveness. During
CSRP II, DPM will be equipped to take over responsibility for
reform actions relating to personnel managemer:: across the Civil
Service. This will enhance sustainability of tli2 reform process

in the medium term.

47. In the medium term, much of the work carried out by DPNM

will relate directly to reform initiatives, such =s:

3
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(i11)

(iv)

(v)

effective computerization of personnel information;

establishment control in order to manage the wage bill

better;

implementation of staff right sizing scheme for civil

servants;

review of pay and benefits of civil servants with a

view towards making them more competitive;

training and capacity building to ensure that civil
servants operate more eftectively and are increasingly

accountable for results; and

organization and staffing reviews to ensure that the

Civil Service remains affordable and sustainable over

time.

45, Responsibilities for the organization and stalfing reviews

which will develop after the first stage of the redefinition and

rationalization of Government functions component and all

responsibilities for initiatives relating to staffing and wage bill

components, will be taken by the Management Consultancy

Services Division.  The pay and benefits component will be
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undertaken by the Personnel Admiistrati.  Division while
training and capacity building component will be undertaken by

the Human Resources Development Divisiuii.

49. The proposed institutional arrangements are illustrated

below.

Chart 3.1: Institutional Arrangements for Implementing CSRP 11
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Ministerial Rationalization Institutional Arrangements
50. The ministerial rationalization exercise will b2 carried out
within the broader redefinition and rationalization ot Government

functions. Responsibility for the conduct ol thz nministerial



rationalization exercise will rest with the Permanent Secretary
. and members ot the Ministerial Civil Service Reform Committee
(MCSRC). The detailed work will be carried out by Ministerial
Performance Improvement Teams (MPITs) responsible to the
existing Ministerial Civil Service Reform Committees (MCSRC).
The MPIT will be established as a task force with full iime
responsibility for undertaking the ministerial rationalization
exercise and other reform initiatives. This full time but small
tea » of officials will be selected by the Permanent Secrelary
from officers in the ministry/department who have both the
ability to address challenging management issues and the

potential to benefit from being part of this important team.

S1. Inthe early stages, Ministerial Rationalization exercic> will
be supported by facilitators, drawn from CSRS, DPM, and
MTEF Secretariat, with tec! sical assistance where necessary.
The facilitators will assist individual MPITs in carrying out the
exercise. They will also have responsibility for traiu g and
developing capacity within the MPITs. The primary
responsibility for undertaking the exercise will remain with

the MCSRCs supported by the MPITs. The facilitator team
will review the work that is carried out by the MPITs to ensure
consistency with the reviews in other ministries/ departments.

The respective . crmanent Secretaries or Accounting Officers



will be responsible for the finalization of the Ministerial

Rationalization exercise in consultation with their ministers.

52. The institutional arrangements specific to the rationalization

exercise are illustrated below.

Chart 3.2: Ministerial Rationalization Process - Relationships
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53. The ministerial rationalization exercise will be a significant
process in the planned d~volution of responsibility for reform
fronn the DPM to individual ministries and departiments.
However, the DPM will continue to provide strategic

leadership and technical advice. A comprehensive ministerial




rationalization Programme will be undertaken to cover all
dinsuiessdepaitinents concurrently.  This will facilitate an
integrated and coordinated approach to the process. The MPIT
will report regularly to the Permanent Secretary to ensure that he
or she is able both to provide leadership to the reform process
and  properly to account for progress in performance
improvement. The Accounting Officer of each ministry will be
held acconntable for maintaining the momentum of reform and

achieving the rationalization objectives.

Linkages Between Key Elements of the Ministerial

Rationalization Process

54. The process of redefinition and rationalization of
Government [unctions is made up of a number of discrete
elements whose linkages are set out in the figure below. The key

concepts whi'h underpin these elements are described in more

detail below.



Chart 3.3:  Linkages Between Elements ol the NMinisterial
Rationalization Process
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Linking Rationalization to MTEF

55. As part of the MTEF programme, the Ministry of I'inance
will identify the overall resources at a macro level that arc
available to Government for delivering the services for which
Government is responsible. The scarcity of resources means that
tough decisions will have to be taken with hard ceilings imposed

on budgets for each ministry. Ministry allocations will be based
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on the extent to vhich each ministry is expected to contribute to

core tunctions and policy priorities of Government.

MTEIL as @n Input into Ministerial Rationalization

56. MPERs have been uvndertaken in all ministries and
departments based on guidelines provided by the Ministry of
['inance. The reviews have provided useful insight into the
challenges that are likely to be faced as part of the
implementation of the MTEF programme. These insights will

also apply in the ministerial rationalization process.

57. The work already carried out for the MPER will provide the
MPeIUTs and facilitators with much of the information required to
a-k fundamental and challenging questions about each ministry’s

current policies, priorities, objectives and outputs.

58. The MTEIF will also be the mechanism for providing the
hard expenditure targets to be achieved as part of the
Rationalization exercise and other reform initiatives. On the basis
ol an assessment of available resources and established macro
cconoric factors, the Ministry of Finance will provide guidelines
ior resource allocation for the medium term and hard targets to
be met by individual ministries and for broad sectoral areas.
These ministry and sectoral guidelines wil! provide a firm

weaerponning for the Rationalization exercise. One target already



identified by the Ministi; of Finance is the proposed reduction
in ministry expenditure by 20%. The proposed establishment
reduction of 30% within the medium term is expected to make
significant contribution to this 20% target for reduction in
expenditure. The minisicrial rationalization exercise must

produce recommendations which will take ministrics towards the

achievement of these targets.

Ministerial Rationalization as an Input into MTEL
59. The MTEF process requires the determination of prionities
on  which expenditure  will be focused.  The ministerial
rationalization exercise will provide the following inputs for the
MTEF:

(I) a clear mission statement for each ministry;

(ii) strategic objectives;
(iii) key outputs;

(iv) a vasis for identifying and planning for key activities:

and
(v) identilication of each ministry’s contribution to the core

functions and policy priorities of Government.
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60. The mimnisterial rationalization  exercise  will  therefore
- prepare the ground tor the germination of an effective and lasting
MTEEF programme. In addition, the proposed institutional
arrangements for the ministerial ritionalization exercise, together
with training and capacity building for each level, will integrate
the two programmes and create capacity at the ministry (o
contribute to the delivery of future reform initiatives. Senior
ministry/department officials — will also be involved in the
process. This will facilitate sensitization of ministry staff at ull
levels and will create an enabling environment for the
implementation of the MTEF programme as well as other reform

nitiatives.



CHAPTER FOUR

GUIDELINES ON THE IMPLEMENTATION OF
MINISTERIAL RATIONALIZATION

Introduction

61, This Chapter provides detailed guidelines on how to conduct
a systematic and effective ministerial rationalization. The"
guidelines are intended to provide ministries/departments with a
standard approach Wthh will focus each mmlsrry/departmenf

the key outputs of the mlmstenal rationalization process.

62. The Government has approved that a co-ordinated
ministerial rationalization exercise be undertaken across all
ministries and departments.  The overall purpose of this
ministerial rationalization exercise.is toclarify the core functions’
of each ministry/department in order to identify improvements
in efficiency and effectiveness, through aholition of non core
functions, reduction in overlaps and duplications and

development of a coherent programme for djvestment."

63. The ministerial rationalization exercise will identify:

(1) the ministry’s core and non-core functions:



(11) the ministry’s/department’s mission, objectives and key

(11i)

(iv)

(v)

(vi)

outputs to achieve the objectives, in the light of the

core functions of Government and its policy prioritics:

areas of high priority for the ministry in order for it to
achieve its objectives, through prioritization of outputs
within the resources available, taking into account the

Government’s policy priorities;

functions that are non core and which should be

abolished or divested;

key areas of overlap and duplication which must be
reduced or eliminated to improve coherence and co-

ordination across Government; and

the scope for privatization of functions, establishment
of Semi-Autonomous Government Agencies and
coniracting out servvices to improve cfficiency and

effectiveness.

64 The output of the ministerial rationalization will include:

Ay

/

A detailed implementation action plan with clearly
defined time scales for implementation between 1999
and 2001. The action plan will set the timetable for

.
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privatization, abolition of functions and contracting out

ol non core services being undertaken by Government.

(i Recommendations pertaining to:

* stalf redeployment across ministries/departments;

. abolition of functions;

e divestment of functions;

* inter and intra-ministerial transfer of functions;

e organization or staffing changes;

e systems or procedures cl*rmgé;

* stafl reductions to achieve the 30% target as
approved under the Medium Term Strategy of
CSRP as indicated in the Table 4.1 below.

Table 4.1: Staff Redr ‘on Targets Over the Me -m Term
1198/99-2000/01

Yeuri. 4| Dercontage | . Reduction Targets

vy Reduetion T ervice -] Teaching Service
e A =
S e v
e e ............ 1 S()S(,lzw()
e .................... 4055
.......................... . th159,68041379
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05. The output of Ministerial Rationalization is expected to
contribute to ministerial expenditure reduction of 209 over the
three years (1998/99 to 2000/2001).

STEPS IN UNDERTAKING MINISTERIAL
RATIONALIZATION

06. The following is the sequence of steps that should be

followed when conducting Ministerial Rationalization:

Step 1 ¢ Appointment of Reform Teams

Step IV ldexmﬁcatlon of Overlaps and Duplications of

5 : Functions

Step V Identification of hlnulom for Abolmon and

Privatization

Step VII i Identification of functions to be pcrformcd under

' Statutory Organizations/Parastatals, Semi-
i Autonomous Government Agencies and Local

Authorilics

(
Steg 11\ ; anlcmenmlion of Recommendations on Abolition,

i Privatization and Contracting Out of Functions.
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67 Details of each step and its attendant activities are discussed

Delow .

Step 12 APPOINTMENT OFIF REFORM TEAMS
08. “The activities to be undertaken under this step are:
() fermation and/or strengthening of the Ministerial Civil

Service Reform Committee (MCSRC):

(11) merger of Ministerial Public Expenditure Review

Committees (MPERs) and MCSRCs;

(i) appointment  of the Ministerial Performance
Improsement Teaims (MPITs). This should occur by
May, 1999 to enable training and development to take
place. LEach ministry should appoint between three and
five senior staff to ihe MPIT. Likely candidates for
MPIT appointments include heads of Administration,
Planning,. Finance and Personnel Divisionss Where
there is an existing sectoral reform unit (e.g Health
Sector Reform Programme in the Ministry of Izalth), "
members chould be incorporated into the MPIT.
Memobers ol the wam carrying out Ministerial Public
Expenditure Reviews (MPERs) should also join the

MPIT;



(iv) preparation ol an action plan for the conduct and

implementation of ministerial rationalization mitiatives:

(v) sensitization ol the members of MCSRC and MPIT;

and

(vi) progress review of ministerial rationalization Dby
members of MCSRC and MPITs.

STEP 1l: COMMUNICATION TO STAITF

69. It is important that all staff know the objectives of
ministerial rationalization, and how it will be carried out. Initial
communications are, therefore, vital to make the exercise
successfui and in doing so a communication strategy should be
agreed upon. It is important that communications by senior
officers to their staff should, therefore, take place as early as

possible during the exercise.

70 Minitry officials should decide on the most appropriate
method for communicating information to their staff about the
ministerial rationalization exercise. ~The most appropriate
»ethods for communicating information to staff include: written
Coinuniunicaliotis, stail meetings (for all staff or for those at
supervisory levels) and workshops. Whichever communication

method is chosen, it should ensure that all staff are informed of
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how the excrcise is to be carried out, who is responsible for

specthic activities, the likely outputs and the time scales.

SCLEP HI: CONDUCTING WORKSHOPS

71. The NPIT, supported by the facilitators will lead workshops
with the MCSRC and other men:bers of the senior management
tcam. The Workshops will serve as fora for senior officers to
brainstorm on a number of issues pertaining to ministerial
rationalization and the way forward. The 'Workshops will also
facilitate development of action plans. The following are the
major activities that will constitute the topics of discussions

during the workshops:

Activity 1: Review of Previous Studies of Ministerial
Rationalization (Where Applicable)
2. Twelve rationalization reviews in twelve ministries were
undertaken in the first phase of Civil Service Reform
Progranine. Ilowever, these reviews had more wide-ranging
terms of reference. The first process for these 12 ministries will,
therefore, be to review the mission statements and strategic |
obiectives against the core functions and policy priorities of the
Government.  The second process will be to identify those
existing recommendations from the previous ministerial
rationalization exercises which are still aj ~ropriate for the

~wistry/department. These recommendations will then be
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quantified to set out the savings in numbers of posts and in
Personal Emoluments (PL) and Operations and Maintenance
(O&M) budgets that wiil be achieved through implementation.
These should relate to:

(I) abolition of functions;
(i) transfer of functions to other ministries; and

(iii) privatization, contracting out, abolition ol functions or
transfer of functions to other forms of public sector

bodies.

72, This review will enable the ministry/department where
necessary (o identify the extcat to which the earlier review
recommendations would contribute to target staff reductions and

efficiency gains.

Activity 2: Redefinition of Ministry's/department’s Mission,
Strategic Objectives, Core Functions and Policy
Priorities

74. For the ministry/department to focus its resources on those

services that contribute to Government priorities, it is necessary

to define its mission statement and strategic objectives. This

micans  re-examuning the purpose and the key tasks it nceds o

carry out. This will lead to the identification of core and non-



core functions and provide the foundation upon which the rest of
the mumstertal ravonalization exercise would be based.

/5. The redefinition of ministry department mission, strategic
oujeetives, core functions and policy priorities will be based on
a4 given statement ol core functions of Government and policy

priorities.

Activity 2(a):  Redefinition of the Ministrys/department’s
Mission
76.  The mission statement defines the purpose for which the

ministry exists. It sets out what the ministry/dc sartment is
sceking to achieve in relation to the core functions and policy

priorities of Government.

77. To define a clear and concise mission statement that
captures the ministry’s/department’s purpose for existence, it
will be necessary for the ministry/department to hold a workshop
for senior officers to stimulate discussions and agree on:

Why the Ministry/Department exists; and what it achieves
78.  Even wlicre a mission statement exists it needs to be

reviewed to ensure that it meets the following criteria:

(I) it should be clear, concise and easily understood;
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(i) it should reflect Government's core functions and policy

prioritics and provide direction and unity of purpose;

(ii1) 1t should specifically state the outputs that the ministry

intends to achieve; and

(iv) capture why the ministry exists and “~hat it produces, not
how it carries out its work i.e. the processes and activitics

it unde:takes.

79.  An example of part of the process to develop a mission
statement is indicated in the Box I for the Ministry of Public
Works and Housing. In many cases, mission statements already

=xist for ministries.

Box 1: DNiission Statement for the Ministry of Public
Works and IHousing

, The initial questions to be asked when developing a mission statcment
~.r the Ministry of Public Works and Housing are:

1

|
{ Why does this Ministry exist?

. What does this Ministry achicve?

The answers to these questions with regard (o the Ministry could he:

. facilitation of adequate provision of physical infrastructure in
roads through policy formulation, supervision and rcgulation of
standards in roads development and maintenance in t! = country:
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(- provision on commercial basis of locistical and technical
support in roads construction and maintenance by acquiring and
l- servicing equipment;

. facilitation of planning, design and supervision of construction
and maintenance of all government buildings and institutions in
the country; and

. facilitation of adequate provision of decent housing 1o Kenvans
through rescarch on low cost materials, building design and
dissemination of rescarch findings.

Base upon these, the Mission Statement of the Ministry is to:

contrit-ute to the socio-economic development of the country by
Jacilitating adequate provision and maintenance of physical
infrastructure in roads ¢ public buildings throughout the country.

Activity 2(b): Definition of Strategic Objectives

80.  Strategic objectives are high level statements of what the
ministry intends to achieve in order to fulfil its mission and to
contribute to Government’s core functions and policy priorities.
The ministerial rationalization exercise will focus only on these
high level strategic objectives.  Lower level operational
objectives which spring from these strategic objectives will be of
more importance in the ministry’s future programme for

performance improvement.

8l. The initial work to define strategic objectives will be

undertaken in a workshop with senior officers. In order to
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define strategic obizectives for the ministry, the review tcam will
be guided by the following principles:
(I) strategic objectives relate to the overall purpose of the

ministry and break the mission into key areas;

(ii) each objective should be assessable, so that others can

judge whether the objective has been achieved,

(iii) each objective should be realistic in relation to

available resources;

(iv) strategic objectives for a ministry will be few in

number; and

(v) achievement of the strategic objectives is seen to

determine the success or failure of a ministry.

3o,  The =~ i cousider the following questions:
() how does this ministry contribute to Government core

functions and policy priorities?

(i) what 1is this ministry’s unique contribution to

Government or to the Country?
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83.

(111)

what are the key outputs of the ministry - the things
s sty produces and their impact on socio-
economic development (for example the number of
teachers trained, number of pupils completing primary
school. number of schools inspected are all key
outputs. It the ministry achieved targets for (hese
ontputs and outcomes will it be seen to have
succeeded? If it did not, will it be seen to have failed?
What impact would this have on Government core
functions and policy priorities? Future exercises, sucl:
as the Focus on Results initiative will enable beter

monitoring and measurement of these oulputs.

Based on the answers to these questions, a set of strategic

objectives should be determined which will:

Seh.

(D

(i)

Contribute to Government core functions; and

relate to a key output or set of outputs for the
ministry, and each key output should relate to a

strateic objective.

Box 2 gives examples of some of the strategic objectives as

provided in the Rationalization Report for the Ministry of Public

Works and Housing.
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Box 2:  Strategic Objectives for Ministry of Public Works
and H-using

. to concentrate on the maintcnance of already built road network,
while paving the sections of the network which is still unpaved:

. to adopt a regional functional approach to service delivery
through strengthening and pooling of equipment, workshop and
resources along the regional framework so as to improve access
of its equipment to users, maintain and utilize them more
effectively: and

. to adopt the practice ol demand-driven hiring of casual workers
to undertake specific tasks based on daily remuncration
procedures.

85. Strategic objectives should continually be tested against core

functions and policy priorities of Government for consistency.

Activity 2(c): Definition of Ministry Priorilies

86. The final process in this stage of the ministerial
rationalization exercise is to define the ministry’s priorities in the
dsit ot ot core functions and policy priorities of the
Govecrnment, and the ministry’s mission and strategic objectives.
This process will also identify some ministry functions which arc
of low priority. These are likely to be candidates for abolition,

transfer or privatization.

87. A list of key outputs will have been developed during the

workshop to define the strategic objectives. For cach strategic
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objective, a list of the key outputs, and the functions which
dcitver Grose vaaits, will be produced.  This list should be
reviewed, and b senior officers should agree on priority outputs

for the minstry.

STEP IN: IDENTIFICATION OF OVIERLAPS AND
DUPLICATIONS OF FUNCTIONS
88. Overlaps and duplications of functions across Government

is a significant cause of inefficiency and ineffectiveness. The
implications of overlaps and duplications are:
() there is duplication of staff doing similar worl
different ministries, who could be more efficiently

used if similar activities were brought together;
(ii)  there is duplication of effort and resources; and

(iii) key tasks remain undone because no one takes

responsibility for them.

89. The climination of dupli:ations and overlaps will involve a
CView oo e aandstry’s/department’s functions against the -
tutictions cartied out by other ministries/departments and bodies.
Some ot this work can be carried out in a workshop with senior
olficers. This will be supplemented by reviews of
documentation, interviews and  discussions  with the

naotry sidepartment’s . sentor officers. In view  of the
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complexity in the harmonizaticn of overlaps and duplications of

functions between ministries/departments, it is the Government

decision that recommendations from ministries relating (o

overlaps and duplications across the service be referred to the

centre for appropriate action.

90. The above tasks will assist the ministry/department to

determine answers to the following questions:

(D

(i1)

(i11)

(iv)

(v)

Are there any other ministries/departments that

contribute to the delivery of the function?

From which ministries/department does this ministry/
department require input for this function to be

delivered efficiently?

Which ministries/departments use the output of this

ministry/department for their work?

Does this ministry/department share responsibility

with any other ministry/department in carrying out

this function?

On the basis of your answers (I) - (iv) which
ministries/ departiments and other Government bodies,

in your view, have the greatest complementarity and
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linkages in service delivery with your ministry/

(SR PR IR O8]

(vit) Is there overlap and duplication between different

departments in your ministry?

91. The output of this part of the ministerial rationalization
exercise will e a series of recommendations for elimination of
overlaps and duplications through transfer of functions between
ministries/departments.  Where duplications exist, duplicated

posts should be identified for abolition.

STEP Vi IDUENTIFICATION OF FUNCTIONS FOR ABOLITION
AND PRIVATIZATION
Activity 1: Abolition of Functions

92. "The scope for abolition ol functions relates 1o those
functions that will be abolished altogether and not those to be
privatized or otherwise transferred out of central Government.
Lxamples of some of the functions which have been abolished in
recent past include exchange control ¢nd price controls in the

dauce. The personnel filling these redundant posts -
ciay be retrenched or transferred.  Aboiition can take place
during the linancial year 1999/2000 and can therefore deliver

considerable savings in PE and O&M in the short term.
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93. The criteria for decisions on abolition will be based on the
ministry’s/department’s mission, strategic objectives and xev
prior.ties, together with a continuous reference to Governnient
core functions and policy priorities and also using the criteria sct

below:

Table 4.2: Criteria for Determining Functions for Abeilition

Criteria YES NO

Does this function relate directly to a core function or :
ﬂpolicy priority of Government? :

Does it contribute dircctly to the ministry’s strategic
objectives and key priorities? :

Has this function been identified as one of the high !
priority function of the ministry? {

Would there be any significant negative impact on the ;
social and cconomic development of Kenya if this
' "unction were not carried out? :

Does this function provide services for which the need
cannot be satisfied by services provided by other |
bodies? {

e

94. Where the answers o all of the questions above is NO. the
tunction should be recommended for avolition. A preliminary

list of functions for possible abolition should be prepared, which
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can be considered in more detail at the workshop. For example,

PUssiblc Cliwiudies 1o avolition may relate to:

(h

(i1)

(111)

(iv)

(v)

(V1)

(vii)

regulatory functions, particularly those in commerciz:l
and trade arcas where abolition would create a fre=r
and less bureaucratic environment for the functioning

of the private sector and the promotion of investment;

regulating boards and other organizations for which
the need has been overtaken by newer regulatory

functions;

licensing functions that collect less on an annual basis

in Appropriations-in-Aid than they cost to deliver:

licensing functions that do not relate to ensuring that

critical health and safety issues are addressed;

research institutions which may be merged, if they

are not abolished completely;

teaming institutions which can similarly be merged,

even if complete atolition is not recommended;

functions that are delivered from provincial offices.

where parailel structures exist at district levels:



(viii) field offices and extension officers (where similar
posts in related functional areas could be brought

together); and
(ix) representative oflices inoverseas countrics.

95. It is important to keep in mind the fact that the existence of
legislation enshrining the need for a particular function is not, on
its own, a sufficient reason for that function’s continued
existence. When a function is identified for abolition, a review
of legislation should be undertaken to determine any barriers to
implementation. Action to repeal or modify legislation should be

built into the act’n plan.

96. The outputs of this element of the ministerial rationalization
exercise will be a set of recommendations for abolition. These
recommendations will be quantified, in terms of savings in

ausaoes ol posts and savings to the ministry in terms of PE and

Q&M.

Activity 2:  Privatization of Functions

97. Privatization of functions which no longer need to be
Ulivered by Government is one approach to provide an znabling
environment in which the private sector can grow, industrialize

and create employment opportunities.
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98, The key characteristics of privatization are:

»ne oswvice 1s divested to the  private  sector,
Government gives up effective control to the private
sector. Entrepreneurs take over the assets, and make
decisions on price and service levels depending on

market factors and demand.

* The service provider is usually profit oriented, and
distributes the profit to shareholders. Ilowever,
privatization to community groups or 0 <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>