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I.

Preliminaries

The summit with an introductory session facilitated by Mr. Jaspher Nyauma, M.B.S from the
Directorate of Police Reforms , National Police Service(NPS) and Prof. Ole Ronkei, a facilitator
with Strategic Applications International (SAI). Mr. Nyauma was charged with introducing
members of the NPS present while Prof Ole Ronkei did the same for Civilians present among
them Civil Society Organization (CSOs) members, Non-governmental organizations (NGOs),
the private sector players among others.
The meeting then continued on to speeches by the invited guests starting off with IJM’s Field
Office Director Mr. Greg Tarrant who was introduced by DCI Based Facilitator Mr. Augustine
Kitonyi.

Mr. Greg Tarrant.
Mr Tarrant started by appreciating the levels of commitment and hard work that had been put in
for the entire process that was a culmination of 2 years of preparation. He noted that the
commitment was not only from the facilitators and partners that came on board to assist but more
so from the Inspector General of police and his team as well as Mr. James Copple and his team.
He concluded by saying, “Thinking of the role the police plays in society, I am reminded of
Nelson Mandela’s quote. He said, ‘A nation is judged and defined not by the way it treats its
highest citizens but its lowest.’ With this I, hope we have a productive summit. Thank you.”

Mr. James Copple.
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Mr. Copple started by running through the process since its inception. He noted that the process
begun with the stakeholders’ forum about 2 years ago, however many elections and
inaugurations over that period hindered its effective progression. However, earlier on this year it
proceeded on to the Director’s forum which was followed by Design meetings and then the 3
domain meetings which led to the summit today. He echoed the first of the 8 pillars on the report
by the task force on 21st century policing which informed the theme of the entire process that it is
a work of enhancing trust and legitimacy. He insisted that the 2 days of the summit, were
working sessions that would design a roadmap for what would be implemented over a 5 year
period. He quoted the phrase, “For every 1000 people who are chopping off branches of evil that
keep growing, there is one who is chopping it at the root“. He equated this analogy to the process
by indicating that we were that one person that was chopping at the root.

A Dignified World Class Police Service

Mr. Douglas Kanja – GSU Commandant
Mr. Kanja started off by expressing his joy in the process because to him, this was a milestone.
He said, “It shows that the police is moving to the next level. For the police, you cannot do
policing without the support of the people. The business of the police is simple; to guard the
interest of the people and to ensure freedoms and basic rights are guaranteed. Therefore, in this
process of reforms, it is the police that should be at the front line. Gaining legitimacy for the
police service is an effort by both ends of the divide, that is, the police and the people. The
members of the public that are here, the CSOs and the rest, your work is oversight over the
police, to correct us whenever we go wrong. The issue of reforms started way back and it is still
an ongoing process. I believe that at the end of the day, police and the people will work hand in
hand. I am looking forward to a very interactive session in these two days. Thank you.”

II.

Agenda Review: Mr Ndili, Prof Ole Ronkei

Mr. Ndili

A Dignified World Class Police Service
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Mr Ndili was trying to portray an ideal service that is efficient in service delivery; he gave an
example of a trip in a foreign country which led up to him and his friend straw ling the streets of
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The National Police Service’s vision is to create a service that institutionalizes trust and
legitimacy in all its dealings with all components of society. Its mission and objective is to create
a culture of trust and legitimacy in policing by bringing together key stakeholders in law
enforcement, technical experts and the community in general to design a transformational road
map. Mr. Ndili intimated that the mission of the NPS that is hanging in almost all offices of the
service is, ‘to create a world class service.’ In a bid to bring the audience up to speed with what
the two days would entail, he gave the analogy of a passenger plane. When a passenger plane is
set to fly and take off, a lot of people put in work to ensure everything is set. These includes the
flight attendants, the cabin crew, the flight engineers persons at the control tower and many
others. However, Just before taking off, the instructions from the flight attendant are usually
simple, “The cabin crew will now take you through the flight safety procedure, kindly listen to
the security and safety instructions carefully, even if you are a frequent flight user “The summit
here today, like in the passenger plane analogy, has many people that put in a lot of work before
this summit plane was set to take off. Over the years, since 2003, we have had many reforms
packages but before taking off, we never took the time to ensure the passengers are all up to
speed with what the reforms fight was about and where it was headed. For this reason, we have
gathered all of us today, even those who have been in this reforms process before ‘the frequent
flight users’ in order to get ideas from all of you and speak in one voice before this plane of
reforms takes off.”

the capital in such for a meal. Being foreign to the culture, they have a rough time deciding
which restaurant would best be suited to eat from. They then decide to look for the restaurant
with the most people every time they passed by it. Their reasoning? The restaurant with the most
frequent visitors meant that they offer good services and the pleased customers had no option but
to come back. He then posed a rhetorical question to the officers listening, ‘How many citizens
would come back to your station over and over again because you served them well the last time
they were there?”
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He said, “The goal of this summit is to engage a diverse group of stakeholders for input about
how policing can best serve the nation and how communities can work with the police. Also, the
intent is to enhance a culture of policing that promotes honesty, integrity, transparency and trust
between law enforcement and the community.” Finally, he said “We intend to develop a longterm development strategy to support the overall effort to improve policing, support affairs and
reduce corruption.”

A Dignified World Class Police Service

Disintegrating Trust and Legitimacy - Structured Group Discussions

INTERNAL
Trust Within The Service
(Trust Amongst Police
Officers)

TRUST
EXTERNAL
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Trust From The
Members Of The
Public.(Does The Public
Trust The Police And
Vice Versa)

A Dignified World Class Police Service

FORMAL
This is conferred by the rule
of law.
I as an officer, i'm legitimate
because i am in uniform or i
have a gun etc.

LEGITIMACY
INFORMAL
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There was a session of structured the group discussions for the entire day under the 2 pillars of
both trust and legitimacy. The participants were advised to coin their discussions having in mind
that trust should be looked at from an internal and external view while legitimacy should be
looked at from an informal and formal perspective. The 9 thematic areas were adequately
expounded on as they would form basis for discussions in each of the 18 tables. The 9 thematic
areas were drawn from the myriad observations and interventions given at the domain meetings.
They were grouped under these thematic areas to ease and structure the many ideas, observations
and interventions under umbrella topics..

8

The pereception &
Acceptance of that
authority by the members
of the public of the formal
legitimacy conferred by the
rule of law
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National Police Service Reform Efforts - Mr Nyauma, M.B.S
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a) Milestones over the years, the following milestones have been achieved.

INSTITUTIONAL, LEGISLATIVE & POLICY REFORMS
 Promulgation of the COK 2010
 Establishment of the National Police Service – Through the NPS Act of 2011.
 Creation of the National Police Service Commission (NPSC) – Through the NPS Act
2011.
 Establishment of the Independent Police Oversight Authority (IPOA)
 Creation of the Internal Affairs Unit (IAU) –through section 87 of the NPS Act.
 The enactment of the National Coroners Act.
 Private Security Regulation Act of 2016
 3 Service Standing Orders (SSO)

POLICE PROFFESSIONALISM REFORMS

 Strengthening of the IAU
 Establishment of the
Anonymous Reporting and
Information system (ARIS)
 Establishment of IPOA
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 Development of Career Progression
guidelines
 Reviewed basic training curriculum
 Strategic leadership and command
training program
 Recruitment, deployment and
transfers regulations
 Disciplinary Procedures regulations

POLICE ACCOUNTABILITY REFORMS

A Dignified World Class Police Service

ADMINISTRATIVE, OPERATIONAL PREPAREDNESS &LOGISTICAL CAPACITY.

Police Modernization Program
 Purchase of assorted modern security
equipment
 Acquisition of assorted motor vehicles
 Modernization of the NPS Air wing
 Integrated Command and Control Centre
 Acquisition of Special Purpose Vehicles
 Establishment of forensic Library.

Police Welfare Issues
 Comprehensive Medical Cover
and Group life Insurance
 Harmonization of pay and
benefits

Challenges
Poor Institutional image
Lack of Integrity
Lack of Trust
Expectations from the public
Command Structure
Technology Policing
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 Harmonized police ranks
 Establishment of Career
Progression Guidelines/Schemes
of service
 Housing: A total of 1,536 Units
constructed, 1536 Units leased
while 31 office blocks built in
addition to 9 leased office
blocks.
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c) Going Forward.
The reforms journey has changed the NPS into a more unified organization with common
policies and culture. This has prepared the service well enough to take reforms to the next level.
In the journey to take it these reforms to the next level, the following areas shall be our main
areas of focus;







Implementing strategies that will enhance efficiency and effectiveness in the
service.
Enhancing trust and partnerships with the communities through service delivery
Implementation of the career progression guidelines/schemes of service
Finding innovative ways to solve the housing problem in the service – Giving
back dignity to officers.
Confront integrity issues
Continue with the police modernization programme.

d) Conclusion
Mr. Nyauma, M.B.S “It is with no doubt that security is key for the socio economic
development of our country. Any country that prospers needs security at its best. However this
cannot be done through the effort of just one person are a certain section, it has to be a collective
effort of all of us, and it is our call that the synergy to go through this journey be strengthened for
us to achieve this purpose. The members of the public more so are a major stakeholder in
ensuring a secure environment. This is done through community policing and other initiatives.
But in order to partner with them as we have, it requires high levels of trust for it to be
successful. Therefore ladies and gentlemen, enhancing trust and legitimacy is crucial going
forward. “

IV.

Culture Change – The Uungwana Way - Value Based Policing: Ken
Njiru.
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UUNGWANA

Characterised by civility, culture,
good breeding, uprightness,
education, the status of a free
person (as opposed to a slavementally or physically), goodwill
and kindness, politeness and
good manners.

12

The Uungwana institute views two antagonising pillars as the
controllers of social interaction.

USHENZI

Characterised by
Incivility, rudeness,
backwardness,
primitivism, savagery,
barbarism, hatred etc.

Ken starts by an illustration on William Wilberforce. He titles this section of his presentation;
‘The England of William Wilberforce.’
William Wilberforce was an English politician who lived in England between 1759 and 1833
who later went on to become the Member of Parliament for Yorkshire. Despite such an
accomplished career in politics being an English Prime Minister in the making, William
wondered what God had raised him up for. It is this quest that led him to be the champion of
change in his country.
In London for example, brothels had become fashionable and acceptable and prostitution had
become so profitable a business and was conducted so openly, that hundreds of persons kept
houses of ill fame for the reception of girls not more than 12 or 13 years of age without a blush
on their integrity. At that time, everyone was drunk and those who were not singing were
sprawling.
Ken then goes ahead to highlight some of the conversations William had with top brass civil
servants in government.

The purpose of the above illustrations was to show that even in England, in 1740, USHENZI was
very much present. He quotes the people that seem to think that there is something genetically
wrong with Africa and bushes them out by saying; it is not an African thing because all societies
at one point in time have gone through the same. He says that this ushenzi is a human condition,
A Dignified World Class Police Service
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(ii)

In 1740, in the House of Lords, and Ken insists on the year 1740, a debate was raised
and one person said, “…you can hardly pass along any street in this great city at any
hour of the day and not see some poor creatures, dead drunk with liquor and
committing outrages in the street or lying aimlessly on the doors of bars or houses..”
The secretary of state writing to Wilberforce in response to a query, he says; “I have
actually been drunk since 10:00 O’clock this morning and I have not quite the use of
my reason…”
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(i)

but it can be defeated. William Wilberforce became the driving force for change in his country.
He recognised that morals improvement formed the foundation for strengthening a nation and
building culture change not just in England but any strong nation. What William Wilberforce
majorly dealt with and dwelt on in bringing change to his country was the software. More often
than not, in creating change people concentrate on the hardware and overlook the software. Ken
emphasizes; “And I dare say, even in the war on corruption that is currently ongoing, if the
software is not reviewed and addressed, then the entire process is a waste of time. Why? The war
will become a norm, a culture, a way of life. We will jail people till the prisons are full and we
will build more prisons because the state of mind towards corruption will not have changed. In
fact, as people are being arrested and being brought to book, others are still asking for and giving
out bribes. They have not stopped and this will not act as deterrence unless and until the software
is addressed.”
What is the National Police Service software?


Vision

A dignified world class police service


Mission

To provide professional police service through partnership and upholding the rule of law for a secure
society.”


Motto

‘Serve with dignity ‘Huduma yenye heshima’


Core Values

Justice - Integrity - Equity - Participation - Accountability - Openness - Civility

A Dignified World Class Police Service
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After showing the problem (cultural mode), Ken then moves to show how to begin dealing and
solving this problem. He says the process of culture change is equated to a caterpillar’s
metamorphosis. He calls it the muungwana transformative growth. The difference between how
the caterpillar looks and a butterfly is what we call transformation. Therefore if the police force
is not flying and is still a caterpillar, then it has not transformed. That is not transformation. He
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Over and above the NPS as whole software, personal software comes into play. He says that
organizations do not have values; it is the people in these organizations that have values. In order
to change the National Police from a force to a service, the National Police has to be anchored on
the Constitution of Kenya (2010) and the NPS Act of (2011). For a service to be there, it has to
be grounded on the rule of law. All this cannot be done without values. This is because law at its
very foundation is conceived and derived from values.

then makes reference to the late Michuki and says if we are to transform the police service we
have to work like Michuki. Michuki never changed the traffic’s department structure or staff or
workings, he instilled something in them that made them willingly vulnerable to
transformation.1And there is a Michuki in all of us but we have to mobilize it from deep within
us. He stood his ground and after a while Kenyans backed him up.

Appreciating organizational Culture
The strategies than have been placed by Mr. Nyauma and his team in transforming the service
are wonderful. He however says that what you should know is that culture eats strategy for
breakfast. Peter Drucker better known as the father of management thinking believed that a
company’s culture normally thwarts any attempt to create or enforce a strategy that is
incompatible with that culture.

He gives 2 instances
i.
Dagoretti slaughter houses and market were shut and were only reopened after they were cleaned up
ii.
When Michuki as transport minister landed in Mombasa for a quick check on the port tax collection
system and in a matter of hours, the transport sector was streamlined despite the fact that his visit there
had nothing to do with matatu transport.

A Dignified World Class Police Service
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Many times in organization transformation conquests, people focus on explicit hardware and
organizational structure rather than focus more on culture which is implicit. It is easy to say that
we will purchase new guns and restructure this and that but for transformation to really occur,
focus needs to be on culture which often is difficult to describe. Culture as opposed to the
explicit hardware is implicit. It is socially constructed and manifested in norms, behaviours,
expectations and the “way we do things here” slogan.

V.

Pre- Summit Meetings: Wamaitha Kimani /Esther Ng’ang’a

Figure 1: Directors’ Forum May 2018

Figure 2; Domain Meetings

SAI & IJM have been working on the project for 2 years with extensive consultation with
respective key players. Conversation with the directors of reforms brought together 60 directors,
discussing what does trust and legitimacy mean in the NPS, DCI, KPS and APS with the
directors of these different units. These Led to focus group discussions during the domain
meetings which provided interventions to the 9 pillars that anchor the summit.
OBSERVATIONS ON THE NPS
A. Independence


OBSERVATIONS ON THE PUBLIC.
A. Diverse Cultures

NPS is influenced by politicians at all levels

B. Training
 Not uniform, not adequate, not regular



B. Attitude


Uneducated | Poor | Corrupt

C. Ignorance


Public Unaware of Laws and
Policing
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C. Deployment
 An arbitrary exercise of favor | punishment

Cultures approach policing
differently

A Dignified World Class Police Service

D. Culture


D. Corruption

corruption | cover up | mistrust | -isms

E. Structure


 The Public is More Corrupt Than Police
E. Communication


Negative NPS Publicity | No Good Stories

F. Rule of Law

F.

Sensitization





Civic Education | Training | Community

separate | redundant | ineffective | wasteful

Illegal orders | indifference | criminality

G. Rigidity

G. Accountability


management | supervision | command



Public Does Not Believe NPS Can Reform

H. Welfare
 not favorable | not attractive
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Out of these observations stemmed 9 pillars on which the summit anchored. Under each pillar,
the things that ought to be addressed was highlighted.

A Dignified World Class Police Service

VI.

9 PILLARS

Organizational Structure

1. Organizational Structure
a)
Independence
Influence of County Commissioners vs. IG
b)
Unified Service
Command | Uniform | Training | Branding
c)
Structure
Disjointed | Redundant | ineffective |
Wasteful
d)
Section 40 of NPS Act
Hub of all NPS Administration and
Command
e)
NPSC
Roles are not clear between the NPSC and
the office of the IG.

Officer Safety and Wellness

2. Officer Safety and Wellness
a)
Recreation
Facilities | Sports & Games | Talents
b)
Rehabilitation
Alcoholism | Suicide | Counselling | Debrief
c)
Community Policing
Integration | Intelligence | Public Acceptance
d)
Time of Rest:
Annual leave | Shifts | Overtime
e)
Work Environment
Station | Exhibits Store | Vehicles | Kitting
f)
Medical and Health
Regulations | Disability | Police Hospital
g)
Gender
Sexual Harassment | Complaints Handling

Recruitment and Hiring
3. Recruitment and Hiring

18

Fairness and transparency - Independent Recruiting Firm | Merit Based.
Rule of law: -Adherence to Set Policies | Regulations
Cultural Diversity - Regional Balance | Home Area
Stop Recruitment- Build Existing Capacity | Redirect Funds
Gender- Balance | Sensitivity
Quality- Student’s Choice | Passionate Recruits
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III.
IV.
V.
VI.
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Compensation and Housing
4. Compensation and Housing
a)
Modern Police Housing
NPS Quarters | Renovation | Standards
b)
Public Private Partnership
Privately Owned NPS Quarters |
c)
Fairness | Transparency
Allocation | Transfers | Retirement | Death
d)
Housing Incentive
House Allowance | Mortgage | Cheap Loans
e)
Police land | Property
Grabbed | Repossession | Title Deed | Use
f)
Community Policing
Isolated Officers | Integration thro’ Housing
g)
Compensation
Harmonization | Competitive | Overtime
h)
Welfare Scheme

Independence
Political Insulation | Budget | County Set Up

b)

Policy Review
Harmonization | Clarity | Training

c)

Article 10 Constitution
Rule of Law | Accountability | Implement

d)

Gender
Balance | Complaints Management In & Out

b)

Capacity and Productivity

Efficient | Secure | Official Email Accounts
c)

One National Database | Network

Inter-Agency | Government of Kenya Funding |
Digitise Fines
d)

Information Centres at Station Level

Modern Stations | Training | Resources
e)

Expert Involvement

Recruit & Consult the Best | Private Sector

County Policing Authority

7. Service Delivery
a)
Place of Work
Placement | Standard Police Station. | Facilities
b)
Mode of Work
Service Charter | SOPs | SSOs | Work Hours |
Management and Supervision | Implement
c)
Proof of Work
Communications | Inspections | P. E | M & E |
Audits
d)
Customer Experience
Feedback | NPS Behaviour | NPS Results |
Partnerships

Review | Clarity | Funding | Implementation
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e)

Records | Access levels | CJS System | IC3

Service Delivery

6. Constitutional Policing
a)

a)

5. Technology Reforms
Comprehensive Digitisation

19

Constitutional Policing

Technology Reforms

A Dignified World Class Police Service

Training

Transfer and Deployment

8. Training
a)

a)

Curriculum

9. Transfer &Deployment
Applicable principles

Involve CHE | Professionalism | Service Oriented Tribalism | Nepotism | Corruption
b)
Rule of Law
b)
Types of training
Joint Basic | Regular | Specialized | Mentoring

Merit Based Placement | Accountability: -

c)

Favours | Punishments

Training Institutions

One Police Academy with Branches |

c)

d)

Forward Areas | Home Area | Career

Quality of trainers

NPS Experts | External | ToT | Line Manager

VII.

Posting

Progression

Key Note Addresses – Hon. Paul Koinange & Joseph Boinnet, MGH.

Hon. Koinange.
Hon. Koinange begins by introducing members of the house who serve in his committee on
Administration and Coordination of National Security Hon. Yusuf Mucheke Halima and Hon.
Edward Oku Kaunya.
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According to him, the problem is not planning, but the mindset that Kenyans have. If that is
changed then reforming the police will not be a problem. He then continues to outline that the
issue of Enhancing Trust and Legitimacy has been at the core of the house committee on
Administration and National Security and particularly himself serving as the chairman. He
makes reference to the recent trip they made as a committee to the US and he outlines the steps
his committee is taking to implement what they learnt. Among the proposals his committee
intend to make, top on the list is the issue of police officers’ housing. He looks to a possibility of
having the officers being given house allowances irrespective of rank, and also facilities such as
mortgages for them to own homes.

.
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Joseph Boinnet, MGH, NSC (AU) Inspector General of Police.
He starts by observing all protocol in salutations. He then states that the ultimate goal of his
office and the NPS at large is to build a service that offers a people centered service to the people
the police serve. He says, “… we consider reforms in police and transformation to be important
because of a number of things,
I)

II)

III)

We are very much alive to the new dispensation in our law which is the
Constitution of Kenya 2010 and are also alive to the fact that this is a new era not
the one we were in before. Before, it was them the public vs. us the police, but
now for us to attain what is known as 21st century policing; it must be a synergy
of effort between both sides of the divide. I must congratulate Mr. Kaguthi on his
role in sensitizing the public on the position that for us to be safe it has to be a
collective effort.
We are also alive to the dynamic changes in technology. I keep telling officers
that whatever you are doing, wherever you are, know that someone is watching
and most likely is recording what you are doing. Therefore, strive to do good
always.
The threats on security have also become dynamic .New threats have come up
and we therefore cannot offer the security services we offered in the past.

In view of the above, we have been struck with a duty to build a 21st century police officer. What
have we then done to ensure this?
The training program has been revamped. The last group went through a totally different
curriculum. The new modules included areas of training in

A Dignified World Class Police Service
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The aim of changing this curriculum is in order to create an officer that is fit to serve in the 21st
century. Also, Enhancing trust and legitimacy is the basic foundation for fostering a good
relationship between the police and the public. However one of the hallmarks of this process is
that the public must embrace this thing collectively and not just leave it to the police. The
president on Thursday will address many of the issues that have been raised in these forums and
I would not want to preempt any more than I already have. But brace yourselves, change is
coming, let us be patient and allow him to make the pronouncements. I am a firm believer in
what we are doing here and rest assured you have my full support. Thank you”
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 Technology
 Human Rights among others.

VIII.

The Legacy of Policing; Current Narrative

The afternoon session was round table discussions that were focused on the 9 topical issues.
Each topic had 2 tables discussing the same topic but with divergent views. Each group was
taken through the process on how to best understand their topic
At your table, have a dialogue on your topic





What do we understand under this topic?
What does it mean to us?
Why is it important to look into, for enhancing
trust and legitimacy?

1.

Staffing and Deployment

2.

Recruitment and Hiring

3.

Compensation and Housing

4.

Structure of Policing (Organizational Structure)

5.

Technology and Reform

6.

Service delivery & Community Policing

7.

Officer Safety and Wellness

8.

Constitutional policing

9.

Training

After a group understood their topics, each of them was tasked on reading the reports that were
available on their tables on what the current narrative was on the legacy of policing.

2. In trios have a conversation
about the Current Narrative? 15'
What is unclear?
What questions
do we have?
What is missing?

A Dignified World Class Police Service
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On your Table discuss
any questions or unclarities you have. 20'

Page

1. Read through the
report from the
domain meetings on
the current narrative
‘5

After each roundtable had understood each of their topics, was up to speed with the current
narrative as regards their topic and had clarified any issues they might have had, they were each
asked to
i.
ii.
iii.

Review the recommendation documents from the domain meetings ,
Discuss what would be /were the barriers that affected the police from the topics each of
the tables were discussing in relation to trust and legitimacy. And finally,
Note down the missing barriers.

This was to be done in trios within the group then collectively by the entire group. They were
then to record them on availed flipcharts as per the top barriers identified.
I. In Trios:
1. Review recommendations
2. Discuss: What are the
barriers affecting the police from our topic
3. Note down missing barriers



Trios share Barriers.

A Dignified World Class Police Service
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II. In The table Groups
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III. In the Table Groups:
A. Write Issues down on flipchart
B. Prioritize Barriers:
“What are the 3-5 Barriers that,
if removed would make the
biggest positive difference on
the topic?”
- everyone gets 3 dots to vote
C.  Select top 3-5 issues write
on Map

The top 3-5 barriers that came up from the current narrative & barriers session were then
transferred to a map that was on each of the tables.

As Is

Barriers to our Topic
Topic: _ Service Delivery & Community Policing_ _ _

Table: _ _ _ _ 6a _ _ _ _ _

Enhancing Trust and Legitimacy in Police

As Is

As will be

Action Steps & Measures

(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
Misunderstanding between the mandate
of community policing and ‘nyumba kumi

1.
Understaffing that makes it difficult to
standardize working hours

Lack of embracing community policing
causes the problem of overworking police
officers.

2.
3.

ID Cards, Community policing cards have
created a basis of corruption through
misuse of these cards
Lack of performance management system
for performance appraisal, monitoring and
evaluation of community policing activities

4.
VII. Creating a New Legacy in Policing: As Should

Time Travel:

 What should [your topic] look like 10 years from now?
3. On the table agree on the top 5 changes that will be in place and write them down on Map
A Dignified World Class Police Service
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2. Dialogue on the Changes you will see when police transformation is successful.
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1. Travel 10 years into the future 2028, imagine
that all the barriers in respect to your topic have been successfully removed.
All you were dreaming of and wished for back in 2018 has come to life.

The Groups were then required to view the situation as should be and then put in the action steps
towards how the situation should be.
Barriers to our Topic
Topic: _ Service Delivery & Community Policing_ _ _

As Is

Table: _ _ _ _ 6a _ _ _ _ _

Enhancing Trust and Legitimacy in Police

As Is

Action Steps & Measures

(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
Misunderstanding between the mandate
of community policing and ‘nyumba kumi

Understaffing that makes it difficult to
standardize working hours

Lack of embracing community policing
causes the problem of overworking police
officers.

ID Cards, Community policing cards have
created a basis of corruption through
misuse of these cards

Lack of performance management system
for performance appraisal, monitoring and
evaluation of community policing activities

As will be

1. Approve &Implement Com Policing Legislations

A one structured Community
policing

2. Enhance Capacity Building for officers

A force with uniform timings
and shifts for officers in each
station

3. Police to reside amongst the community by
providing house allowance and mortgages
4. Bride existing gaps between Community
Policing &’Nyumba Kumi’

House allowance and mortgage
facilities to all officers
irrespective of rank
A unified policy of both
‘Community Policing

5. Put in place a performance appraisal scheme
Officer transfer, promotion and
deployment are based on their
performance.

Page

25

After each group had completed and filled out each of their flipcharts, they were then required to
combine their work with that of their counterpart group and agree on the top 2 action steps out of
the 8-10 from both groups that they would present to the entire team at the summit.
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IX.

Creating a Culture of Trust- David Horsager, Trust Edge

David Horsager is the founder of the Trust Edge leadership Institute and the author of the best
seller ‘The Trust Edge’. He was introduced by the former Vision 2030 Chair, Mugo Kibati.
According to David, everything of value is built on trust. He then goes ahead to ask the question,
what is trust? In answering it, David starts by saying what trust isn’t. He says, trust is not just
confidence. Someone may have confidence in your ability to do something but that doesn’t mean
they necessarily trust you. Trust is much bigger than what we think.
Trust is therefore a confident belief in a person, product or organization. As trust increases,
every positive thing increases i.e. output, morale, retention, productivity, innovation, loyalty,
revenue among many others. Equally, with a growth in trust things such as costs, problems,
scepticism, attrition, time to market and stress all decrease. When trust is absent, scepticism and
suspicion erode relationships. It slows down the flow of ideas and ability to solve problems.
Everything takes longer when people cannot trust the actions and words of others. Work
Conditions in a climate of mistrust are stressful and unhealthy.

The Trust Outlook.
According to the study conducted, 85% of Kenyans studied stated that they would not follow a
leader they do not trust. Also, mistrust doubles the cost of doing business2
Another section of the trust outlook studies shows that 96% of the Kenyans studied would trust
their senior leaders more if they’d be more transparent about their mistakes. He asks a rhetorical
question that he gives an answer to.” You want to be trusted more? Be more transparent about
your mistakes.” He reiterates that 85% of Kenyans studied would not follow a leader they do not
trust.
In relation to the question on costs, David asks the audience… “What is lack of trust costing
you?” and many responses were received among them being, good relationships, family time,
legitimacy, money among other things. He then says that over 67% of Kenyans have been asked
for a bribe by a police officer. The trust in the police is so negligible that politicians and lawyers
are more trusted than the police. He then says to all the audience listening and more so to the
police, that lack of trust is your biggest expense.

2

John Whitney, Director for Quality Management, Columbia University.
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Having known what trust is and why it is important and what its absence means for an
individual, David goes ahead to align the pillars of trust.

X.

The Eight Pillars of Trust

Clarity
People tend to trust the clear and mistrust the ambiguous or overly complex. Clarity requires
honesty. With honesty comes the need to share your vision, your purpose and your expectations.
Once people have a good understanding of what you stand for, where you want to go and the role
they play in your vision, it is easier for them to trust your leadership. David then gives the
example of Trump and why he won.

 “…I’m going to build a wall…”
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 “…I’m going to make America Great Again…”
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“President Donald J.Trump won because he was clear. In a review by professionals on a 45
minute window each of the candidates had during a debate, they were asked to pick out what all
the candidates said. When they reviewed Hillary’s, nothing specific came could be picked out.
When they did the same for Berny, nothing could be picked out as well but when they did it for
trump, 2 things came out clear out of the 45 minute talk.”

These 2 were his top most priorities and if you have within your goals more than 3 priorities then
chances are you are never going to achieve all or any of them.”
One third of Kenyans said they were kept from accomplishing their daily goals by lack of clarity,
lack of trust in colleagues and lack of resources. Some of the clarity disasters highlighted in the
Trust Edge are horrific. For example, on November 30 2015, eight months after the Garissa
University Massacre, Strathmore University conducted a drill that involved dressing like the Al
Shabab militants and firing blanks. The drill was unknown to anyone save for the University
administration and the Lang’ata Police Station OCPD. In a bid to scamper for safety scores were
injured and one lost their life.

There are 3 keywords to clarity
A. How?

B. HOW?
C. HOW?
If you can answer the how question, then your plan is definitely clear. How are you going to get
there, how are you going to do what you are planning to do and the questions you ought to be
asking yourself for you to gain clarity.

Commitment
People believe in those who stand through diversity. In this instance actions definitely speak
louder than words. So if you say something matters to you, be prepared to show it to the people
whose trust you want. It can mean being determined and persistent and making it clear you will
see things through to the end. Link all those people who have made and impact in this life from
the great companies of this world, they all have one thing in common, they were committed over
and above themselves.
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You never build trust on an apology. After making a mistake, apologising doesn’t regain that
trust that was watered down, what does is to make a new commitment and keep to that
commitment. Try make a commitment and keep at it even when nobody is watching, people will
trust you. David goes ahead to give a story about his dad back in the day. He says,
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David says commitment needs commitment. If you want to be committed to something, then you
have to be committed to that commitment itself. He then asks, how do you build trust?

“One day , my Dad and I were driving on an off road in the farmlands over at the country side
where we used to live and there happened to be a heap of garbage on almost every corner of a
side way. So we would drive and pick them at each of the stops and at the near end of the road
we came by a garbage heap that had litter all over it, among the rubble was a playboy magazine
that my Dad had always told us never to read or have a look at it because he himself wouldn’t do
it. He picked it and slid over under the seat and we forgot about it. A couple days later, when
daddy was out in the garage trying to fix his parts, a call comes over and it needed him to attend
to it. More often than not, my mother would pick calls when Dad was out in the yard working but
this particularly needed his attention. So my mother called me and sent me to let Dad know that
he had a phone call. I set off since it was somewhat a long distance and from afar I stood in awe
at what I saw. Daddy bent over the car and under the seat and pulled out the play boy magazine
from underneath. Right there, with nobody watching him, he took the magazine, dint even take a
glance at it, walked to the burning furnace and threw it right inside and watched it burn.”
Do you think I trust my father? An absolute resounding YES! Why? He stood committed to the
oath and principle he had lived by and had brought us up by even when no one was watching.

Compassion
We often trust those who have intent over and above their own comfort and needs. We put faith
in those who care beyond themselves. Trust and the ability to show empathy go hand in hand.
David says there is a reason we still hear, “People do not care how much you know until they
know how much you care.”

Consistency
People love to see the little things done consistently. While all the pillars are important for
enhancing trust, failing to be consistent can undermine your efforts. Remember it is unlikely that
you will get one highly visible chance to be trusted. Instead, you will have thousands of small
ones. When you respond consistently, you will see the results build up over time.
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It is the little things done consistently that make the biggest difference. David then poses a
rhetorical question to the audience, “is it better to be trusted or to be trustworthy? He then says,
being trusted is good, but being 100% worthy of that trust is much better because if you are trust
worthy then it means you are true to the 8 pillars of Trust.
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“Atrophy is guaranteed without intentional action”
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Character
People notice those who do what’s right over what is easy. Character is a complex word. For our
purposes, let’s consider the town main components to be integrity and morality. With integrity,
you are being consistent with your thoughts, words and actions. Add that to a strong moral
compass and you are giving people someone they can trust.
“How often do we find ourselves saying to our children, especially when they are going out for
an activity without us, ‘HAVE FUN ’instead of ‘BE GOOD’? ” Whenever we find ourselves
saying this, it is best to accept that we have a problem.

Competency
People have confidence in those who stay relevant and capable through ongoing learning.
Whether it is a doctor performing surgery on you or the mechanic replacing your transmission,
you want to know they are competent and capable of doing their job. The same applies to you, if
you want people to trust you, make competency a priority.
David then says, “I don’t care if you have all the other 7 pillars of trust, if you are not competent
for a certain task, however much I would want to, I cannot trust you to do the job.”

Connection
People want to follow, buy from and be around friends. It is easier to trust a friend than a
stranger, so look for ways to engage with people and build relationships. You can start by
learning to ask great questions. Use these questions to connect with people, to find the common
ground you share. We find it easier to trust when we can connect in some area.
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People are encouraged by positive results in their work and life. By giving of yourself and your
talents, you are investing in others. And if you’re serious about making a difference, you need to
invest in the actions that will make your vision a reality, People trust those who actually do as
opposed to those who talk about doing. As a police officer, you have to contribute results. If you
are an officer in my neighbourhood ,If I’m not safe , I don’t care how much you say you are here
to protect me, if I am not safe then I cannot trust that you are here to protect me.
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Contribution

XI.

RECOMMENDATIONS & CONCLUSIONS FROM THE SUMMIT

The summit on enhancing trust and legitimacy in the National Police Service was a culmination
of 2 years of preparation and the following recommendations were made on the 9 pillars. These 9
pillars had been identified through focus group discussions during the domain meetings prior to
the summit. These recommendations were done as a result of a collaborative and consultative
process during the summit with input from members of the National Police Service, Civil
Society Organisations, Non Governmental Organisations, members of the public and all other
stakeholders. The recommendations are as a result of commitment and dedication from all the
facilitators and partners.
They are as follows;

1. STAFFING AND DEPLOYMENT
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Staffing is the managerial function of recruitment, selection, training, developing, promotion and
compensation of personnel. Staffing may be defined as the process of hiring and developing the
required personnel to fill in the various positions in the organization. Staff deployment is a
personnel activity to ensure that the labour of the organization would be continuously in an
optimal relation to the jobs and organizational structure.
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As Is
Action Steps &
&Measures
(= current reality,
Barriers)

As will be
(= Desired future state,
Proposed Changes)

1. Establish a vibrant HR committee to
oversee the strict adherence to the policies
regarding staffing and deployment

A service with strict adherence to
policies regarding staffing and
deployment

Lack of a professional Human resource
department to manage the NPS
personnel

2. Assess the HR department including
evaluating processes, procedures and staff
qualifications

A service with a professional HR
department

Use of traditional policing methods

3. Deploy skilled personnel to manage the
database for efficiency

There is corruption, Nepotism and
tribalism in Deployment

4. Establish a functioning centralized
electronic database

A service with effective and easily
accessible real time personnel data

There is lack of automation in personnel
data

Imbalance in staff deployment Vis a Vis
population and area coverage

Haphazard deployment without
considering individual skills and disregard
of specialization and skills

5. Conduct and assessment on population,
area coverage and security needs in order to
meet and justify deployment and assess the
skills available in the service

6. Institutionalize skill based deployment

Lack of protective gear and equipment

7. Budget for, procure and distribute
protective gears appropriately
Gender imbalance in service – women
are under represented

Competence based deployment based
on skills and knowledge

A service where officers have
protective gear and equipment

A service that adherence to the 30%
gender rule with equal opportunities
for advancement
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8. Adherence to affirmative action policy

Evenly distributed personnel as per the
area needs
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There is corruption, Nepotism and
tribalism in Deployment
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STAFFING AND DEPLOYMENT

i.

ii.

iii.

iv.

v.

Action Step:
2. Establishing a
functioning
centralized
electronic
database and
deploy skilled
personnel to
manage the
database for
efficiency.

Elect a chairperson who is skilled to
oversee the creation of the HR
committee
Recruiting skilled personnel from
the service to form part of the
committee and recruit from outside
as well
Training the recruited officers on
the existing staffing and deployment
policies and regulations
Inducting the personnel recruitment
on operalisation of the policies on
staffing and deployment
Develop/acquire infrastructure to
support the committee

Activities:
i.
ii.
iii.
iv.
v.
vi.
vii.
viii.
ix.

Development/Purchase of a
database software/hardware
Source personnel with suitable ICT
skills
Inventorise skills/knowledge/talent
within the service
Training of personnel
Continuous professional capacity
building
Data entry and verification
Develop a monitoring and
evaluating system
Prepare and disseminate biannual
reports to different stakeholders
Regular update of the data

Possible Obstacles:
i.
ii.
iii.
iv.

Budgetary
constraints
Bureaucracy
Corruption
Resistance
to
change/ushe
nzi mentality

Possible Obstacles:
i.
ii.

iii.

iv.

v.

Insufficient
funding
Technologic
al
obsolescenc
e
Risk of
malfunction
s
Risk of
deliberate
manipulatio
n of systems
Resistance
to change.

Key Stakeholders:
i.
ii.
iii.
iv.
v.
vi.

KEPSA
NPS
NPSC
CSOs
NGOs
Government

Key Stakeholders:
i.
ii.
iii.

iv.
v.

NPSC
NPS
KEPSA:
Microsoft,
IBM
Government
IPOA
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1. Establish a
vibrant HR
committee to
oversee the strict
adherence to the
policies regarding
staffing and
deployment

Activities:

Page

Action Step:
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STAFFING AND DEPLOYMENT
Action Step:
3. Adherence to
affirmative action
police

Activities:
i.
ii.
iii.
iv.

Sensitize the deployment
committee
Implement the policy
Audit/follow up on the
implementation
Review the policy
appropriately

Possible Obstacles:
i.
ii.
iii.

iv.
Action Step:
4. Budget, procure and
distribute gears/
equipment
appropriately.

Activities:
i.
ii.
iii.
iv.
v.
vi.
vii.

Budget allocation
Procurement/tendering
Identify requirement needs
Distribution/Allocation/Us
er training
Maintenance/repairs
Replacement or upgrades
Dispose appropriately

Political
interference
Resistance from
within
Lack of fall-back
measures
(enforcement
mechanism)
Corruption

Possible Obstacles:
i.
ii.
iii.
iv.
v.

vi.

Financial
constraints
Political
interference
Infrastructural
challenges
Logistical
challenges
Emerging
government
priorities hence
budget cuts
Technological
dynamics
Corruption

Key Stakeholders:
i.
ii.

iii.

Inspector
General
Deputy
inspector
general
Deployment
committees

Key Stakeholders:
i.
ii.

iii.

iv.

National
Treasury
Public
procurement
regulatory
authority
Internal
finance and
procurement
departments
Service
Quartermaster
(insurance
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This refers to the overall process of attracting, short listing, selecting and appointing suitable
candidates for jobs within an organization. The recruitment process is an important part of
human resource management. It is with proper strategic planning. Before organizations recruit
and hire they must implement proper staffing plans and forecasting to determine how many
people they will need. The basis of the forecast will be the annual budget of the organization and
the short- to long-term plans of the organization
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2. RECRUITMENT AND HIRING

Action Steps &
&Measures

As Is
(= current reality,
Barriers)

As will be
(= Desired future state,
Proposed Changes)

Conflict of interest where there is
external interference in the process of
recruitment and hiring

1. Digitize the process of recruitment

2. Have continuous reviews of the existing
remuneration and benefits packages

Poor remuneration and benefits

Lack of proper succession management
mechanism

3. Put proper succession management
mechanisms in place

4. Increased recruitment of female officers to
the service

Gender differences

Lack of proper vetting mechanism for
recruits during recruitment

A service that strictly adheres to strict
recruitment procedures

A service with competitive remuneration
and attractive benefits

There are proper succession
management mechanisms in place
based on merit and professional
standards

Adherence to the constitution on the
two thirds gender rule

5. Recruit officers based on merits,
competence and professional standards
A service with proper vetting
mechanisms during recruitment

High levels of Nepotism, Tribalism and
corruption

7. Employ sensitization programs using media,
barazas, school based programs, publications

Sensitization programs for potential
recruits
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etc
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Lack of sensitization programs for
potential recruits

6. Have strict recruitment procedures.
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RECRUITMENT AND HIRING

1. Digitalize the
recruitment
and hiring
process

Activities:
i.

ii.

Put in place strong IT
infrastructure within the
service
Develop the software
application

Possible Obstacles:
i.
ii.
iii.

Financial
Constraints
Lack of IT
infrastructure
Lack of
competent skills
in the service

Key Stakeholders:
i.
ii.

iii.
iv.

2. Continuous
review of the
remuneration
and benefits

Activities:
i.

ii.
iii.

Action Step:
3. Review the
existing laws
with a view
to enhance
punitive
measures to
culprits

Frequent negotiation
with SRC for issues of
salaries and allowances
Put in place mortgages
and car loans
Put in place
comprehensive medical
cover

Activities:
i.
ii.

iii.

iv.

Identify gaps in the anticorruption laws
Review the identified
gaps to enhance punitive
action against offenders
Strengthen multi-agency
approaches on
investigations
Develop and strengthen
various whistle blowing
mechanisms

Possible Obstacles:
i.
ii.

Controlled salary
scales by SRC
Financial
constraints

Key Stakeholders:
i.

ii.
iii.

Possible Obstacles:
i.
ii.
iii.
iv.

Lack of political
goodwill
Inadequate
funding
Lack of proper
implementation
Lack of
cooperation
amongst
agencies/stakehol
ders

SRC for approval
of salaries and
allowances
National treasury
for funding
NPSC for
negotiation with
SRC

Key Stakeholders:
i.

ii.

iii.

iv.

v.

Ministry of Interior
– come up with a
cabinet paper on
the proposals
EADC – to
identify challenges
on implementation
KLRC – to
undertake the
review with
stakeholders
Parliamentary
Committee on
Security – fine
tune suggestions
Page

Action Step:

National Treasury
– funding
Ministry of Interior
– budgetary
process
NPSC – policy
direction
Ministry of ICT
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Action Step:
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RECRUITMENT AND HIRING
Action Step:
4. Review the
transfer and
deployment
regulations to
streamline the
procedure and
remove the
ambiguities

Activities:
i.

ii.
iii.
iv.
v.

Undertake/carry out gap
analysis which hinders
implementation
Undertake the review
Carry out stakeholders
consultation
Develop the final draft for
ratification
The regulation must also
conform to the code of
regulation guiding all civil
servants

Possible Obstacles:
i.

ii.

iii.

Inadequate
funding to
implement the
regulations
Emergency
transfers before
the completion of
the mandatory
three years in one
location
Time factor – it
takes time to
review and
undertake
stakeholders’
consultation

Key Stakeholders:
i.

ii.

iii.

iv.

Ministry of
Interior – to
check on
conformity/le
gality to the
constitution
NPSC – to be
the lead
agency in the
review
NPS – to
examine
operations
and
conformity to
the supreme
law
OAG – to
examine
budget
implementatio
n

3. COMPENSATION AND HOUSING

Page

37

Compensation is a systematic approach to providing monetary value to employees in exchange
for work performed. Compensation may achieve several purposes assisting in recruitment, job
performance, and job satisfaction. Compensation is more than an employee’s regular paid wages.
It also includes many other types of wages and benefits. Different types of compensation
include: Base Pay, Commissions etc. Employer assisted housing is a program offered by an
employer to help employees acquire housing near their place of work. Through this arrangement,
the company gains employee loyalty and reliable attendance. The employee gains a higher
standard of living by access to a place of residence they would not be able to afford otherwise.
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Action Steps &
&Measures

As Is
(= current reality,
Barriers)

As will be
(= Desired future state,
Proposed Changes)

There is inadequate allocation of funds
to pay house allowance, commuter
allowance, risk allowances and overtime
for all police officers

Lack of NPS Housing policy

1. Parliament should increase NPS emolument
budgetary allocation

Provision of dignified ad adequate
housing for officers with a structured
procedure for management of housing

2. Develop and implement a housing policy
that allows for payment of a reasonable house
allowance

A service with competitive remuneration
and attractive benefits

Separation of officers from their families

3. Devolve security to counties and sub
counties

A service where officers work in their
home counties – close to their families

Lack of clear policies on employment

4. Train retiring officers

A service with clear job descriptions for
each role

Lack of sensitization and support of
retiring officers

5. Parliament should increase NPS emolument
budgetary allocation

Bureaucracy in reviewing of polices
salaries and allowances

Police officers are categorized as public
officers with no regard of their
specialized nature of work.

6. Delink NPS from categorization as public
officers

Improved processing of retirement
benefits and having an automated
system

A service where officers are motivated to
serve

A service where officers are adequately
remunerated and payment of overtime
allowances

Lack of land owned by the NPS
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7. Audit police land
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COMPENSATION AND HOUSING

i.
ii.
iii.
iv.
v.

Develop a training
manual
Conduct research
Identify trainers &
training centers
Partner with other
stakeholders
Carry out monitoring &
evaluation

Possible Obstacles:
i.
ii.
iii.

Funding
Capacity building
Willingness

Key Stakeholders:
i.

ii.
iii.

iv.
v.
Action Step:
2. Devolve
Security.

Activities:
i.
ii.
iii.
iv.

Formulate policies
Source personnel with
suitable ICT skills
Audit personnel as per
the county
Rationalization

Possible Obstacles:
i.
ii.
iii.

Resistance
Infrastructure
Finances/Funding

Key Stakeholders:
i.
ii.

iii.
iv.

v.

Action Step:
3. Develop a
NPS Housing
Policy.

Activities:
i.

ii.

iii.

iv.

Formation of an
inclusive committee
with clear terms of
reference
Committee to schedule
its activities and draw
up a budget
Committee to seek
ratification of its
schedule
Committee to collect
and combine its views

Possible Obstacles:
i.
ii.

iii.

iv.
v.

Lack of adequate
resources
Lack of goodwill
from stakeholders
(external and internal)
Inadequate
stakeholder
engagement
Failure to observe
timelines
Lack of
implementation
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Retirement
Benefits
Authority
Treasury
Ministry of
Education
(Kenya Institute
of Curriculum
Development)
NPSC
NPS

County
Government
National
Government
Administration
Officers
NPS
The
community/clan
s
The National
Assembly

Key Stakeholders:
i.

ii.

NPS –
Collection of
views,
validation,
implementation
NPSC – initiate
policy
development
process,
validate,
monitoring and
evaluation
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1. Training of
NPS Retirees

Activities:
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Action Step:

v.

vi.

vii.
viii.

ix.

Committee to compile
the first draft housing
policy
Committee to present
draft to stakeholders
and input new views
Zero draft to be
presented for validation
Draft policy to be
presented to AG’s
office
Launching and
implementation of the
policy

iii.

iv.

v.

vi.

vii.

i.

ii.

NPSC and Office of
the IG to initiate
dialogue with Ministry
of Devolution, AGs
Office, Cabinet Office,
NSAC to approve
delinking from public
service
Creation of a category
(Disciplined Services)
as a standalone entity
within the government

Possible Obstacles:
i.
ii.
iii.
iv.

Lack of goodwill from
stakeholders
Conflict with existing
government policies
Vested interests
Weak presentation of
facts

Key Stakeholders:
i.

ii.

iii.

iv.

Ministry of
Devolution –
parent ministry
of wider public
service
AGs office –
legal advice,
stakeholder
input
NSAC –
approval of
delinking
Cabinet Office
– drafting of
cabinet paper
for discussion
at cabinet
meeting
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5. Delinking from
Public Service.

Activities:
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Action Step:

Parliament –
lobby through
relevant
committee to
pass and funds
approval
Treasury – to
release funding
for the policy
Ministry of
Interior and
Coordination of
National
Government –
stakeholder
participation
Civil Society –
stakeholder
participation
AG’s office –
approval,
ratification of
the policy
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4. STRUCTURE OF POLICING
This refers to the activities carried out by police officers in order to preserve law and order

As Is

Action Steps &
&Measures

(= current reality,
Barriers)

As will be
(= Desired future state,
Proposed Changes)

1Implementation of policies and regulations

Lack of implementation of the set
policies and regulations for all police
officers

Timely achievement of the objectives set
for the police service

Lack of uniformity in training for serving
officers

Lack of unified command and control in
the service. An example can be having
three regional commanders in one
region.

There is duplication of roles in the
National Police Service Act leading to
lack of clearly defined roles in the service

2. Rationalization of the police service
Coherent policing framework

3. Overhaul of the traffic department

Police service to have a clear and unified
command structure

4. Having proper definition of roles in the
police service
Clearly defined roles for the KPS and the
NPS

5. Construct new and renovate the police
stations to enhance efficiency

Poor planning/Projection of the
structures.

Prudent management of police resources

7. Disband Internal Affairs Unit

Efficiency in conducting the police
operations
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Lack of harmonization in the functions of
the KPS and APS with respect to general
duties and operations

6. Competitive recruitment of Inspector General
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The police service lacks inter-service
transfers
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STRUCTURE OF POLICING
Action Step:
1. Disband Internal
Affairs Unit

Activities:
i.
ii.

iii.
iv.
v.

i.

ii.
iii.
iv.
v.

vi.
vii.

Amend/review the
security Laws
Amendment Act 2014
Constitute the
recruitment team
Develop criteria for
selection
Advertisement for the
position
Short listing and
vetting of the
applicants (should be
open)
Interview and
selection (open)
Submission of names
(3) to the president

ii.

iii.
iv.

Resistance to
change from the
officer
Lack of political
goodwill in
repealing section
87 of the NPS
Act 2011
Lack of capacity
by IPOA
Lack of adequate
funding

Possible Obstacles:
i.
ii.
iii.

Resistance to the
process
Lack of
transparency
Political
interference

i.

ii.
iii.

iv.

NPSC to
strengthen the
Human Resource
NPS for
redeployment
National
Assembly to
repeal the section
of the Act
IPOA- enhancing
trust

Key Stakeholders:
i.

ii.
iii.

iv.
v.

vi.

NPSCmandate/recruitme
nt
Parliamentmandate/powers
PresidentAppointing
authority
Media for
advertisement
NIS-Give
background
clearance
EACCLeadership and
integrity
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2. Competitive
recruitment of the
Inspector
General.

Activities:

i.

Key Stakeholders:
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Action Step:

Repeal the NPS Act
2011 (section 87)
Strengthen the human
resource department
to deal with
disciplinary issues.
Deal with disciplinary
issues
Redeploy the officers
from I.A.U
Build trust between
the National Police
Service and IPOA

Possible Obstacles:
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STRUCTURE OF POLICING
Action Step:
3. Proper
planning/projecti
on.

Activities:
i.

ii.
iii.
iv.
v.

challenges/needs
when it comes to
structure of the
service
Identify Prioritize the
needs
Develop strategies
Review Policies
Allocation of
resources

Possible Obstacles:
vi.

vii.
viii.
ix.
x.

xi.

Technical
capacitycompetency
Inadequacy of
resources
Political
interference
Inadequate
personnel
Selfish interests
(conflict of
interest)
Bureaucracies

Key Stakeholders:
viii.
ix.

x.
xi.
xii.

xiii.

xiv.

Action Step:
4. Implementation of
policies and
regulations

Activities:
i.

ii.

iii.
iv.

Develop
implementation
strategy
Establish secretariat
for policy
implementation
Operationalization
Monitoring and
evaluation

Possible Obstacles:
i.
ii.
iii.

Lack of technical
capacity/expertise
Resistance to
change
Inadequate
resources

NPS- for resource
mobilization
Political
Leadershipintegrate
Community for
sensitization
Civil Society for
partnership
Ministry
concerned with
interior-guidelines
International
community for
funding and
expertise
NPSC/IPOA

Key Stakeholders:
i.
ii.
iii.
iv.
v.

NPS
NPSC
IPOA
Community
Civil
society/Internation
al community

A Dignified World Class Police Service
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This refers to the application of scientific knowledge for practical purposes to bring about
changes in the National Police service for the purpose of improving processes and systems in
order to improve efficiency and overall performance.

43

5. TECHNOLOGY AND REFORMS

Action Steps &
&Measures

As Is
(= current reality,
Barriers)

As will be
(= Desired future state,
Proposed Changes)

Lack of proper mentoring and coaching
programs for ease of transition for all
police officers

Lack of political goodwill/corruption in
procurement where the procurement
officers are not the end users hence they
compromise on quality

Lack of up to date training and
equipment

Lack of technical capacity to implement
technological projects

1. Establish a robust staff development plan
to enhance technological capacity.

2. Involve experts and end users in
procurement of quality police equipment

Have a professional service with efficient
and effective structures that enhance the
utilization of technology

A transparent and inclusive procurement
process

3. Conduct continuous training on technology
and how to best use them

The police service should have fully
trained police officers with modernized
equipment

4. Embrace locally developed security systems
through crowd SRC of digital solutions.

Well established staff development plan
in enhancing technological capacity and
a clear succession plan cascaded to all
levels in the service

Lack of a monitoring and evaluation
systems

5. Implementation of the use of force
regulations

An effective and efficient monitoring and
evaluation system

Resistance to embrace technology. EG
use of radios and human resource
management software

People-centered policing where the
community is engaged in security
issues by giving input
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Negative attitude, indiscipline and
cultural barriers

7. Have a rule-based institutions where the staff
is selected based on merit and competence

Adequate budgetary allocation with
regards to technology and reforms
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Inadequate financial resources/
budgetary constraints

6. Establish a vote head to finance on
technology projects

A Dignified World Class Police Service

TECHNOLOGY AND REFORMS

i.

ii.

iii.

iv.

v.

Action Step:
2. Conduct
continuous
training on
technology
and how to
best use
them

Adopting of the
technology as an
NPS Strategic
objective.
Establish a
committee/director
ate to drive the
technology
strategy
Identify and
prioritize key
technological
projects
Prepare budgetary
proposals for
identified project
Establish links
with stakeholders
for financing

Activities:
i.
ii.
iii.
iv.
v.
vi.
vii.

viii.

Training needs
assessment
Benchmark
technology
Source experts to
train
Budgetary
allocation
Use alternative
revenue streams
Employ tech savvy
young people
Establish
structures that will
enhance utilization
of technology
Establish a robust
staff development
plan to enhance
technological
capacity

Possible Obstacles:
i.

ii.

iii.

Cost of
technology, the
equipment to be
procured are
expensive
Bureaucracies
(Lack of political
goodwill)
Lack of integrity

Possible Obstacles:
i.
ii.

Lack of good will
and ignorance
Bureaucracy at
the
MOICNG(Ministr
y of Interior and
Coordination of
National
Government)
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Key Stakeholders:
The stakeholders will help in
lobbying of funds, policy
formation, funding and expertise
i.
ii.
iii.
iv.
v.

NPS
National Treasury
Ministry of Interior
Donors
Parliament

Key Stakeholders:
i.
ii.
iii.
iv.
v.

MOICNG
NPS-Inspector General
Community
National treasury
NPSC
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1. Establish a
vote head to
finance on
technology
projects

Activities:
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Action Step:

TECHNOLOGY AND REFORMS
Action Step:
3. Embrace
locally
developed
security
systems
through
crowd
sourcing of
digital
solutions

Activities:
i.

ii.

iii.

iv.
Action Step:
4. Establish
structures that
enhance
utilization of
technology.

Shared ownership
of design and
policing agenda
Establish
structures that will
enhance locally
developed security
systems
Motivating
developers to
innovate digital
policing solutions
Involve experts
and end-users

Activities:
i.

ii.
iii.
iv.

v.

Establish a
Directorate on
technology at
NPS
Establish a
national database
Identify
competent staff
Develop a policy
to guide on
utilization of
technology in
police operations
Establish a robust
staff development
and retention

Possible Obstacles:
i.
ii.
iii.
iv.

Resistance to
change
Ignorance by the
service members
Bureaucracy
Lack of a data
network

Possible Obstacles:
i.
ii.
iii.

iv.
v.
vi.

Lack of trained
personnel
Resistance to
change
Insufficient
funds/budget
allocation
Lack of data
networks
Lack of electricity
in some stations
Staff turnover

Key Stakeholders:
i.
ii.
iii.
iv.

ICT Authority
Community
NPS- Inspector General
Telecommunication
companies

Key Stakeholders:
i.
ii.
iii.
iv.
v.
vi.

National treasury
Ministry of Interior
Donors and other
stakeholders
Internal/External
stakeholders
ICT Ministry
Telecommunication
companies

A Dignified World Class Police Service
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Public services need to be delivered with integrity, centred around citizens, and responsive to
their needs, particularly the needs of the most vulnerable. Many components must come together
for effective and efficient service delivery. Community Policing is an approach to policing that
recognizes the independence and shared responsibility of the Police and the Community in
ensuring a safe and secure environment for all citizens.
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6. SERVICE DELIVERY AND COMMUNITY POLICING

Action Steps &
&Measures

As Is

As will be
(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
Lack of sensitization on existing laws to
the members of the public for all police
officers
There is a misunderstanding on the
mandate of nyumba kumi and
community policing and what roles each
play
Police officers are overworked due to
understaffing which leads to inefficiency
in service delivery
Misuse of the community policing
Identification cards which hinders
implementation of the process of
community policing
Lack of performance management
systems for performance appraisal,
monitoring and evaluation of the
community policing

1. Having a cultural training aimed at orienting
the police service and the community towards
attitude change

2. Bridging the existing gaps in community
policing/ nyumba kumi

3. Review of the police compensations
package to match with that of the Kenya
Defense Forces and National Intelligence
Service

4. Approve and implement the community
policing legislations

Negative competition between the
policing agencies and the government.

5. Training and sensitizing the police and the
public on values

Members of the police service have a silo
mentality to operations

6. Deliberate engagement and capacity
building of the community members by the
police in addressing their security felt needs

Lack of strategic partnerships

Lack of complete formations to respond
to emerging issues.EG human trafficking,
drugs etc

7. The police to reside among the public
housing allowance/ mortgage)

There is teamwork between the county
policing Authority, committees and
nyumba kumi

Officer compensated the same way as
their contemporaries i.e. Kenya Defense
Forces and National Intelligence Security

In future, there will be informed citizens
who are willing to participate in security
management

A police service that is founded on the
rule of law, professionalism and global
best practices
ACTION STEPS
A police service that is founded on the
rule of law, professionalism and global
best practices
ACTION STEPS
A service that will embrace
collaborations between the police and
the community based on trust

A police service that is responsive and
empathetic to the communities’ security
felt needs

Having the NPS members living within
the society and not in isolation
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Deployment of officers at their counties

A vibrant, well-structured and active
community policing systems
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SERVICE DELIVERY AND COMMUNITY POLICING

i.

ii.

iii.

iv.
v.

Conduct a training needs
assessment for the police
and community
Identify trainers,
budgetary provision,
allocate time and venue
Commence workshops,
seminars and
sensitizations
Create awareness for the
public
Continuous engagement
with other stakeholders
in security

Possible Obstacles:
i.
ii.

iii.
iv.
v.
vi.

Poor budgetary
allocation
Negative attitude
from all the
stakeholders
Resistance to
change
Training is not put
as a priority
Competition
amongst agencies
Lack of/unwilling
partnerships and
political goodwill

Key Stakeholders:
i.

ii.

iii.

iv.

v.
vi.

vii.

viii.

Police- dialogue
and community
involvement
Citizenawareness and
partnerships
Religious
organizationsawareness
MDAs- joint
identification
and solving of
issues
CSU- facilitate
our training
Human rights
watchers- keep
check/accountab
ility
PoliticiansLegislature and
political
goodwill
Schools etcRole
models/positive
awareness
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1. Train and
sensitize the
community
and the police
on cultural
orientation
for attitude
change

Activities:
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Action Step:
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SERVICE DELIVERY AND COMMUNITY POLICING

Action Step:
3. Police reside
amongst the
public and
not in
isolation

i.

The interior and NGC CS
to approve the existing
national draft document
ii.
Implementation by the
various stakeholders after
circulation to all intended
stakeholders: HOW?
 Seek donor funding through
proposal documents
requests
 Budgetary proposals to
treasury
 Private/public partnerships
in document
production/distribution
iii.
Resource facilitation to
enable implementation of the
approved document: HOW?
 Seek donor funding
through proposal
documents requests
 Budgetary proposals
to treasury
 3Private/public
partnerships in
document
production/distributi
on
Activities:
i.
ii.

iii.

House mortgage allowances
enhancement
Government to build low
costs police houses within a
given community through
public/private partnerships
Police-Public joint
activities e.g. games,
mentorship classes to
inculcate good relationships
between the two.

Possible Obstacles:
i.
ii.

iii.

iv.

Lack of political
goodwill
Lack of public
goodwill due to
conflict of
interest
Lack of
adequate/reliable
information
Lack of adequate
funds

Key Stakeholders:
i.
ii.

iii.

iv.

v.

Possible Obstacles:
i.

ii.
iii.
iv.

Suspicion
between the
police and public
Negative attitude
Lack of funds
Corruption
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Treasury for
funding
Ministry of
interior to
enhance the
document
implementation
Citizens to
sensitize through
CP forums and
sharing
information with
the police as
well as checks
and balances on
accountability
Police to
implement the
process
NGOs, CBOs,
FBOs

Key Stakeholders:
i.

ii.

iii.
iv.

Donors such as
the government
and NGOs
Private sectorfunding and
sensitization
CitizensParticipation
Police-cooperate
and coordinate
the activities
participation
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2. Approve and
implement
existing
policy drafts
on
community
policing.

Activities:
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Action Step:

v.

vi.

Action Step:
4. Deliberate
engagement of
community
members by the
police in
addressing their
security felt needs.

Activities:
i.

ii.
iii.
iv.
v.

vi.

vii.

Training together and
engaging in joint
activities
Mapping out stakeholders
Joint identification of felt
needs
Identify collaborative
activities and avenues
Jointly identifying the
causal factors of security
problems
Positioning the
importance of the police
in the community
Civic education

Possible Obstacles:
i.

ii.
iii.
iv.
v.
vi.

Resentment and
resistance to
change
Inadequate
funding
Non-prioritizing
of the process
Negative attitude
and perception
Lack of
volunteerism
Unwillingness of
the public to
participate in
enhancing the
trust

Civil Society –
stakeholder
participation
AG’s office –
approval,
ratification of
the policy

Key Stakeholders:
i.

ii.

iii.

iv.

v.

vi.

vii.
viii.

Police- identify
and map
partners
CSO- funding
activities and
partnerships
CitizensParticipation in
all activities
FBOs- civic
education and
participation
MDAs- Sharing
experiences and
partner
Judiciary- Legal
interpretation
/participation
Schools and
colleges
Media- sharing
the positive
narrative of the
police

A Dignified World Class Police Service
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Safety describes policies and procedures in place to ensure the safety and health of officers
within a workplace. It involves hazard identification and control and ongoing safety training and
education for officers. Workplace wellness relates to all aspects of working life, from the quality
and safety of the physical environment, to how officers feel about their work, their working
environment, the climate at work and work organization. The officers who protect the public
must also be protected-against incapacitating physical, mental, and emotional health problems as
well as against the hazards of their job.
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7. OFFICER SAFETY & WELLNESS

Action Steps &
&Measures

As Is

As will be
(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
There is failure to consider officers’
families when making decisions about
safety & wellness

Officer safety is inadequate (equipment,
bio hazards, CCTV, etc.)

There is no officer support system
(evacuations, response, briefs, &
debriefs)

1. The family aspect should be anchored in
law & policy
2. Purchase modern equipment and provide
modern training

3. We should carry out security surveys in a
police station to establish physical & technical
needs

Officers are given wrong placement
based on their skills

We will employ family focused wellness
of officers to work in all areas
(deployment, transfers, retirement, etc

We will have well-trained, equipped
police officers who are tech-savvy and
modern
There will be secure & modern police
stations that instill confidence

We will have informed (knowledgeable)
police officers

4. There should be a training curriculum
that includes officers’ safety & wellness
We will have state of the art recreation
& housing facilities

Bureaucracy gets in the way of safety
and wellness

There are limited resources to run the
agenda.

There is a lack of awareness of the
current wellness programs available

6. There should be a training curriculum that
includes officers’ safety & wellness

7. The National Police Service Commission
should develop policies on officers’ wellness &
safety (recreation)

We will have an efficient and productive
workforce

Officers will have easy access to facilities
& services offered

Police Officers will be well remunerated
and they will be comfortable, secure and
well motivated

There will be well coordinated police
operations and therefore less
police/public casualties
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There is lack of privacy allowed for police
officers and their families which causes
insecurity and tension
There is a lack of guidelines and
regulations on recreation and wellness
issues

5. There should be adequate funding by the
government
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OFFICER SAFETY & WELLNESS

i.

ii.
iii.
iv.
v.
vi.

Action Step:
2. The family
aspect should
be anchored
in law and
policy.

Activities:
i.

ii.

iii.

iv.

Action Step:
3. Training
curriculum

Harmonize the pay of
police officers with other
security agencies (Kenya
Defence Forces, NIS)
Review and increase
salaries every four years
Housing/mortgage
allowance
Commuter allowance
Car loan
Review hardship
allowance

It should be mandatory
for every police officer to
have spouse(s)/children
captured in the system
We should fully
implement the transfer
policy, promotions,
welfare and housing
policies
We should encourage
cohesion of families of
police officers (team
building, fun days,
mentorship, etc.)
There should be
professional counselling
for all officers and family
members

Activities:
i.

NPS to review the current
curriculum to identify
and come up with
recommendations in

Possible Obstacles:
i.
ii.
iii.

iv.
v.

vi.

Budgetary
constraints
Lack of political
will
Inadequate/poor
implementation of
policies
Misappropriation
Budgetary
priorities/misplace
d interests
Resistance from
other security
agencies

Possible Obstacles:
i.

ii.

iii.
iv.
v.

Failure of police
officers to provide
crucial
information/ignora
nce
Bureaucracy and
rigidity, including
cultural beliefs
Mistrust
Funding/legal
framework
Lack of political
goodwill

Key Stakeholders:
i.
ii.
iii.
iv.

v.
vi.

Key Stakeholders:
i.
ii.

iii.

iv.

v.
vi.
vii.
viii.
Possible Obstacles:
i.

Lack of goodwill
from the
stakeholders
involved
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Treasury –
funding
NSPC – policies
NPS –
implementation
Private sector –
build houses for
mortgage
Civil society –
lobby, advocate
IPOA/IAU/Parli
ament/Auditor
General –
accounting

Police officers –
sensitization
NPS –
implementation
of the policies
and gaps
identification
NPSC – ensure
policies are in
place
National
Assembly –
legislation
IPOA/IAU –
Accountability
Treasury
Interior Ministry
Family members
(sensitization)

Key Stakeholders:
i.

National Police
Service –
initiates the
process and
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1. Review
remuneration
in line with
current living
standards

Activities:

Page

Action Step:

conjunction with the
National Police Service
Commission, Kenya
Institute of Curriculum
Development, Institute of
Human Resource
Management,
Universities (Kenyatta
University, Strathmore,
etc.) and international
partners (International
Justice Mission,
UNODC, etc.)
Develop a policy
document on training

ii.

ii.
iii.

Budgetary
constraints
Failure to
implement the
recommendations

ii.

iii.

iv.
v.

vi.

i.

ii.

iii.

iv.

NPS needs to create a
budget estimate from the
lower level upwards
NPS to engage the CS
Interior on lobbying the
treasury for funding
Treasury to make
estimates and take to
parliament for approval
The CS Interior to
engage parliamentary
security committee to
lobby for approval of the
estimated budget as
brought by treasury

Possible Obstacles:
i.
ii.

iii.
iv.

Lack of political
good will
Budgetary
constraint by the
government
Poor budgetary
estimates
Misappropriation
of funds by NPS

Key Stakeholders:
i.

ii.

iii.

iv.
v.

National Police
Service - initiate
by creating
budgetary
estimates
National Police
Service
Commission –
assist in lobbying
CS Interior –
lobbying treasury
& parliament
committee
Treasury CS –
budget allocation
Parliament –
approves/adjusts
budget
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4. Adequate
Funding by
the
Government.

Activities:
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Action Step:

implements it
National Police
Service
Commission –
Review and preapprove
Kenya Institute
of Curriculum
Development –
curriculum
review &
development
IHRM – Expert
advisers
Universities –
Curriculum
review and
development
International
partners –
provide expertise
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8. CONSTITUTIONAL POLICING

Page

54

Constitutional policing is legal policing—that is, policing that operates within the parameters set
by the Kenyan constitution and has to be spelled out in greater detail what the text of the
constitution means in terms of the everyday practices of policing. Constitutional policing ensures
that law enforcement officers treat everyone fairly and impartially. Constitutional policing
operates within the boundaries set by the Constitution, court decisions, laws, and regulations.
Correct constitutional policing is more than just policies that hold up in court.
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Action Steps &
&Measures

As Is

As will be
(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
There is resistance to change

1. We need sensitization and continuous
trainings on laws and regulations amongst the
officers and public

There is failure to adhere to laws,
regulations and policies amongst the
police services

The infrastructure of National Police
Service is not accommodating to women

There is a fear of accountability as well
as poor accountability mechanisms
within the National Police Service

2. There needs to be adherence and
compliance policies in regards to rules and
regulations

There will be improved service delivery
that meets the expectations of citizens

We will have a highly motivated and
professional police service that are
compliant to the law, accountable, and
trusted by the public

3. We should improve terms and conditions of
service
We will have a harmonized and
integrated work environment

4. We should develop and implement
accountability mechanisms for the National
Police Service

There is corruption in the service

We will have informed (knowledgeable)
police officers

5. There needs to be adherence and compliance
policies in regards to rules and regulations
There is competing interest between
National Police Service Commission and
National Police Service in regard to
human resource management issues
There are inefficient monitoring and
evaluation systems to evaluate police
performance
There is a lack of knowledge of existing
laws and procedures amongst National
Police Service and the public

6. There should be goodwill, support and
commitment from top leadership

7. We should develop and implement
performance management systems

We will have harmonized laws, rules and
responsibilities among security agencies
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8. We need sensitization and continuous
trainings on laws and regulations amongst the
officers and public

There will be mechanisms to measure
police performance
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There is a conflict amongst laws; we
need harmony between the National
Police Service Act, NGAO Act, &
Executive Order # 3

We will have efficient and effective
multi-agency collaborations
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CONSTITUTIONAL POLICING
Action Step:
1. Develop &
Implement
Accountability
Mechanisms
for NPS

Activities:
i.

ii.

iii.

iv.
v.
vi.

i.

ii.

iii.
iv.

v.

Develop and implement
national policing policy
and strategy
Develop and implement
performance contract for
IR, DIG’s & DCI
Engage the community
in #1-3
Develop and implement
performance appraisal
systems and tools for
NPS
Use ICT in performance
evaluation for NPS

ii.

iii.
iv.

v.
vi.

Insufficient
allocation of
resources to
facilitate
Lack of good
will (resistance
to change)
Lack of
motivation
Lack of
appropriate
infrastructure
Manipulation of
report
Lack of
complaint
management
skills

Possible Obstacles:
i.
ii.
iii.
iv.

Lack of skilled
personnel
Resistance to
change
Failure to
implement
Lack of
resources

i.

ii.

iii.

iv.
v.
vi.
vii.

Treasury – finance
provision
(budgeting)
Legislators – lobby
through national
parliamentary
security committee
NPS – Buy in and
embracing of
reforms
Executive – lobby
for good will
Public – buy in and
feedback
CSO’s – lobby and
support
IPOA and
Constitutional
Commissions –
sensitize

Key Stakeholders:
i.
ii.
iii.
iv.

ICT Ministry –
lobby
NPS – buy in
Treasury – lobby
Public – buy in)
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2. Develop &
Implement
Performance
Management
Systems for
NPS

Activities:

i.

Key Stakeholders:
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Action Step:

Develop and implement
routine checks on day to
day activities by
supervisors
Monitoring and
evaluation; design
database/electronic
system for monitoring
Commanders should
conduct routine/random
checks on police records
Mainstream feedback
channels on complaints
Develop and implement
clear job descriptions
Carry out continuous
training on duties &
responsibilities

Possible Obstacles:
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CONSTITUTIONAL POLICING

iii.
iv.

v.
vi.
vii.
viii.

ix.

x.

Regular increment of
salaries & allowances
Provision of modern
operational
equipment
Provision of single
occupancy housing
Build modern police
stations
Provision of psychosocial support
Review and improve
life insurance and
medical cover
Review transfer and
deployment
regulation of police
officers deployed in
hardship areas
Improve redress
mechanism

Possible Obstacles:
iv.
v.
vi.

vii.
viii.

ix.

x.

Limited
resources
Lack of political
will
Lack of salary
review
framework
Financial
impropriety
Limiting culture
and lack of clear
policy
framework for
provision of
psychosocial
services
Nepotism and
corruption on
transfer and
deployment
Lack of
awareness of
redress
mechanism

Key Stakeholders:
vii.
viii.
ix.
x.
xi.
xii.

NPS & NPSC – originate
and implement
SRC – salary and
allowance review
Treasury – funding
Ministry of interior –
policy
IAU & IPOA – oversight
Parliament – legislation
and oversight
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3. Improve
Terms and
Conditions
of Service

Activities:

Page

Action Step:
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CONSTITUTIONAL POLICING
Action Step:
4. Adherence
and
Compliance
to Policies,
Rules and
Regulations.

Activities:
i.

ii.

iii.
iv.

v.

Develop relevant
laws, policies and
regulations
Awareness
creation and
sensitization
Enhancing
accessibility
Monitoring and
ensuring
compliance
Constant review
of the laws,
policies and
regulations

Possible Obstacles:
i.
ii.
iii.
iv.

Limited resources
Negative attitude
Resistance to
reforms
Bureaucratic red
tape in review and
development of
laws, policies and
regulations

Key Stakeholders:
i.

ii.

iii.

iv.

v.
vi.

vii.

viii.

NPS & NPSC –
originate, implement,
monitoring and
review
Ministry of Interior –
policy discretion and
monitoring
Parliament –
legislation and
oversight
Civil Society –
monitoring, proposal
and funding
Public – feedback,
monitoring
Policing Oversight
Bodies – monitoring
and compliance
Criminal Justice
System – monitoring
and implementation
Treasury – funding
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Training is a program that helps employees to learn specific knowledge or skills to improve
performance in their current roles. Development is more expansive and focuses on employee
growth and future performance, rather than immediate job role.Employee training is a program
that is designed to increase the technical skills, knowledge, efficiency, and value creation to do
any specific job in a much better way. Training increases the needed skill set and helps in
development of an employee as well as overall growth of the organization. Training is necessary
to keep the employees updated with the latest trends and technologies that are needed to survive
in this competitive environment. Employee training is equally essential for the new as well as the
old employees. It allows the new employees to get familiar with their jobs and enhance their job
related skills and knowledge.
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9. TRAINING

A Dignified World Class Police Service

Action Steps &
&Measures

As Is

As will be
(= Desired future state,
Proposed Changes)

(= current reality,
Barriers)
1. We need proper use of available training
funds and to avoid misappropriation

There are limited resources

There is a lack of training facilities and an
underutilization of current facilities

2. We should revamp & modernize the
existing training facilities

There will be an adequate budget and
availability of human resources for
training
There will be fully operational and
modern police training college facilities
at regional and county levels.

We will have structured and uniform
training across all ranks
Trainees come into training at different
entry levels

3. We should enhance security
education/vigilance awareness for both the
police and the public

Members of the public and police
officers alike receive little security
education

4. We need structural recognition of individual
efforts & to encourage innovation
Officers have a lack of passion for their
work

We will employ experienced/retired
officers as trainers

5 We should utilize retired police officers in
training process

6. There needs to be clear career progression
for trainers

We will use clustered training programs

We will have professional trainers.

We will establish an international
research center.
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There is poor selection and improper
placement of trainers

We will have committed and motivated
police officers

Page

Tribalism, nepotism and other kinds of
favoritism are key components in
selection process of participants

We will have well informed police
officers and members of the public on
security education

A Dignified World Class Police Service

TRAINING
Action Step:
1. Career
Progression for
Trainers

Activities:
i.

ii.

iii.
iv.

Action Step:
4. Enhance
security
education and
vigilance
awareness
training of
police and
public.

i.

Have a commercial
division
ii.
Cost sharing
iii.
Negotiate for more
budgetary allocation
iv.
Appropriation in aid to
fund training
v.
Engage donors and
sponsors
Activities:
i.

ii.
iii.

iv.

Radio and TV programs
(both faith based and
mainstream media/social
media)
Printing of books
Collaboration with
existing social structures
(schools, mosques,
churches)
Joint community service
activities by police and
public

ii.

iii.

iv.

Resistance to
change
Nepotism,
biasness, and
favouritism
Institutional
interference
through
transfers
Lack of
policies

Possible Obstacles:
i.

Bureaucracy in
government
procedures
ii.
Lack of
mandate of the
training
institutions
iii.
No guiding
policies
Possible Obstacles:
i.
ii.

iii.

iv.
v.

Lack of funds
Lack of
goodwill from
stakeholders
Cultural and
faith based
restrictions
Suspicion
Negative
perception

i.
ii.
iii.

Government
NPS
Other Training
Institutions

Key Stakeholders:
i.
ii.
iii.
iv.
v.

Government
NGOs
Donors
Public
Trainees

Key Stakeholders:
i.
ii.
iii.
iv.
v.
vi.
vii.

Media houses
Faith based
organizations
NGOs
Ministry of
education
Publishers
Community based
organizations
County government
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2. Proper funding
and equipping
of training
institutions.

Activities:

i.

Key Stakeholders:

Page

Action Step:

Identify and select
qualified trainers through
a competitive process
Partner with other higher
learning institutions to
develop the trainers
Develop a scheme of
service for trainers
Retention program for
trainers

Possible Obstacles:

A Dignified World Class Police Service

TRAINING

i.
ii.
iii.

iv.

Modernizing
ICT Compliant
Partnering with other
police training
institutions to implement
lessons
Setting up well-equipped
library & resource
centres

Possible Obstacles:
i.
ii.
iii.
iv.

Funding
Bureaucracy
Corruption
Lack of good
will

Key Stakeholders:
i.
ii.
iii.
iv.
v.
vi.
vii.

Technology partners
Publishers
Ministry/policy
makers
Educational
institutions
Community
NGOs
Faith based
organization
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5. Revamp and
modernize the
existing
training
facilities.

Activities:

Page

Action Step:
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