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b tra t 

10 he t inmcnt of p liti al independtn e in 19o3. the Publi ervi in en)a ha 

ntinued t pi . pi tal k in the d li\'ery of en i e t the pub I i . Human Rc our 

tan m nt ha be n at th ~; ntre f a tivities geared oward better performance and 

li\ el') of r\ 1ce to the public. In pursuit of thi . the Ken) a Publi en i ha 

in the management of hum n re our . The need for th e 

r fi rm ,., 1. nc c itated b) c mplaint over corruption. bureau ra ) (red-tape). sl '' s n 1 e 

d li\ery. inctficicn ) and hi0 h c arising from the bloated publi en ice. 

part of tht! e reforms. the Kenya o emment has on idered ou ur mg some Human 

R ource , lanagcmcnt fun tion in order to addres the abo\e om plain . It i for thi rea on 

th t this research ' as conducted " ith the main objecti of determining the c, t m to which 

the outsourci ng of Human Resource lanagement fun tion ha been undertaken b) the 

enya Public en i e. tudies done earlier on the subject ha e focu ed mainl) on the pn at 

e tor and 1gnored thc publi ervi e in Kenya. 

This ''a a cen us urve targeted a[ the 29 Kenya Government ministrie headquartered at 

airobi. urve) data wa collected \! ith the aid of a que tionnairc '"hich had both open and 

clo ed-ended questions. The questionnaire \\aS dropped and pi ked !at r from the 

rc p nden who \\ere officers in charge of Human Resourc fanagement in 1h ir respecli e 

ministrie . To i t in the presentation of the large mount of dat P . a statisucal 

sofu are package. "'as u ed to aJculate the percentage . requencie and proportions. 

IX 



The tinding of the study '' re that on a\'~ra;;e. ~ 4.-% of the ministries out ource om of 

their HR I fun ti n \\hile the remaining 4:.:~ o of the mini trie · do not. Go,ernrncm poli ) 

nd th n d f; r ontidentialit~ ''~rc the! main a t rs ''hen de iding on '' hether to out ource 

me fiR , I fun\;tions . 

The limil!ltion f this stud> ''a that the surve) co ered Kenya Go,ernment linistnc; - nl~ 

lea\ ing out the tate orporations. The results may ha' e be n more nclu he had II 

Gov~:rnment organizations been studied. [t is recommended that r arch be undertaken to 

determine the extent of outsourcing of HR..\1 functions in enya · s state corporations/ 

parasraral . 

X 



h TR 0 Tl 

1.1 

.. l-10\'• \\dl an~ ounrry survives in this global econom~ depends squarel) on the p rforman 

of its organization -both private and public. Ultimate!~ e\ Cl) ocie[} \' ealth and \\ellbeing 

come from it or._!anizations. ''hich prO\ ide the job. produ t and services needed to sustain 

a modern indu trial or po t industrial nation. 8} elling more goods and ervices on 

international markets. nation are able to earn more "ca lth for the societies and in time 

1mpro e the tandard of li ing, for their citizen!>. irtuall) evel) major advan e of thi 

century come from an organization, either private public or ia cooperation of the two." 

(\\'enhcr& Davis. 1993) Pg.6 

Human Resource lanagement (HR I) is a kej subje t in the sense that it involves the 

management of people. T son and York. (2005) ha e i ' ed Huma Re ource 1 1anagcment 

{HR 'v1) as a tenn \ hich stre e the de elopment of people as a ets rather than their control 

as costs and places people management at the strategic hcan or business learn mg. 

The preoccupation of most organizations v hether private or public ha been more profit, 

greater cost redu tion and more efficienc •. 

Human Resource \lfanagemen (HR 1) is li ing in a' orld faced with unprecedented d) nami 

en ironment brought about b) technological advancements. social alterations, economic 

influences and political pressures 

DeCenzo and Robbins. (1988) suggest that HR1 1 ha become more po"erful. This can be 

target. attributed to such factors as in reasing labour co ts concerns for impro ing worker 



p earch ~ r compensation plan that mot hate. and the need for interpreting and 

impl mentin_ :: ' mment' Ia'' and r gulation . The~· further argue th t be! au c of HR, f' 

0 TO\\ing im rtan~e. nior e. e uti\eS in organizalion in ludino 

be ri ing ut of th~: HR department l h ad their organizati ns 

) ' ill in reasingl) 

Ou urcing or contracung out ha been identilied by ome auth rs including Des ler. (2004) 

as one of the option a\ailable to or;::.anizati n that are tri\ ing to reduce c 

effici n ). 

nd increase 

HRM can b an enonnousl · paper-intensi e proc,e s. For example. just recruiting and hiring 

an employee might require a 'otice of Available Position. dvertising. all for employment 

application. lm itation for imervie' . igning of emplo ment agreemen4 hiring form, 

Emplo;ee ba kground etting and so on. All these paperwork invol es per onnel mone. 

time and inconvenience of orne on. 

1.2 The oncept f ut ourcing 

Gone are the days wht:n organizations creat d products at home and shipped them abroad ··as 

is". Manager arc increasingly becoming a\ are of the need to think global!. and act locall . 

hat imperati e requires them to mo e people ideas, products. and infonnation around the 

world to meet local needs. I rich. ( 199 ) advis s that managers must be more literate in the 

\i ay of internal ustomcrs. commerce and competition than before. Globalizarion requires 

that organiz tions in rease their ability to learn and c llaborate and to manage diversit). 

comple.xit). and ambiguit in the business en\ ironment. \1any organizations are e aluating 

Lheir human resource and labor costs in the context of available technologies based on the 



the ry hat pr u ts and scn.t e c3n be delhercd m re ctfe ivcly through an optimal 

ombtnati n of pe pie. sofN:ar . :tnd equipment ( im. _ 0}. 

The tenn ··ou ur ing., contra ting out .. i u ed to dcs~rib a phenomenon wht h is 

S\ ·eepino the labour indus ry. lt is possibl) part of the '' idcr movement of tety LO\\Jrds 

shaping a more pr uctive and less ''asteful \\Orld. DP\f. (2 0 I) de tines outsourcing or 

contracting out as he hiring of profe sional n i es of a pri ate firm or a non-governmental 

agenc. to pertonn a public un uon or in-house er 1 e ''hich a mini tl) on id rs it can no 

longer perform competitive!. or could be done more c ~t effectively by the pri ate sector. 

The executt e director and founder of A.OI is quat d b. Jo-Ann. ( 1998) as describing 

outsourcing as a management strategy b) '"hich an organilation utilizes specialized. efficient 

ser ice providers to perfo.nn major non-core function . he argue that technologtcal 

ad ances, the need to globalize, and the acceptance and a ailability of outsourcing options 

are driving organizations to contract out their human resource functions that were 

traditionally performed in-house. 

ascio, (19 ) assert that the task of managing people in toda ·s world of work i 

particularly challenging in light of the hanges brought about b) arious fa tors such a 

globalization. technology change. kno'" ledge capital, market hange. need for cost control 

and the de ire for consultati e approach to management. The human resource professional 

must not only diagnose what the organizatjon needs. but also create a delivery mechanism to 

ulfill tho e needs. 1£ i imponant to note that public organizations unlike private business 

organization (\'-hose ole aim is to gain competiti e ad antage and more profits) provide 

services for the public good \1 ith the main objective of bener service and cost effective 

deli er) to the general public. Increasing!). intere t has shifted to the possible 
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mpl m ntary roles of the pri\ate tor. non-governm ntal oreaniz:lti ns and c mmunlli s 

in improving. the d li,ery of public en. i es (DP I \tr.uegic Plan. 2 .., -200 ) 

The manner in which organizau ns onduct the1r human r ur e fun lions help create and 

u tain compettti'e advantage. The uncertainry in glo al market requires more nexibilny in 

Human R ur e . 1anagemem (HR. f) through su h means a utsour ing and do' nstzmg 

(Kim. :!0 0 De ·ler. ( 1997) has identified the main fund ions of Human Re ·ource 

. lanagemem (HRM) as: Recruitment and election: Training and De clopmcnt: 

ompen ation: Labor Relations: Employee ecuriry and afety: and the Development and 

Management f Pt!rformance AppraisaiJ • leasuremenl y terns. 

Richman. (200-l) reaffirms that the outsourcing of Human Resource Management functions is 

' hat organizational leaders look to for help "hen they perceive that human resour e 

activities fall hort of their competencies. Although it is a relative!. new concept outsourcing 

is increasing!) taking root as a trategic option to ser ice delivery. It is \'iewed as a means to 

enhanced efficiency and e ecti ene s in performance (P\ C. 2000). everal circumstances 

taking place in the public sector have led to greater emphasis on outsourcing. Jo-Ann. ( 1998) 

argues that, first; there are shrinking budgets. reduction in staff due to retrenchments and the 

heightened and prolonged tight against corruption. Every human resource function in the 

public service i a strong candidate for outsourc ing as long as it is not considered a core 

function . It has been recognized that outsourcing present management with sensitive human 

resource challenge as ne er bt:fore be ause it can aft ct any employee and any manager 

outside th · callt:d · ore competencie ·(Rothery and Robenson. 1996). 
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l. 

Th 

he Kcnyu Publi n·i 

tc t P rs nn I lanagcmem (DP 1. _002) in it strategi plan. (200., -~00 ) 

the Ken: an Pub lac en i to the I nial ra. p n mdependen ·e th 

Ken. a e H~rnmc:nt realized the importan e o a ibrant publi crvtc managed b) 

indiben u Ken:an. P K. C:WOI) de ribe the publk rvt·e as comprising the i'il 

t!r\ i e. Tea him! and Pu li nivcrsity o al Go1.emmem nice . the 

Ot tplined er\ i c (exclu ing the military) and all those emplo~ed in state corporations and 

other public in muttons who e alarics are funded through th go1.emment' budget. The 

Kenya Go1.emment ha of late ho\ n interest in the need to reduce public sector spending. 

he public e t )r ''age bill accounted for 9.2% of the G.D.P in the 2002t2003 financial year 

K. 2002). 

Before the implementation of the retirement plan of 200 I the OP I, (100 I) reports that the 

numbers emplo. ed throughout the service amounted to some 700.000 tafT. lls pa: via 

pers nal emoluments (P.E consumed I Oo/o of GOP and over 33% of rota I government 

e. pendtture. Thi ratio i extremely high compared to imilar ratios internationally . This 

ratio means that more public re ources are being di erted from production to consumption. 

OPM. (2004 1 acknov.tedge that the Kenya go emment has taken deliberate legal and polic. 

tep aimed at increasing efficiency. impro ing en ice deliver} and co t reduction. ome of 

the mo\e p pularl~ known as ·ci\ il service reforms· include r structuring, retrenchments, 

early relirement in enti es. outsourcing of some Human Resource Management functions 

and the formulation of government procurement and privatization regulations. 



Hum n R ·ou e lana:::emem (HR l) in the Ken. n publi ervt ts unique in man. wa. 

''hen compared to the pri\'ate tor. tor important! •. d ci ion mal\ing regarding Human 

R our lan:1gcment (HR, I functi ns ntralizcd \\lth nc b d~- Dir ·ctorate of 

Pers nnel tanagement DP I)- runnin::: the ·ho" of p I icy lormulation and unplem ntation. 

The cemral government through the trea Ul} finances its a ti ities. ther 1\e pia. ers in the 

management of the Kenya Publi eni e are: the Public ent e ommi sion of Kt!nya 

(P CK). ovcrnment Ministries department . and the four ermnent Training Institutes 

( Tis) namcl~: Banngo, Em bu. latuga. and \Iomba a. In it strategic plan. (:!00" -2008). the 

DP I. L002) empha izes that the re ponsibiliry tor effective Human Resource lanagement 

(HR. I) rests pnm rily ~ ith the heads of di ision . It further recognize th~ potential the 

private ·e wr has in the implementation of ivil service rclorm . It recommend thus ... a part 

of the implememation pr ce s. non-core human resource func ti ns be identified for 

pri atization or contracting out to private organizations" pp 13. 

Although the entralization of !Iuman Resource 1 lanagement (HR I) functions in the Kenya 

public service " a well intended. it has faced some problems that ha e pre ented the 

government rom meeting its objecti es. orne of these problems include: dwindling financial 

resource to support DP~rs reform programs. liberalized provision of services \\here the 

private ector nO\\ pro id 'ervices \l hich hitherto had been the domain ofthe public se tor . 

. hortage of office accommodation in ·Harambee Hou e· leading ro frequent relocation of key 

offices of the dir torate and lastly, the effects of HIV/Af 0 pandemic on staff producti it . 

dditionall •. the Kenya public service faces other challenges such as: the fast pace of change 

in infonnation rechnolog_, unionization of most Public ervice emplo. ees exemplified by the 

UKC . persistent corruption, drug/a! ohol abuse the need for stress management and 

drug/alcohol abu •. 
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The pr: blem nd halh:ng de· rib d abo\e ha'e made it ne essary or studie uch a thi 

one to undcruken to e. plore the . lent of and the potential for contracting out orne 

Human R ur c lanag\:m ·nt {HR. I) tun tion in the Ken~ a publi scr\ ice as an 

intc::n enti naf') me ure. 

1.4 I:H mcnt ufthe pr bl m 

tter lndcpendenl. . the Kenya gov rnm nt' atting p li ~ in the i' tl er-• i (; rc\OI ed 

ar und the requirement- of the essional Paper 1 o. 10 o 19 :on tri an o ialism and it 

Appli ation to Planning in f\.en~a . The poli ~ focus ''as on Ken~anisation of the publi 

en icc under \\ hich the gO\.ernmenl guaranteed employment to "-en) an _raduating from 

tertiar) edu ati nal in titution . This polic~ changed in 1992 \\hen the government aboli hed 

guaranteed cmplo>menl a· indi ated in essional Paper o. I of 1992 on De,elopment and 

Emplo~mcnt in Kenya. The change in policy was triggered by th rapid gro' th of the civil 

er icc and rc ultant high wage bill. 

DP. I. (200 I) recommend that all proposals for contra ting-out r outsourcing will be 

apprJi c.:d for their iabilit_. It mu t be demonstrated that c ntracting out will rc ult in co L-

a' ing and/or a notably better quality of service. It recommends that exit plan for employees 

who are affected b. outsourcing should be prepared detailing the modality of contracting out. 

It a kno\\ ledge thu . ··exp rience in man~ parts of the " orld hO\\S that greJter co t -

etfectivene and ignificant savmg!> can re ult from tran !erring operational responsibilities 

of human re ourcc fun tron from go ernment to the pri\ ate e tor" (pp I -) 

The Ministerial Rationalization exercise of 1999 _QQO recommended for the di\estiture of 

non-core human resource functions through comprehen i e guideline on ontracting out, 
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c mme ializati n and boliti n o the identiti d non- ore fun lions in all 

. It further reco:niz d that the onunued non-tli\ e ll!ure of the non­

or fun~.tion in the j, il en i con tr::tints performance impro' ement and effective use of 

a' il ble rc ur c in the publi er. 1 D pite this. it i not lear to "hat extent the c 

~ \cmmcnt mini tries ha\e impl ment d lhe ab '>'e recomm ndation. The prop ed tUd) i 

imed tlilling this _ap. 

Public instituti ns u ·h a uni\ersitie and parastatal ar currently contra ung out the 

r ruitmcnt ot their top e. ecuu\t:S. n utstanding e:\ample i the Uo ' ''hi h re ruited their 

current (200 -) vi e hancellor through a competiti' e pro ess managed by a private 

re nlitment firm (Aduda. D 2004 0 to er. 14). 

There arc current!) se eral complaints regarding delay in public emplo}ee · abrics. over­

recruitment as .. ,itnessed in the recent fiasco in the recruitment of Ken a \l ildlife ervice 

Trainee Ranger ( iringi. . _004 October 12), slow ser ice deli ery and rampant corruption 

in the Publi ervice. Although lhe Public procurement and Privatization Bill _oo-) has et 

out tnngent pro cdures to overcome these loophole . it has not yet been passed in parliament 

and ons qm:ntly not operational. 

The donor community h continuous!) pushed the go crnment to offload pan of its 

workforce through retrenchment and instead outsource orne of the services current!. being 

pro ided in-hou c. The go emment response to these concerns and recommendations has not 

been ascertained hence the motjvarion for lhe proposed stud~ . The other impetus for the tudy 

is the fact that the go emment's budget has been o erstretched with a very big percentage 
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_oin • nt: r rvin l ustain the pa) roll. Thu out u ine of some of the Human 

Rc urcc fana:: m nt tun ti n vould appear to e a rati nal hoi e. 

Thi tuJ: i motivat •d al 

look d t the Ken_ Public 

h~ he fact that tud1e d nc artier on the subject ha e not 

eni lmo all ofth tudie to·u ed on the pri ate se tor in 

en~a. uditi nail~. the time that has elap ed mce the Kenya Go emment r O::nized the 

ad\antage of out our in HR fun tions in 1999 i quite long and it will be intere ting to 

di o er hO\\ much 11 ha implemented it re ommendati n - for the option of u our in g. 

Gi en the man) aJ .. antages thought to be reaped as a result of ou ourcing this tud. eeks to 

kno'' ho' much the Kenya Publi ervice has gone tov.ards outsour ing of HR fun tions to 

take ad nntage of these enefits. 

c:- l.­

I. 

bjcctivc of the tudy 

o determine the extent to which the outsourcing of Human Resource 1 lanagemem 

fun tion is b ing undertaken b. the Kenya Public er i e. 

To establish the factors innuencing the pra tice of Human Resource , lanagement 

functions outsourcing in the Kenya Publi er ice. 

1.6 Imp rtance of the tudy 

The proposed stud. \\-ill be important to:-

- espe iall. on issues related to public procurement laws and 

regulations. 

Polic implemente - the accounting officers. authorized officers and heads of 

public corporations and institutions. 
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llurnan r our c mana in the public ct r whose respon ibilit) is ro 

C\,1 li:Jh:: urcing and the p<~tential sen ice pro\ iders. 

Hum!ln R ourc \h\na~ m nt HR" practiti n r in th privat ctor It 

"ill enable thc:m ev luate and pos rbl} devel p a market for h ir sen ices in the 

pu tic t r 
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-·1 he ncept of ut our in~ 

Different authors and institution have developed different definitions of outsourcing. 

Kaathawala nd ·lmuti. (2 0 } ha e delin d out ourcing a management m:u ·g~ b~ ''hich 

an organizati n delegates at a tee major non core functions to ·pec•alilcd and eflic.i nt 

c!n ice prO\id rs. Th . detinc out ourcmg as contra ting. ut ot non- tratcgic opcr:llions to a 

hird pan~. Pearc' and Robm n. ( 1997) have suggest d ou ourcing to mean the us of a 

source other than internal capa 1r~ to a complish some rasks or pr e c . 

Breibart (in !Iuman Resource planner t ewslener. 1996 . e. plains that outsourcing entails the 

transfer of the management or administration of a proce s or function from in-house taff to 

an outside sen icc pro ider. On their part. Rothery and Robert . ( 1996) indicate that 

outsourcing entail finding ne\.\ uppliers and ne\\ ' a to ecun: the deliver.. r materials, 

goods. comp nents and ser ice . It means that you u e the knO\\ ledge. experience and 

creath it~ of ne' supplier that you did not use pre iously. Outsourcing is the increasing!_ 

common answer to the ·make it or bu. it" question being asked b) manufacturing indu tries 

and the ·do it our. el es or buy it in· question being asked b :sen ice industries. 

recent 1 tori surve) of 50 top e. ecuti es in the U exhibited ·exten ive ignorance· of 

outsourcing, despite the fact that more than 20% of them ._ ere alread) a tivel considering 

the options (Rothery and Roberts n. 1996). 

II 



Th u tralia Pubh rvtce \P • ( 19 7 has defined out ur ing or competithc tendermg 

and on ra tang out an arrangem Ill \\her b~ an 3•' n ~ perf rm an acti\ it •. fun ti nor 

s r\ 1 e. whi h '' pre\ iollSI) undertaken in-hou . l nd r u h an arrang ment, the agcn ) 

retain O\erall re p nsibilit) and a oumabihr~ f r the functi nor en i c. 

OP t _QQ I) defines ou ourcing or c ntra ting out as the hiring of profe ional n ices of 

private firm or a non-go emmentaJ a gene) to rtorm a publi functi n or tn-hou e er' i e 

' hi h a ministry on iders it an no I nger perform competiri I~ or could be done more co t 

etTecri ·el) b) the private sector. 

2.2 oluti n of ut ourcino 

Well . ( 199 ) reports that ·outs urcing· "as first undert k n in 1989. v hen Ea trnan Kodak 

Co. hand d over its information technolog_ department to three pro iders. The message to 

the market then was; .. wh manage information rechnolog · in-hou e ' hen it can be done 

bener. cheaper outside?'" In 1991, the Ken. a govemmenr prepared ground for outsourcing of 

human rc ource practices by initiating liberalization and pri atization ( seto and kelo. 

1996). But e\ en before then, tendering or supplies had been ontinuing since independence 

although to relati ely minimal ex1ent. 

ccording to Willey. ( 1993 . e t:r since the emergence f out ourcing pra ti es in the late 

1980's. outsourcing has been presented as a technique for redu ing osts and freeing out 

management time. Organization including government divide activities into core and non­

core acti iti s. Core activities. \\hich enhan e core competencie . cannot be outsourced hile 

non-core a tivities that usuall} require generalized kills that are easily a ailable are 

onsidered for outsour ing. ccording to KIPPRA. (2004). the outsourcing of human 

12 



re ur e pra~o.ti e a tivitie by the publi tor increased ith th retrenchment o lo\ c. dre 

empl )C - ''ho are usual!. leaners and me n=ers- thu pa ing wa) lor the ou our ing 

of their · rvi ~es. 

tud1e done b. Kirui, 200 I) indicate that co t reducuon , .. a· the main benefit of 

outsourcing. The aving were a hieved through integration. networkin:. nd s_ n hroniz.ation 

of transport a tt\atie . Other benefits he id mified were freeing up or emplo)ee time to be 

used for mh r a ti itie and impro ed management of working apital. 

2.3 Th utsourci.nu Proce 

The merican utsourcing Institute. 01. 1998) suggests that the implementation of 

outsourcin: deci ions be procedurally conducted and do umented through the foliO\ ing 

phases; Planning. nalysis. Implementation. Operations. and Termination 

The process of outsourcing of human resource practices is basically a cycle of e ents. Three 

major phases involved in the outsourcing process have been identified: internal analysis and 

e aluation: needs assessm nt and endor selections: and implementation and management 

I. 1998). 

Bendor- amuel, ( 1999), outla. s a fi e step model to ensure a fair outsourcing deal 

throughout the I i fe c cle as sho" n in the figure belov . 

13 



ur 1: h 

I nH ll!:llllon 

Perfnrm11n e • 
e mtnl 

urcino life C)cl 

Tentltnne 

'\eed 
~cifitlltion 

ource: Bl!ndor- amuel 

T. G 

f1!0ti ti n 

\ egotiution 
..\ i tunce 

\greement 
\lonitorinl! 

R .;~, e\ m nt 

Pl:wning 
\nah a 

lm tioarion tagc: this is the stage '"here exi ting proce ses and sy tems are re\ ie'' ed and 

compared to th best of bre d. It is at thi stage that the opportunities for improvement arc 

identifi d. 

Whether out ourcing has potential ad antages or not is the key question asked at this stage . 

. , his stag~ pro' ide ba eline of current ost and service le els. hi information an b used 

to ornpare pples-to-apples against p rformance impro ements delivered b)' the outsourcer 

and against industr) trends throughout the relationship. 

end rin~ tao : Thi is the stage ,-..here kno-. ledge gained from benchmarking is 

incorporated ro et optimum performance mrgets for the organization. This helps identif) he 

eriou contender for the busine s and spells out that '"orld-class performance is e. pected 

and will em asured. 
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,.. fi:Hi o 

p rf nnan e. 

alid ti n of th 

endo ar 

•: Bdi r n n. it i riti at to t th ri ht tation for o t. 

ni I ,eJ . Th ne~ tiati n positi n rein or ed b~ · the . remal 

rganization · r quir mcnt . T\\ notable approa he in the 

urcing and Pr urement through Request f r aPr posal RFP). 

In sole our in e. a li nt tirm approa hes a vendor and app ints it to perform a nice after 

neg tiation. There is no comp iti've biddin::. in this option . Request for propo al (RFP) is the 

radllional appr a h mat has been u e in omp titive bidding among p temial vendors. n 

RFP i created in the format of the da~ and distributed to e eral er i e pro iders or pia ed 

in public information media. hough it is time onsuming and ostl man) lar=e 

organization hoo e this approach for transparen y purp ses. Perhap . benchmarl,ing rna) 

be onsidered m facilitate "fast tracking·· or sole source consideration. Fa t tra king simpl) 

means the client has decided to outsource, usuall) with ery lillie in estigation and no 

tendering. and wants to mo e through the negotiation process quickl . In a sole source 

situation. en uring a competiti e supply can be difficult. Here. the vendor holds rhe balance 

o power in the negotiation. Benchmarking can le el the playing field. serving as a surrogate 

for the ompetiti e process to ensure .. ou receive a fair deal. 

Impl m nta ti n ta e: This is the stage for contract retinement. At thi tage cr ice lev I 

agreements are put in place detailing process maps. responsibilities. and implementation of 

key performance indicators. Refined ructures and reporting lines are implemented. 

Relation hip management: Benchmarking is most commonly employed in relationship 

management. In this type of management outsourcing deals are negotiated. e eral 



reanizati n h3\ had to ne~ tiat ntra IS ' ithin t 'O ars of being signed. sually 

di ti t ;..;~i n O\ cr pricino and ser'<l e le el are the m in dri,ers for nc::: tiati n . 

Benchmarkine pi . a ke. role in re-negotiation sin e licnts need a cess to indu try 

perfom1anc param ter in order to make a as wilh the out urcing \Cndor. 

For le r deleJation of control in Hum:m Resource l Janagement (HRt 1). the American 

Out ourcing In lltute. ( 199 ) emph::t iz that there mu t be eflecti e planning and comrol. 

-ven th ugh I Iuman Resour e lanagement (HRM) ha uc essfull: developed over the 

)Car. control must be synchronized' ith operati e planning of the collection and analysi of 

data on per nne! and' ith the organization structure. 

Betore out ourcing of human resource functions takes place it is prudent to give careful 

thought to "hat to outsource and ' hat to retain. 

Building on various attributes e en as Bame • ( 1997 and Peter . ( 1998) point ouL we see the 

following criteria a significant to the outsourcing debate. It is more likel that an activity 

\ ill be undertaken in-house if it meets the criteria beiO\ : 

Delh crability- There is a group of expert people in the organization who demon Irate a 

capa ity to use di erse technologies and approaches. 

Immitability - \\'hate er is being undertaken cannot be copied or provided ea il. by 

outsiders. For example an a tivity that } 'OU ha e a core competence o er the competition. 

for instance. the Ken a Broadcasting Corporation outs urcing the training of broadcasters 

from other broadcasting stations in Kenya is almost nil. 

16 



2.4 

urabili~ - The alue dded is n t dependent on a urrent range of pr du lS and 

e~> ic . Ther · i onfid n r pon!)1bl lc r the a ti it~ \\Ill be able to rc pond 

t futur \; nt n~en i 

on- ub titutability- the a tivi~ ann t be r pia d by an alternati ·e ompeten c. 

up ri ril) -It is !earl~ bener th n other compc!tencJe pro' id d I C\\here. 

urc · f CD\_' -Other u has ompetitors. would dearl: like to be able to pro ide the 

se~>· ic but d not ha e the r quisite skills. Its pos e sian thus con titute a considerable 

arrier to emry for ompetitors. 

ran htte int tangibl eli nt benefit - lients see the exercise of ou ourcing as being 

\aluable. Until it manifests itself as something tangible for the client it remains impotent. 

This abilit. to effect the transference process is described b Peters, I 97) as a core 

capabilit '· 

om • mmonl ut ourc d Human Re urc uo tioo 

In one urve , about 71% of respondents said they were outsourcing one or more HR 

activities su h as temporary staffing. recruiting. benefits administration. payroll and training. 

Co t reducti n a the most common cited explanation (-\ I. 1998 . 

rmstrong, (_003) belie e that HRM is \ ell positioned to outsour e some of irs acti\ ities to 

management consultancies and other agencies or firms ' ho a l as service pro iders in such 

fields as rccruitmenl e. ecuti e search. training. o cuparional health and welfare. 



r hum n r 

identifie th pnn th t h uld 

n r anizati n 

in ·lrd : ·n •rin; lh II ern pi ~ e at t d ~ n out ur 

tattin:: 

m 

nd th e 

ted fairl}: 

mpl }C nd ek1ng to rna imize a h nnoniou indu tn 

en ir nment: plannin~ t n urt! a rdin 1 d pproal:h t th pc t of II R un ti n 

and n uring ufti i nt rc ur · ( inan ial • nd human n in ar a 

b~ ut ur m may " rth\\hilc it it 1 c nain that it an delh r a 

en r n1 n vig 

and n ·h makin;; to tabli ·h how oth r rg nizati n m na::- their HR a th ities. It i 

mist k to urn that oro n1zation contemplating outs ur ing "ill ine\ itabl) ut urc all 

o th ir HR fun tion . Th tend n .. is to o u on tho c whi h do not m nife ·tl) ad to th 

cor compctc:n ie of the or nization an ''hi h ar relati\ I) a· iblc :ternall*. 

s arli r di us ed. the areas identi 1 d for outsourcing in an) organization will lareel. 

d pend on th ing . fficien ~ and the c mp tuh an or~aniz ti n \\Ould lik 

to auam. H!nerall . the main areas f rout · ur ing idcntifi d n:: raining an 

0 el pmenL Re ruitment and ele ·ti n. Health and fct · monitoring and advtce. 

Emplo;e ~elfare an ounseline a ti iti . Child an.: f cilities. P yroll Management. 

p i list legal ad isory er ice . xpatriate . tanag m nl. Performan Management. 

cup Li nal health and ttness er e uri and urv illan e. and leanin nd 

anitary rvi es. In pra tice. the d tennination of "h t to be out urced lies \\ith the 

obj ti e of the out ourcing client. 
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l.h rs kn ' led th t man>· Human R ources a ti\ iti s ha'e not be n e. empt from 

ou ramino nd development pr gram and major a pe ts o re ruitment 

(L • _ooo . Bu m ''cck c I ). 

1.- De iding What to ut our e 

Richman and Trond n. 2004 . in their u ) ha\e re ommended that outs urcing human 

resource fun tion h uld b on idered when an organization per ei\e that the training 

a ti itic fall hon of their core competencie . Out ourcing should be con idered "hen the 

organization i eekmo to improve the quality of its servic s and to redu e cost . Ken~a's 

Directorate Personnel lanagement DP\1. _QQ I). sp i tie that to b contra t d out. it 

mu l be demon trat d that the end result of the process must be co t sa' ing and/or a notabl: 

better qu lit) of t:r i e. 

To achieve time, process, and co tad antages, organizations are incn::a. ingl seek in~ outside 

firms to perform a tivities previously conducted in-house. uch outsourcing makes en e for 

firm that Ia k the necessal) e onom ies of scale. skill or technolog to perform cenain 

functions quick! · and efficiently. Additionall). many lirms ek third party provider not 

be ause the)' are incapable but because they can fo us on their O\ n competencie . 

Outsourcing is based on the notion that strategy should be built around core managerial and 

te hnical competencies that add the most value in the alue chain but functions or acti ities 

that add a little "alue or cann01 be done ost e!Tecti cl) should be d ne outside the firm­

ou ourccd . \ hen done well, th firm gains a supplier th t pro ide superior qualit service 

at a lower co t than it could provide itself (Pearce and Robinson. 19 7). 
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• 1 utchcon. l - warned that i n t \\ II impl mcntcd. ou our 111g could I d to an 

bd i ation ituation ofth de ired dele0 ati n ot n n-c r acth nit: to the upplicr-partncr. He 

ntcnd . .. the gr atest danger in outsour inJ, i he attitude of ·geuang rh.J of \\hat an 

organizati n d c n like· b~ ub-contra ing th m om a op cd to the rga.nization 

out urcmg it n n-core acti itie thiti · (pp8-). The 

result oi the abdication process des ri d i a Ia k Ia k o 

ac untabilit}. and blame cuhure and eventuall_ lose-to e ituation for th partie 

2. B nefit of ut ourcin Human Re ource :\Ian. mcnt Function 

Jo-. nn. (I 9 ) h reported that outsour ing allo' s an organization to focus on core 

ompeten i . Further. he ou ourcing Institute of the nited L te . (2000) lists ten bcnelit 

of outsourcing to include: ccelerating reengineering nefits which aim for dramatic 

impro emcnts in ost, qua lity, servic and speed: Giving access to world class cap bilitics; 

Cash infusion - outsourc ing often involves the transfer of assets from the customer to the 

pro ider; Freeing re ources for other purposes: Eliminating difficult-to-manage functions: 

hifting organization focus to the lient: Freeing up apital fund - out our ing can reduce 

the need to inve t capital funds in non-core functions: Reducing operating costs· Reducing 

risk - endors make in esrmem on behal of man} clients: hared inve tm nt pr ads risk: 

and Providing acces tor ources not a ailable intemall . 

PW , 2000) conducted a ur e in the Lnited tated of America· fastest growing 

ompanies. 'Trend en rs·. Respondents were Chief E. ecuti e officers of 440 service and 

product companie \! ith Revenue sales of One ~tillion ne Hundred and Fifty U Dollars. 

The findings Y.ere that businesses that outsource v ere gro-. ing faster, were larger and made 

more profits than tho e that did not. 
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R 

se ral'·h 

-), are fir tl). the n~d to improH~ u ine I ·u f lim' in; realization that 

uc are siphonin~ olfhuge amount of manaJcment resources and an ntion. 

ndl:. 11 i u_ed as a ehiclc to a ce world cia ~ ·apabilnic . The er) nature of 

spe Jalizati n u ourcing prO\ ider mean the~ ha\c extensive ''orld\\ ide, world clas 

resour e to meet the needs of their customers. Thirdl::v. omsourcing is used to achie'e 

a celt!rated re- ngineering benefits. su h. throu~h outs urcing. an outside organization 

that has r -engineered and achie ed world lass proces es takes over the proce ses thus 

enhan ing att inment of benetits. Fourthl:y. there are tremendous n k a so iated \\ith 

mvesunent an organization makes. When organizations outsource they become more nexiblc. 

more d)namic. and better abl to adapt to changing opp rtunities. Thi is because their 

partners do oml! capi tal investments on their behalf. Finally. outsourcing enables freeing of 

re ource for thcr purpo e . Through outsourcing. the organization re-dire ts its re our es 

from non- ore acti ities tO\ ard acti itie that ha e a greater return in ser ing the clients. 

2. hallengc and Ri k of ut ourcio11 

rem. (-000 in her study reportS that the lo' quality of ' ork done bJ a vendor is the 

leading limitation of out ourcing. he identifies others as: Lack of understanding of 

organization ulrure on the part of contractor. unmet time frames. inflated costs and diffi ulty 

in identifying a competent ontra tor. 

Kirui. (2001 m his tudy found out that the hallenge en ountered in the outsourcing 

process include: lack of enchmarks in the Kenyan en' ironment because it is apparent!) a 

new phenomenon, the existence of a fe, endors lO pick from and resistance to change by 
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nn I H r ut un:in · "mp em nt d. th re r human r urc 

u ,h m t of the 

uin nd Hihn r. C I 1 

nd the· in lu the I 

m redundant 

of ·riti al kill r 

d I ping th H n_ skill . th lo of r -lun ti nal kill • n rg_ nd the lo o c ntrol 

0\ r up the ri k of the r ~~nizati n m rring hi::.hc:r intlate 

it ontra ut. 

\ r ult e on rn1 do' n turn. ::.lobalization and the f t dri\e toward in ormation 

e hn log_. m tl. third\\ orld untrie!) re arr) ing out pu li e tor rc r rrn to r du 

o t and m rea c em ·ien • nd produ u it) . The K r 3n i\11 n 1 e I r in tan 

impl rnented ci il ser ic re nns in 1 

ound to caus emplo)e to I their job b au· of resuhant 

retrenchmen rightsizing. 

John n an h les. (I ) r p rt th t re ent re c rch demon tr ted that \ II- run 

or anization -tho c that usu II) rform '"ell in the m rket-are lik I) to s e e tive 

out urcin_ as part of 0 00d mana_em nt pr cti e. But ll makes 'er) plain that th magic 

of ou our in::. i · not workine lor mo t rganization . nl. -% of th 300 organizatiOn 

10 e tigated had t und out ur in= hioh on beneli and I '' on dra' ks. for the r st. the 

out orne of ou ourcing \! a llher medi rc or a total n p. It ' ould ppear that the manner 

in which ou ur ing is implemented is ke. to i su but on th oth r hand out ur ing 

has its danger . Kipsang, - 0"' in her tud o ou ur ing IT rvice b ommer ial 

Banks in enya r vealed that 7 %of re p nd n id ntified lo o c ntrol as major risk 

of ou ourcing. 



Ben } put t 1'\\:lrd comm n mi take mak as: Firstly, ignoring 

the li nt' unique need - ou urcin: provid r wh h:l\:e repented! demon trated the1r 

inte:::rit. and a ilit) to get the job d ne are too c ntident ab ut their skill and kno' letj_ e. 

Be u e of that, the) ha\e a tendenc) not to listen clo el) ''hen the1r pro pee tell them 

'"ha rh ) \\ant. In tead they tell their clients ho' to do thin=- . Thi ' ill mo t likel lead to 

higher pric r mtlexible antra t trucrure. There is at <' the hallenge of Human Rcsoun.:e 

managers to e in a rush to OUlsour the acri' itie lhe) \\ere mployed to perform in the tirsl 

place to a' e their time, a mo' e that is likely to beat tht:: 'ery es ence of outsourcing, which i 

to increase eflicienc) and redu e costs. 

econdl* is ignoring the importance of leverage. One of the biggest business benefits of 

outsourcing i the ability to use leverage. This is where a supplier creates alue for the buyer. 

uppliers rnu t trucrure their transactions to accentuate the alue the create through 

leverage. uppliers mu t clearl: e:...plain the importance of le erage to their prospects. These 

advantage incluc.Je the ace s to carce resour es. the ability to ubstitul expensi\'e 

resource for cheaper ones, proce s expertise and a cess to capital. 

Thirdly is avoiding accountability. Ha ing a supplier responsible for a process is core to the 

definition of out ourcing. uppliers stress accountabilit. during their initial negotiation. But 

in realit. the sales comract and go ernance document sa •. "Trust me... uppliers tl') to 

shirk responsibility because re ponsibility means risk. The) will do ,.,hate er the) can to 

remo e that risk. The \ ay to ma, imize an outsourcing relationship is to ha e the vendor 

align his interests~ ith the buyer. That "·a_ ... hen the supplier makes a mo'e to maximize his 

profit. the mo'e should help the bu)er too. 
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n heir p rt, bu~ers too make \arious mi take . Fir t is rel)'ing too much on c:c uti'e 

contract. n~.: the) ha'fe d cided to ll urc . bu~e arc u uall. in a hurT) to eel tht: d al 

d n . To put the transa tion on the ta t tro l lh rwo group of C\.e utives _et to~ethcr. 

shake hands and let the next le,el work out the nin. grill} details of the r lation ·h1p. Bu)ers 

are dive ting a pr ~ess the currently own ''hich includes the transfer of both as et and 

JXOple. f r this rea on. buyers mu t in olve \arious elements of the organization. Top-le\el 

exe utive · are rarel. enough to complete the process. 

econd mistake made by bu ers is to let the supplier lead the process. This is the most 

ommon ou ourcmg mistake and the mo t dead I}. It results in higher co t and lo\\er qual it) 

of services. The best ''ay for a bu) er to fix this problem is to kno-., exactly what it -.: ant 

b fore it begin the outsourcing negotiation process. The buyers team must kno~ ' hat it 

\ ill benefit from. 

The third mistake made by buyers is signing a conrract \ irh too long a term. For in tance, 

what will thc Internet look like five years from now? o one has an idea. But a number are 

tempted to sign up for Internet training. This is lunacy. h is impossible to create boundaries 

or service level agreements for an unknown process. uppliers prefer long-term contracts 

because the commitment allo\: s them to in est their own apital in the process. It also allows 

them to take advantage of new and better technolog) and also respond to changing client 

needs. It is more ad i able for clienrs to develop long-term relationships but sign short-term 

contra ts! 
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r · ·nt tudt n th 

un th ut ur ing In titut n omp n1 th touts u 

nsid r "h ·n lc~.;t in \end r . 

f, nd r 

'iru i. (_ 0 I) re cals in hi ·tud~ that ou ourcing o n n- r logisti a u iti at B \ 

Ken::- a ' trig0 ered b) th • need lO eliminate dupli at ion f role . e ort and the d function 

existing "'ithin the organization. This tud. also re e led that besides en bling BAT n a 

to fi us n its re bu inc . ut ur ing ''as con idcred the right trateg to dri e the 

omp "> om rd an to a hi ve tter u tamer nic deliver} . 

~in~ ua. (20 ) a erts that out ourcing engagements like thcr contra rual engagements are 

hara terized ' ith risks and re,.,ard . To be u e ful. a~;: mpany should ha e a portfolio of 

ompcten\;re rather that a p rtfolio of bu in s. om panic n ed to onduct careful analysi 

efore en aging in ou our ing to nsure that it is not tran ferrrng nefit that could have 

been rea liz d had it in-source the acti it). Performan e le el of external endors should b 

agreed up n. e plicitly di lo ed and continuously monitor d. 



tud. nd t 

mo\ d m rkcdl) 

wh I pr in har h lder \alu a r the enterpri t. 

mph th merpn hilting from ut ur in pan-. 

I ciliti and mp nen . t '" rd ut urcing the mtell tu I b d ~ tcm . 

urur f ut ur inll f Human 
ni 

ur \lanao m nt un in tb Publi 

There is no doubt that the world of le ting lean manag ment. tanager 

othery and Ro 9 ) 

argue. publi ·e tor ou ur ing is ::-TO\\ ine whit 1 the me urn n i pro ide are 

ex anding th ir rang of offering . llammer. (I 9_) in R ther and Robert · n. 1996 I oks 

at ou our mg a a re- ngineenng tool Re- engineering gh e ompanies the opponunit. to 

con ider out urcing a one or the tool thatth :r an u in the ne\ pro es . 

B A bulletin. (I that in one ·une •. a ut 71% of respon c:m aid they were 

out ourcing ne r mor human re ource a tivitie su h as temporar: taffing. r ruiting. 

ben fit dmini trat ion. pa;roll and training. Co t redu tion v a the mo t cited e, planation. 

More and m r organiz tions are incr a ingl ou ourcing their human re ource functions. 

lnd d. the human r urc outsour in_ indu 11: ' as t:\pc.: ted to oro,., rom 13.9 billion in 

19 to " .7 billion in 200' ( I. I 9}. P\\C. _QOO). in upporting thi \iC\\. on trm 

that eight out of ten meric · fa re t gr wing companies outsourc at lea t one non-core 

function, delegating i da~ -to-da management to outsilfc pro iders. !though this practi e 

is thought to be increa ing (\ endell. _003) assures that it i bound to r ate lay offs and its 

associat d problems 1n luding union-management fi tion . 



an h r tu \\am : · ut ur ing in rc tn I~ mine a thrc t l the 

~ i I o th Hum n R ur • un ti n in it pr nt form : P 

ut ur rn~ r 11 1 rh ne d. r ounized by in re ing num r of rganization n 

th ir ore area f bu ine an to om ur c procc::sst:s that · dd liulc or no \alu in term ol 

hie in_ their u rn g I . In Ill) inion the luturc of ut ur in , o human 

resour e fun tr n in the publi bright. 

27 



3.1 Re ar h De ign 

TI 

R H 

HRE 

y 

This \\as a urv ) rc · arch meant to det rmine the extent of outsour ing of IIR functions 

being undertaken b.' the public rvi e in Kenya. Gay. ( 1983) des rib s sun·c) as an an mpt 

to colle t data from member of a population in order to lletermin the current status of that 

pulation with respect to one r more variable!> The surve) method was u ed. It ' as a en u 

stud). as it invol cd all the JOH:rnment mmistries in Ken) a. The tud~ '"a arried out at th 

tty of ·airobi ''her each mintSt0 ha its headquarters. 

3.2 P pulation 

Population of the ·tud) consisted of all go emment ministries in Kenya. The Presidential 

Circular o. I I 2005 indicates there are 29 government rn inistries in Kenya. ppendix I). 

Parastatals and in titutions de med to be autonomous ' ere assumed to be under respective 

mini tries and therefore' ere not studied independent!). 

3.3 Data llcction 

The main tool for primary data collection ''as the questionnaire, ' hich had both open and 

closed-ended questions. R pondents to the questionnaire ' ere officers in harge of human 

resource management in the respecti e ministries. The questionnaire ' as structured in three 

parts as follows: Part A: General information: Part B focused on objecti e (I) -.: hich v as the 

determination of the e.xtent of HRM functions outsourcing in the Kenya Public rvice, and C 

focused on objective (2} which was establishing the actor that influence the practice of HRM 

outsourcing in the Kenya Public service. Drop-and-Pick-later method was used to administer 

the questionnaire because it was cheaper and convenient. 
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3.4 ala nal. i 

D Ia :s anal~ d u ing de riptivc 1 11. JC • whi h ompri ed requen ies. Percentages or 

Pr porti n . and able . 1 he e '' cr u ed to establish the numb r nd prop rt ions of 

ministri . ''hkh uts u e parti ular human re our e actt\ iues. Frequen ~ table \vere al o 

u d to re\cal the e t nt of and Ia t rs on idcred ''hen out our in0 as \\CII a the mo I 

outsour cd human r • urce function in the public n 1 c. imilar studtes b)' (Kin~ u . 2001 ). 

( erem. 2002). (lr\.ip ang. -003) and (Kirui. -00') applied ·imilar te hniquc . 

3. - ala Pre ntation 

Daw ''as presented u ing table . percenrages and proportions. 
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.u lntr du ·ti n 

Thi tion de I o.: ith d ta anal. si and r spon - of eleven (II) enior offi rs re ponsiblc 

for uman Rc our e \itanabemcnt in the Kenya _o ernmem ministrie . It \\as establish d 

from go.,.ernmcnt re ords that ther are twentynine (_9) Government ministries (appendix I). 

Althou h the mini trie are 29. the tud. established that orne of the mini tries hared the 

n i es f one I Iuman Re ource department. For instance. in the Offi of th President. 

' here there arc three (3) mini trie . namel) Publi er i e. pecial Proje ts and that of 

Provincial Admini Irati n and ational ecurity. there v .. a on!) one su h department 

Another example v here the Human Resource department was hared .... a in the miniStr) of 

Home ffair . Ministry of Culture. ports and ocial ervi es and the 1 linistry of ational 

Heritage. 13ecaus of thi s sharing the re pondents reduced from 29 to 20 and our of the 20 

respondents the que tionnaire ' as administered to. I I representing 55% of them 

succes fully completed and returned the questionnaire. The anal sis and interpretation of the 

data is presented belo' . 

. tJ. I Backar und Information 
\II the re pondcnt were Human Resource offi er in barge of the human resource 

departments in their respecti e mini trie . mong the re pondents conta ted. 9. representing 

81. % of the total respondents reported Lhat HR departments rheir operated separate!. from 

another mini try's foro er lO years. One respondent in ea h case representing 9.1% of the 

total responden reported that their Human Resource depanments existed separately for 1-3 

. ears and 7-9 "ears respecti el_. 
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On num r of ernplo)ee in e ~h mini t~. mini tric repre nting ~:!.7°o of them had 

th n ·.oo ntmJ 9.1Yo had between ·.o 1 and 10.000 

mplo)e "hile- mini trie r pre ~nting I .2% had b l\\e n 10. I and ·o.o employe . 

ne had m re than ·o. OJ employee 

II {I OO~o of the mini tries reported ha ing lull~ fledged I Iuman Rc our c epartment 

although the> \\ er recent I) o named after previous I) being kno,,n a Personnel 

Department . a h of the Human R source department in the mini trie was head d b) an 

ssistant D•re tor of Human Resource ~lanagemem and und r himther was: Deput 

ssistant Dire tor of Human Resource ranagement. Principal lluman Resource 

1 lanagemem fticers. enior Human Resource Management ffi ers and Human Resource 

1 lanagement fficers. 

4.2 Period During Which ut ourcina ofHR 1 uncti n ha b n ndertaken 

The tudy e tabli hed that 45. ·o'o of rhe ministries urveyed had engaged in the practice of 

outsourcing of I Iuman Re ource lanagement function fl r more than _Q )Cars \\lhile I .2% 

had engaged in it for more than 3 years. The remaining 27.3% had not outsourced at all. This 

is a surprise because it is kno'' n that ministries outsourced man human resource ervicesl 

functions albeit internal! .. within the go ernment. This relatively high percentage may be due 

to the po sibility that the mini trie engaged in Human Re ource lanagement function 

\\ ithout ~no-. ing or took for granted the fact !hat the. outsourced these functions from other 

government agencies/ departments or may be the respondents understood outsourcing of 

human resour e functions to mean the ourcingout of the ~.:ivil er i e. 



r nt f ut our in f HR I un ri n. b) th n. a ' rnm nt 'lini tri 

s ·d wh th r th ir mini ;tric d ml! human rc ur e mana~em nt acti\ ities. an 

\Cr.l_c m inistri r pr l!ntin::- :4.-% ol the r p ndcnt a1d ye . ''Itt: rea the 

rem ining: r pre ·eming 4-. ·o,o id n . The result arc pre •mcd in 1 a hi 2 bel '' . 

4.3.1 ·rent f ur ur ino f Re ru itm nt and I ti n Fun ·ti n 

The stud) rev a led that I ·-%of the mini tries did not engage in utsourcing of thi fun t1on 

while a imilar p r entage reported that ther engaged in the practice to a l rge e\t nt. 

tajority of the re pondents represeming -4.-% reported that they engaged in the practi to 

a m derate extent as shown in table 2 below. It is imp rtant to note that under d legated 

po,,ers rhe Pennanenr ecretarie and Authorized offi cr an recrui hire employee from 

job group to Lin consultation \\ith the P CK. while the P K recruit from j b Group I 

and above (G . 2003) 

4.3.2 xtent of Out ourcing ofTrainio P and Delrelopm nt 

As shown in able 2. -4.5% of the ministrie outsourced to a moderate ex rent their Training 

and De elopm nt functions. 18. %did not outsource \\hilc 9.1% did so to a large e~<tenL 

4.3.3 E tent f ut uri ty en·ice 

The research findings presented in Table 2 hO\\ rhat 27.3% of the mini tries did not 

outs urce thi fun tion v hile a simil r percenrage rep rtedl engaged in the acti it. to a 

moderate and to a large e. tent re pe tivel). This implies that 72.8% of the respondent 

engaged in out ourcing of ecurit. ser i es to ome ~tent. 

, t nt f ut ourcing of t mpl yee \ elfare and un ellina ctivi ti 

The surv y revealed as sho n in Table 2 rhat 27.3% of the respondents' ministries did not 

ou our e thei r emplo ee v el are and counseling acth ities. 36.4°/o did so to a lesser extent 

... 

.)_ 



ere - ."%did o to a mod rat tent. 9.1% out urc d to a large extent wher a none 

did o to a \er: large e. tent. 

4.3. - · . t nt f ut our ino f m pi ye pcciali r oat .\.d i. Or) crvi 

The surve~ e tabli hed that I 8.-O.o of the re ndem · mmistries did not out ourc pe mlist 

I gal ad i Of) ervi es whereas a imilar p rcentage practiced the a ri it. to a large and 

e ery large e tent re pectivel 'ir to ale s extent 9.1% pra ticed ll to a moderate extent \\hile 

- .3% each pra ti ed. Overall :-1 .6% of the re p ndent said that their ministric · a tively 

engage in rhe outsourcing of the ervice '' hile the remaining 4 ·.·%did not. The e result are 

pres nted in Table 2. 

4.3.6 t nt of ut ourcing of Pa roll Manaoement 

A ho\'vn in Table -· 27.3% of the respondents reported that their ministries do not engage in 

outsourcing the activity while a similar percemage did so to a lesser extent 9.1% outsourced 

it to a moderate e tent while 27.3% each outsourced the acti it. to a large and very large 

extent. r spectively. 

4.3. Extent f ur ourcin of Perf rmance pprai ·at and lana ement 

sTable 2 ho\ . a large prop nion (63.6%) of there pondents reported that their ministries 

do not outsource the activity. n the oth r hand. 9.1% each reported rhat the acti ity takes 

place in their m inistrie to a lesser and large extem. respecti ely. 18.2% said that their 

ministrie outsourced the funcrion to a moderate extent. one outsourced to a very large or 

large e. tent. 

4.3. , tent f ut urcina ofHuman Re ource Plan nino 

The study revealed that 36.4% of the ministries ne er outsourced Human Resource Planning 

while a similar percentage reported undertaking it to a moderate extent. 27.3% of the 

ministries do it to a large e, tent. None did it to a er1 large extent On a erage six ministries 
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re min:; -4.-% of them n.,. ::. d in u urcing of HR t fun tion "•hil - (45. ·%)did 

. R ult ar in Table_ 

bl -· rent of ut ur ino f Human Re urc \bono m nl Fun ·ti n 

tent f 

Fun tioo 

re 

4A ourcc f rvicc ut ourced 

The stud) revealed that 81.8% of the ministries outsourced their Human R source 

Management ser i es/ activitie from other government ministries/ institution whereas 

18.2% did o from the private \.:tOr. 

4.- ppr ach ·ed in e idino \ hat t Out ourc 

The ur C} abli hed that 72.7°'o of the ministrie ou ource their Human Resource 

I an gement a ti ities through single ourcing "he rea the other 27.3% reponed to be doing 

o through competiti e bidding. 
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4. act oo idered \\'hen cidioo on uL uurci n 

Th sun e} noted Lhat the rwo prune actors that are c n ide red "h n deciding n outsourcing 

in the Ken. a Public en ice are go\C:mment li > and the need for confident.alit). 10 %of 

th respondents in ea h as a~reed o. 81. % of the re p ndents agreed that the o 1 of 

sen ice as an important fa tor. \'w'hile 18._ 0 o disagreed that it \\3S. This factor has b en 

ranked at po it ion t\\0. The PerfOrmance of Pre\ ious uppliers and upplier R putati n both 

tie at 72.7°'o. It i apparent from the data on table thatth i sue of La k of Qualified Intern I 

Competencies \\a the least important factor in determining whether to out urce in the 

Ken_ a publi servi e. OniJ 6., .6% of the respondents agreed that it i important "hile a 

relati el) hi::h 36.4% disagre d. Results are presemed in Table 3 below. 

Table 3: Fa tor on ider d When Decidino to Out ourc 

I Agreed Oi agreed 
Ranking Factor Frequency Frequency I Total 

(%) (%) 
i I Government Policy I I 100 0 0 100% 

I Confidentiality I I 100 0 0 100% 
2 Cost of Service 9 81.8 2 1 18.2 100% 
3 Performance of previous 8 72.7 3 27.3 100% 

Suppliers I 
3 Supplier Reputation 8 72.7 3 27.3 100% 
4 Lack of internal Competencies 7 63 .6 4 36.4 100% 

_t.verage Score 9 81.8 ., 18.2 100% 

4. Po ible Rea on for ut ur ino of Human R ource anaPement Function 
b the n a Public rvice 

The results presenred in Table 4 hov that 90.9% of lhe respondents felt that the Kenya 

Public er ice outsource their Human resource function main!, to reduce costs and also to 

improve the skills and knowledge of their employees. These two reasons shared the top 

po ition of importan e. The other rwo possible reasons. to Increase effi ien and ro Reduce 



C ption. ti d in the se and position '' h re -· % of th rc p nd nt agrc d th t they ar 

n for outsour ing human Re urce Man gement fun ·ti n . n a\ era!;,e 9 

r pendent 81. % onsid r the gh en pos ible rea~on a strong \\ h rea 2 (I . .!%) 

on id r them \\ eak. 

Tabl 4: Rca n fi r ut ur ino 

Rank.ino P ibl Re· n for ur core 

9.1 

4. P ibl Ri ks of ut urcino 

On thi issue. the findings as sho" n in Table -indicate that 72.7% or the respondents agreed 

that outsour ing of Human Res urce 1 lanagemem functi ns led to loss of job for 

emplo. ees. This risk ranked number one. Two po sible risk o outsourcing Human Re ource 

Management functions. namely lnnation of Co by enders and Lo of Internal 

Coherence/ Uniformity \\er both r nked second. Los of ontrol and Delay b ndors 

with a ore f-4.-% and 45.5% are ranked in position three and four. respective I . The data 

on po ible ri ks f ou ourcing llR fun tions implies that depending on the attitude of the 

implementing officers. uch risk will determine v.hether outsourcing will be undertak n. 
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T bl : Ri ks f ut our in 

-'.9 Future of ut ourcino of Human R ourc ~lana ement Functi n in the Kenya 
Publi ervi 

On th1 · m uer. the ans,,ers expected from the re pondems ' ere ba ed on a structured 

question and therefore th an wer gi' en per respondent ould be more than one. There were 

t\\elve \aried ans,,ers v.hich to el~ fell into four ategorie as follm' : 

I. O\ernmcnt Polic 

Bright 

o change 

-+. Incremental outsourcing 

16.7% or 2 respondents indicated that government policy would determine the trend and 

scope of out ourcing of !Iuman Resource Management functions in the Kenya Public 

en ice. Three response . r~pre enting 2 '% indicated that outsourcing of human re ource 

t lanagcment function in the public servi e has a bright future v. ith the input of the private 

ector e'\pe t d to in rease. The re p nses gave a an e'\ample the preceden e set b) the 

para tatal Publi orporation in the ou ourcing of mo t of the critical Hwnan Re ource 

anagement functions such as Re ruitment and election and Training and Development. 

Five responden representing 4 I .7°'o indicated that the status quo would remain. that is. the 

public ser ice v. ill continue to outsource Human Resource 1 1anagement functions but only 

''ithin the e:\istin: go emment mstitutions uch as the DP'vt and the P CK. 

37 



T\\0 re nden ( 16.7% indi :ued lhat there \\OUid be gradual. incremental omsourcing 

from the pri\'atc sector of I tuman Re ource \lanagemcnt function b> the Ken. a Public 

emce b ginning with Performance pprai al and Management lhi . they argued. ,,;11 

happen in order to increase o ~ecuvit. and converse!} reduce bia nc in the:: as c sment of 

performan c of juniors b) upervi ors. Outsourcing of this functi n from the pnvatc e tor 

rna} even a celerate ''ith the imrodu tion of performance ontract · in the Kenya Public 

cn.i e. 
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I 

The urvc. , ught to tabli h the ext nt of out urcing f Human Rc ur e , lan gem nt 

tun ti n b. the ~enyan Public en. ice. Obj ttve f the tudy ' er : t determine th 

t "hi h the outsourcing of Human R source management function being undertaken by 

the; en. a Public en. i e and toe tabli h the fa tors that intluen the pra ti c of lfuman 

R ource \1ana0 emem fun tion outsourcing in the Ken) an Public ervice. 

:.1 · ~t nt f ut urcing HR~l unction in tb en an Publi crvi e 

The findin0 of the study in icated that the Kenyan Public r ice indeed outsour s Human 

Rc ou e lanagement unctions. The stud} reveal d that mo l of the lini trie outsourced 

these functi ns to large extent albeit from other go ernment institution . more o the OP\1 

and the P K. Two function mo tl. ou ourced by the ministrie vver found to be 

Recruitmcn elc.;ction and Tr tnino Developm nt. The finding compar v ell with 

literature reviewed earlier in this study. which re ealed that among the most outsour ed 

Human Re ource 1 fanagement functions are the two mentioned above. 81.8% of the 

mini trie outsourced their IIR. I functions from other go emment mini trie /institutions 

''hile there t c uired th ervi s from the private ector. !though Perf~ rmance ppraisal 

\\as rep rtcdly the least outsour ed Human Re ource \fanagement function in the Ken. an 

Ci tl erv 1 e (v. ith a meagre _7 ... % of the ministrie ou ourcing it to a large extent \.\hile the 

bat an e 73. %did not do it at all), mos1 of the respondents felt that it should be outsourced to 

in rease objecti it . 
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ur ino f Human R our \fan: o m nt un ti n 

The t Jd} re cal d that G rnm nt Poli ) and the need f r ontidcntialit) \\ere the leading 

fa to ons1d red in out our inu of !Iuman Re ·ourcc \lan:lgcmcnt functi n in the J...cn. un 

en i c I 0 % or II of the re ponden con idercd th m important The other factor 

onsidered in rder of import n ~ was that of Co t of cr.-1 with ore of 81 %. T' o 

other fact r - Pcrfonnance of Previous upplier and upplier Reputation both tu.:d tn terms 

of im score of T2 .7°'o. La k of ualificd Internal ompctencic ''ith a 

mparati el) IO\ ore of63.J% appeared to be the least on idered fa tor. 

The main reas n for outsour ing of Human R ource \ lanagement fun t1ons in the: public 

sen i e v.ere fo und to be Cost Redu tion and the lmprO\ cmcnt of kills and Kno' ledge of 

Emplo)ees. ut ·ourcing of thee functions \\as found to be laden ' ith ri ks of which the 

main one ''as of lo s ofjob b cmplo)ees ' ho hi ther to pro ided the er ices in-house. The 

least on idered ri k of Human Resource 1 lanagement functions merged to be that of 

Delay tunmct time fra mes. This was ju tilied by the fact that \ hen contr ctin0 out. 

government mini tri s u uall) provide specification condition of ac eptance to the en ice 

pro ider before entering into ontract relations '' ith them. 

5.3 Limitation f th tud 

The stud) ·s main limitation wa the cope of the stud}. The parastatal e tor' as not co ercd 

b) this stud) . II respondent ' ere officer in charge of Human Resource Management in the 

line of mimstries of the Government of Ken a. There are possibl a lot of outsourcing of 

Human Resource Management functions in the parastata ls/ Public Corporations which has 

not een studied. 
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load uat tim r ulh:d in me que ti nnaire not bt!in • c mpl led b. lh r ndents. 

lso. m of the re ndent were u pi iou • nd · n ucntl} relu tant to answer the 

que ti nnairc. 

:A Recommendation ~ r Poli and Practi e 

From the rc ·earch finding it an be rec mmended that the ~en. a Publi en 1ce hould 

strong!_ c nsider outsourcing Performan e ppraisal and it tanagemcnt from the pri ate 

ectOr in order o increas objectivi!) of the s. stem and participation in the c: rei e by 

employee . The m re comprehensive 360 apprai al meth d hould be in orporated \\hen 

outsourcing performance appral I to maintain the abo e ideals of objectivit> and 

parti ipation. 

It is also re ommended that the 1\.en~an Public er ice outsource the designing and building 

Human resource Database fo r I Iuman Re ·ource Management Information ystem (HR II ) 

so thar ir i a\ailable 1 e cry I IR I officer in the public er ice. It hould ontain is ues uch 

as record of Emplo~ec ge. ex. lfeahh, Terms of ervice. mplo. mcnl 1!1 tOr). and 

Training eed and so on. ver> HR [ otficer ' ill therefore have dire t ac ess to this 

information at the lick of a bunon. he P CK should onsider establishing a ' eb-based 

personnel database in order to promote information systematization ofHR I work throughout 

lhe entire K n)an Go emment linistri . 
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Ther s 'rdence as revealed b~ the tudy that the Pub Itt.. cl"\ i e rn Kenya out. urce orne 

of its Human Re ·ource lana ~:mcnt un tions to orne c tent albeit I rom other :J.Ovemmem 

in ·titution uch as the DP\11 and P K. There rs need for more rc car h to be undertaken on 

outsour ing of Human Resource L lana~ ment functions in the Kt:n)a Public el\ r e \Vith a 

f us on the parastataJ· tatt.: orporation to get in detail their l!xpcricncc after ou our ing 

those functions. 

There is also need to cnrry out a study n hO\\ the Kenya Publil. ·eni c can use outsour ing 

o( Human Resource • 1anagement functions as a trateg~ to in reasc cffr ienc). reduce osts 

and also build linkages and long lasting ollaboration '' ith the privat e tor in the Human 

Resource , lanagement profe ion. 
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pp ndi 1: L tt r of Intr du tion 

Dear R p . dent 

RE: MB \ Research Project 

I m po t graduate student at the niver it~ of • irobi doing a re car h a part o the 

r quir mcnt· for the d gree of Ia tcr of Busin s -\dmini tration ( IB 

r h proje t aims at findin3 out the e\.tem of out ur ing of HR L 1 function b) the 

P er\ i e in Ken) a. ft further ee"-s to e tab II h thl! fa tor con ide red b) th Publt 

1!1'\ i e 'hen outsour in g. 

The information collected \ ill e u ed onl) for academic purpo and "dl be treated 

c nlidentially. Your name or that of. our ministl) \\iII not be mentioned in the report. \\here 

· ible a opy of the research project\ ill be availed to )OU on r que t. 

Your assi tance and cooperation will be high! appreciated. 

Komen Haron. C. 

tB tudem 
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. pp nd ix : u tionnair 

Part A: n raJ in~ rmati n Tick' h •rc appli • ble 

I. HO\\ lon;:oo has your Human R ur e depanmem b n p rating para! fr m n) 

oth r mini try's? 

1-., years 

4-6. ears 

7-9 years 

0\er I years 

) 

) 

2. \\ h t i the approximate number or employees in )Our ministr)? 

Lc s than -.000 

Bet\ een -. 01-10.000 

Bet\ een I 0,001- 50.000 

Over 0,00 I 

( 

., 0 es our mimstr ha e a fully-fl deed Human Re our e epartmem? 

Yes ( ) 

0 ) 

(a . If your ans' er in 3 above i )es. ''hat is your taf e tablishmem? (that i . 

po itions in the department)-----------------------------------------------------
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(b). If our nS\ er is n . ho\\ do, ou run~ our llum n c urc an oc:mem (HR t) 

a 11, itie ? 

-------------------------------------------------------------------------------------------------------

Part B: . tent of H 1 ut ur rn 

·{a) D e ~our mini try contra t out me HR I functi n · ut 1d r . ( on idcr th r 

mini tries as outsiders for purpo eo this study.) (Ti k f j wltere uppli ubi•. 

Ye ] o[ 

(b) If )Ollr an wer abo e C • approximatcl ... h ' I ng h your mini tr: be ·n 

involved in outsourcing of Human R sourc 

appropriate. 

i) lor than tv enty )e r 

ii) M re than ten years 

111 re th n fi e · ar 

i ) M re than three years 

lan gcmcnt tund1on . Pletl\' Ti J. cr 

) 

) 

) 

v) Other pecify) -------------------
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1-

6. To what c. tent does our ministry oUlsourc an) of th followin:! Human R ·ource 

lanagem nt fun tions? (Plea · • ti k 011 tlte fnllm in " cafe from I to Jit•e wltere 

appropriate) 

Key: 

ot ar all. 2- L ss extent 3- Mod ratel extent -l- large e. tent - ery large extent -

1 2 3 
"" 

Recruitment and election ) 

Training and De elopmem ( ) ( ) ) ) 

ecurity ervices ) l } ) 

Emplo ee Welfare and oun eling tivi ties ) 

pecialist legal d isory ervices { ) ( ( ) 

Pa)TOII Management ( ) ) ) 

Performance ppraisal and lanagemenr ( ) ( ) ( ) ( ) 

Human Resource Planning ( ) ( ) ( ) ( ) 

For the Human Resource func tions that your mini tr. outsources, (Tick ( ~ the mo t 

probable upplier of the e fun ·tiOII ·/;en ice .) 

1. Other go ernment mini trieSt institutions ( 

2. The pri ate sector 

3. Any supplier ) 



p T actor intlu u ur ina 

hen ~our mini try out our e . "' h1che\er Human Rc 

the foliO\ ing approa hes do you mainl. appl) 

i) Competiti e bidding 

i i) ingle ourcing 

iii n. approach 

( ) 

( ) 

fun ti ns it d~cidc whi h of 

9. There are many factors that are onsider d \\hen making d~ci ion on "hethcr to ut ource 

or not. Plea e Tick (..J) a number that be 1 d cribe the It! '" ' of importtm ·e of thefol/owilln 

factors. (1 fo r very ·trono and .~for very weak.) 

1 2 3 ... 

Go emmt!nt Polic} ( ) ) 

Reputati n ) ( ) 

Performanc of Pre' ious upplier ( ( ) 

Cost of cr ice ( 

Lack of ua l i lied Internal ompetences ( ( ) 

Confidentiality ) ) ( ) ) ) 

Others (Pie e list and tick a cording!) 

( ) ( ) ( ) ( ) ( ) 

Key: 

1. ery strong 2. trong 3. Moderately strong 4. Weak Ver v eak 

. ., 



10. ing the fi e point al elm: . rate b. i kin 0 ( ~ th r ut ur in 

some of the Human R urc un tion in _' ur mini tr) (Pittu • u c! Ill • fnllowill, fl• 

point s ale • here: 1. \ 'er: tr< ng 2. tr n~ rJh:l. tr ng 

4. \\ eak 5. \ cr) \\ ~ k 

1 

( ) ( ) 

In rea efficien > 

Reduce orruption ( ) 

Improve kills and knm ledge of employe ( ( ) ) 

II. Ri k is one ofth actors that innucn e HR out urcing. 

or disa0 ree \ ith th oliO\\ in= tat ment ab ut the ri k of out ur in0 Plea I! rick 

( ) ill th e relevant box t ·ino the fi\.'' ptJint calf! h •low. 

I gr J or I I i agr 

L of control I I 
Los of jobs b> 

emplo_ ees 

lntlated co tin0 by 

I endors I Lo ofintem I 

I heren 

Unmet time 

frames/deJa 



12. B ed on > ur ''hat is the utur I out urcin f Hum R ur e 

tan ::.ement (HR l fun ti n in ur mini tr) ? 

---------------------------------------------------
·----------------------------------

H R I 
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