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Acronyms and Abbreviations

CAJ — Commission on Administrative Justice (Office of the Ombudsman)
€50 — Civil Society Organization

— Directorate of Criminal Investigalions

— Equal Opportunity and Inclusion Assessment

F&D - Focus Group Discussion

GoK — Government of Kenya

@PS — Global Positioning System {used in recruitment monitoring)
HRD - Human Righis Defender

HURIA - Human Rights Agenda

ICPAK - Instilute of Cerlified Public Accountants of Kenya

ICT - Information and Communication Technology

16 — Inspecior-General of the National Police Service

IPOA — Independent Policing Owversight Authority

JSC - Judicial Service Comimission

KEELRC — Kenya Employment & Labour Relations Court

KLR - Kenya Law Repoiis

KNCHR - Kenya National Commission on Human Rights

NG&O - Non-Govemmeantal Organization

NPS — National Police Service

NPSC - National Police Service Commission

NPSC Regulations, 2015 — National Police Service Commission {Recruitment and
Appointment) Regulations, 2015

NYS — National Youth Service
PJCVE - Prevention / Countering Violent Exdremism
PRIC FPolice Reforms Implementation Commitiee

PEP - Police Education Programme

POT - Physical Observation Test (helght, welght, and basic physical requirements)
POTA — Prevention of Temorism Act

PSC — Public Service Commission

SOP - Standard Operating Procedure



Glossary of Key Terms
Definition

A neutral individual or organisation formally authorised by the NPSC to monitor
Acecredited Observer the recruitment process for transparency and compliance.

A person who submits an application fo jein the National Police Service as a
police constable or through other entry pathways.

An assessment of a candidate's cognitive abilities, reasoning, and problem-

Aptitude Test solving skills relevant to policing duties.

A recruitment pathway for degiee-fioldars who join the Service for leadership

Cadet Entry Scheme training and development.

A non-state, non-profit body promoting public interest, human rights
oversight, and governance monitoring.

Civil Society
Organisation (CSO)

ul

' The National Police Service Commission—constitutionally mandated to
recruit, appoint, promote, and discipline police officers.

National principles such as accountability, equity, transparency, respect for

Constitutional Values human rights, and public participation guiding all public processes.

Legal obligations to ensure recruitment reflects Kenya's ethnic, regional,
gender, and minority representation.

Diversity
Requirements

The process of verifying candidate information to confirm suitability,

Due Diligence accuracy, and integrity.

Inteqrity screening to assess whether a candidate meets ethical and
- professional standards required for police service.

The official number of staff positions approved for the National Police Service.

Requirements ensuring fair representation of differant ethinic groups and
counties in the police service.

Ethnic and Regional
Balancing

The semior-most police officer who may receive delegated recruitment
Ll LD responsibilities from the NPSC
A formal pledge taken by panel members and observers committing to

integrity Oath honesty and impartiality during recruitment.

,%
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. Health and physical fitness evaluations determining a candidate’s suitability
aieiin  for police duties.

Merit-Based A principle ensuring recruitment decisions rely on qualifications, skills, and
Recruitment integrity—not corruption or favoritism.

National Police Kenys's national law enforcement institution comprising the Kenya Police
Service (NPS) Service and the Administration Police Service.

National Police
Service Commission
NPSC

The constitutional body responsible for recruitment, promotions, transfers,
and discipline of police officers.

A document produced by observers detailing findings, imegularities, and

Observer Report recommendations from the recruitrnent process.

e s 8 Tests evaluating physical fitness, strength, and endurance of candidates.

Constitutional requirement ensuring communities and civil society engage in
the recrultment oversight process.

A body appointed by NPSC to conduct the physical, medical, and aptitude

Recruitment Panel :
assessments at recruitment centres.

. Selection of applicants who meet basic qualifications to proceed to the next
Shortlisting stage of assessment.

lllegal request or offer of bribes, gifts, or favours in exchange for recruitment
opportunities.

Ensuring openness and accountability so that recruitment can be

independently verified,
Verification of The process of checking the authenticity of academic certificates, IDs, and
Documents credentials.

An unfilled position within the Mational Police Service that the recruitment
seeks fo fill.
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Preface

Since 2016, Human Rights Agenda (HURIA) has
been at the forefront of efforts to transform
policing at Kenya's Coast; a region long affected
by strained police-community relations,
recurring allegations of misconduet, extra-
iudicial killings, and deep-seated mistrusi. In
this challenging context, HURIA has championed
a rights-based, people-centred approach to
policing that foregrounds accountability,
community ownership, and innovation as the
foundation for sustainable security. Over nearly
a decade, and with steadfast support from
development pariners, HURIA has designed and
implemented initiatives that have strengthened
police service delivery while empowesing
communities to speak out, demand
accountability, and engage meaningfully in crime
prevention and public safety.

HURIA's decigion to obzerve police recruiiment
is not incidental; itis grounded in years of
working to shift policing culture from one
defined by opacity and coercion to one that is
democratic, inclusive, and anchored in

constitutional values, Recruitment is the
gateway ino the police service, and therefore
the first—and most decisive—moment at which
integrity, professionalism, and human rights
commitments must be embedded, The same
communities that bear the everyday
consequences of policing also have the greatest
stake in ensuring that the process through which
new officers are selected is transparent, lawful,
and merit-based. For HURIA, monitoring the
2025 recruitment exercise builds directly on a
long trajectory of strengthening trust between
citizens amd the police and advancing
accountability in the security sector.

Dver the years, HURIA has introduced flagship
innovations that have become reference points
for effective community policing and
participatory accountability. The SEMA Clinics
created unprecedented spaces where citizens
could speak, report violations, and engage
police keaders without fear. Carbonated
Oceurrence Book (OB} systems strengthened
tranzparency at the station level by enabling




real-time tracking of cases. Toll-free legal sid
lines ensured that individuals facing amest,
violence, or rights violations could quickly
access legal assistance and redress, Police
Open Days and Jukwaa za Usalama forums
provided accessible platfarms for dialogue,
trust-huilding, and joint problem-solving.
HURIAs boda boda reform iniiatives helped
organise riders into associations and SACCOs,
contributing to safer mads, sironger livelihoods,
and improved police-community relations. Even
simple WhatsApp policing groups created real-
time avenues for reporting incidents and
accelerating police responsiveness. Together,
these innovations—locally generated, context-
sensitive, and community-driven—demonstrated
that policing can be both effective and humane
when built in partnership with those it serves.

Through these initiatives, HURIA has leamed
crucial lessons that continue to shape its
approach. Community ownership is essential for
sustainability; indeed, many Community Policing
Forums (CPFs) and Community Policing
Committees (CPCs) remain active long after
project cycles end. Collaboration with oversight
institutions, chiefs, elders, women's leaders, and
county officials is not optional =it is
indispensable to bridging institutional gaps.
Simple, user-friendly tools ofien sucoeed where
complex systems fall, especlally In
environmenits where resources, information, or
trust are limited. Yet systemic challenges
remain. Frequent transfers, weak prosecutions,
endemic corruption, political interference, and
inconsistent implementation of reforms
continue to erode public confidence and
undermine even the most promising
interventions. These persistent problems
Hlustrate why continuous, evidence-based
advocacy such as manitoring police recruitment
is vital

HURIA's policing jourmey affirms that
democratic, rights-based, and people-centred
policing is not only necessary but entirely
achievable in Kenya. With strategic donor
investment, community empowerment, and

practical innovations, it is possible to rebuild
public trust, reduce insecurity, and cultivate a
policing culture groundead in service rather than
force. As this repart demonstrates, however, the
guality of policing begins long before an officer
dons the uniform; it beging at the recruitment
gate. Ensuring that recruitrnent is transparent,
inclusive, and compliant with the law is central to
the broader transformation of Kenya's security
sector.

As HURIA looks ahead, it remains committed to
scaling these innovations, deepening gender-
responsive and community-sensitive policing,
and strengthening linkages between policing
refarms and broader justice sector
transformation. By continuing to work alongside
communities, oversight bodies, and state
institutions, HURIA will keep advancing its
mission: to promote human nghts, strengthen
accountability, and contribute to a safer, more
just, and more democratic Kenya.

Yusuf Lule Mwatsefu
Executive Director, Human Rights Agenda
(HURIA)

Movember 2025




Executive
Summary

The 2025 police constable recruitment exercise
once again revealed a persistent and troubling
pattemn of non-compliance with constitutional
standards, statutory procedures, and judicial
directives goveming public recruitment. Despite
moxe than a decade of judicial scrutiny, repeated
court declarations of iregularity, and extensive
monitoring by independent constiiutional
commissions, the same systemic weaknesses
identified in previous recruitment cycles
resurfaced with siriking consistency.

Recruitment
Centres

Total centres designated
across three Coast countles

Regional Coverage

Across the three Coast counties, a total of
21 recruitment centres were designated by
the National Police Service Commission
(NPSC). HURIA deployed trained observers
to 10 of these centres, achieving 47.6%

coverage of all recruitment points in the
region. This represents a strategically
significant sample that spans diverse
contexts urban, peri-urban, and rural
allowing for credible comparative analysis
and identification of recurring systemic
patterns.

Centres Observed  regional analysls

HURIA dep tralned
observers achieving 47.6%

The November 2025 recruitment conducted only
three days after the High Court lifted
conservatory orders was marked by procedural
improvisation, weak accountability safeguards,
and significant deviations from the National
Police Service Commission (NPSC) Regulations,
201 5. Field observations across Kwale, Kilifi,
and Mombasa counties coafirm that the failures
highlighted in past petitions and oversight
reperts remain largely unaddressed. Even in the
presence of well-trained observers, the process
revealed systemic deficiencies that undermine
fairness, transparency, and public trust in the
Mational Police Service (NPS).

4%

National Sample

0f 416 centres nationwide,
representing credible

Measured against the 416 centres nationwide,
HURIA's sample constitutes 2.4% of the national
recruitment footprint, a proportion consistent
configuration, and longstanding focus on
coastal policing reforms. While not exhaustive,
this level of coverage is methodologically
sound: it captures nearly half of all centres in
the target counties and includes locations with
varied administrative capacities, population
densities, and historical records of recruitment-
related complaints. These characteristics
substantially enhance the representativeness
and analytical depth of the dataset.



Critical Failures in Transparency

-1 1 1

Missing Shortlists
Ceniral among the recuming

standing opacity,

Improvised Documentation

Withheld Yacancy Bata
In nearly all centres, candidates

issues was the continued and observers were left without 2025 exercise

failure to publish mandatory access 1o the leaal shostlist, reproduced long-
shortlists and centre-specific and vacancy nuimbers were standing failures to
vacancy allocations. Courts withheld, altered mid-process, publish mandatory

and constitutional or announced verbally without centre-specific vacancy
commissions have supporting documentation. This allocations, despite
repestedly underscored the mimors imegularities identified explicit judicial
importance of these in several landmark judicial directives requiring
documents for ensuting decisions, including aarlier High verifiable public records
merit-based recruitment, yet Gourt judgments that for accountability.

the 2025 exercise invalidated entire recruitment

reproduced this long- drives due to the absence of

verifiable public records.

Systemlc Opacity
Systemic OpacityThe

without formal authorization or documented

System Abandonment
Centres abandoned the official online system
justification.

Contradictory Forms
Inspector-General-issued forms were

introduced that directly contradicted NPSC's
prescribed procedures

Candidates were forced to print documents
at their own cost, violating explicit
regulations prohibiting financial burdens on
applicants.

2
3=

Anothes persistent non-compliance pattern
involved the use of improvised documentation
and non-standard forms. Despite prior judicial
admonitions against ad hoc recruitment tools,
ceires widely abandoned the online system and
instead used Inspector-General -issued forms
that contradicted the NPSC's own prescribed
procedures, Observers confirmed that
candidates were forced to print documents at
their own cost, violating explicit regulations
prohibiting financial burdens on applicants. This
exact issue has been raised repeatadly by IPOA,
CAJ, and KNCHR, who have warned that
undocumented procedural alterations create
openings for abuse and cormuption,




msssssssssssseeees - Collapsed Integrity Safeguards =esssssssssm—"
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Panel composition failures particularly the
systemic absence of Education Officers re-
emerged as a defining imegularity, even though
their absence has been consistently criticised in
both litigation and independent reports. This
year, the gap directly contributed to academic
fraud, including a documented incident involving
forged certificates at the Vigurungani/Kinango
recruitment centre. Independent observers have
historically noted that the absence of technical
experts not only undermines the authenticity of
academic vetting but also exposes pangls to
manipulation and undue influence, The 2025
recruitment confirmed the persistence of this
risk.

Education Officers
Present

At most observed centres despite
regulatory equirements

Documented
Fraud Case

Forged certificates at Vigurungani /
Kinango centre

Oath Administration Failure Corruption Indicators Disqualification Reversals
The Emh :; Integrity, o Gaps in integrity safeguards Apparent attempts to

2k ?EI,:Z b’ Courts an | coincided with renewed reintroduce disqualified
oversight bodlels as a critica allegations of bribery, the candidates were observed,
g:“,"fa"‘:?’ """“2 pei presence of brokers near demonstrating how weak
“bm':zt; . “":?'h L recruitment grounds, and safeguards enable

;:J:g ity nﬁ’:;?; pr:n sadad suspiqiuus interactions manipulation of the
iliout taking the ooth. involving panel members. recruitment process.

Integrity safeguards also remained weak. The
Oath of Integrity, which both courts and
oversight bodies have emphasised as a critical
govemance tool, was administered in only two
of the obseryed centres. The majority of panels
proceeded without taking the oath, eliminating a
key procedural guarantee and replicating a
prablem Aagged consistenly by IPOA and
KNCHR in earfier recruitment cycles.

Predictably, the gaps in integrity safeguards
coincided with renewed allegafions of bribery, the
presence of brokers near recruitment grounds,
suspicious interactions involving panel members,
and apparent attempts to reintroduce disqualified
candidates.
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 Unconstitutional Candidates were explicitly
Ethnic-Based Exclusion removed because members
of their ethnic group

Constitutional Violation were too many , ,

The Oath of Integrity, Judicial Precedent ignored

emphasized by courts and -

oversight bodies as a critical Gaps I: I:iegn;:thf safeu;mds

governance tool, was coincided with renewe ;

administered in only 2 of 10 allegations of bribery, the Institutional Failure

ﬂhSEWEd centres. TI'E P'ESEHCE of brokers near Apparent attempts to

majority of panels proceeded recruitment grounds, and reintroduce disqualified

without taking the oath. SUSDICIOUS Mieractions candidates were observed,

involving panel members. demonstrating how weak

safeguards enable
manipulation of the
recruitment process.

The lgsve of ethnic-based sxclusion, which has
been repeatedly chastised by the judiciary and
human rights institutions, also resurfaced in
2025. At Vigurungani, candidates were explicitly
removed bacause members of their ethnic gioup
“were 100 many”a practice that violates Article
27 of the Constitution and has been consistently
condemned as unconstitutional. Despite clear

judicial pronouncements prohibiting such
discrimination, the practice recurred openly and
without corrective infervention, demonstrating
the NPSC's faillure to intemalise and enforce
constitutional norms.

memees  Absent Complaints and Redress Mechanisms s

No Administrative Justice

Centres offered no complaint desks, no
registers, and no formal avenues for appeal
despite years of recommendations from CAJ
and KNCHR urging NPSC to institutionalize
administrative justice protocols in
recruitment.The absence of credible complaints
and redress mechanisms persisted across all
observed centres, leaving candidates with no
recourse when facing arbitrary decisions or
procedural irregularities.No designated
complaint desks or officersNo complaint
registers or documentation systemsNo formal
appeal procedures communicated to
candidatesNo oversight of decision-making
processes

Undocumented Decision Reversals

The Msambweni case exemplifies the dangers of
absent accountability mechanisms. A successful
candidate's selection was reversed without
documentation, explanation, or opportunity for

appeal.

Courts have repeatedly ruled that recruitment
decisions must be accompanied by clear
reasons and proper documentation, yet this
principle remains unimplemented. The ability to
alter decisions arbitrarily, without record or
justification, fundamentally undermines the rule
of law in public recruitment.




The absence of credible complaints and redress ™= Chronic Documentation |
mechanisms also persisted. Centres offered no and Record-Keeping

complalnt desks, no reglsters, and no formal Failures

avenues for appeal despite years of

recommendations from CAJ and KNCHR urging Centres with

NPSC to institutionalise administrative justice Public Results m—

protocaols in recruitment. Instances such as the o oroduced

undocumentad reversal of a successful observed centre

candidate in Msambweni highlight how easily publicly accessible written results

decizions can be altered without accountability.

Courts have repeatedly ruled that recruitment

decisions must be accompanied by clear

reasons, yet this principle remains Formal Disqualification

unimplementad ROCOMS m——
No centres maimtained verifiable
disqualification documentation
Auditable Recrultment
Returns s——
No cemtres produced verifiable
recrultment returns for oversight

Finally, documentation and record-keeping
weaknesses remain chronic and
uncorrected. Mo observed centre producad
publicly aceessible written results, formal
disqualification records, or verifiable
recruitment retumns. This is a direct repeat of
findings from prior independent reports and
judicial rulings, all of which have wamed that
undocumented processes cannot withstand
legal scrutiny or public audit.




Systemic Disconnect

A persistent gap exists between
constitutional and judicial
expectaiions goveming police
recruitment and actual practice on
the ground, unchanged despite a
decade of oversight.

Legal Yulnerability

Without decisive instituticnal
action, the police recruitment
process will remain vulnerable to
legal challenge, public mistrust,
and persistent allegations of
eomuption and discrimination.

Taken together, this pattern of repeated non-
compliance demonstrates a systemic
disconnect between the constitutional and
judicial expectations governing police
recruiiment and the actual practioe on the
ground. The 2025 exercise, though exhibiting
isolated examples of good practice including
unresiricted observer access, professional
medical evaluations, and affimnative
consideration for orphans, fell short of the
transparency, fairmess, and procedural rigor
required by law,

The continued recurrence of long-standing
iregularities highlights the urgent nead for
structural reform within the NPSC's planning,
oversight, and enforcement mechanisms.
Without decisive institutional action, the police
recruriment process will remain winerable to
legal challenge, public mistrust, and persistent
allegations of comuption and discrimination.

e Urgent Need for Structural Reform o

Repeated
Non-Compliance

The continued recurrence of long-
standing irreqularities—missing
shortlists, ahsent Education
Officers, ethinic discrimination,
weak integrity
safequards—demonstrates
institunions| fallure to implement
reforms.

Reform Imperative

Structural reform within the NPSC's
planning, oversight, and
enforcement mechanisms is
urgently needed to align practice
with constitutional standards and
resiore public confidence.




This report proposes a set of strategic reforms
1o strengthen integrity, faimess, and
professionalism in the National Police Service
(WPS) recruitment process. The
recommendations are grounded in direct field
observations acioss the Coast region and
aligned with constitutional standards, judicial
guidance, and international best practices.

First, the NPS should adopt context-
senskive height and weight standards that
reflect Kenya's regional and ethnic diversity.
Current uniform threshelds disproportionately
exclude communities—particularly in coastal
counties—whose natural body profiles differ
fiom national averages. Contextualized
standards would enhance aquity and broaden
the recruitment pool

Seocont, recruitment should transition from
an overemphasis on physical filness to a
competency-based model that evaluates
integrity. psychological readiness, emotional
intelligence, and decision-making capacity. This
shift is critical for cultivating an ethical
professional, and community-responsive police
service.

Third, community participation must be
strengthened thiough community-centred
recruitment models. Community policing
committees and localized structures should be
involved in oversight and background checks to
enhance transparenty, ensure local
representation, and reduce the selection of
outsiders at the expense of local applicants.

Fourthy ouidated colonial-era recruitment
standards should be modernized. Revised
criteria must emphasize human rights
awareness, critical Thinking, communication,
conflict resolution, and digital literacy to meet
the demands of contemparary policing.

Fifth, the NPS should invest in modem
infrastructure and digital tools for recruitment.
Standardized equipment, digltal reglstration,
automated scoring, and secure data systems
would reduce human efror, curb manipulation,
and increase efficiency and public confidence in
the process.

Shith, an independent complaints desk
should be established at every recruitment
centre. Staffed by non-HPS personnel, the desk
would receive and document grievances
transparently and strengthen accountability.

Seventh, the medical examination process
should be streamllmd by requiring pre-
recruliment screening at accredied govemment
facilities. Presenting verified medical reports on
recruitment day would reduce congestion,
enhance transparency, and offer candidates a
fair chance to contest disputed results.

Eighth, the NPS should reopen or extend
recruitment in centres that fail to meet quotas,
rather than retuining empty slots to
headquarters—a practice that often fuels
perceptions of corruption, Localized mini-
recruitments would pratect regional equity and
maintain public trust.

Ninth, the NPS should routinely publish
disaggreqated recruitment statistics, including
applicant numbers, disqualification reasons,
gender representation, and inclusion of persons
with disabilities. Public access to such data is
vital for transparency and evidence-based
refarm.

Tenth, pre-recruitment support programmes
should be introduced in areas that comsistently

attract few or undesprepared candidates. These
programmes—featuring career guidance and
basic preparation—would help overcome
structural barriers and build a diverse candidate
pipeline.




Finally, the NPS and NPSC must ensure the formal accreditation of independent observers as
required by law. Although observers were allowed into centres during the recent exercise, they were not
formally accredited. Mon-accreditation exposes observers o interference, creates inconsistency in
access, undermines transparency, and weakens the credibility of oversight findings. A clear and public
accreditation process is essential to safeguarding the integrity of future recruitment cycles.

National Sample

Of 416 centres nationwide,
representing credible
regional analysis
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/Introduction

Police recruitment plays a foundational role in
shaping the integrity, professionalism, and
public credibility of the National Police Service
(MPS). In Kenya, the recruiiment of police
constables is not merely a technical human
resource exercise; it is an eniry point into a
security institution that wields sigrificant power
and influence in citizens’ daily lives. The values
embedded at this earliest stage transparency,
faimess, merit, and respect for the rule of law
ultimately determine whether the police sarvice
functions as a protector of rights or a source of
insecurity. Despite repeated reform efforts,
persistent challenges continue to undermine
recruitment integrity, pointing to structural
weaknesses that require urgent and sustained
attention.

This report, Poficing the Police: Safeguarding
Transparency and Merit in Kenya's Recruitment
Process, presents the findings of HURIA's
independent observation of the 2025 police
constable recruitment exercise conducted
across Kwale, Mombasa, and Kilifi counties.
Drawing on field observations, legal analysis,
historical reform trends, past judicial
interventions, and evidence from oversight
bodies, the report provides a comprehensive and
multi-layerad assassment of recumring gaps in
recruitment practice—and the implications for
human rights and governance.

L1
Recrultment in Kenya

Police recruitment in Kenya has long been the
subject of public concern, judicial scrutiny, and
institutional reform. Beginning in the late 1990s
and intensifying afier the 2007-2008 post-
election violence, mational debates highlighted
deep-seated problems within the police service,
Including corruption, politiclsation, low
professionalism, and widespread abuses of
povier. These concerns prompted major
inquiries and reform commissions—most
notably the Waki Commission {2008), the
Ransley Task Force {2009), the IPGA and
KNCHR oversight framewarks (from 2011), and
meore recently the Maraga Taskforce (2023).
Consistently, these bodies identified recruitment
as 4 critlcal faul line shaping the quallty and
culure of policing.

The 2010 Constitution sought to transform the
police iito a service grounded in accountability,
hurman rights, and professionalism. To achieve
this, the Mational Police Service Commission
(NPSC) was mandated to conduct transparent,
mefit-bazed recruitment guided by national
values, human rights standards, and clear
regulations. Central to this framework are the
NPSC Act, the Mational Police Service Act, and
the NPSC (Recruitment and Appointment)
Regulations {2015}, which specify the processes
for shortlisting, verification of credentials,
integrity vetting, complainis handling, and
documentation.

Despite this robust legal and institutional
architecture, recruitrnent exercises have
repeatedly heen marred by irmeqularities. Courts
nullified the 2014 recruitment due to widespread
malpractice, and the 2015 Gourt of Appeal
decision further clarified the limits of delegated
authority in recruitment. Overgight institutions
including IPOA, CAJ, and KNCHR have issued
miultiple reports documending persistent issues
such as bribery, discrimination, opague




selections, weak documentation, and
inconsistant application of procadures.

The 2025 recruitment exercise, observed by
HURIA, demonstrates that these problems
remaln deeply entrenched. While some cenitres
showed improved organisation and compliance,
systemic gaps including lack of transparancy,
inteqgrity weaknesses, irregular panel
composition, inadequate verification processes,
and absence of complaints mechanisms
continue to undermine public trust in the
recruitment process and the broader police
reform agenda.

1.2

PEo S

The purpose of this report is to provide a
comprehensive analysis of the integrity,
transparency. and compliance of the 2025 police
constable recruitment process in Kenya, with a
primary focus on Kwale, Mombasa, and Kilifi
counities. The report aims to:

*  Document and assess the recruitment
practices observed during the 2025
exercise.

+  Measure compliance with constitutional
provisions, statutory raquirements, and
NPSC regulations.

+  Identify systemic weaknesses that
coifinue to undermine fair and merit-
based recyuitrmeant.

»  Highlight recurrent issues that have
persisted despite past judicial rulings,
oversight investigations, and reform
recommendations.

+  Present evidence-based
recommendations 1o strengthen
transparency, integrity, and
accountability in future recruitment
cycles,

Support advocacy effaris to align

paolicing institutions with constitutional

values and human rights standards.
The report covers the full recruitment cycle as
observed by field monitors—including applicant
registration, eligibility screening. physical and
medical testing, panel compaosition, integrity
safeguards, complaints kandling, and final
selection announcemeants. It also Integrates
analysis from past litigation, independent
reports, taskforce findings, and comparative
human rights standards.

While the study focuses on three coastal
counties, the findings have national relevance,
as the pattems docuimented mirror those
identified across multiple past recruitment
oycles throughout the country.

1.3
Structure of the Report

This report is organised into ten major sections
to guide the reader through the legal context,
historical trerds, field findings, and proposed
reforms:
Section 1: Introduction - Provides the
background, purpose, and structure of the
report,
» Section 2: Methodology and Limitations —
Describes the data collection methods,
observer deployment, tools used, and study

constraints.

+ Section 3: Legal and Policy Framewaork -
Outlines the constitutional, statutory, and
regulatory foundations governing police
recruiment.

» Section 4: Historical and Structeral
Overview of Palice Reforms - Examines

reform trajectories, past taskforce findings,
and persistent structural gaps.

+ Section 5: Litigation and Accountability -
Analyses key court cases and jurisprudence




influencing recruitment standards.

+ Section 6: Field Observation Findings -
Presents detailed observations from the
2025 recruitment cycle across various
centres.

Section 7: Cross-Cutting Observations -
Synthesises systemic patterns and recurring
challenges.

Section 8: Lessons from Past Recruitment
Cycles - Compares 2025 findings with
historical trends to highlight persistent
weaknesses.

and
Limitations

This report is based on a multi-layered
methodology that combines struciurad field
observation, rigorous legal and policy analysis,
and triangulation with authoritative judicial and
oversight reports. The approach was designed
to capture both the observable conduct of the
Movember 2025 pollce constable racrultment
exercise at cenire level and the broader
nstitutional, legal, and historical context in
which the process occurred. Through a
systematic human rights and administrative
justice monitoring framewaork, HURIA sought to
ensure factual accuracy, analytical depth, and
contextual reliability across Kwale, Mombass,
and Kilifi counties.

HURIA deployed trained observers to selected
recruitment centres across the three counties,

Methodology

Section 9: Synthesis and Way Forward -
Offers an integrated analysis and proposes a
new recruitment paradigm.

Section 10: Recommendations - Provides
actionable reform proposals for NPSC,
oversight bodies, policymakers, and civil
society.

Annexes - Include observation tools, case-
law digests, centre lists, and reference
materials.

monitoring the entire recivitment chain from
pre-exercise preparations and registration
through identity and academic verification,
physical and medical assessments, complaint-
handling procedures, documentation practices,
and the announcement of final results.
Observers recorded compliance and deviations
as they occurred, including suspicious conduct,
unexplained slot adjustments, integrity
breaches, operational strengths, and

contextual factors that shaped the credibility of
each centre. These field cbservations form the
empirical foundation of this report and are
synthesised into a consolidated analytical
agsessment.

Impartantly, the three Coast counties
collectively hosted 21 recruitment centres,
and HURIA successfully deployed observers to
10 of these locations. This represents 47.6%
coverage of all centres im the region, providing
a strong basis for comparative analysis and
identification of systemic patterns across the
Coast, Against the 416 recruitment centres
nationwide, the oliservation sample
constitutes 2.4% of the total consistent with
HURIA's geographic mandate, logistical
foetprint, and focus en coastal policing
reforms. This level of coverage, while not
exhaustive, is methodologically siguificant: it




captures nearly half of all centres in the target
tountles and includes diverse settings urban,
peti-urban, and rural thereby enhancing the
representativeness of the sample. The
inclusion of centres with varled administrative
capacities, population densities, and histories
of recrultment-related complaints further
strengthens the reliablility of findings.
Consequently, the dataset provides a
sufficlently robust evidence base for credible
regional conclusions while contributing

contextually grounded insights to national
conversations on police recrultment

ransparency and integrity.

2.1

Field Observation
Framework

The field chservation framework was grounded
in established human rights monitoriig
principles and aligned with constitutional,
statutory, and regulatory standards goveming
police recruitment. Observers were guided by
constitutional requirements on transparency,
equality, integrity, human dignity, and fair
administrative action; by the provisions of the
Mational Police Service Act and the NPSC Act;
and by the procedural obligations set out in the
NPSC (Recruitment and Appointment)
Regulations of 2015.

The framework examined the recruitment
process across four critical stages. The
preparatory phase assessed the publication of
nofices, readiness of venues, and praper
constitution of recruitment panels. The
screening stage focused on the verification of
identity documents, academic certificates, and
the adminlstratlon of Integrity declaratlons. The
physical and medical testing stage examined
both procedural consistency and the
professiomalism of assessments. Finally, the
decision-making stage evaluated the
transparency of selection criteria, the visibility

and completeness of records, and the presence
of credible complaint mechanisms. By covering
multiple centres across three counties, the
framework allowed for comparative analysis and

2.2

Training and Deployment
of Obsagnfers “F

Prior to deployment, observers underwent
intensive training on recruitment laws, ethical
standards, investigative techniques, and
objective documentation. Training covered the
legal and regulatory foundations of palice
recruitment, comimon risk areas such as
comuption, diserimination, coercion, and
procedural manipulation, and practical skills in
structured note-taking, evidence handling. and
conflict-sensitive engagement. Observers were
trained in the use of checklists, integrity
assessment toals, narrative logs, and complaint-
tracking templates to ensure consistenoy across
centres. Each observation team was led by a
designated lead observer responsible for
coordinating data collection, validating findings,
and ensuring guality control throughout the
recruitment day.

2.3

Devel ent of
Dbserovg't?on Tools

To guide real-time and systematic data
collection, HURIA developed specialised
observation instruiments tailored 1o the unigue
administrative and procedural characteristics of
police recruitment. These tools were infarmed
by the 2015 NPSC regulations, lessons from
past court rulings on recruitment irregularities,
best practices in administrative justice, and
HURIA's monitoring experience fram earlier
exercises.



The toolset included centre opening and
preparedness checklists, applicant screening
templates, physical and medical testing
assessment forms, integrity risk-monitoring
tools, structured interview templates, and
complaints and redress trackers. A narrative
observation log captured qualitative incidents,
informal interactions, and deviations not easily
captured through structured tools. All
instrumens were piloted and refined to enhance
clarity, consistency, and reliability before
deployment.

2.4

Integration of Judicial and
Oversight Reports

A defining feature of this methodology is the
integration of comparative legal and institutional
analysis. HURIA examined jurisprudence from
major recruitment-related petitions including
High Court decisions from 2014, the Court of
Appeal ruling of 2015, and the Employment and
Labour Relations Court judgment lifting
conservatory orders in 2025. These decisions
provided legal benchmarks on transparency, the
limits of delegation, procedural faimess,
documentation standards, and integrity
obligations.

To further contextualise field observations,
HURIA reviewed monitoring reports from
oversight institutions such as IPOA, CAJ, and
KNCHR, as well as findings from major reform
bodies including the Ransley Task Force and the
Maraga Taskforce on Police Reforms. These
sources helped identify recurrent systemic
challenges, validate field-level findings, and
highlight areas where past recommendations
remained unimplemented. The triangulation of
field evidence with judicial and oversight
analyses enrichiad the study by situating
observed iregularities within long-standing
structural and institutional patterns.

2.5

Limited of the Study

Despite its comprehensive design, the study
faced several limitations that shaped the scope
and depth of the assessment. While the
recruitinent targeted numerous centres across
the three counties, HURIA was only able 1o
deploy observers to a selected number due to
resource consirainks and the short notice
following the lifting of court orders. The sudden
resumption of recruitment, announced only three
days after the conservatory orders were lifted,
compressed preparation timefines for both
observers and communities, affected
mobilisation, and limited preliminary
reconnaissance of centres.

Observers encountered restricted access in
some locations, particularly during medical
assessments and intemal panel deliberations,
resulting in unavoidable information gaps. Many
centres did not publish written shortlists,
vacancy allocations, or final results, constraining
the ability to conduct post-exercise verification
and limiting retrospective auditability.
Environmental and managerial
conditions=including ovescrowding, poor layout,
lack of designated observer space, and abrupt
procedural shifts—also reduced observers’
visibility of key stages. In some cases, panel
members engaged in side comsultations or
adjusted eligibility decisions outside public view,
further limiting transparency.

Triangulation with oversight and judicial reports
strengthened the analysis, but the absence of
comprehensive official data from the MPSC
hindered deeper cross-checking of centre-level
ouicomes and the consistency of final
selections across counties, Incidents of bribery,
imerference, or discrimination ofien otcurred
covertly, making independent corroboration
difficult despite credible applicant accounts.

MNevertheless, the methodological rigour,
consistency of patterns across centres, and
alignment with past oversight and judicial
findings ensure that the conclusions of this
report remain robust, representative, and
grounded in verifiable evidence.




Legal and Policy

Framework

for Police Recruitment

in Kenya

The recruitment of police officers in Kenya is
govemed by a comprehensive legal and
institutional framework designed to promote
professionalism, meritocracy, equity, and
constiiutional values within the National Pallce
Service (NPS). This framewerk is anchored in
the Constitution of Kenya, which establishes the
National Police Service as a disciplined and
civilian-led security institution, and is
operationalised through the National Police
Service Act, the Mational Police Service
Commission Act, and the National Police
Service Commission {Recrultment and
Appointment) Regulations of 2015,

At the heart of this framewark lies the National
Police Service Commission (NPSC), established
under Article 246 of the Constitution. The NPSC
is mandated to recruit and appoint persons to
hold or act in offices within the Service, confirm
appointments, determine promations, and
exercise disciplinary control over police officers.
This mandaie is elaborated under section 10 of
the Mational Pofice Service Comumission Act,
which authosises the Commission to develop
and keep under review human rezource policies,
including recruiiment procedures for the
Service. [t further empowers the Commission to
formulate clear procedures and standards to
ensure faimess, transparency, and adherence to
constitutional requirements during recruitment .

Complementing the Commiaslon's mandate, the
Mational Police Service Aet provides structural
and operational guidelines for the Service,
including the requirement that recruitment
reflects Kenya's diversity. Section 5 of the Act
specifically obligates the Service to uphold
gender equity and ensure ethnic and regional
balance in all appoiniments, thereby translating
constitutional principles of equality and
inclusivity into practice. This embeds
recruitment within a broader commitment to
public trust, national cohesion, and integrity in
policing .

The detsiled procedures for police recruitment
are set out h(g;m National Police Service )
Regulations, 2015. These Regulations provide
the practical framework through which the NPSC
carries out recruitment. They emphasise
transparency. merit, integrity, and public
participation as foundational standards.
Regulation 3 clarifies that the Commission is
responsible for all recruitment into the Service,
though it may delegate recruitment of officers
below the rank of Superintendent to the
Inspector-General, subject to strict supervision
and written authority. Even where delegation
occurs, the Commission retains full
rasponsibility for oversight and accountability in
the recruitment process .



The Regulations also categorise pathways for
entry into the police service—namely as police
constables, cadets, specialists, or civilian
staff—each governed by specific requirements.
Basic eligibility criteria for constable
recruitment are set out under Regulation 9.
These include Kenyan citizenship, possession of
a national identity card, attainment of
educational qualifications as determined by the
Commission, age limits {18-28 years for KCSE
holders and up to 30 years for university
graduates), physical and mediecal fitness, and an
absence of criminal records or pending charges.
These criteria place integrity and suitability at
the centre of police recruitment, while protecting
the public from unfit appoinments .

A key aspect of the framework is the insistence
on fairness and equity. Ragulation 10 requiras
that recruitment must reflect Kenya's ethnic,
regional, and gender diversity. The Commission
must therefore consider census data, existing
Service composition, and the need to include
marginalised groups when detenrmining
recruitment quotas across the country. This
requirement ensures that the police service
mirrors the nation's demographic character and
enhances its legitimacy in the eyes of local
communitles.

Transparency is further reinforced through strict
rules on advertising and public participation.
Urides Regulation 11 and 12, all vacancies must
be advertised in at least two newspapers of
national circulation, with clear guidance on
qualifications, application procedures, and
deadlines. Applications must be free of charge,
and any solicitation of bribes is expressly
prohibited, constituting both a disciplinary and
criminal offence. The Commission then prepares
and publizhes a shortlist of applicants, invites
public comments of complaints, and
communicates reporting logisties to candidates
undergoing physical, medical, and aptitude
assessmentis. These layered transparency
measures help safeguard recruitment from
comuption, nepotism, or political Influence .

To operationalise recruitment at the local level,
the Regulations establish recruiiment panels
composed of senior police officers, medical
officers, education officers, and other
designated representatives. These panels are
responsible for conducting assessments and
verifying documents but must operate in
accordance with strict ethical and procedural
guidelines. They are also held accountable both
individually and collectively for any iregularities
arising from their conduct. The involyement of
accredited observers and community
stakeholders adds an additional layer of
oversight, reinforcing public confidence in the
process .

The final stage of recruitinent involves the
compilation of results, communication to
successful candidates, and issuance of
admission letters to traimng institutions,
Candidates who fail 1o report to fraining within
the stipulated timeframe are replaced with
applicants from the same gender and ethnic
group, maintaining the demographic balance
required by law. Once admitted, recruiis
undertake formal training in institutions
establishad or approved under the National
Police Service Act, thereby ensuring that the
legal framework links recruitment directly to
professional formation and readiness for
sarvice.

In suinn, Kenya's legal framework for police
recruitment is designed to professionalise the
police service by embedding constitutional
values, ensuring fransparent and merit-based
processes, and promoting national cohesion
through equitable representation. By placing the
National Police Service Commission at the
centre of recruitment and by regulating each
gtep with precision the framework seeks to
foster a competent, accolntable, and trusted
police service capable of upholding the rule of
law and safeguarding public safety.
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Introduction: A Reform
Agenda Shn?ed by Crisis
and Dema

Police reform in Kenya has unfolded through
recurring cycles of public outcry, political
transition, invesiigaiive commissions, and
judicial intervention. From the late 1290s to the
present, persistent concemns regarding police
brutality, cormuption, opaque command
structures, recruitment imegularities, and weak
oversight have placed policing at the heart of
national governance and human rights
discourse. Over the years, a series of task forces
and commissions—including the 1998 Akiwumi
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Cominission, the 2003 Kiruki Commission, the
2007 Waki Commission, the 2009 Ransley Task
Force, the 2015 National Police Service
Transformation Task Force, and most recently,
the 2023-2024 Natienal Taskforce on Police
and Prisons Reforms (Maraga Taskforce) have
consistently diagnosed deep-seated structural
failures within the police service. While each
examined a broad range of institutional
weaknesses, the issue of recruiiment repeatedly
emerged as one of the most persistent and
congaquential fault lines.



4.2

Recurring Themes
Across Task Forces

Although each reform body operated within its
unigue political context, they consistently
identified a commean set of structural challenges.
Aoross reports, politicisation of the police was
cited as a critical barrier to professionalism, with
political aciors exerting undue influence on
aperations, promotions, and recruitment
outcomes. Oversight mechanisms were
repeatedly described as weak, compromised, or
insufficiently resourced, undermining
accounfability. Many task forces highlighted

chronic resource starvation—manifested in poor
working conditions, inadequate equipment, and
underfunded training institutions—as a major
impediment to effective palicing. Fragmented
command structures further complicated
accountability, while entrenched cemuption,
parficularly during reciuitment, eroded public
trust and institutional integrity. Underpinning

these challenges was an operational culture
often characterised as hostile to human rights,

reinforcing the need for comprehensive and
sustained reform.

e Task Forces Specifically
d bout Police Recruitment

The Ransley Task Force
Ezouo), Recrultnmﬂ as the

ngine of Corruption

The Ransley Task Force, established in the
aftermath of the 2007-2008 post-election
violence, provided the first comprehensive
review of police reforms in two decades. It
identified recruitment as a central driver of
institutional comuption. According to the task
force, bribery and favouritism wese rampant, and

the recruitment process was widely perceived as
a cash-driven exercise in which ability to pay
often determined success. Political interference
was frequent, with local politicians reportedily
manipulating or influencing recruitment lists to
favour preferred candidates. The task force
found that the recruitment criteria were unclear,
medical and fitnaas tests were inconsistently
administered, and everall results were
vulnerable to manipulation. Weak vetting
mechanizsms allowed unqualified candidates
including individuals with criminal histories—to
anter the service.




In response, the Ransley Task Force
recommended far-reaching reforms. It proposed
centralising recruitment under an independent
police service board, publishing clear and
standardised minimum qualifications, digitising
all reciuitment records for transparency and
traceability, and conducting independent audits
following each recruitment cyele to detect
irregularities and enhance accountability,

4.4

PRIC and IPOA Reviews
2011-2014): A System in
erpetual Crisis

Following the Ransley process, the Police
Redorms Implementation Committee (PRIC) and
the Independent Policing Oversight Authority
{IPOA]} conducted multiple monitoring exercises
between 2011 and 2014. Their findings revealed
a system still beset by structural failures.
Recruitment diives were frequently cancelled
due to widespread malpractice, including mass
cheating, falsfiied results, impersonation during
physical and academic tests, and other integrity
breaches. IPOA also faced significant capacity

constraints and was unable to maintain effective

nationwide oversight across all recruitment
cenres. Despite the reforms envisiomed in
eatlier reports, bribery and other forms of
comuption remained deeply embedded in the
recruitinent process.

To address these persistent challenges, PRIC
and IPOA recommended introducing CCTY and
biometric verification in all recruiiment centres
1o improve transparency and reduce
impersonation. They also called for real-time
monitoring by IPOA and other independent
observers, alongside decentralised but
standardised testing centres io ensure
uniformity and reduce opportunities for
ipulation.

4.5

The Haraga Taskforce
2023-2024): Old Problems,
ew Urgency

The most recent reform effort, led by the Maraga
Taskforce, underscored the urgency of
addressing longstanding recruitment failuras in
light of escalating public concerns about police
professionalism and integrity. The taskforce
reported a severe decline in the quality of
recruits, attributing this deterioration to
entrenched political and financial interference. It
highlighted the emergence of sophisticated
recruitment cartels involving police officers,
chiefs, and local brokers who facilitated entry
into the semvice in exchange for payments. The
taskforce also criticised the overreliance on
KCSE grades as the primary selection critenion,
noting that this narow approach neglected
crucial peychological, ethical, and community-
based assessments. Additionally, the
recruitment process was faulted for producing
ineguitable regional ard ethnic distribution.

The Maraga Taskforce called for a complete
overhaul of recruitment and selection
procedures. It recommended establishing an
Independent Police Recruitment and Training
Board, introducing rigorous ethics and
psychological assessments administerad by
exiernal experis, and publishing recruitment
outcomes including reasons for acceptance or
rejection to improve transparency and public
confidence,



H&aﬁcm, Accountability,
Lessons From Court Challenges
To Police Recruitment In Kenya =

8.1

Introduction: Courts as
Corrective Mechanisms

Police recruitment in Kenya has long baeq
shaped by cycles of public outery, administrative
failure, and constitutional litigation. As one of
the most vizible points of interaction hetween
citizens and the state, recruitment profoundly
influences the legitimacy and professionalism of
the Mational Police Service (NPS). When
conducted fairly and transparently, it strengthens
public trust; when marred by cormuption or
discrimination, it erodes legitimacy and
compromises the quality of future officers.

2014 High Court Ruling

Nullified recruitment results in 36 centres after
finding the exercise unconstitutional and riddled
with irregularities. Reprimanded NPSC for failing
to uphold transparency, fairness, and
meritocracy. Established that disqualifying
pregnant women constitutes gender-based
discrimination.

Over the past decade, the courts have emerged
a3 a cenral corrective mechanlam, addressing
arievances lodged by civil society organisations,
IPOA, affected applicants, and public interest
litigants. Their interventions have exposed
deep-seated structural weaknesses in
recruitment and produced jurisprudence thai
continues 1o shape debates on reform. The
2014 Police Recruitment Petitions, the 2015
Attorney General & Others v IPOA appeal, and fhe
farreaching 2025 Mwau v Inspactor General &
Others decision collectively demonstrate the
Jjudiciary's role in enforcing constitutional
standards of fairness, transparency, and
accountability.

2025 ELRC Judgment

Delivered two transformative clarifications:
recruitment is an employment-related process,
giving applicants the right to challenge unfair
practices; and NPSC—not the IG—holds
exclusive constitutional authority over
recruitment, resolving years of institutional
ambiguity.

2015 Court of Appeal
Confirmed that significant irregularities had occurred and upheld IPOA's right to challenge

constitutional violations. Clarified that while IPOA cannot supervise NPSC, it can petition the
courts to challenge unconstitutional conduct and protect the public interest.




5.2

Key Observations
from Court
Petitions

5.2.1

Lack of Transparency
and Procedural Fairness

Acioss multiple petitions, the courts
consistently identified the absence of procedural
falmess. Applicants were often releciad without
written explanation, and core standards—such
as medical and fitness criteria, height and
weight requirements, and academic
qualifications—were applied inconsistently
ACIDSS recruiiment cenres, The process lacked
functional complaint mechanisms, leaving
candidates with no administrative recourse
besides litigation. Judges repeatedly
emphasised that fairness requires clear, public,
and predictable criteria to guard against
erbitrariness and abuse.

5.2.2
Constitutional Violations

Many petitioners argued that reciuitment
practices violated key constitutional provisions,
including the prohibition against discrimination
under Article 27, the right to fair administrative
action under Article 47, and the values of public
service under Ariicle 232, The courts agreed,
stressing that recruitment is a public
administrative function that must adhere to
merit-based and rights-respecting standards,
Where procedures were opague or inconsistently
applied, the courts found violations of these
constitutional obligations.

5.2.3

Evidence of Corruption and
Abuse of Power

Judicial findings revealed widespread comuption
and undue political influence. Some applicants
were compelled to pay bribes; "ghest” names
were added to recruitment lists afier selection;
and officers manipulated results at the direction
of senior commanders or local politicians, In
several instances, courts annulled recruitment
results entirely or ordesed fresh natiorwide
exercises. These findings underscered systemic
imteqrity failures that extended beyond isolated
misconduct.

5.2.5

Accountability Gaps in
IPOA and NPSC

The petitions also highlighted significant
oversight failures. NPSC was criticised for
ineffective supervision of recruitment processes,
while IPOA struggled to monitor the hundreds of
reciuitment centres due to capacity constraints.
Inadequate documentation further hindered
audits and accountability, These gaps frequently
formed the basis for court orders mardating
institutional reforms.



5.3

Constitutional Issues at
the Heart of the Disputes

5.3.1

Unlawful Delegation
of Recruitment Authority

A major issue in the 2014 and 2015 cases
concerned NPSC's delegation of recruitment
functions to sub-county commissioners officers
outside the police structure and therefore not
legally eligible to exefcise NPSC's powers. The
High Court found this delegation
unconstitutional, rendering the recruitment
structurally defective regardless of individual
acts of malpractice. This decision provided a
foundational constitutional principle; sensitive
state powers cannot be inforially delegated to
politically aligned administrative officers.

5.3.2

Systemic Integrity
Failures

The courts found that the irreqularities in the
2014 exercise were not isolated incidents but
evidence of systemic failures. Bribery, pre-
selection of candidates, manipulation of scores,
exclusion of qualified applicants, and variations
in procedures between centres violated Articles
10, 27, and 73, which demand transparency,
equality, and merit in public service
appointments. These Failures undermined public
confidence in policing and justified judicial
imtervention,

533

Discrimination Against
Pregnant Women

One of the most troubling practices exposed
was the disqualification of pregnant women. The
courts held that pregrancy is not a valid ground
for exclusion and that such disgualification
constitutes gender-based discrimination. They
emphasised that recruitment can accommodate
pregnancy through deferred training or health
planning, reinforcing the centrality of gender
equality in police recruitment.

5.34

H)o?lﬁ fﬁ?elr: ZP tIe‘?sight

In the 2015 appeal, NPSC arqued that IPOA had
exceeded its mandate by challenging
recruiiment decisions. The Court of Appeal
clanfied that while IPOA cannot superyise NPSC,
it can petition the courts to challenge
unconstitutional conduct and protect the public
interest. This clarification preserved NPSC's
independence while ensuring continued exteral
accountability over recruitment.




5.3.5

ho Ha ,ilﬁe P to
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arfication
In the 2015 appeal, NPSC argued that IPOA had
exceeded its mandate by challenging
recruitment decisions. The Couit of Appeal
clarified that while IPOA cannot supervise NPSC,
it can pefition the courts to challenge
unconstitutional conduct and protect the public
interest. This clarification preserved NPSC's
independence while ensuring continued external
accountability over recruibment.

5.4

What the Courts
Utimately Decided

5.4.1
Pl.‘lﬁ I%H 4 High Court

The High Court nullified recruitment results in 36
centres after finding the exercise
unconstitutional and riddled with irmegularities. It
reprimanded NPSC for failing to uphold
transparency, fairness, and meritocracy, and
emphasised that lawful reciuitment must adhere
to constitutional standards.

5.4.2

The 2015 Court of Appeal
Decision Court Ruling

The Gourt of Appeal confirmed that significant
irregularities had occurred and upheld IPOA's
right to challenge constitutional violations.
Vihile acknowledging that IPOA carmot
supervise NPSC, the court reaffirmed judicial
oversight as a critical safeguard against abuse
af power.

5.43
B

The 20235 judgment delivered two transformative
clarifications. First, reciuitment is an
employmentrelated process, giving applicants
the right to challenge unfair practices. Second,
NPSC not the IG holds exclusive constitutional
authority over recruitment, resolving years of
institutional ambiguity and strengthening
accountability mechanisms.

5.5

Recommendations
Emerging from Court

Judgments

Across the three major decisions, the courts
offered consistent guidance on how to
safeguard integrity in recruitment. They stiessed
the nead for comprehensive documentation at
every stage, including written explanations to
unsuccessful candidates and access to
individual results. Recruitment eriteria must be
applied consistently nafionwide, with deliberate
attention to equitable regional and gender
representation. Complaints and appeals
mechanisms should be independent, time-
bound, and capable of enfoicing corrective
action. Oversight by NPSC and IPOA should be
strengthened thiough joint monitoring, the
participation of independent observers, and
public reporting. Finally, officers who engage in
bribery, manipulation, or unkawful interference
must face disciplinary and criminal sanctions,
alongside accountability measures for external
political actors.




5.6
Persistent

Challenges
Despite Judicial
Guidance

Despite clear judicial direction, several
challenges continue to undarmine recruitment.
Cormuption remains widespread, driven by local
patronage networks. Recruitment guidelines are
inconsistently applied, creating openings for
manipulation, Weak administrative complaint
systems force many applicans to seek redrass
through the courts. Gender and human rights
protections remain unevenly enforced.
Institutional mistrust between NPSC, the |G, and
oversight bodies persists, even afier judicial
clarification of roles. These challenges illustrate
the need for deeper reforms beyond litigation.

Conclusion

The jurisprudence surrounding police
recruitment in Kenya reflects a system in
transition—caught between constitutional ideals
and entrenched Insthutdonal weaknesses. The
courts have played a vital role in exposing
irregularities, defining legal boundaries, and
protecting constitutional rights. Their decisions
reaffirm that recruitiment must be iransparent,
falr, mei-basad, and subject 1o Independent
oversight. Yet meaningful reform requires more
than judicial im=rvention. It demands political
will, institutional discipline, and active civil
society monitoring. As Kenya continues to build
a more accountable and professional police
service, the lessons derived from these cases
offer a erucial roadmap for developing
recruitment processes that uphold both public
trust and constitutional integrity.
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Field Observation

NES: Legal and Procedural

Assessment of The 2025 Recruitment
of Police Constables in Kenya

introduction and background

The 2025 exercise unfolded under unusual
consiraints. Recruitment had been halied by
conservatory court orders and resumed only
after these orders were lifted on 14 November,
merely three days before the scheduled date.
This abrupt timeline not only limited outreach to
potential applicants but also contributed to
visible confusion at several centres. Panels
were forced to improvise, often deviating from
statutory requirements and relying on locally
determined procedures instead of uniform
guidance from the NPSC.

The Novernber 2025 recruiiment exercise for
police canstables presented a complex picture
of procedural openness in some locations and
serious legal and administrative deficiencies in
others. Although several recruitment centres
demonstrated comimendable transparency by
allowing unfettered access to observers and by
conducting meticulous document verification,
these positive aspects were overshadowed by
widespread inconsistencies that undermined the
integrity of the process.

The exercise was marmed by the absence of
fundamental safaguards such as pre-published
shortlists and formal vacancy allocations.
Panels were inconsistently constituted, often
lacking Education Officers who are required to
validate academic credentials. In several
centres, slot allocations changed without
explanation, and verbal-only announcements
replaced the legally mandated written
publication of results. At the same time, field
observeis documented incidents of potential

bribery, imegular candidate substitutions,
forged certificates, and aven ethnic-based
exclusions. These practices significantly
undermined the credibility of the recruitment
process and contravened constitutional and
statutory principles of faimess, equality, and
fransparency.

Despite these concens, several centres
demonstrated what comipliant recruitmant
oould look like. Kisauni's public disclosure of
cenfre allocations, the presence of competent
medical officers across all centres, dignified
freatment of candidates, affirmative
consideration for orphans and children of
fallen officers, and unrestricted observer
access all point to areas of positive
institutional culture, Yet, the broader structural
weaknesses observed across counties reveal
systemic gaps within the National Police
Service Commission's oversight mechanisms
that must be urgently addressed.
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One of the most significant deviations from the
legal framework was the near-universal failure to
publish vacancy allocations or pre-qualified
shortlists. In maost centres, the number of
available slots was either withheld, announced
inconsistently, or adjusted during the day. At
Kwale Baraza Park, for example, the allocation
dropped fram 21 to 17 slots without any
explanation. Vigurungani experienced even more
drastic fluctuations, shifting from 15 to 13 and
eventually to 11 slots, accompanied by an
openly disoriminatory statement that “Kamba
and Giriamas were many.” This justification is
not only procedurally irregular but also
discriminatory under Article 27 of the
Constitution.

Only Kisauni adhered to the transparency
requirements by publicly announcing its
allocation at both the county and subcounty
levels. This transparency enabled meaningful
public sciutiny and is an example of proper
compliance with Regulations 10 and 12

Compounding the lack of vacancy disclosure
was the absence of the mandatory shortlist of
veited applicants. Candidates across all centres
arrived without any mechanism for verifying
whether they had been properly vetted or
whether walk-ing were participating. This
practice eliminated a key safeguard against
fraud, political influence, and unqualified
applicants.

Furthermore, successful candidates were not
published in any centre. Instead, panels verbally
announced names without issuing written lists
of displaying them publicly, making it impossible
to audit selections or lodge infarmed appeals.
This confravenes Regulation 10{3)(j) and
violaies the constitutional right to access
information.

Legal

Procedural confusion was exacerbated by the
suidden abandonment of the online application
system. Mearly all centres shifted to hard-copy
forms izsued by the Office of the Inspector
General—forms not aligned with NPSC
standards. Many candidates had to print
documents at Huduma Cenres, incurring
indirect costs despite the Regulations'
prohibition against imposing any financial
burden on applicants.

6.2

and Anti-
Safeguards

Integrity controls were applied unevenly, The
Oath of Integrity a fundamental safeguard
intended to affirm impartiality was only
administered at Msambweni and Vigurungani. In
all other cemtres, panel members proceeded
without taking the oath, thereby undermining the

formal ethical framework set out in the NPSC
Regulations.

Observers encountered several indicators of
bribery and manipulation. Brokers loitered near
recruitment venues, officers engaged in
suspicious phone conversations, and community
members at various centres openly speculated
about the influence of comupt networks. At
Msambweni, a parent approached an officer with
a paper bearing a candidate’s name, suggesting
an aftempt at inferference. These incidents,
though sometimes subtle, point to an
environment vulnerable to corruption.

Integrity concerns also surfaced in eligibility
manipulation. At Likeni, a candidate initially
disqualified for failimg to meet height
requirements was later allowed to continue
without explanation. At Msambwenl, candldates
who had failed the height test managed 1o re-
enter the qualified group because officers failed
to check the ink markings meant to prevent re-
entry. These inconsistencies significantly erode



trust in the fairness of the assessment process.

The most serious integrity breach involved
forged academic documents. At Kinango, a
former NYS candidate submitted two different
high school certificates, The second, which
attempted to meet the mimmum grade
requirament, was confirmed as forged, leading
to his amest. This incident demonsirates the
rigks created by the ahsence of professionally
trained Education Officers.

6.3
Panel Com on
and

Across all centies, panels lacked Education
Officers the professionals mandated 1o
authenticate academic qualifications. Police
officers and administrative staff unfamiliar with
axamination systems performad these tasks
instead, creating opportunities for errors and
manipulation. The absence of Education Officers
fundamentally undermined the validity of
academic verification and violated Regulation

12(3).

Conflicts of interest were also apparent. In
several centres, officers appeared to be serving
in areas where they had strong personal ties,
raising the possibility of preferential treatment
or local pressure. Such deployments are
inconsistent with the impartiality requirements
of the Leadership and Intagrity Act.

Panels across counties also demonstrated
significant procedural uncertainty. Members
repeatedly consulied one another about basic
steps such as the order of screenings, the
handling of NYS slots, and the treatment of
borderline cases. This reflected inadequate
standardised training and inconsistent guidance
from NPSC headquarters.

6.4
Centre-Level

observations

Operational strength varied greatly across
cenires. Some locations demonstiated well-
organised setups. Kikambala offered a clean,
open-air layout with clearly demarcated spaces
for panels, observers, and candidates,
Changamwe managed lks flow efficlently and
even extended eonsideration to candidates who
had forgotten original documents. Msambaveni
stood out with its on-site ambulance, while

Mvita ensured first-aid support and unrestricted
observer visibility.

Conversely, several centres exhibited worrying
operational weaknesses. Yigurungani's layout
was disorganised, making it difficult to verify
whether candidates belonged to the designated
subcounty. Rabai lacked on-site medical
facilities, forcing candidates to seek external
medical checks. Likoni failed 10 provide toilets
or a complaint desk and applied eligibility
criteria nconsistently. Baraza Park allowed
unauthorised individuals into verification areas,
compromising procedural integrity.




6.5

Physical Fithess and
Medical Testing

Physical testing also varied markedly. Kisauni
provided an exemplary model by conducting
open, transparent, and consistent fitness
assessments. Msambweni adopted an effective
system of marking candidates with ink after
height checks, although officers later Failed to
enforce this control consistently.

Elsewhere, irregularities undesmined faimess. In
Likoni, a disqualified candidate was inexplicably
permitied %o re-enter the process, raising doubts
about impartiality and integrity. Recruitment at
several centres concluded late in the evening,
giving the impression of hurried decision-making
that may have compromised accuracy,

Medical examinations were consistently
conducted by qualified medical personnel, but
no centre provided candidates with feedback on
medical outcomes, leaving many uncertain
about the reasons for their disqualification.

6.6

Gender Bal
Diversity, and Inclusion

Gender and diversity outcomes varied
conslderably. At Klkanibala, the final selectlons
fell significantly short of the two-thirds gender
requirement under Articles 27 and 232. Other
centres achieved better gender ratios, although
the lack of a national strategy resulted in
inconsistent implementation.

Several centres exhibited commendable
inclusion of vulnerable applicants. Likoni offered
priority to orphans and children of fallen
officers. Vigurungani publicly announced the
selection of an arphan at the outset, and
Changamwe admitted ten orphans who did not
meet height raquirements, demonstrating

compassionate and community-sensitive
decision-making. However, these practices were
not camied out uniformly across cenires, nor
were they documented, increasing the risk of
arbitrary or selectively applied affumative
action,

The most troubling diversity issue occurred at
Vigurungani, where two candidates were
removed because members of their ethnic
community were deemed "too rmany.” Without
documented diversity quotas or transparent
allocation criteria, such decisions constitute
ethnic discrimination and violate constitutional
protections.

6.7

Com
Mmﬁlﬂmm Justice,
and Redress

A significant weakness across the recruitinent
exercise was the absence of formal complaint-
handling systems. While Kikambala and Kizauni
informed candidates of their complaint rights
during pre-exercise briefings, most centres
inchuding Likoni, Myita, Msambweni, and Baraza
Park provided no such guidance.

Although candidates generally felt free to raise
complaints without intimidation, every cemtra
lacked a structured complaint desk or a
complaint register. Complaints were handled
verhally, without documentation or escalation.
Thig practice violates Article 47 on fair
administrative action. In Msambweni, one of the
clearest violstions oceurred when a candidate
who had been publicly announced as successful
was later removed from the list without
explanation or a written decision, Such opague
reversals undemine both faimess and the
auditability of the process.



6.8

Documentation and
Record-Keeping

Documentation weaknesses permeated the
entire exercise. Centres kept no fermal registers
of complaints or disqualifications, and panels
did not provide written explanations for
decisions. Recruitment retums were
inaccessible to observers, leaving uncertainty
about whether replacements and affirmative
admissions were properly recorded. With no
final written results displayed or published, the
recruiiment lacks a verifiable evidence trail.
These documentation gaps profoundly
undermine the legal validity of the exercise.

The 2025 recruitment exercige displayed clear
examples of good practice but was
fundamentally undemmined by widespread legal,
administrative, and procedural deficiencies.
Without shortlists, written publication of results,
proper panel constitution, or robust
documentation, the credibility of the recruitment
remains doubtful, Instances such as ethnic-
based exclusions, forged academic certificates,
unexplained slot changes, reversed decisions
without documentation, and visible bribery
indicators demonstrate serious threats to
fairness, meritocracy, and institutional infegrity.

Unless the NPSC undertakes immediate
cofrective measures, future recruitment cycles
will remain equally susceptible to irreqularities,
compromising public trust in the National Police
Semvice.

Recommendations

To restore integrity and public confidence in
future recruitment exercises, the NPSC should
prioritise the publication of complete vacancy
allotations and the restoration of sharthsting
procedures. Education Officers must be
deployed to every centre o ensure credible
academic verification. Panels should be trained
uniformly and required to take the Oath of
Integrity, Gender and diversity policies must be
implemented in & systematic and transparent
mannet, and a formal complaint-handling
system needs to be institutionalised with proper
documentation and escalation mechanisms.

Additionally, the NPSC should strengthen anti-
cormuption safeguards through improved
oversight, surveillance, and independent review
mechanisms. 0fficers should no longer be
deployed to recruit within their home sub-
counties to mitigate conflicts of interest. Civil
society and oversight agencies should intensify
their advocacy for accountability by requesting
allocation schedules, reviewing panel retums,
and considering strategic litigation where clear
breaches such as ethnic discrimination or
failure to publish mandatory documenits have
occurred.




Cross-Cutting

Observations

Across all three counties, the exercise was characterised by procedural inconsistency, inadequate
training, and insufficient standardisation. The absence of Education Officers, combined with shifting slot
allocations and informal complaint handling, exacerbated public mistrust. Similarly, the abandonment of
onliive applications without correspoanding pracedural guidance created confusion and eliminated crucial
transparency safeguards. Gender and diversity measures were applied unevenly, while documentation
remained universally weak.

These systemic weaknesses reflect deeper institutional challenges within the NPSC's planning,
oveisight, and enfarcement structures and call for urgent procedural reforms.

Systemic Patterns
Oversight Gaps

Weak Legal
Enforcement

Legal
Framework onnact Implementation
Reality
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Systemic Weaknesses
Across Counties

Across Kwale, Mombaga, and Kilifi counties,
observers noted recurrent weaknesses that
were not limited 1o specific locations or
individuals but instead reflected a systemic
paiteri. The most striking of these weaknesses
was the inconsistent application of the NPSC
Recruitment Regulations of 2015, particularty in
relation to transparency, documentation, and
procedural clanty. In several centres, the
recruitment panels relied on improvised
procedures, with little evidence of pre-planning
or standardisation. The absence of Education
Officers was widespread, which in tum created
vulnerabilities in the verification of academic
credentials. Screening processes varied
gignificantly between centres, and some panels
took shortcuts that compromised the integrity
of the process.

Integrity safeguards weare applied unevenly. The
Dath of Integrity—intended to deter babery and
undue influence—was administered in onlky a
minority of centres. In some lacations, panel
members demonstrated genuine commitment to
fairness, but in others, subtle interference,
whispered consultations, and the movement of
candidates outside formal procedures pointed
to vulnerabilities that could easily be exploited.
Documentation practices were particularly
weak. Many centres lacked written records of
shortlists, slot allocations, or final scores,
relying instead on verbal announcements that
could not be independently verified. These
systemic weaknesses, present across counties,
indicate stiuctural challenges within the design
and oversight of recruitment, rather than
Isolated emors or locallsed mismanagament

7.2

fdentified by Courts
and Commissions

Almost all the weaknesses documented in the
2025 exercise mirmor issues previously identified
by Kenyan courts, constitutional commissions,
and national reform taskforces. Judgments from
the High Court and Court of Appeal in 2014 and
2015 wamed against opague decision-making,
inconsistent panel composition, and unlawful
delegation of recruitment functions—yet these
challenges resurfaced in the 2025 cycle. The
Employment and Labour Relations Court's 2025
ruling emphasised the need for clarity in the
delegation of authority, but several cenires siill
operated with poorly defined roles and unclear
lines of responsibility.

Oversight institutions such as IPOA, KNMCHR, and
the Commission on Adminigirative Justice have
for years highlighted imegularities including
bribery, discrimination, poor documentation, and
the absence of fumctioning complaints
mechanisms. These same paiterns were evident
in the present exercise. The Maraga Taskforce,
which examined police reforms more broadly,
identified recruitment as a persistent faukt line,
waming that without radical restructuring, the
process would continue to undermine the quality
of policing. The 2025 observations confirm that
many past recommendations remain
unimplemented, urderscoring 3 troubling
continuity of malpractice and institutional
inertia.




7.3

Discrepancies Between
Law and implementation

One of the clearest findings from the 2025
recruitment is the sharp discrepancy between
the legal framework governing police
recruitment and the realities of practice on the
ground. Kenya's constitutional and statutory
framework is robust, detailed, and anchored in
principles of transparency, faimess, merit,
integrity, and inclusivity. The NPSC Regulations
aof 2015 provide explicit guidance on every siage
of the recruitment cycle, from the publication of
notices to the documentation of final results.
However, the implementation of thesa
requirements remains inconsistent and often
deficient.

At many cendres, officials did not display
mandatory information such as slot allocations,
shortlists, or the identity of panel members. In
practice, this deprived applicants of the ahility to
uiderstand or verify the criteria used in ther
assessment. Similarty, while the law reguires
unbiased and verifiable documentation, many
recruitment centres relied on handwitten notes,
incomplete reconds, or unwritten criteria. The
legal mandate for a functioming complaints
mechanism was rarely met, and in several cases,
applicants were dismissed witheut axplanation
or an opportunity to contest the decision. These
gaps reveal not only operational weaknesses but
also a deeper problem of Instlutional culture,
véhere compliance is treated as eptional rather
than obligatory. The result is a process that,
while legally well-defined, remains procedurally
wipredictable and vulnerable to abuse.

7.4

Implications for Public

Trust and Police
ohalism

The cumulative effect of inconsistent
implesnentation, recurrent malpractice, and
procedural opaciiy is a significant erosion of
public trust in the police recruitment process
and, by extension, in the police service iiself.
Recruitment is the public's first point of
interaction with the institution, and when the
process appears unfair, selective, or corruptible,
it signals deeper systemic dysfunction.
Communities observe who is recruited, whose
sons and daughters are turmed away without
explanation, and whose influence appears fo
override merit. Each perceived injustice
reinforces the belief that the police service does
not operate on principles of fairmess, equality, or
professionalism.

For the police service, the consequences are
eyen more profound. A recruitment system
vulnerable to manipulation creates conditions
where unsuitable, underqualified, or
compromised individuals enter the police ranks.
This weakens professionalisin, undermines
discipline, and diminishes adherence to human
rights nomns. It also frustrates reformn efforts by
allowing unethical practices to replicate
generation after generation within the service.
Ultimately, the persistence of opaque
recruitment practices compromises the
legitimacy, competence, and moral authority of
the entire policing institution.

The 2025 recruitment exercise demonstrates
that Kenya contimues to struggle with aligning
practice to principle. Unless systemic reforms
are implemented, the legitimacy crisis
surrounding police recruitment will continue to
undermine public confidence and impede the
develapment of a truly professional,
accountable, and community-responsive police
service.



Document verification (ID, certificates, police clearance, recommendations)

Complaints Logged & Addressed on Site

Panel Submits Recruitment returns (within 5 days)

NPS Reviews & Selects Final Candidates (within 14 days)

Letter of Admission Issued (min 7 days to report)
Replacement of Dropouts (same gender / ethnic / regional group)




Independent Observers' Analysis,
Lessons, and Recommendations
From Past Police Recruitment Cycles

1 introduction

Police recruitment in Kenya is a pivotal
governance exercise that deeply shapes the
quality, professionalism, and legitimacy of the
National Police Service (NPS). Each recruitment
cycle determines ot only who enters the
Service, but also the values, competencies, and
ethical orientations introduced ai the very point
of entry. For this reason, recruitment forms a
critical foundation of the broader police refosm
agenda envisioned under the Constitution of
Kenya (2010) and the Mational Police Service
Commission (NPSC) Act.

Over the past decade, the Kenya National
Commission on Human Rights (KNCHR) and the
Commission on Administrative Justice (CAJ)
have independently monitored police
recruitment exercises—maost prominently in
2016, 2017, and 2022. Their findings provide
vital insights imto the degiee io which the
process adheres to legal frameworks, promotes
gender equality, protects hurman rights, and
embodies principles of transparency, faimess,
and public accountability. This chapter
integrates observations from these monitoring
cycles into a consolidated analysis that
supports angaoing oversight, advocacy, reform
dialogue, and policy development.

2 General Observations

Across Recruitment
Cycles

8.1
Positive Developments

Despite longstanding concerns, observers
documented several improvements across
recruitment years, Many centres opened on time
and denonstrated reasonable cooperation with
manitoring teams and oversight institutions.
Centres that hosted a strong presence of multi-
agency oversight—such as IPOA, NPSC, NIS,
CAJ, and KNCHR—tended to conduct the
exercise in a more organised, transparent, and
rights-sensitive manner.

The 2022 cycle, in particular, showed signs of
enhanced emergency preparedness. Some
centres provided ambulances, first-aid tents, and
medical personnel to support applicants during
phiysically demanding tests. Others offered
drinking water and used public address systems
to manage crowds mare effectively. Although
these improvements were not uniform, they
indicate an evolving institutional awareness of
health and safety obligations.



Early signs of gender responsiveness were also 8.3
evident. While inconsistently a?:ligf:.nmm ;-iermes
created separate testing areas for e applicants

or adapted physical requirements to acknowledge wwh
physiological differences. Such measures, though cy

L
modest, suggest a foundation on which more mm
comprehenzive gender-responsive standards can be

buit. on-_q‘;lheﬁence,to the
wo- ller Recruitment
Focess
82
Monitaring reports from 2016 and 2017 revealed
mmnt widespread disregard for the two-tier recruitment
Mﬂl’lﬂm process mandated under the NPSC Recruitment

Despite areas of progress, significant systemic
gaps persisted. Chief among these was the
opacity surrounding the final selection stage.
Observers were routinely denied access to this
decisive phase, creating an environment ripe for
potential malpractice, manipulation, and polifical
interference. This lack of transparency
undermines public confidence and weakens the

legitirmacy of the recruitment exercise.

Infrastructural and logistical deficiencies also
remained common. Many centres |lacked
adequate shade, drinking water, sanitation
facilities, and resting areas—conditions that
compromisad applicants’ dignity and
disproportionately affected women, people with
disabilities, and those from marginalised
regions. These challenges reflect broader
govemance and resource allocation
shortcomings that continue to hinder effective
recruitment.

and Appointment Regulations (2015). Instead of
shaortlisting candidates, publishing the shortlist
for public sorutiny, and allowing time for
objections, recruitment teame compressed all
stages into a single day. This practice effectively
eliminated opportunities for transparency, public
participation, and accountability.

Eﬁﬁumlias'tmtive

ractices

Adminisirative inconsistencies were pervasive
across all monitoring cycles. Physical tests
were administered differently from one centre to
another, and medical examinations often took
place in unsuitable environments such as
overcrowded classrooms, makeshift tents, or
open grounds. Medical agsessment standards
varied widely, and selection criteria were
frequently unclear or undisclosed, Such
irregularities resulted n uneven treatment of
applicanits and raised concerns about the overall
fairness and integrity of the process.




Weak Complaints
and Accountability
Mechanisms

While some centres established complaints
desks, few had functional systems for receiving,
investigating, of reselving grievances.
Complaints that were recorded rarely resulted in
public communication on outcomes or
disciplinary actions. This lack of accountability
eonfradicts Regulation 13(4), which requires
both individual and collective responsibility
among panel members. The absence of credible
complaints-handling mechanisms further
erodes public trust in the recruitment process.

8.4

Gender Equality and
Im:lllslm“'Ill v

Gender disparities remained pronounced across
all monitored cycles. In 2016, women
represented just 8.6 percent of successful
recruits. By 2017, several centres selected only
one or two women despite strong female
tumout. The 2022 cycle showed modest
imprevements, but substantial structural barriers

persisted.

These barriers included stringent height and
physical fimess requirements that
dispropartionately excluded women, inadequate
privacy during medical examinations, poor
sanitation facilifies, and gender-insensitive
physical tests. These cumulative challenges
reveal deeply embedded inequalities and
underscare the need for clear, institutionalised
gender-responsive recruitment standards.

8.5
Hugan Rights "gﬂl

Human rights concems were consistently
documented, Physically demanding
assessments—especially long-distance
runs=frequently resulted in injuries, fainting, or
even fatalities. Emergency preparedness varied
significantly, with some centres lacking
ambulances, first-aid supplies, or adequately
trained medical staff. Medical examinations
conducted in makeshift environments often
compromised applicants’ privacy and dignity.

These incidents highlight the absence of
standardised safety protocols aligned with
constitutional principles of human digrity,
equality, and bodily integrity. Future recruitment
exercises must embed robust safeguards to
prevent avoidable harm.

8.6
Inaﬂ'lm tonEtl‘l'ectm
Observation

Independent observers encountered nuimerous
obstacles that impeded effective monitoring.
Despite formal accreditation, some were denied
entry to recruitment venues, restricted in their
movernent, or excluded from final selection
stages. In extrene cases, monitors reported
intimidation or threats of arrest.

Such interference violates Regulation 14{11),
which recognises observer reports as part of
the official recruitment record. More importantly,
it casts doubt on the credibility of decisions
made behind closed doors and undermines the

ransparency essential fo demoeratic oversight.




8.7

Insights for Reform
m Lessons Learned —
Several lessons emerge from the cumulative The combined analysis suggests several
ﬁﬂﬂg&?ﬂﬁ”“”;gw not et Is priorities for reform. Recruitment refoms must
9 PHANGCE; orcem be treated as a ceniral componend of broader

essential. Transparency is fundamental to public police transformation efforts. Standardisation

confidence, and opaque final selection , ,
processes severely efode legitimacy. Gender and transparency are essential to faimess and to

) minimising opportunities for malpractice,
ﬁ“‘mm!‘ws?“‘;ﬁ F"‘“‘::d“"‘" Gender equity must be embedded in institutional
to Iscrefion. fety, Igity, policy rather than applied inconsistently across

hum.m rights must guide all I?'WS'“' a.“d . canires. Oversight mechanisms should be
w""d as&:mn-.:ms Eﬂiﬁe uwers!a‘ht " strengthened, profected, and properly resourced.

ISpensaiie, and any | enee Wi Accountability must be consistently enforced
observers is a direct threat to accountability. among panel members. Finally, recrufiment
Finally, recruitment sets the tone for police should evaluate mare than ph):.-;inal fitness,
professionalism; flaws at this entry stage emphasising integrity, psychological suitability,
reverberate throughout the policing system and commitrment to professional policing values,

Recommendations
Ongoing Challenges pr—
.

Persistent challenges continue to undermine mﬁtmm“g
recsuitment integrity. These include non- Compliance and Legal
compliance with regulations, opague decision- Enforcement
rnaltinglin final ae_lecl:inn stages, weak
complaints handling mechanisins, enrenched The NPSC should fully implement the two-tier
gender biag, and Inconsistant operationa recruitment process by publishing shortlisted
standards. Logistical and infrastructural candidates and providing time for public vetting.
shortcomings remain widespread, and political Sanctions must be applied to officials wheo
interference continues to taint the process. The breach regulations or ohstruct observers
absence of sanctlons for misconduct further Standardised selection criteria and $trm1iﬁg tools
enables impunity, while safety risks during should be developed and made publicly
physical tests point to inadequate preparation avellable.

and oversight.




Enhancing Oversight
and Transparency

Accredited obseryers should have unrestrictad
access to all stages of recruitment. Centres
should install CCTV or adopt other secure digital
recording systems 1o document final selection
prooeedings. Post-recruitment transparency
reports should detail complaints received,
investigations conducted, and disciplinary
actions taken.

SRy e

Minimum quotas for female recruits should be
considered, and gender-sensitive physical and
medical tests should be standardised.
Recruitment sites must provide adeguate
sanitation, rest areas, and private examination
spaces to ensure dignity and fairness for female
applicants.

mmu y

Physical fitness tests must be standardised to
reduce risk. Every centre should have adequate
emeigency medical infrastructure, including
ambulances and gualified personnel, Makeshift
environments for medical examinations should

be eliminated in favour of proper clinical spaces.

Both individual and collective responsibility
among recruitment panel members should be
strictly enforced. A centralised digital
recruitment management system would improve
transparency and record-keeping. Recrutment
procedures should be periodically reviewed to
ensure alignment with human rights standards
and emerging best practices.



v Accreditation Of Independent
~— Observers In Police Recruitment
And Its Importance For Civil Society

The integrity of police recruitment in Kenya is
safeguarded not only through intermal confrols
within the Natlonal Pollce Service Gommilaslon
{MPSC]) but also through the participation of
independent observers, whose presence
introduces transparency, accountability, and
public confidence into the process, The National
Pofice Service Commission {Recruitment and
Appoimtment) Regulations, 2015 expressly
incorporate observers into the recruitment
architecture, recognising their centrality in
ensuring a fair, credible, and corruption-free
exercise,

Under Regulation 10, the NPSC is mandated to
ensure that the recruitment process is
transparent, equitable, and reflective of Kenya's
diversity. To strengthen this commitment, the
Commission i required to “aceredit observers
to participate in the second phase of the
recrultment exercise”™ . This provision
institutionalises the role of independent
actors—often drawn from civil society,
professional bodies, human rights organisations,
faith-based groups, and community
representatives—ensuring they have lawful
access to recruitmerit cenfres and processes.

The framework goes further to impose ethical
obligations on observers. Regulation 13{6){b}
requires that all aceredited chservers take an
oath of integrity before participating in any
recruitment activity . This step formalizes their
role, emphasising that observers are not passive
bystanders but integrity actors bound by
professional and ethical standards. Their

presence is therefore not symbolic; it is
structurally embedded in the recruitment cycle
as a safeguard agalnst malpractice.

Independent observers are permitted to witness
key stages of the recruitment process, including
the verification of documents, physical and
medical assessments, and the compilation of
successful candidates. Regulation 13(5) also
obligates recruiiment panels to consider Issues
raised by members of the public an the day of
assessment . Observers help to convey such
concerns and ensure they are addressed in real
time. Their role acts as a bridge between the
public and the Commission, particularly in areas
where trust in policing institutions has been
historically low.

For civil society actors, the importance of
observation cannot be overstated, First,
independent observation serves as a tool of
accountability. Police recruitment in Kenya has,
in the past, been marred by allegations of
bribery, nepotism, political interference, and
exclusion of maiginalised communities. By being
physically present at recruiiment centres, civil
society observers help deter comrupt practices
such as soliciting bribes an offence explicitly
prohibited under Regulation 8, which bars
charging any fees or offering favours for
recruitment . Their eversight ensures that the
legal criteria for eligibility relating to age,
education, integrity, and fimess are applied
consistently and fairly.

Second, civil society observation enhances
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public trust in the policing system. The
legitimacy of the police service begins at the
point of entry. When communities see that
recruitment is open, fransparent, and monitored
by neutral actors, they are more likely to have
confidence in the officers who emerge from the
process. This is particularly important in regions
that have experienced historical terisions or
where the police have been perceived as biased
or unrepresentative. Observers help to confirm
that the Commission's constitutional obligation
1o respect ethnic, gender, and regional balance
i3 being honoured in practice.

Third, civil society brings an element of human
rights protection info the recruitment
environment, Observers are able to identify
discriminatory practices, Inappropriate
treatment of candidates, or deviations from legal
procedures. Their presence helps ensure that
the recruitment process upholds dignity,
faimess, and equality—values central to bath
policing and constitutional governance.

Fourth, and perhaps most importantly,
accredited observers strengthen institutional
learning. By providimg feedback, documenting
irregularities, and making recommendations,
civil society organisations help the NPSC refine
future recruitment cycles. Their reports can
highlight systemic issues, such as accessibility
challenges, procedusal gaps, or the need for
better public communication, ultimately helping
to improve the institutional credibility and
effectiveness of police recruitment.

In suin, the accreditation of independent
observers especially from civil society is a
deliberate and siratenic safeguard built into
Kenya's police recruitment legal framework, It
affirms that reciulonent IS not merely an
administrative funotion but a national
govemance process that must be transparent,
inclusive, and publicly accountable, By
observing and documenting the process, civil

society actors help protect the integrity of the
Mational Police Service from the very start,
contributing to the creation of a professional,
legitimate, and trusted policing institution that
reflects the values and diversity of the Kenyan
people.



yn emsAnd Way Forward
Towards A New Recruitment

aradigm

== Introduction

Chapters 1 and 2 illustrate a central truth: police
recruitment reform in Kenya is not merely an
administrative or technical concem—it is the
foundation upon which the entire policing
system rests. Recruitment shapes who enters
the service, how they are trained, and ultimately
how they interact with the public. When the
recruitment process is compromised by
comuptlon, polltical Interference, or weak
oversight, those deficiencies are absorbed info
the institution itself. The quality of policing
cannot exceed the quality of the individuals
selected to serve. It follows, therefore, that
transforming recruitment is indispensable to
strengthening governance, safeguarding human
rights, and restoring public trust in the security
sector.

= s o

Jurisprudence

BT BRecruitment Determines

Institutional Culture

Insighte from successive reform
processes—from the Ransley Task Force to the
Maragaded commissions—demonstrate that the
nature of recruitment decisively shapes the
culture of the police service. When recruitrent
is corrupt, the service inevitably becomes
populated with officers who normalise bribery
and misconduct. When recruitment is
politicised, the institution becomes vulnerable to
patronage networks and the manipulation of
security actors for political ends. Similarly, when
the process admits poerly qualified or
unpreparad candidates, the system produces
officers who are ill-equipped 1o enforce the law,
respect rights, or handle the complexities of
modern policing. In essence, the recruitment
gaie determines the ethical, professional, and
operational character of the entire institution.




Legal and Institutional

%‘ ;e uaas ust Be Enforced,

Not Just Written

Kenya has gradually developed a comprehensive
legal architecture meant to guarantee faimess
and meritocracy in police recruitment, including
the IPOA Act, the Natlonal Pollce Service
Commission Act, and the Fair Administrative
Action Act. However, jurisprudence and
practical experience confirm that the existence
of strong laws does not automatically translate
Ito compliance. The persistent gap between
the written safeguards and their enforcement
has allowed nepotism, bribery, discrimination,
and operational incompetence to thrive. As long
as legal frameworks remain underimplementead,
recrultment will continue to be a slte of
manipulation, exclusion, and abuse of power.

WCQU rts Are Corrective,
ot Preventive

Litigation has played an important rale in
exposing irregularities and compelling
compliance with constitutional standards. Court
interventions have repeatedly pushed the NPSC
and NPS to adhere to principles of faimess,
transparency, and non-discrimination. Yet
jurisprudence also underscores a crucial
limitation: courts respond afterviolations occur.
They cannot substitute for a prevention-oriented
recruitment system that detects and stops
iregularities before they affect thousands of
applicants. Sustainable reform demands
mechanisms that prevent illegality rather than
relying on periadic judicial correction,

Recruitment sgtﬂl‘l
Should Look Li

A modern, credible, and rights-respecting
recruitment system must incorporate structural,
techinological, and accountability-focused
reforms.

Independent Oversight and
Monitoring

Recruitment should be meonitored by an
autonomous oversight mechanism that is
institutionally and operationally separate from
the National Police Service. Such a body would
observe, document, audit, and publicly report on
the process, helping to insulate recruitment from
internal bias, political interference, and
corruption

s:?ag tinn and Anti-Corruption

Technology must be leveraged to minimise
hurnan discretion and eliminate opportunities
for manipulation. This includes shifting
applications 1o an online platform, incorporating
biometric verification to prevent impersonation,
deploying CCTV monitaring at recruitment
centres to deter malpractice, and creating public
dashboards that display real-time data on
applicants, selections, and regional

distributions. Digitisation strengthens infegrity,
traceability, and evidence-basad accountability.

Modern Candidate Assessment

A reformed system must evaluate candidates
halistically, moving beyond basic physical tests
and academic thresholds. Psychelogical
evaluations, ethical aptitude assessments,
structured community references, and
background checks conducted by independent
bodies are essential for identifyimg candidates
with integrity, emeotional stability, and a genuine
commitment 1o public service. These forms of
assessment align Kenya with global standards
for moder policing



Tra rency and Public
Accﬁfantabilﬁy

The legitimacy of recruitment hinges on
openness, Selection eriteria should be published
in advance, applicants should receive written
feedback explaining outcomes, and the
camplaints and appeals process must be
accessible, independent, and timely.
Transparency prevenis secrecy from bacoming a
cover for discrimination or bribery.

Enforcement of Sanctions

Even the strongest system fails without eredible
consequences for wiongdoing. Officers and
civilians who influence recruitment through
bribesy, nepotism, or interference must face
administrative action, criminal prosecution, and
publie disclosure of investigative findings.
Without enforcement, reforms remain symbolic
and malpractice bacomes cost-free,

== Conclusion: A Moment for Transformative Change

Kenya stands at a defining juncture in its police reform journey. Time and again, task forces have
identified the same systemic failures, courts have adjudicated the same illegalities, and communities
have suffered the same consequences. Unless recruitment is transformed, broader police reforms will
remain superficial, producing cosmetic rather than structural change. The country now requires a
recruitment model that is transparent, merit-based, technologically enabled, community-centred, and
monitored by independent oversight. Such a model is not simply desirable—it is essential for building a
police service that embodies professionalism, constitutionalism, and public trust. Ultimately, only by

fixing recruitment can Kenya finally fix policing.




A credible, transparent, and merit-based police
recruitment process is essential to the
transformation of Kenya's policing culture and to
the consolidation of constitutional governance.
The findings of this report reveal persistent and
systemic shortcomings that have endured
despite a strong legal framework, repeated
judicial interventions, and extensive oversight
efforts. To address these challenges, this
section outlines comprehensive
recormmendations for stiengthening compliance,
anhancing Integrity, promothivg Inclusion,

medernising procedures, and ensuring
accountability. The recommendations are

framed with a view toward long-term
institutional reform and sustainable adherence
10 human rights standards.

1.1

Strengtheni
Compliance a

Transparency

A fundamental transformation of police
recruiiment requires sustained commitment to
legal and procedural compliance. The MNational
Police Seivice Commission (MPSC) should
ensure rigorois adherence 1o the Constitution,
the NPSC Act, and the 2015 Recruitment
Regulations by enforcing the mandatory
publication of shortlists, slot allocations, and
final results well in advance of recruitment day.

ommendations
r E

Compliance must extend to the standardisation
of procadures across all recruiiment cenires,
eliminating the regional disparities currently
observed. Clear communication of criteria,
transparent and predictable processes, and the
consistent presence of all mandated
institutional representatives will help restore
public confidence and reduce opportunities for
manipulation. The Commission should also
invest in regular pre-recruitment briefings for
recruitment panels to reinforce legal
obligations, clarify procedures, and create
uniformity across counties.

And IntegAty Safcguards

The integrity of the recruitment process
depends on effective oversight mechanisms
capable of deterring corruption and ensuring
accountability. Strengthening theze safequards
requires a more structured role for independent
observers, including civil socieiy organisations
and statutory oversight bodies such as the
Independent Policing Oversight Authority (IPDA),
the Commission on Administrative Justice
(CAJ}, and the Kenya National Commission on
Human Rights (KNCHR). Observers should have
unhindered access to every stage of the
pracess, including screening, physical festing,




medical examinations, and final deliberations.
Integrity vetting must be centralised and
consistently applied, supported by mandatory
administration of the Oath of Integrity at all
centres. Recruitment panels should maintain
written records of decisions, document reasons
for exclusion, and preserve logs of complaints
raised by applicants. A secure and
Independently managed reporting channel for
integrity violations would further deter bribery;

inteiference, and undue influence.

ns3

Gende onhsive
S o et
Recruitment

An inclusive police service begins with an
inclusive recruitment process. The NPSC must
take deliberate steps to ensure gender-
responsive procedures, particularly in the design
and administration of physical fitness tests,
which should be standardised, scientifically
validated, and sensitive to gender differences
without compromising merit. Recruitment
should actively promote the participation of
women, persons with disabilities, and members
of minority and marginalised communities, in
line with Article 27 of the Constitution and the
values of fair representation under Article 232,
This inclusive approach requires proactive
public communication, targeted outreach in

underrepresented areas, and clear measures to
prevent discrimination whether based on gender,

ethnicity, religion, region, or sacio-economic
status. Where exclusion occurs, recruitment
panels should record and justify such decisions
to ensure transparency and guard against bias.

n4g
HumanRI
Centred

Respect for human dignity should guide al
aspects of physical and medical testing. Tests
must be conducted by certified professionals,
using standardised criteria that are publicly
available and consistently applied. Applicants
must be treated with respect and protected from
degrading or arbitrary practices, and all
examinations should be conducted in secure,
private, and hygienic environmenits that
safeguard confidentiality. Where applicants are
disqualified on medical grounds, the reasons
should be clearly communicated, and individuals
should be given the opportunity to seek
clarification or lodge an appeal. A human
fights—centred approach also requires the
elimination of ad hoc or improvised testing
inethods and the establishinent of clear
guidelines that balance operational needs with
the rights of applicants. Ensuring fairmess and
transparency in this stage reduces grievances
and enhances the legitimacy of the recruitment
process,

ns

Record Han:‘a“ﬁnmt

Modemising the recruitment process through
digitisation is essential for transparency,
efficiency, and accountability. The MPSG should
transition to a fully digital recruitment system
that allows for online applications, biometric
verification of candidates, automated scoring,
and sacaure archiving of documents. Dighlsed
systems minimise human discretion, reduce
opportunities for tampering, and create

verifiable audit trails that can be easily reviewed
by oversight bodies,




1n.6

Accountabliity and
Enforcement Measures

Sustainable reform depends on credible
accountability systems that deter violations and
reinforce lawful conduct. The NPSC must
establish clear consequences for officers who
breach recruitrnent regulations, whether through
bribery, discrimination, manipulation of results,
or obstruction of independent observers, These
consequences should include administrative
sanctions, disciplinary action, and, where
applicable, criminal prosecution. Oversight
bodies such as IPOA, CAJ, and KNCHR should
have explicit mandates to audit recruitment
exercises, investigate complaints, and publish
findings in a timely manner. To enhance
accountability, the NPSC should institutionalise
post-recruitment reviews at national and county
levels, documenting lessons learned and
addressing systemic weaknesses befare
subsequent recruitment cycles. Parliament and
relevant committees should alse exercise
greater oversight, ensuring that the
Commission's compliance with constitutional
and statutory requirements is consistently
monitored. Uitimately, accountability measures
must be predictable, enforced without fear or
favour, and visible to the public to restore
confidence in the process.

1
Holght an Woight Standards

The Hational Police Service {NPS) should adopt
context-sensitive height and weight standards
that reflect Kenya's regional and ethnic diversity.
Uniform national thresholds disproportionately
disadvantage cofmmunities whose natural
anthropomeiric profiles differ from the national
average, such as shorter-statured populations in
coastal counties. Tailering standards to regional
realities would promote fairness and ensure that
deserving candidates are not excluded due to
biological variations beyond their control.

2

Shift to Competency-
Recrultment Approaches

Recruitment procedures should move beyond
the current overemphasis on physical fitness
and Instead adopt a holistic, coimpetency-based
model. The HPS must integrate assessments
that evaluate integrity, psychological fithess,
emetional intelligence, and decision-making and
problem-golving abilities. These competencies
are esseqtial for modern policing and ensure
that recruits are ethically grounded, mentally
prepared, and professionally competent.

hen Community 3

Rocrultment Modols

Community involvement should be strengthened
through structured participation in recruitment
oversight and candidate screening. Community
policing committees and local structures should
play a meaningful role in monitoring recruitment
and conducting localized inteqrity checks. This
approach enhances fransparency, promotes
lecal representation, reduces the selection of
candidates from outside the area, and builds
public trust in the recruitment process.
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The NPS should update outdsted recruitment
criteria that no longer align with contemporary
policing needs. Revised standards should
prioritize human rights awareness, critical
thinking, strong communication skills, conflict
resolution abilities, and digital literaoy.
Maodemizing these standards ensures that
officers are equipped with the competencies
required to navigate complex security
environments.

I in Modern Recrultment
ructure and Digital Tools

Investment in modem recruitment infrastructure
is essential to reducing emors and enbancing
credibility. Recruitment centres should be
equipped with standardized tools for physical
assessments, digital registration and scoring
systems, and secure data storage mechanisms
Digitizing key processes minimizes human effor,
curbs opportunities for manipulation, and
improves efficiency

To strengthen accountability, the MPS should
establish an independent and well-publicized
complaints desk at each recruitment centre.
This desk should be staffed by a non-NPS officer
and mandated to receive grievances, document
tham transparently, and produce centre-spacific
reports. An independent mechanism builds
confidence in the process and ensures impartial
handling of concems raised by candidates or
observers.

7

Streamline Hn#.nl b
Pre Rotr ot Soret ning

Medical examinations should be streamlined
through a pre-reciuitment screening model.
Candidates should obtain medical checks at
accredited public facilities before reciuitment
day and present certified results during
registration. This reduces delays, minimizes
congestion, lowers operational costs, and
ansures thak candiclates receive timely and
transparent feedback regarding disqualification,
including opportunities to comest disputed
results.

in Gantl'au'lllﬂ Falﬁmmm
Meet Quotas

When recruitment centres fail to meet their
quotas, the NPS should reopen or extend the
recruitment period instead of retuming empty
slots to headguarters—=a practice that often
triggers suspicions of corruption. Localized
mini-recruitments preserve regional faimess,
ensure equitable opportunity allocation, and
reinforce public confidence in the recruitment

system.

9
Roen et Sttt for

Transparency and Accountabllity

The NP3 should publish disaggregated data for
each recruitment cycle, including the number of
applicants per county, shortlisted and
disqualified candidates, reasons for
disqualification, gender reprasentation, and
inclusion of persons with disabilities. Public
availability of this data strengthens
transparency, supports evidence-hased reforms,
and empowers civil society and oversight
agencies to monitor compliance and equity.
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introduce FH-M;E"IHII!

Targeted pre-recruitmeant support programs
should be infroduced in areas that consistently
attract few or underprepared candidates, These
initiatives should include career awareness
sessions, guidance on recruitment requiremenis,
and basic preparation for physical and
competency expectations. Such support
addresses recurring barriers—particularly
restrictive height and weight standards—while
building a qualified and diverse pool of future
applicams.

B et

The NPS and the National Police Service
Comimission should ensure full compliance with
legal requiremenits on the accreditation of
independent observers. During the recent
recruitment exercise, observers were admiited
but not formally accredited, undermining
transparency and weakening the integrity of
extemal oversight. Proper accreditation provides
legal recognition, clarifies ohservers’ roles and
access rights, protects them from obstruction or
arblirary excluslon, and enhanceas the cradlbllity
of their findings. Failure to acoredi observers
risks inconsistency in access, increased
irmterference, diminished transparency, and
erosion of public trust. Establishing a clear,
standardized, and timely accreditation
process—and publishing the list of accredited
organizations before recruitment day—would
significantly strengthen accountability in future
exercises.
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ANNEX 1
Case-law Annex On Police
Recruitment Jurisprudence In Kenya

This annex provides a eonsolidated reference io key judicial decisions that have shaped the legal framework, siandards, and
accountabliity mechanisms poveming police recnitment in Kenya. It summanises the facts, lssues, holdings, reasoning, and
significance of each case for ease of reference by researchers, policymakers, chvil soclety organisations, and oversigin
Instinmlos.

1. Police Recruitment Petitions {2014)

Count: High Court of Kenya
Year: 2074
Manure: Conselidated petitions challenging the nationwide recruitment exercise of 14 July 2014,

1.1 Facts

The natianal police recruitment of July 2014 was marred by widespread allegations of bribery, mepotism, tribal bias, pre-
selection of candidates, and disciminatory exclusion of pregnan women, Petitioners and 1POA challenged the legalitg of the
process, anguing that the National Pelice Senice Commission (MPSC) unlawfully delegated recruitment funictions to sub-
county commissienars and violated constitutional principles.

1.2 Legal Issues
1. Whether NPSC lawfully delegated recrulimest powers 1o sub-county commissloners.
Z. Whether the recruitment process complied with constinmional valves and standards.
3. Whether exclusion of pregnant women eonstiuted gendes diserimination.
4. Whether recrultment results should be sullified.
1.3 Holding
»  Delegation was unlawfiul because it was not in willing and was made to entities outside the police structure,
*  Recsuitment suffered pervasive imeqularities and violated Articles 10, 27, and 73.
+  Disgualifying pregnant wonen amounted 1o unconstittional discrimination.
*  Recsitnrent in 36 centres was nullified.
1.4 Significance

This decislon established key censtitutional benchmarks for transparency, falrmess, mert, and gender equality In recnitment.
It affirmed that recruitnaent processes must comply swictly with both staiutory and constitutional norms.

2. Amtorney General & 2 Others v IPOA £ Anather (2015)

Coust; Court of Appeal

Yean: 2015

Mature: Appeal against the 2074 High Court decision.
2.1 Facis

The Attoiney General, NPSC, and the 1G appealed against the High Court's findings on anlawiul delegation and imegularities,
arguiing that IPGA lacked authorty 10 challenge NPSC's reciuitment and that the High Coun overstepped.




2.2 Legal lssues
1. Whether IPOA had locus standl to bring the petition.
2. Whether IPOA has supervsory authority over NPSC,
4. Whethei the High Court comecaly found that the recruitmen was iregular,
2.3 Holding
»  JPOA has standing 1o petilon mnder Articles 22, 258, and 8, but dees nat supervise NPSC.
= -The Court upheld that irmegulaiities occamed,
*  -The appeal was dismissed; parties bore their own cosis.

2.4 Sigiificance

This case clarified the boundaries between independence and accomtability within policing institutions. IPOA was affirmed as
@ legitirate acior in chalenging unconstitutional conduwet, strengthening oversight and public interest liigation related 1w
policing.

3. Mwau v Inspector General & Others (2025

Court: Employment and Labour Relations Cowrt {ELRC)
Year: 2025
Mature: Constitutional and labour-related pettion chalenging the 16 role in recruitment,

3.1 Facis

A dispuse emerged regarding the preper constitutional avthority 1o reoruit police officers. The petitioner argued that the
Inspecior General had encioached on reeruitment functions reserved for NPSC, creating institutional conflict and confesion,

3.2 Legal Issues

1. ‘Whether recrultment ks an emgloyreent maner undes ELRC Jurlsdiction.

2. ‘Whether NPSC or the IG holds constinmional aurkority 1o recruit.

3. Whether applicants for police recruitment hive enforceable rights wnider labour and adminkstrative law
3.3 Holding

= Recriatneent is an employment function, giving ELRC jerisdiction,

*  NPSC holds exclusive constiutional authonty to recrult under Article 246,

*  ThelG's opesstional independence under Article 245 does not include recruitment,

+  Applicamts have enforceable rights agaiast unfair or unlewful recruilment processes.
1.4 Siguificance

This jJudgmest settled a loag-standing Institudonal confiict berween MPSGC and the 1G. It clarfied the constiutional swucture
of the police service, strengthened applicants’ rights, and reaffinmed MPSC's primacy in recruitment.

4. Cross-Cuiting Jurdsprudential Themes
Arioss these cases, several themes emernge:
4.1 Constitutional Supresmacy in Recruiment

Courts have emphasised that recruitment must be conducted in ling with constituional values, particulaily tanspanenty,
faimess, mesitocsacy, and non-discrimination,

ab




4.2 Limits of Delegation

MPSC must adhere stelctly to statutory requirements when delegating autheority. Infanmal or unlawful delegation vadesmines
accountability and invites comuption.

4.3 Gender Equality as a Binding Standard

The exclusien of pregnant women was found 1o be unconstitutional, placing gender-respomsive policing firmly within Kenya's
legsl standaids.

4.4 Instiutional Role Clarity

The 2025 decision provides long-needed clarity on the separation of powers between HPSC and the IG, preventing overlap and
conflict during recruitment,

4.5 Judicial Oversight andd Access to Justice

Courts have consistently protected the right of Individuals, oversight bodles, and the publle 1o challenge Imegularities n
recruttment, ensuring external accountabibity for pollcing Institutlons.

5. Implications fer Monitoring and Referm
The case law establishes a clear legal framework that CS0s, oversight bodies, and policymakers can use to;
«  Deyelop monitoding 100ls for faure recUmen exencises,
= Advocate for lawful delegation and standardised recrutment guidelines.
= Support gender-sensitive recruitment policies.
« Challenge misconduct or irregularisies through peblic interest litigation.
* Promote instiinional aligament between NPSC, IG, and IPOA.

These deciskans provide a solld urisprudentlal backbene for wansforming reerultnent into a rights-hased, tansparent, and
accountable process in Kenya.




58

ANNEX Il
Ohservation Tools and Checklists

Comprehensive Monitoring & Observation
Tool for Police Recruitment
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Recruitment Exercise;
County:
Constituency/Sub-County.
Recruitment Centre:
Date:

Section A: Complainant Information

Full Name:

Contact Phone/Email):

Relationship to Recruitment (tick one):
O Candidate O Parent/Guardian O Observer

Section B: Complaint Details
1. Nature of Complaint (dck all that apply):

O Unfair Disqualification
[ Bribery / Corruption
[ Nepatism / Favoritism
[ Lack of Transparency
O GenderfRegional [Ethnic Discrimination
[0 Other (please specify):

O Public Citdzen
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1. Advertisements & Publication
of Candidates’ Names
s Wacancies must be advertized o ot least two national

NEWSPapers.
«  Advertisements must indicate:

+  Total vacincies.

+  County/sub-comnty breakdown.

«  Eligibily crileria.

+  Statement that apphcations are free of change

*  Shortlisted candidates (a1 least three times the number of
available shots per centre) must be published before the
TeCTustment exercise.

*  Final successful candidates must be published with
county/centre breakdowns.

*  NPSC must prepare and submit a recruitment report to
Parliament within 60 days, which includes names, slol
distribution, and complaints received.

2. Recruitment Centre Setup & Operations

*  Each sub-county serves as a recruiiment centre. Venues
are often schools, stadiums, or open felds.

8
34

Twa Imucm {Secratanes),

«  Observers & Media: Accredited observers and media are
permitted 1o moniiorn

+  Commencement: Recruitment must begin at the advertised
time (e.g., B:00 AM).

«  Closure; Recruitment must conclede the same day. If
delays occur, the reasons must be announced, recorded,
and new dates formally communicated.

3. Recruitment Panel Roles & Accountability

+  Eech panel member must take an Dath of Integrity.

- MdMgwM:rﬁmmMmm
«  [Ensuring eligibility critaria ate consistently applied.
. Ilew; gender badance and diversity,

+  Recording and forwarding complaints to NPSC

+  Prepanng recruiiment retums within fee days.

+  NPSC has the power to annul resulis if irregularities or
malpractice arz confirmed

4, Complaint Mechanism

+  Complaints can be made by candidates, observers, or the
public,

# At each recrultment centre;

. & complaint reglater mugl be maintained

+  Candidates should be informed of their right 1o ledge
complants,

* Complaants must be addressed immediately where
possible.
. AN unresolved comglasnts must be forwarded 10 NPSC.

= NPSCinvestigates and can annul recruitment oulcomes i
cases of malpractice,

*  Comgplaints and outcomes must be summarized in the
official NPSC 60-day recruitment report to Parliament,

5. Gender, Reglonal & Ethnic Representation

= Recruitment must reflect Kenya's diversity.
+  Gender Balance: The “two-thirds gender rule” applies - at
least one-third of recruits must be women.

«  Regional Balance: Siots distnbuted by county/sub-county,
proportionate to population.

*  Ethnic Representation: Based on Kenya National Bureau of
Statistics (KMBS) census data and NCIC records (o cormect
over/undertepresentation,

«  Marginalized Groups: Inclusion of marginalized and
minosity groups is a legal requirement.

6. Replacement of Candidates
*  Replacements occur when candidates drop out, fail 1o
report, or are disgualified.
*  Replacements must be:
= Drawn from the shortisted neserve list.
. Fromm the same gendet, ethnic, and reglonsl groug a3 the
candidate bemg replaced.
« Al replacements musi be decumented in official panel
Tefumms.

7. Integrity Risks Observers Should Watch
= Bribery or solicitation of money,
*  Forged academic or medical documenis.
*  Biag in shortligting or selection,

+  Substifution of successful candidates with unguealified
individuals.

*  Failure to record or act on complaints,

*  Restrictions on observers or public access to the
TECTULMENT PrOCESS.



Annex IV:

List of Recruitment Cenires Observed
County S/No Sub County
1 Kisauni
3 Mombasa
Mombasa
4. Changamwe
5 Likoni
i Matuga
9 Msambweni
Kwale |
10 Kinango
Kilifi 14 Kilifi South
17 Rabai

Recruitment Centre

Kisauni Sub County Police Hgrts
Msa (Mvita Grounds)
Changamwe (Changamwe Oil
Refineries)

Likoni Approved Grounds

Matuga Baraza Park (Kwale)

Msambweni Stadium

Vurungani Stadium

Kikambala DCC’s O/ |Flce

Rabai Mkapuni Open Grounds




Annex V:

Quick Facts on Recruitment Regulations

Quick Facts on Recrultment Regulations

1. Submission of recruitment report to Pardiament (Regulation 27 of NPSC on Recruitment &
Appointment Begulations 2015)

The Commission shall, within shxiy days after the conciusion of the recruitment
prepare & report of the recruitment exercise and submi that report fo Parliament within Sty
days of te comciusads of bhe recriiiment exercise,

2 The Reguiations dees not set a fixed imerval {like annually, every 2 years, ete.) for recrutmeant
cycles.,

Instead, they tie recruliment to

= Annual review of establishment and strength of the Sendce (Regulakion & of NPSC on
Recruilinent & Appointrment Regulations 2015, “The Inspector-Genesal shall, on an annual basis,
oany out a review of the Seniioe's establisiment and sirength and shall submit the reoommendations
o five Commission.”

«  Recruilinent is hen underiaken “when it is necessary” and subject to availability of vacancies
{Regulation 7 of NFSC on Recrufimant & Appainiment Regulations 2015)

3. Other Key Provisions on Recruitment
Aslruciured summary of whal the Regulations say about recruiiment:

+  Responsibility (Reg. 3):
The NPSC is responsible for all recruitment. it can delegate 1o the Inspector General for ranks
below Superintendent, but only with written approval and oversight,

=  Recrultment categories (Reg. 4]
Constables, cadet entry (higher ranks), specialists. and civilkan staff,

- Balance (Reg. S}
Kust refiect gender, regional. and ethnic diversily per the Constitution.

+  Entry (Reg. 7 & 8):
Enlry anly when necessary, and subject to vacancies. Candidales imust be Kenyan, have 1D, meet
education standards, be 18-28 (30 for graduates), medicalty W, and fres of criminal records.
= Process (Regs. 10=186):
i. NPSC sels distribution of recruils acress centres with tairness in genderfethmicity,

I Adverisements must iun In at least two natlonal newspapers. Closing date 7 days afier
advart.

i Recruitment panels include senior siiicers, education officer, medical officer, efc.
iV Phwysical itness, medicals, and document verification are compulsory.
Complaints from the public must be addressed on the day.

Successiul candidates must be double the numbes of required recruits before final
sedection,

+  Integrity (Reg. 18): ) _ _
All imvohved 1ake an oath; bribery or solicitation is prohibiled (Reg. 8).

- Oversight (Reg. 21):

NPSC can annul resulls of a centre of the whaole exercise If Iregulariies are found, and can
recomimend prosecutions.

=
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