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Abstract

Purpose: Notwithstanding the government's reform exertions in the security sector,
performance remains below expectations, with criminal activity increasing on a daily basis.
The factors contributing to this lousy performance have yet to be fully explored. The problem
has a negative impact on the performance of security officers, who play an important role in
insecurity issues. Because without security, economic development is a futile dream. To this
end, the study aimed to examine the effect of working conditions on the performance of
police officers in Marsabit County, Kenya.

Methodology: The focus is on the National Police Service. Respondents were selected from
Kenyan police officers deployed in the area as they are responsible for maintaining public
order. The data was collected from a total of 13 police stations. For the study, 306 target
populations were considered. 91 police officers were randomly selected using a simple
randomization method. The study examined promotion procedure, as the independent
variables vis-a-viz performance as the dependent variable. Preliminary data collection
required self-administered questionnaires for the target population. The researcher applied the
test re-test technique to choose the reliability of the exam study. To establish the relationship
between the variables, Pearson correlation analysis was performed on the dependent and
independent variables at the 95% confidence interval. The data was prepared by distributing
questionnaires to the assessed population. The collected data were analyzed qualitatively and
quantitatively guided by the research topics and goals. Testing of quantitative information
was performed using descriptive and inferential statistics and data presented in; tables, pie
charts, graphs, tables and figures. When data is collected from open-ended questions,
qualitative data is analyzed and presented according to themes.

Findings: A conclusion was arrived that the subject under study was viable. Working
conditions directly affected the performance of police officers from the study.

Unique Contribution to Theory, Policy and Practice: Recommendation was given. All
data collected for review and publication were informed on this topic. Aggregated data
securely stored by electronic means.

Keywords: Promotion Procedure, Duty Assignment, Deployment, Performance, Working
conditions
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1.0 BACKGROUND OF THE STUDY

The development and progress of any economy directly depends on a harmless and protected
atmosphere. Police service is the balance of such an environment. Fair police accountability
in a democratic process is essential and sophisticated [Carter & Sapp 1992]. They must
uphold the law, respect constitutional restrictions on the exercise of government power,
respond to individual requests for assistance, and respond to society's needs for security
[Travis 1996]. If the police do their job well, the community or society will benefit even
more; if the police act miserably, the damage to police confidence and democratic ideals may
be irreparable [Goldstein 1997]. Security has essentially become a global surveillance
concern. As a result, several countries have come together to develop policies that focus on
creating a flourishing atmosphere for development and mission. However, insecurity persists
around the world. As issues of insecurity become exponentially daily news, police action is
an essential element. Several problems appear when it comes to performance. This study
focuses on how promotion, duty assignment and deployment affect police performance.

Business fairness is a tool used to understand work Behaviors and form judgments about
relationships and consequences. [Cojuharenco & Patients, 2013]; [Jelley, Bonaccio, &
Chiocchio, 2014]. Occupational fairness refers to the standards and procedures used to make
choices, such as wage increases in addition to job gains, that are fair and reasonable,[
Cloutier, Pascale, & Bilodeau, 2012]. Claimed equity affects how workers relate to their
organization and is important to worker performance.

(Cojuharenco & Patient, 2013; Garcia-lzquierdo et al., 2012; Jones & Skarlicki, 2013). In
Louisiana, the city used two systems (senior and merit-based promotions) to promote city
police officers. However, these systems have been flagged as obsolete and do not serve
employees, departments, and careers. Thompson (2005); Tobias (2004). Promotion based on
seniority depends on the length of the company's tenure (Garcia-lzquierdo et al., 2012). In
contrast, performance-based job gains depend on employee success and performance
(Louisiana Legislature Amended Regulation [LARS] 33, 2016). Although the merit-based
system is a widely accepted means of rewarding exemplary work, the system is still abused
through corruption, favouritism, autocracy, tribalism. and cronyism in promotions, [Thau &
Mitchell ,2010]. The study sought to uncover the shortcomings of a system that required
spelled instructions to deliver promotions and rewards for outstanding work. The results of
the study show that police departments consider merit-based promotion unfair because it
creates a foothold for cronyism, tribalism and corruption. Traditional advertising methods are
quite acceptable, with seniority being more influential in promotion decisions in Louisiana,
Dragon et al. (2014).

In Uganda, research findings suggest that extrinsic factors such as promotion are sufficient to
influence the creation of a stable job in place, [Koonz & Leizichi,1991]. However, the same
results explain that if the hype can be matched with a high level of performance as a working
condition, then Ugandan police officers will have the best personnel. In 2005, the President
of Uganda upgraded police officers to 82nd rank to reduce change and distrust, and to
enhance the overall obligation of the police force to their work. The absence of recognized
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results is rebellion, slowness, high skis, incessant complaints, and more sales, [Githuku,
2009].

NPS has mechanisms for selecting police officers for proliferation in Kenya. It is important to
examine how existing promotion systems affect police performance. According to IPRA
(2016), Kenyan police have been ranked in the top 5 worst performing police in the world. In
2019, in order to correct the tarnished name of the police industry, the new Inspector General
said that the police industry had been stagnant for 15 years and needed to be promoted to
rank in order to affect the career (ROK, 2019). In addition, the Chairman of the National
Commission on Police Services also announced that five hundred police officers over the age
of 50 will be recruited by July 2019 as part of a restructuring to address inactivity. and
spreads in NPS (Bus Daily, April 30, 2019). This begs the question: if there is a promotion
structure among the police, why have they not been promoted as intended?

1.1 Statement of the Problem

Despite the enhanced policing reforms introduced by the National Police Act 2011, the
performance of Kenyan police officers remains a factor in insecurity growing to worrying
levels, [Ombaka, 2015]. As mentioned earlier in the study, working conditions play an
important role in how effective police officers are. At the same time, the work effort of police
officers governs the level of their job performance; their obligation to work is designed by
variables that affect their working conditions [Maslov, 2015]. Regarding the study area,
insecurity is living well. Police officers are deployed to maintain public order and fight crime.
However, murders and rustling cattle are still on the rise [Nyuguto, 2020]. Could this be a
result of the poor performance of officers deployed in the area? Therefore, the researcher
sought to assess the effect of working conditions on the performance of Kenyan police
officers. Specifically, the researcher aimed to probe how promotion procedure affects the
performance of Kenyan police officers in Marsabit County, a region tainted with a high level
of insecurity

1.2 Research Objective

To examine how promotion procedure affect performance among Kenya police in Marsabit
County.

1.3 Research Question

How does the promotion procedure distress performance among Kenya police in Marsabit
County?

2.1 THEORETICAL FRAMEWORK
2.1.1 Principles of Administrative Management Theory

The principles of organizational management were recognized by Henri Fayol, chief
executive officer and mining engineer, when he judged a company by the perceptions of its
executives and the conditions they might encounter. The theory holds that influential
managers have six main roles, as listed: project, conspire, coordinate, guide, and regulate. He
developed an ethos based on the ways that managers must form and integrate with other
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employees. For Fayol, these guidelines should not be inflexible but should leave managers to
establish how they use them to function effectively. The guidelines require workers to show
initiative and employers to practice fair play. In addition, employers are invited to provide
better compensation. Compensation should be based on performance ratings to link workers
to the organization. The division of labor stipulates that workers must be assigned tasks based
on their abilities and interests to help them become more productive and resourceful. And
that employee must take orders from a single direct supervisor, be accountable to that
individual, and have a balance between the individual's interests and the company's concerns.
However, the company's welfare must take precedence as it will transfer the compensation to
the person in question.

Furthermore, Fayol's principle of centralization states that the highest level of authority must
be centralized. For a business to do business easily, the right person must have the right
profession and have stability in terms of tenure to be effective. The theory that defines how
task assignment should be approached in such a way that the workforce optimizes their skills.

2.1.2 Bureaucratic Management Theory

The theory of bureaucratic management initiated by Max Weber is based on the premise of
structuring institutions to have appropriate governance guidelines. The founding principles of
this agreement include the flow of instructions, the correct allocation of labor, the separation
of personal and corporate assets from their owners, strict and reliable guidelines and
protocols, the maintenance of Thoroughly record and archive, identify and enhance employee
positions, their job performance and acquired skills.

3.0: RESEARCH METHODOLOGY

This research implemented an expressive testing strategy that accumulates data to generate
interpretations around the research subject. In addition, the strategy creates a favourable
atmosphere for participants to guide their opinions, practices and submissions on how
effective working conditions affect police performance.

3.1 Target Population

The survey beset the population of 306 Kenya Police Service work units based in Marsabit
County, divided by the government into four (4) sub-counties presented in Table 1 below.
The subject consisted of officers manning posts and stations. The research also took into
account officers across all ranks, genders, working hours and subdivisions inside the stations.

Table 1: Study Beset Population size

Sub-County Population Percentage
Moyale 100 32.7%
North-Horr 76 24.8%
Saku 43 14.1%
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Laisamis 87 28.4%
Total 306 100.0%

The study implemented [modest and stratiform random sampling] methods to provide more
comprehensive and reliable data (Kothari & Gag, 2014). The stratiform statistical method
produces estimates of the limited population total with remarkable accuracy and warrants an
additional illustrative illustration obtained from a comparatively normalized population
[Kothari 2006].

The collected data were analysed qualitatively and quantitatively. Testing of quantitative
information was performed using descriptive and inferential statistics, tables, pie charts,
tables, frequencies and percentages. When data were collected from open-ended questions,
qualitative data analysis was applied and the data presented by themes. According to Kothari
(2004), a linear regression model has one continuous outcome and multiple predictors or
response variables. They propose that a regression model applies the format; Y= o+ x1p1+
x2B2 +...... + xkPBk +e. Therefore, the study adopted a regression model to reflect the
performance measures among Kenyan police officers as follows;

y=a+biX1+b2X2+ bsXs+e.
Where

y = Performance among police officers, ais Constant, Xi=Promotion Procedure, Xzis duty
Assignment, Xsis deployment, Biis coefficients, and eis the error term.

4.0 FINDINGS AND DISCUSSION

A total of ninety-one (91) usable responses were obtained, givinga response rate of
100%. According to [Harris, Holyfield, Jones, Ellis, et al (2019], a response rate of over 70%
is considered sufficient for generalizing about the topic under study.

4.1 Descriptive Analysis

Promotion Procedures and Performance among Police Officers

Table 2: Promotion Procedures and Performance among Police Officers

5 4 3 2 1

Statement F oo F ol F oo F ol F o x SD

There is no | 1011028308 |7 |7.7 [30(33.0|16|17.6|3.15|1.33
laid down
proper

promotion
procedure
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It takes |9 (9.9 |16|17.6 |7 | 7.7 |37|40.7|22|24.2|3.52|1.303
many years
before
getting
promotions

Promotions | 131|143 |25(275|8 |88 |[30|33.0(15|16.5|3.10| 1.359

are done
based on
unfair
means

| know that (8 8.8 |11 121|118 |19.8|31|34.1|23|25.3|355]|1.241

I'm
supposed to
have been
promoted to
the next
rank

There is|15|16.5|18|19.8|13|143|26|28.6|19|20.9|3.18 | 1.403
much

bureaucratic
management
of police
operations

Aggregate Score 3.3 | 1327

Key: 1 - Strongly Agree, 2 — Agree, 3 — Not Sure, 4 — Disagree, 5 — Strongly Disagree, SD
— Standard Deviation, x - Mean

Source: Survey Data (2022)

According to the responses obtained in this study, it can be seen that the majority (33.0%) of
the respondents agree with the statement that “no suitable promotion process has been
established”. However, another percentage (30.8%) of respondents disagreed with this
statement, while 17.6% strongly agreed and 11% strongly disagreed with this statement, with
only 7 .7% said that they are not sure. This has drawn mixed reactions. In conclusion, no
promotional process was clearly defined, as detailed by an average of 3.15 and standard
deviation of 1.33.

Furthermore, the majority (40.7%) of respondents in the sample agree and 24.2% strongly
agree with the statement that “it takes years to get promoted”, while 17.6% disagree Notice
that it takes years to get promoted and only 9.9%. Completely disagree with the statement.
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Same statement and only 7.7% said they were not sure. However, most of the participants
pointed out that it takes years to get the promotion because it is not easy to get the promotion.

Sample respondents were asked to indicate that weather promotions were made on unfair
means, according to the responses obtained, the majority (33.0%) and another 16.5% agree
and strongly disagree with the statement that promotions are made through means unfair,
another 27.5% and 14.3% respectively do not. agree and strongly disagree with the same
statement while only 8.8% are not sure. Tribalism, corruption, patronage, and other factors
tried to deny the promotion of worthy officers, as Figure 1 summarizes.

The majority (34.1%) and some (25.3%) of the respondents strongly agree and agree with the
statement that they know they are supposed to be promoted to the next level, while 19.8 %
uncertain and only 12.1% and 8.8%. disagree and strongly disagree with the statement. As
quoted by the mean is 3.55 and the standard deviation is 1.241. They said that the rank they
held at the time of this study was below their expectations and felt that they should have been
promoted to the next ranks at the time.

Respondents continue to agree and strongly agree with the majority (28.6% and 20.9%) that
there is a lot of bureaucratic management of police operations, while some (respectively
19.8% and 16.5%) disagree and completely disagree with this statement, while the remaining
14.3% disagree. Of course, this bureaucratic control over police operations hinders the
promotion process.
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officer’s view on promotion procedure vs. performance

The research sought to gather police officers' views on promotion procedures versus
performance. This is important because it allows respondents to freely speak about obstacles
to their employment growth. It's clear that patronage is the best when it comes to promotions.
Rising to 53%, respondents highlighted bias as the most important factor that plays a major
role in determining the promotion of police officers. The majority of respondents were of the
opinion that the promotion process in the Kenyan police needed comprehensive reform as in
most cases the process was contaminated with corruption, patronage and autocracy.
Therefore, the most qualified cadres are excluded for the reason that they are not privy to
what goes on.

The situation remains exacerbated by the virtue of the NPS not having a standard method for
assessing skills of officers to be recommended for upgrade; Further, senior officers tended to
reward interests of their preferred candidates, as confirmed by a key ROX1 informant who
pointed out misconduct. | was asked some tough questions, but when my colleague walked
into the same interview, being asked by the judges just one simple question to sing the first
verse of the national anthem and deliver it, made me disappointed, he was offered a
promotion and | passed and no explanation was given.

The means through which officers get designated for upgrade in the NPS portrays several
gaps that some commanders habitually use to sneak attacks on officers who do not have the
necessary skills.

Some respondents said that information about vacancies and suitable information for
promotion has not been shared in a timely manner among police officers. Most of them said
that the communication about promotion is very short, sometimes late at night, so they feel
"ambushed to prepare and attend the promotion interview that they have not prepared well
enough to do".

They received information late or little so they were not well prepared to sit in front of the
interviewing panellists. It could be a well-played plot to keep only a handful of cops that get
incentives for promotions. This claim was corroborated by ROX2 respondents, who said:
“Decision-making takes too long because you have to follow the whole chain of command
about advertising. Limited pronouncements are made at the police station stage lacking
involvement of the police headquarters. Often, we feel unfulfilled by the delay in
communicating important information to our officers, especially when all chains of orders
must be followed.

Another factor that emerged was the incompetence of the promotion committee. Most of the
staff felt that the panellists were not qualified to carry out the planned interviews. This can be
attributed to some of them being promoted through reckless behaviour without having the
necessary qualifications and ending up asking irrelevant questions in panel interviews. Many
respondents said they were sometimes faced with "awkward and irrelevant questions” during
promotion committee interviews.
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Table 3: Police officers view on their Performance

5 4 3 2 1
Statement f%f%f%f%f%f SD
My job 2.92 |1.392
performance is
excellent
My job 2.97 |1.394
performance §
very good
My job 3.01 |1.39%
performance is
good
My job 2.99 |1.394
performance §
poor
My job 2.82 | 1.371
performance is
very poor
Aggregate Score 2.942 | 1.389

Key: 1 - Strongly Agree, 2 — Agree, 3 — Not Sure, 4 — Disagree, 5 — Strongly Disagree, SD
— Standard Deviation, x - Mean

Source: Survey Data (2022)

The study aimed to determine how Marsabit County police officers would rate themselves
based on their performance. The majority (19% disagree and 25% disagree) admit that their
work results are not excellent. However, 42% (19% disagree and 23% disagree) admit that
their job performance is not very good. In addition, 40% (19% disagree and 21% disagree)
admit that their work results are not good. However, 40% (21% agree and 19% strongly
agree) respondents agree that their job performance is poor. In addition, 31% (15% strongly
disagree and 16% disagree) agree that their job performance is very poor. According to the
research, it appears that the performance of police officers is being studied below
expectations. As Were, Gakure & Kirathe (2012) pointed out, "...reward management
positively affects employee performance.” The statistics presented can only be attributed to
unfavourable working conditions.
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Figure
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officer’s recommendation on how to improve performance

The results were grouped into topics and the following findings were concluded: The
majority felt that NPS should improve rigorous promotion procedures. They recommend that
existing promotion procedures be reviewed and implemented without affecting the selection
process. It is further recommended that promotion be conducted by competent commanders
with extensive knowledge of police operations and during promotion committee interviews,
officers were required to answer standard questions approved by all panellists. In addition,
some indicate that appropriate communication channels must be traced for all police officers.
Police stations must be well equipped in terms of personnel and equipment to function
effectively and must have an enabling environment for effective and efficient information
sharing. Another group (12%) of respondents believe it is time for the NPS to digitize the HR
department of the police headquarters. They say this will ensure that the track record of
police officers in their duty area is accessible at the touch of a button. This will maintain
fairness and transparency in promotion, deployment and posting among deserving police
officers. Accordingly, the results are similar to Hitt et al. (2005) in emphasizing that
technology makes life smooth and easy. The concept also applies to record keeping and task
assignment, as well as deployment and promotions. An organization that is attuned to current
technology often has an edge over technologically weak organizations, not only in terms of
competition but also in performance. Through digitization, NPS can easily improve the
performance of police officers by serving all with fairness and dignity
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4.2 Inferential Analysis

4.2.1 Correlation Analysis

To establish the relationship between the variables, a Pearson correlation analysis was
performed on the dependent variable (Kenya police operations) and the independent variables
(promotion process with a confidence interval of 95%.

Table 4: Correlation Analysis

Variable Promotion |Duty
Procedure |Assignment |Deployment

Promotion  Pearson Correlation |1 0.323" 0.706™
Procedure
Sig 0.000 0.000

Source: Survey Data (2022)

According to the analysis summary in Table 4, it shows that the correlation at 5%
significance level between promotion procedure and task is 0.323, promotion procedure This
finding shows a strong association between the variables being studied, suggesting that a
change of the variables [promotion procedure,] results in a significant change in Kenyan
police operations.

4.2.2 Regression Analysis

A multiple regression analysis was performed to determine how an effective working
condition was on Kenyan police operations in Marsabit County. Table 5 summarizes the
results.

Table 5: Model Summary

Change Statistics

Std. Error of Sig. F
R R?  |Adjusted R? |the Estimate |R? Change |F Change [Change

558 1.628 [.615 773 128 4.142 .001

Source: Survey Data (2022)

Grounded on the results in Table 5, an adjusted R? of 0.615 (61.5%) is observed, indicating
that Kenyan police performance is determined by the promotion, while the remaining
percentage (38.5%) explained for other variables not mentioned in this study
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Table 6: Analysis of Variance

Sum of Squares |(df Mean Square |F Sig.
Regression  ]9.907 3 3.302 16.107 .0012
Residual 67.560 299 0.205
Total 77.467 302

Source: Survey Data (2022)

Based on the numbers in Table 6, the significance level (sig.) of 0.001%s less than 0.05,
showing the statistical significance of the working condition efficiency model to the scene
performance. Kenya in Marsabit County. The calculated value of F (16.107) is higher than
the calculated value of F (3,302) at a threshold value of 5%, which confirms the validity of
the model.

Table 7: Coefficients

Unstandardized Standardized

Coefficients Coefficients

B Std. Error |Beta t Sig.
(Constant) 0.581 .698 0.832 |.001
Promotion Procedure |0.659 .164 4.045 4.018 |.000

Source: Survey Data (2022)

The regression equation formed is: Y = 0.581 + 0.659X1 + 0.699X> + 0.580X3 + €. Where Y
= Kenya Police Performance, X1 = Progression, X2 = Delegation and X3 = Deployment.

Based on the analysis summary in Table 7, the constant value 0.581 represents the
performance of the Kenyan police when the independent variables (promotion procedure) are
at 95% confidence intervals. Furthermore, when the promotion procedure is increased by one
unit, the performance of the Kenyan police changes by a factor of 0.659.

51 Summary of Findings

Research shows that the majority of police officers in Marsabit County understand that the
national police promotion procedures do exist but they are not properly implemented.
Majority of respondents claiming that the measures applied to select the police for promotion
in the service were unfair.
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5.2 Conclusion

Improving police working conditions through timely promotion will play an important role in
improving the performance of the Kenya National Police Service. Basically procedures for
promotion, as working conditions, affect the performance of police officers.

5.3 Recommendations

The NPS needs to put in place better promotion and reward policies so that an officer who
has served for a specified time without being disciplined and who has passed all exams to
automatically be promoted to the next level.
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