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HRMPEB

VISION

Ethical, people-centric human resource professionals.

MISSION

To develop and review curriculum, examine and certify Human Resource
professionals.

CORE MANDATE

The mandate of HRMPEB is to develop and prescribe human resource
curricula, manage professional examinations and certify qualified candidates.

CORE VALUES
Professionalism
Innovativeness
Ethical
Customer Focus
Excellence

MOTTO
Enhancing HR Competency.
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S\ FOREWORD

he 2020-2025 Strategic Plan of
THRMPEB was developed to serve
as the roadmap for transformation
of the Board into a centre of excellence
for the development of human resource
management professions both locally
and regionally. At every stage, the Board
has, and continues to adopt an innovative
approach towards the implementation of
its mandate, which has led to its recognition
as a reference point in the human resource
profession. The Strategic Plan focuses on
improvement of the Board’s operational framework,
growth and expansion of its products and services activities to serve the
continuously changing needs of all its stakeholders. The Strategic Plan emphasizes
on increasing efficiency and improvement of standards of examinations. It embraces
a result-oriented approach in customer service in order to focus on adding value to
stakeholders.

This Strategic Plan takes cognizance of the changes in the HR profession, the reality
of the COVID 19 pandemic, the economic and socio-political environment, and most
importantly, the input of the Board members. The vision, values, and priority objectives
espoused in this Plan as well as all of their attendant strategies, activities, outputs
and indicators align to this dynamic environment. In addition, the annual plans and
budgets are responsive to these realities.

The Board is committed to building on the unique relationships that exist between it and
its partners, particularly the Council of the Institute of Human Resource Management
(HRM), in fostering and enhancing the provision of quality services for our clients.
We are guided by our core values in the pursuit of our vision of churning out “Ethical,
people-centric human resource professionals”.

While we aim at achieving our goals by the end of the five-year plan period, we shall
remain a customer-focused institution where excellence and professionalism are
the key mantles in all our endeavours. We are cognizant of the fact that it will take
the combined effort of all stakeholders to implement the initiatives required to steer




===

HRMPEB Strategic Plan 2020-2025

HRMPEB to its desired goal of fulfilling its mission and vision. The Board is committed
to providing oversight and strategic direction for effective execution of the plan.

CS. SHARON KISIRE, HSC (MRS.)
CHAIRPERSON
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— PREFACE AND ACKNOLEDGEMENT

The goal of Human Resource
Management Professionals
Examinations Board (HRMPEB)
is provide services through effective
management of human resources
professional examinations. The quality
of this service will be reflected in the
way in which the Board’s stakeholders
view it and the number and calibre
of candidates graduating the Board’s
examinations. It is with this goal in mind
that this Strategic Plan 2020-2025 has
been prepared to guide the operations of the
Board in order to achieve its vision and mandate.

To achieve the Board’s goals, we have identified several sub-goals and
designed approaches put to achieve them. Whereas the Strategic Plan clearly
identifies what must be done, the bottom line is that implementation will need
financial resources. The Plan has identified and documented a number of new
revenue streams that will be harnessed to implement the plan.

Implementation of this Strategic Plan requires the establishment of a deliberate
procedure to ensure that the activities herein feature in the annual budgets, work
plans and individual employee targets. It also requires the regular carrying out
of quarterly and annual reviews and evaluations and the making of necessary
adjustments or interventions to ensure achievement of goals.

We wish to acknowledge all stakeholders and the Board Members whose effort
and dedication contributed to completion of this Plan: Chairperson CS Sharon
Kisire, and Members; Professor Hazel Gachunga, Nicholas Kanisa, Dr Gladys
Asuga, Jacob Omulo, Mohamed Aden, Samuel Kaumba and Emmanuel
Mulwa.

DR. DOUGLAS OGOLLA, PHD, MIHRM.
CHIEF EXECUTIVE OFFICER & SECRETARY
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1.1 Background

On the 31t of December 2012 the Human Resource Professionals Act,
2012 received Presidential Assent and on 3 January 2013, the Act came
into effect thereby, inter-alia, ushering in the creation of the Human Resource
Management Professional Examinations Board (HRMPEB). The Act mandated
HRMPEB to be the sole entity for examination and certification of the human
resource professionals in Kenya. Its functions include preparation of syllabi for
the human resource professionals’ examinations, making rules with respect
to the examinations, issuing certificates to candidates who have satisfied
examination requirements and promoting recognition of its examinations locally
and internationally.

With the coming into effect of the Act, the potential of the Board became
apparent and the demand for its services started culminating in pressure for
IHRM to create the Board. The high-level activities and the attendant media
coverage of IHRM helped create awareness of the functions of the Board further
creating demand for the Board’s services. The IHRM Board has overseen the
management of four examination sessions over a period of 18 months.

During the process of preparation of this Plan, the weaknesses and threats that
affected the Board during the one and a half year of its operation were identified
and mitigating strategies proposed. Strengths and opportunities were similarly
identified and strategies to capitalize on them proposed and captured in the
Plan. The vision, mission, and values were also discussed and reviewed to
make them more in tandem with the strategic direction of the Board.

In order to develop the Plan, it was necessary that the Board introspects and
interrogates its guiding principles to, among other things:

1. Determine relevance of the Boards’ vision, mission, and values in the
context of the changing operational environment;

2. ldentify priority areas/strategic objectives and the attendant strategies;
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3. Review environmental factors and their effects on the operations of the
Board; and

4. l|dentify and analyse the Board’s stakeholders and determine their
continued influence on the operations of the Board.

The Strategic Plan therefore identifies the variables that affect the operations
of the Board and has also proposed initiatives to capitalize on the Board'’s
strengths and presented opportunities. It also avails strategies to mitigate any
weaknesses and external threats that may affect its operations.

1.2 Organization of the Plan

This Strategic Plan is divided into three parts.

Part | consists of:
(i) the Table of contents (including List of Tables and List of Figures)

(ii) Acronyms
(iii) Preface and
(

V) Foreword.

Part Il is the main body of the plan and consists of seven chapters, namely:
I.  Introduction,
i.  Strategic Direction,
iii.  Institutional Review
iv.  Strategic Analysis/Environmental Outlook
v.  Strategic Issues and Options
vi.  Organization Structure to Deliver the Mission and Vision
vii. ~ Monitoring and Evaluation

Part Il consists of implementation Matrix (IM) and the Strategic Plan Evaluation
Framework.

1.3 Rationale for Developing This Strategic Plan

In order to realise its goals, HRMPEB needs to harness and realign the efforts of
its staff to its objectives. This will ensure synergy in efforts aimed at promoting
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efficiency and innovation in service delivery and provide requisite momentum
for change in all service delivery units of the Board. The Plan appreciates that
individual effort by itself cannot translate to efficient service for the clients;
rather, it is innovativeness coupled with prudent use of technology that will
result in greater success for the Board. The Board therefore defines its strategic
direction in line with national policies based on its institutional capabilities.

This Strategic Plan seeks to help the Board re-define and align its objectives
and purpose. It encourages a visionary approach to management by providing
a conceptual framework that helps in focused operations.

In particular, this Strategic Plan addresses the need to:

i.  Develop a supportive institutional structure, including systems that
enable the realization of the Strategic Plan. Such a structure and its
systems must be flexible and appropriate to the Board’s mandate. The
structure should also be appropriate to the Board’s capacity.

i. Expandandimprove on the physical and human resources of the Board;

i.  Adopt modern Information Communication Technology (ICT) in its
examination management as well as operations;

iv.  Enhance financial sustainability;

v.  Position the Board as a major player in the delivery of a wholesome
human resource professional examinations and accreditation of training
institutions; and

vi.  Foster productive relationship between the Board and its stakeholders
in delivery of examinations and accreditation services in Kenya.

The Strategic Plan will also serve the following purposes:
i. Enhance team work, motivation, effectiveness, and innovation;

i. Serve as a tool for resource mobilization, and stakeholder support and
cooperation; and

iii.  Stimulate forward thinking and establish future direction for the Board.

This Strategic Plan lays ground for enhanced performance that relies on
proper utilization of resources, arising from clearly identified core functions and
supported by adequately trained, informed and motivated staff. The enhanced

3
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performance envisages that staff targets will rely on the key performance
indicators (KPI) captured in this Plan and that one of the mandatory reference
documents during annual budgeting and work planning at the beginning of
every financial year will be this Plan. The annual evaluation of achievements at
Board as well as all lower levels, including the individual, will flow from clearly
defined performance targets set at the beginning of the financial year from the
Plan.

1.4 Methodology of the Plan

Preliminary sessions held with the management of HRMPEB provided the
opportunity for a rapid situational analysis to underscore salient issues and
determine expected outcomes of the strategic planning process. Additional
information was gathered through a follow-up workshop and data collection
templates. Finally, and upon completion of the constitution of the full Board
early 2020, a review of the situation of the Board was made. This review took
into consideration the prevailing circumstances of operations of the Board,
including the strengths that have since emerged as well as its weaknesses.
The review also identified new opportunities available for the Board and new
threats that have since appeared on the scene. The review further informed the
final priority objectives reflected in this Plan.

1.4.1 The Process

Through a consultative process with the management of HRMPEB, a work
plan for the preparation of the Strategic Plan was developed. The work plan
included a two-day workshop to introduce key personnel to fundamental
strategic planning concepts, data collection tools, and elucidation of the
procedures for preparation of the Plan. That included development of a number
of templates for use as data collection tools. The templates were distributed to
the participants composed of IHRM Council and HRMPEB Board members,
while others were sent via email.

During the two-day workshop, participants examined the Board vision,
mission, and strategic objectives/priority areas. The environmental scan
helped to identify and mitigate internal as well as external factors that may
affect operations of the Board. This data was collected, analysed, collated
and refined as a critical input in drafting the Plan. The first draft of the Plan,
including specific questions, was then shared with the management and the
Board through email for the purpose of getting further inputs. The additional

4
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information thus gathered further enriched the Plan, and this iterative process
continued until the final Plan was completed.

Upon constitution of the full membership of the Board in 2020, the Members
further reviewed the Plan and clarified its priority objectives.




1.1 Strategic Direction

The strategic direction for the Board as espoused herein has been determined
by the information collected and analysed by the consultant in close consultation
with Members of the Board and the management of HRMPEB.

Through a literature review, questionnaires, and a strategic planning workshop,
the consultants gleaned and analysed additional information that informed
the formulation of the Strategic direction. It is on the above premises that the
Board’s Vision, Mission, Goals, Objectives, Strategies and Activities that define
the Board’s direction are designed.

2.1.1 Vision statement

Ethical, people-centric human resource professionals.

2.1.2 Mission statement

To develop and review curriculum, examine and certify Human Resource
professionals

2.1.3 Mandate of the HRMPEB

The mandate of HRMPEB is to develop and prescribe human resource
curricula, manage professional examinations and certify qualified candidates.

2.1.4 Functions of HRMPEB

The HRMP Act No. 52 of 2012 of the Laws of Kenya outlines the mandate of
the Examinations Board as follows:
a) Prescribe and regulate syllabuses of instruction for human resource
management professionals’ examinations;

b) Prepare and conduct examinations for persons seeking registration

under the Act;
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c) Make rules with respect to examinations;

d) Prescribe the fees and other charges payable with respect to such
examinations;

e) lIssue certificates to candidates who have satisfied examination
requirements;

) Issue professional qualifying certificates and other awards to candidates
who have satisfied examination requirements;

g) Investigate and determine cases involving indiscipline by students
registered with the Examination Board;

h) Promote recognition of its examinations locally and internationally;

i)  Remit a proportion of not less than thirty percent of the fees collected
under paragraph (d) to the Institute to support continuing human
resource professional development; and

j) Do anything incidental or conducive to the performance of any of the
preceding functions.

Professionalism: \We demonstrate a high level of knowledge, skills and
standards as we provide services to our stakeholders.

Innovativeness: We work to find creative and sustainable solutions in a
dynamic environment.

Ethical: We maintain the highest ethical standards in our
operations while upholding impartiality, fairness, and
confidentiality

Customer Focus: \We are customer-centric and are driven by our
stakeholder needs in our operations

Excellence: We strive to provide our clients with the best and most
efficient service in a timely manner.



3.1 Introduction

This Strategic Plan outlines a vision and program for the Human Resource
Management Professionals Examinations Board. Over the Plan period, the
Board intends to improve the quality and scope of its operations in order to;

vii)
viii)
iX)

X)
Xi)

Xii)

Achieve high levels of compliance with the Strategic Plan;
Increase student registration with the Board;

Improve content of the human resource professionals training by
reviewing the syllabi and developing relevant curricula;

Enhance resource mobilization to increase quality of service delivery
profitability;

Build a good reputation for the Board;

Recruit, develop, reward and retain the most productive workforce;
Ensure effective and efficient supply chain;

Ensure effective financial management and control;

Ensure institutional strengthening of the Board for improved
governance and management of the Board operations in respect to
best practices;

Ensure a good working environment for secretariat staff;

Improve operational efficiency and effectiveness by developing
relevant policies and procedures; and

Enhance and optimize the management information and technological
system.

The Board recognizes the importance of human resources as the organization’s
greatest asset. It will therefore undertake key activities to improve the expertise
of its staff in the areas of curricula and syllabi development, examination
management, accreditation processes, organizational management, internal
knowledge management, operations, innovations, and customer care. The
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Board will embark on a strategy of systematically developing a unique brand in
the examination and accreditation sector. The defining features of this branding
will be an orientation towards results-driven operations, high-impact and cost-
effective processes, and profiling of processes and systems that are proven
to work for other examination and accreditation bodies so that HRMPEB can
learn from these processes.

3.2 Organizational Structure

3.3.1 Staff Establishment

At the time of preparing this Plan, HRMPEB had a small number of staff
comprising of nine employees. It is noted that this is inadequate for the Board
to drive its agenda. Thus, a proper staff complement will be determined once
a comprehensive workload review is completed and a human resource plan
based on the anticipated workload finalised. In the meantime, Table 1 below
would guide the Board in its staffing needs. It should further be noted that most
positions will be filled as the organization grows organically and the following
conditions are met:

a. The organization has grown sufficiently to create a sizeable workload for

a position to be filled.

b. A budget has been allocated for the position, and

c. The Board has approved the request to fill the position.

Table 1: Current staff establishment

CEO/Secretary to the Board

Manager Examinations

Manager, Examinations Development
Manager, Examinations Administration
Manager, HR and Administration
Manager, Finance

Manager, Corporate Communication and
Business Development

Manager, ICT
Internal Auditor

© |0 N OOk
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10. |Finance Officer

11. |Human Resource Officer

12. |Business Development Officer

13. |Quality Assurance and Accreditation Officer
14. |Curriculum and Research Officer

15. | Administration Officer

16. |ICT Officer

17. | Procurement Officer

18. |Quality Assurance and Accreditation Assistant
19. | Curriculum and Research Assistant

20. | Accounts Clerk -Receivables

21. | Accounts Assistant — Payables

22. | Test Development Assistant

23. |Internal Audit Assistant

24. | Examination Records and Registration Assistant
25. | Front Office Assistant

26. |ICT Assistant

27. |General Office Assistant

28. | Storeman

29. | Support staff

Total 29

3.4 Financing

- O |+ O DO O |—=+O|O|O|O|O |+ |O|O|O|O|O
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The Board’s activities are financed by the following sources;
a) Candidates registration for examinations and applications for
exemptions;
b) Institutions application for accreditation;
c) Sale of examinations syllabi and
d) Sale of revision materials.

3.5 Performance Overview

Over the one and a half years of its existence, the most outstanding achievement
of the Board has been its ability to maintain a focus on its objective as an
examinations and certification body. This has in turn made the Board achieve
recognition and respect among its stakeholders.




4.1 Introduction

As part of the process of developing this Strategic Plan, an analysis of the
current and potential critical environmental factors that may affect the Board’s
capacity to attain its mission was analysed. The analysis ensured that the
Board’s planned activities will be within its administrative, technical, professional
and financial capabilities and that the activities would take cognisance of the
wider environment in which the Board will be operating.

The analysis revealed factors that may present the Board with:

a) Strengths and opportunities that can be used to achieve its objectives
within a short period of time or with less resources, and

b) Weaknesses and threats, which might frustrate efforts to achieve
objectives within the plan period or require that more resources are
committed to achieve these objectives.

4.2 Analysis of Internal Factors to identify strengths and weaknesses

Table 2 and Table 3 show the factors considered in assessing the Board’s
strengths and weaknesses in relation to its capacity to achieve its objectives.
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Table 2: Analysis of Internal Factors to Identify Strengths

Strength

Strategy to be employed to

Visionary leadership from determined,
resourceful, and widely experience
members of the Board

exploit the strength

Set the vision for the Board and
mobilise the necessary resources to
realise it

Prudence in financial management

Implement effective internal control
systems.

Existence of professional and
competent staff

To hire, train, develop, rewarded and
retain quality staff.

Located at the CBD

Accessible to stakeholders

Some on-line presence

Increases visibility, information and
interaction

Existence of a legal frame work within
which the Board operates (HRMP Act
No. 52 of 2012)

The Board’s mandates and
operations are sanctioned by law

Existence of an examination syllabus
for all levels

To be continuously reviewed to be
meet evolving e market needs

Experience in conducting
examinations at national level

To leverage on experience and
collaborations with local and
international examination bodies

HRMPEB has accreditation rights.
Autonomy to grant interim or full
accreditation, or reject or suspend
accreditation

Tap into this strength to increase the
clientele base

HRMPEB is the only examination and
certification body of its kind in the
continent

Expand regionally and internationally
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Table 3: Analysis of Internal Factors to Identify Weaknesses

No. Weakness

HRMPEB is new and has
1. |inadequate structures

Strategy for mitigating weakness

Need to put in place systems and
structures for the Board and the
secretariat

Legislative gaps exist in the Act
creating the Board (HRMP Act No.
52 of 2012), for example:

a. No provision for the CEO/
Secretary to the Board;

o |b. accreditation of institutions and
trainers is also not included
among the functions of
HRMPEB;

c. The Act does not insulate the
Board by granting it autonomy
in its operations.

There is need for review of the law in
order to:

a. bring out the proper composition of
the Board including the role of the
CEO as the /Secretary to the Board

b. include other functions that are in
tandem with the Board’s role of
safeguarding quality in the human
resource management professional
qualification.

c. safeguard the autonomy of HRMPEB

Inadequate harnessing of ICT

To leverage on ICT capabilities to improve

initiatives

capabilities, including social media | performance in all fronts.
Security — both for the office staff | The Board to work with relevant agencies
4 and the of examination to improve security, and review its
' examinations management systems and
procedures
5 Lack of research and development | The Board to initiate research and

development activities

Lack of marketing and public
6. |awareness

The Board to market itself aggressively
for HRMPEB to be distinguished from
IHRM and CHRM
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. Weakness

Strategy for mitigating weakness

Standard Operations Procedures
(SOPs) within HRMPEB are not yet
fully developed and functional

The Board to develop policy and
procedure manuals to improve
operational effectiveness in all functional
areas

Financial constraints hampering
roll out of Board programs

Diversify income generation sources by
exploring other products and revenue
generation streams

Inadequate staffing

Need to ensure optimal staff
establishment and fill vacancies with
qualified personnel

10.

Inadequate security measures

Institute effective security measures,
especially during examinations

11.

Premises/current location has
inadequate space

Explore possibility of acquiring or renting
additional space

12.

Exemption and qualification
guidelines not properly/ clearly
defined

The Board to fast-track guidelines for
exemption

13.

Policies, procedures, rules, and
regulations exist only in draft form
€.g. appointment of examination
committees

Board to ensure approval and effective
implementation of examination rules,
regulations and procedures

14.

Lack of documented quality
assurance standards e.g. quality
culture

Need for a documented quality
assurance policy and regulations
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Table 4: Analysis of External Factors to Identify Opportunities and Threats

No.

Opportunity

HRMPEB is the only examination and
certification HR body in Kenya and
Africa. The Board can leverage on this

Strategy for exploiting this
opportunity

Need for aggressive marketing of
CHRP globally

Introduction of competence based
international examinations

Board to develop a competency-
based CHRP curriculum

High demand for CHRP qualifications

Board to promote local and
international recognition

A number of accredited institutions
are spread throughout the regions of
Kenya

The Board to recommend and list
accredited institutions in its web
page to reach out to more clients.

Existence of other examinations
bodies like Council of Legal Education
(CLE), Kenya Accountants and
Secretaries National Examinations
Board (KASNEB), KNEC, etc.

Opportunity to collaborate with local
and foreign examination bodies

Existence of the HRMP Act No. 52 of
2012 that creates IHRM, CHRP, and
the Board

Need to leverage on the Act to
compel more human resource
professionals to register with the
Board

Both National and County
governments as well as private sector
players use members of IHRM

Leverage on the network with the
National as well as the County
governments to have their HR
professionals certified

Students pursuing HRM courses
register with IHRM to improve their
professional standing

Encourage such students to register
for the professional examinations of
the Board

There is a pool of HR professionals
in the market who can be used to
improve the curriculum and syllabi

Use this pool to review the curriculum
in order to make it responsive to
industry needs

10.

There is a high and growing demand
for HR professionals for better
workforce management in the market

Sensitize market to only employ
members of IHRM who have
professional qualifications
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Opportunity

Strategy for exploiting this

11.

Possible wide clientele base including
nationally, East Africa and the globe

opportunity

Through IHRM, the Board should
interest HR professional bodies
in the region to have a reciprocal
recognition arrangement

12.

Existence of other examination bodies
such as KASNEB

Presents opportunity to benchmark
for untapped opportunities such as
introduction of other professional
examinations. e.g. Certified Human
Resource Auditor, Certified Human
Resource Analyst, Certified Human
Resource Consultant

13.

There is a good supply of human
resource practicing professionals as
well as in the academia

Tap their skills and experience in
developing curricula, syllabi, and
setting and marking of examinations

14.

There is market for CHRP graduates
as a result of the need for better
accountability and corporate
governance

Encourage more students to register
with IHRM and HRMPEB

15.

There is demand for revision guide
books as well as text books that are
closely tailored to the syllabi of CHRP

Board to develop revision guides and
text books for CHRP curriculum




Threat

Unlike CPA, the CHRP is not a
requirement in the schemes of service of
public service HR practitioners. Instead
the schemes recognize the higher
national diploma in human resource

S
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this

Strategy for mitigating
threat

Collaborate with IHRM and CHRM
and lobby for CHRP to be included
in the scheme of service for public
service employees

management
Outbreak of pandemics such as|The Board to develop e-learning
COVID19,whereby  students  may |policy manual for accreditation of

reduce enrolment for CHRP courses
and thereby significantly affect the
income of the Board

training institutions and thus reach
out to more clients

Accredited institutions operate
independently and the Board cannot
control their operations and this may
cause low uptake of courses

Board to identify recommended
institutions and inform all accredited
institutions what standards to meet
in order to make it to the list. The
Board will also continuously and
randomly inspect colleges offering
CHRP courses to ensure quality
standards.

There have been complaints about
quality of training against accredited
institutions ability to deliver content

The Board should prepare an
accreditation procedure and carry
out due diligence

There have been complaints against
high cost of exemptions and the CHRP
programme

The Board to evaluate the cost of
exemptions through benchmarking
with other examinations bodies

Fees charged by training institutions is
too high. This may hinder registration
of HRMPEB candidates.

Board may not have direct control
of this but wil implement strict
standards and quality measures to
ensure students get value for their
money
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S

No.

Threat

PhD holders in human resource
management have no regard for
CHRP certification exams though its
mandatory certification requirement

this

Strategy for mitigating
threat

Board does not compel one to be
a CHRP holder but any PhD holder

interested in CHRP qualification
must follow registration guidelines
governing CHRP

Some of the counties do not have
accredited training institutions

The Board will sensitize the affected
professionals to identify the nearest
accredited training institutions in a
neighbouring county

There is a perception that there is no
difference  between IHRM/CHRM/
HRMPEB

The Board will market its services
to reduce the perceived confusion
between the role of the three entities
associated with human resource
professionals i.e. HRMPEB, CHRM
and IHRM

10.

Covid-19 pandemic has negative
effect on Kenya and world economy.
This may affect cash flow of the Board

New flexible ways of working e.g.
telecommuting should be developed
and the Board to make use of
technology to reach more clients
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4.4 Strategies for handling issues emanating from internal and
external environments
In order to achieve the desired objectives, the Board will seek to: -
(@) Enhance and rely on its strengths by: -

I.  Motivating staff in order to ensure that they give the clients the
best service;

i. Organizing for staff training on areas identified as requiring
strengthening. Such areas include, customer care, research and
innovations and best practice; and

ii. Sharing with staff the results of the environmental scan to
empower them to capitalize on the Board’s strengths.

(b) Minimise the potential negative impacts from the identified weaknesses
by taking appropriate remedial measures over the Plan period. In this
regard, the Board will:

i. Develop other income generating activities and fundraising
strategies rather than depending entirely on student registration
and application for accreditation;

ii. Create structures for delegation of work;

iii. Prepare job descriptions for its entire staff while underscoring the
need for staff to work beyond their job descriptions to grow the
Board; and

iv. Create awareness about staff roles and responsibilities.

c) Capitalise on the opportunities by: -
i. Networking with other examination and regulatory agencies;
ii. Organising/coordinating training for Board staff; and

ii. Partnering with relevant Government departments and like-minded
private sector players.

(d) Counteract the threats by: -

i. Collaborating with relevant government departments to contribute
to the efforts of identification and acquisition/renting of land/bigger
premises as a long term goal;
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ii. ~Widening its financial base by identifying other income streams; and

i. Providing health and safety awareness, including emergency
preparedness, in the premises.

4.5 The PESTEL Analysis

The Political, Economic, Social, Technological, Environmental and Legal
(PESTEL) analysis was undertaken. The analysis enabled the Board to examine
and describe the environment in which it operates with a view of knowing the
factors (no matter how remote) that will either support or impede the process
of implementing the Strategic Plan.
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4.5 Stakeholder Analysis

In developing this Strategic Plan, HRMPEB analysed both the internal and
external stakeholders and identified the following key stakeholders who have
direct or indirect relationships with the Board.

4.5.1 Internal Stakeholders

The Board members, and the staff, are the Board’s key internal stakeholders.
For the internal stakeholders to work effectively in meeting the HRMPEB's goals,
good corporate governance is essential. It is therefore critical to delineate their
functions and responsibilities for institutional harmony and productivity, as well
as addressing each group’s expectations.

Table 6: Internal Stakeholder Analysis

Board a. Setting and giving|i. Effective policy direction
Members policy q|rect|ons _|ii. Overall success of the Board

b. Approving all major

decisions

Management |Drafting and Execution|i. Realization of Board’s Mission
([()DEO and of po!|C|es, %Ialrjs aﬂd ii. Effective utilization of resources to
epartment | strategies tlo. elver ’Fe achieve the Board's goals
heads) Board’s  vision, mission

and goals iii. Effective  management of staff to

ensure objectives and targets are met

iv. Overall success of the Board

The Are the core team of|i. Better terms of service and working
employees professionals delivering|  environment
service to the clients on

behalf of the Board and
imp|ementing Board iii. Clearly defined roles and

activities responsibilities

ii. Overall success of the Board

4.5.2 External Stakeholders

HRMPEB depends on registration fees of students as well as accreditation
fees paid by institutions to carry out its activities. It also depends on other
stakeholder groups for its continuous operations. The Board shall have effective
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consultative mechanisms and collaborative arrangements with the various
interest groups in order to develop and maintain an integrated approach to
its operations. Table 7 below captures the main external stakeholders of the

Board.
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Table 7: External Stakeholder Analysis

1 IHRM Colllaboratlon and High High A
reciprocal support
2. KNQA Regulatory High High A
3. TVETA Regulatory Low High B
4. NITA Regulatory Low High B
5. CDACC Regulatory Low High B
6. CHRM Collapgratlon/PrOV|der High Low c
of training
o Opportunity to exercise .
7. Accredited institutions HRMPEB mandate High Low C
8. Training Institutions
and potential Potential clients High Low C
candidates
I
9. Suppliers Supp y goods and High Low C
services
10.KASNEB Similar roles for Low | Low D
Accountants
11 CLE Similar roles for Low Low D
Lawyers
12.Auditor General External Audit High High A
13.HRM Practitioners Potential clients High High A
14.Ministry of Public o
Service Youthand | "erket CHRP within Low | High B
the government
Gender
15.SCAC Advisory Low High B
16.KICD Evaluation and Low | High B
approval of curricular
17.Federation of Kenya Employers of CHRPs Low Low D
Employers
Collect revenue in
18.KRA Taxes on behalf of the High High A
Gowvt.
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In categorising the external stakeholders, the following description explains the
broad nature of relationship between the Board and the stakeholder.

Category A:  These are the stakeholders with high interest in the Board’s
operations and activities they also wield considerable powers
over the Board’s operations. They are the key stakeholders.
This category must be kept both satisfied and informed of the
Board’s plans, activities and operations.

Category B: These are stakeholders with considerable powers over the
Board’s operations but have low interest in its activities. These
are important stakeholders. This category must be kept
satisfied with the Board’s activities and operations.

Category C and D:These are middle Level stakeholders with some interest
in Board’s activities and operations but have no direct power
over the Board. This category must be kept informed of the
Board’s operations and activities.




5.1 Introduction

Though the Board has worked for about one and a half years in the
accreditation, examinations and certification sector, it is now apparent that the
current operational environment calls for a review of the Board’s institutional
arrangements. The Board needs to address a range of strategic issues in order
to foster the realisation of its key objectives.

5.2 Priority Objectives

During the strategy planning retreat and the subsequent review carried out by
the Board, the following seven (7) priority objectives were identified:

Priority Objective 1:  Best practice corporate governance
Priority Objective 2:  Curriculum Development

Priority Objective 3: Customer Focus

Priority Objective 4: Examination Regulation & Certification
Priority Objective 5: Accreditation

Priority Objective 6: Institutional Capacity Development & Financial
Sustainability

Priority Objective 7:  Recognition of CHRP examinations locally and
international

The Board will seek to address these priority objectives during the plan period
and where necessary, external assistance - including the use of consultants -
will be sought to supplement its capacity. The Board will develop action plans
in respect of each priority objective in line with the programming provided in the
Implementation Matrix (see Appendix).
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5.3 Strategies

The Board’s priority objectives will be achieved through the strategies indicated
against each objective in Table 8 as well as the Implementation Matrix (see
Appendix). Table 8 below gives the five priority objectives and the attendant
strategies.

Table 8: Priority Objectives

Priority Adopt best practice of corporate governance. This will be
Objective 1: Best |necessary in order to delineate roles of the board from that of
practice corporate | management.

governance
Priority i. Develop curricula and syllabi for human resource professionals
Objective 2: training. This will assist the Board as it exercises it mandate
Curriculum to prescribe and regulate syllabuses of instruction for human
Development resource management professionals’ examinations. It will
also be part of the Board’s role of ensuring its graduates are

responsive to the changing realities of the workplace.
ii. Diversify HRMPEB’s products and services. This will create
support materials for students and generate desired income.
Priority i. Attract and grow HRMPEB clientele base. This strategy aims
Objective 3: at improving the quality of service and increasing the number
Customer Focus of students registering with the Board and therefore HRMPEB

income.

ii. Enhance global visibility and brand management. This is
necessary for recognition and therefore enhanced credibility.

ii. Create and promote partnerships and linkages globally. This
strategy will avail collaboration opportunities for the Board
capacity building and benchmarking.

iv. Ensure an effective customer feedback system. This will help
gauge the satisfaction level of customers and help generate
recommendations for improvement.
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Priority i. Deliver CHRP certification. If CHRP certification proceeds without
Objective 4: hitches, it will enhance credibility of the Board and thereby open
Examination strong marketing opportunities for the Board.

Regulation&

Certification |/l Deliver credible examinations that are efficiently administered.
This strategy will enhance the credibility of examinations and the
Board.

ii. Examination logistics, security and transport management. This
strategy will assist the Board to standardize its systems and
procedures for dependable quality of products and services.

iv. Efficient certification for the qualifying professionals. Will raise
customer satisfaction and increase referrals.

v. Facilitate administrative dispute resolution. This will reduce
instances of disputes between the HRMPEB and its clients resulting
in raised customer satisfaction and therefore more referrals.

Priority i. Standardize accreditation requirements. This will guide the Board
Objective 5: and stakeholders in the requirements for accreditation.
Accreditation

ii. Standardize syllabi delivery. This strategy will distinguish the quality
of delivery between approved institutions using standardized
guides and processes and other institutions.

ii. Enforcement and compliance. This strategy will ensure standards
are maintained and improved.

iv. Collaboration with other accrediting and certification institutions.
This will help HRMPEB benchmark and transfer knowledge from
other established institutions.

v. Lobbying for legislative reform. This will help HRMPEB to refine the
law to address inconsistencies in the current HRP Act, 2012,
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Priority
Objective 6:
Institutional
Capacity
Development
& Financial
Sustainability

-~

fi.

. Ensure financial sustainability. This strategy will

Develop human resource capacity. This will ensure continuous
improvement of service.

assist in
sustainability as well as expansion of the Board’s operations.

Develop ICT infrastructure. This strategy will ensure that the Board
operations are efficient, economical and convenient for the clients.

Priority
Objective 7:

Recognition
of CHRP
examinations
locally and
internationally

-~

Linkages and collaborations with national and international
organizations. This strategy will provide opportunities for HRMPEB
to benchmark with like-minded organizations and therefore build
its operational capacity.

. Creating awareness. This strategy will enhance the visibility of the

HRMPEB brand locally as well as internationally.




6.1 Overview

HRMPEB has reaffirmed its mission and vision and remains focused on being
a major player in the field of accreditation in Kenya.

6.2. Job Analysis (JA) and Training Needs Analysis (TNA)

Although HRMPEB has operated from its inception with some level of success
in achievement of its objectives, an extensive job/workload analysis has yet
to be undertaken. Only a synoptic analysis of the staff requirements of the
staff in-post and the expected growth over the Plan period was done during
the Strategic Plan preparation. As a result, proposals to changes in the
organisational structure will be implemented with hindsight. A fully-fledged
job-load analysis will be undertaken to guide the refining of the organisational
structure. To ensure success, a Training Needs Analysis (TNA) will be conducted
to underpin subsequent staff development initiatives.

6.3. The Organization Structure

As HRMPEB moves to consolidate its position in the field of accreditation and
certification in the country, there is an obvious need to develop a structure
that will deliver its vision and mission. Consequently, the organization and
management structure has taken into account the need to ensure that it
will enable HRMPEB achieve its objectives. As already indicated, earlier the
structure (Fig 1) will be refined following a more complete workload analysis
before implementation. It is important to note, however, that positions will be
filled according to priority and as the organization grows in business volume.
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7.1 Rationale for an M&E System

The success of the implementation of this Strategic Plan will depend significantly
on how effectively the planned activities and outputs are monitored and evaluated.
The monitoring and evaluation will help ensure that the Board’s development over
the Plan period remains on the chosen course. In this regard, one of the key
elements of this Plan is the process for monitoring and evaluating performance.
The M&E System, which will work in tandem with the Implementation Matrix, is
designed to ensure the following:

i) Establishment of an effective information system;

i) Establishment of clear reporting schedules, channels, and feedback
mechanisms on an on-going basis, requiring time and commitment
from all;

i) Candid and documented roles of individuals and performance targets;

iv) Clear statement and definition of action plans to be taken within
specified timeframes, typically, quarterly and annually;

V) Linking M&E to Performance Management and Staff Appraisal; and

Vi) Enhancing internal control measures to ensure compliance with
implementation of the plan.

7.2 The Monitoring Framework
7.2.1 The Plan Implementation Committee

The Strategic Plan M&E framework will consist of a Plan Implementation
Committee (PIC), whose members will be appointed by the Board on
recommendation of the CEO. The Committee will continuously monitor
activities and outputs/outcomes with a view to advising the Board on the
plan implementation status. It will be meeting quarterly to consider plan
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implementation progress reports and advise the Board accordingly through
written submissions. Its monitoring will rely on Key Performance Indicators
(KPIs) as set out in the Implementation Matrix at the Appendix

7.2.2 Progress Reports

All management units will prepare and submit Progress Reports to the PIC
both quarterly and annually. The annual report will coincide with the Board’s
budgetary cycles. Reports will follow the Implementation Matrix and describe
actions taken by departments toward achieving specific outcomes and
strategies of the Plan, including costs, benefits, performance measures and
progress to date.

Evaluation will initially be undertaken by the Plan Implementation Committee
at the end of the first year of implementation. The Committee will continuously
evaluate all strategies, activities, outputs, and outcomes with a view to advising
the Board and the CEO on any performance gaps as well as offer feasible
strategy alternatives. The evaluation will entail the following:

i) Measuring actual performance against target levels and establishing
size of variance, if any;

i) ldentifying the causal factors for the variance;

i) Identifying and recommending appropriate remedial measures
including a review of the objectives and/or strategies; and

iv)  Undertaking service delivery surveys.

7.3 Linking M&E to Performance Management and Staff Appraisal

To ensure sustainability, a culture of performance management will cover all
staff irrespective of levels. This will enable all staff to appreciate their linkage and
contributions to the implementation of the Strategic Plan and the attainment
the Board’s objectives. For the implementation of the Plan to be effective, the
M&E will be an integral part of the Board’s performance management system
with links to staff appraisal and reward systems. Employees and sections that
meet or exceed their planned targets will receive appropriate commendation
and reward to motivate them.
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7.4 Key Assumptions and Risks
7.4.1. Key Assumptions

i. Sufficient funds will be obtained to implement the expanded activities
and the necessary staffing levels;

i. The enrolment of students will increase;

ii. Procurement and implementation of a modern ICT system (ERP) will be
attained by the second year of the Plan.

7.4.2. Main Risks and Mitigation

Table 9: Main Risks and Mitigation

i. Lack of funds to a. Diversify income streams by, for example,
implement the publishing books that support CHRP
proposed strategies  |b. Prioritize roll out of implementation in area that

have potential for improved income

ii. Turnover of key staff | Top management to ensure:
charged with specific |a. That employee loyalty is nurtured through
responsibilities of recognition and support
implementing the plan |b. That senior employees mentor their juniors for
effective on-the-job learning

ji. Occurrence of a a. Organizational preparedness to provide
pandemic such as efficient online services without compromising
COVID 19 quality

b. Need for a deliberate spatial reorganization of
the office to provide for physical distancing of
employees

c. Need for sustained sensitization of employees
to observe hygiene and social distancing

iv. Reputational damage Clear and enforced examination development
as a result of integrity and administration procedures

issues related to
examination process
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a. Develop, implement and enforce an anti-fraud
and a whistle blowing policy
b. sensitization staff on these policies
c. Improve controls and systems
vi. Disruption of Develop and implement a reliable off-site data
operations due to loss backup system
of data/records

v. Theft, fraud, and
embezzlement

a. Proper maintenance and service of electrical
appliances

b. Proper storage of inflammable materials

c. Insurance

vii. Fire
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For More Infomation,
Contact Us;
Cardinal Otunga Annexe, 1t Floor,
Cardinal Otunga Street, Nairobi, Kenya
P.O Box 23733 - 00100 Nairobi, Kenya
Tel: +254 20 240 0412

+254 20 240 0413

+254 799 016 630

+254 710 560 560
Email: info@hrmpeb.or.ke




