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ABSTRACT 

Current trends show that the publi t r organizations are being influenced 

heavily by the private t r m n ~m~nt prn 'ti 'C (Ro e and Lawton, 1999). The 

Kenyan public ector th~ )l) 't11mcnt departments/ministries is no 

exception though 01 K n .1 thi i .1 f.lttl n ·w phenomenon. 

ond phase of the ivil Service Review Programme 

( C '1 PI I . d I ric and departments arc req uircd to develop strategic 

plan-. rh · t plan will articulate the strategic direction of each 

mini ·try/d 'l artm n . i p licy priorities, objectives and strategies. 

Thi · tud) et out to find out how the government departments are carrying out 

their trateg~ development since its introduction. The objectives of the study are, to 

e tabli h trategy de elopment processes and to identify the factors influencing 

trateg development in the government departments. 

At the time of study there were 131 departments. A sample study of 4 department 

was cho en. The a sumption we made in thi study was that ince the arne 

Permanent Secretary (PS) runs all the department in a mini try then tratcgy 

development m all department hould be imilar for all tho c d partmcnt . It i on 

thi ba i that " ·e randomly cho e t\vo 2) d partm nt fr m all the mini tri to be 

our tud unit . Th r pon rat wa 67%. 

Th mdin h , the.: tud I he · h ·c 

th t th • d p rtmcnt n \ l 

th d 

th 



The findings also reveal that the realized strategies will somehow fall short of the 

intended strategies due to cultural and political processes. Imposed strategies also 

affect the intended strategies. 



CHAPTER ONE: INTRODUCTION 

1.1 Background 

The concept of strat 

stratc •tc lllllltt • 

tr.Hl •1 mana ' ·mcnt arc as important in the public 

(.Johnson and cholcs, 1998). Traditionally, 

· elusive preserve of the private sector. More 

in , into all areas of organizational life, most 

r. ivil service throughout the world-and especially 

tlw · · in th c ccn introducing strategic management initiatives as the 

u lie ector refonn and d"'Tegulation (Green, 1998). 

lth ugh there 1 · no \ idely accepted definition of strategic management, mo t 

auth rs \\ould agree that it embraces some if not all of the following concept·: 

culture, excellence v1s1on, core competences, learning, empowerment, 

tran formation and sustainable competitive advantage (Green, 1998). The term 

trateg has hO\: ever been defined differently by various author . trategy i the 

proce that matches resources and activities of an organization to the 

environment. It enables an organization to cope with the environmental change 

(John on and Schole 2002) 

Grant. _ 2 define trategy a h w a firm \\'ill deploy it re ourcc ' ithin it 

n 1ronm long - t rm goal . hand! r 1962 argue that it i th 

de nnin 

pti n 

n o the ba i long-term g 1 

f tion nd th 

it 

jcctive o an cntc11 ri c md the 

rc ur c for c m •in , out tho c 

1 I n •-t nn 

nd 



communities. Mintezberg, (1991) proposes five fonnal definitions not in isolation 

but interrelated, as plan, ploy, pattern, po ition and perspective. 

Johnson and Schole , 

development in org nu ti 

managerial int nt; 

p int :mt general explanations of strategy 

t th. t strat •gic' develop as a result of deliberate 

tt.lt •i s ·an be better explained as the outcome 

in and around organizations; and third, that 

d on or 1anizations. 

I tratcgy, many organizations have a periodic retreat where 

th · fulur' dir i n of the business is reviewed. This approach has its merits. 

J lm...; n and ch le . (2002) point out the benefits of involving a wide range of 

art1c1punt . c ordination between the various divisions and increased owner hip 

f the outcome . However there is no consensus on the one way to develop 

trategie . It depends on a great degree on the size of the firm, management tylc 

and complexity of the environment (Pearce and Robinson, 2000). 

1.1.1 trategy DeYelopment and Context 

The em ironment in an organization plays a big role on it trategy de elopment. 

omettme the organizational emironm nt would appear to be turbulent and 

chaoti that it i not po ible to pr diet what \ ill happ n or \ hen o traditional 

ppro to trat gi 

fonn lized pi nning 

th t m 

manag m nt ar not r lev nt. ·r here i 

tr m 

vith prcd tcnnin d ft . cd obj ctiv 

to \ ork thr u 1h (John n and 

pr unt r th 

t di r 

no p int 111 

nd nal 



making process that relies heavily on analytical tools and methodologies to help 

managers at all levels to reach a bett r l vel of strategic thinking. The second 

school of management re t n th b h vioural theory of the firm and espouses a 

power - behavioural appr h t th~.: . trah. 1 formulati n. The school emphasizes 

multiple goal tructur th r ,,mtt:ttion, the politics of strategic decisions, 

executive bat 'tiuin • m I Ill • tt,lttons, th' role of coalitions in strategic 

( f muddling through (llax and Majluf, 1996). 

th l n ironmcntal and company factors have an impact on 

.. ,.~,,.<"_.., ... . I e p int out that external environment factors are not the 

onlv 111 '· influen ing managerial processes, arguing, "Management practices 

c uld 'Uf) e\ en ''here environmental profiles were similar". In such cases other 

f rce · 111 the organization s context account for the differences. This explain the 

variati n 111 management practices within one country brought about by 

diffi r nee in company (organization) characteristics like, organization 

leader hip, structure and culture. 

1.1.2 Public Sector versus Private Sector 

A much a the public ervice is determined to embrace the private . ector 

te hnique of management 1t 1 important to note that pub he ervic manag mcnt 

diff r from private ector management. Ac ording t ro 1970) public 

admini tr ti n i dmtnl trati n in a p litical tting and a di tinct fr m privutc 

dmini tration c n c.:m d with th fi mtul ti n nd implc.:mc.:ntation r public 

pn 

tur~.: mm n t) va •in kind l I dmini tr tiv 

link th 

unt ilit . 

to 

n i 

t: th 



1.1. 

According to Flynn, (1977) there are four elements to the distinction between 

private and public service : Fir t that th r are certain things which are "public 

goods " One feature of uch go d and • rvi s i that they produce " externalities 

"or benefits which ac ru p ph; th 'r than those who benefit directly. For 

example, education 1 

educated pcopl . '1 h 

bcncJit . h · ·• o11 • 

tndtt t r on~ living in a society of skilled and 

k llllft i. that p oplc cannot be excluded from certain 

he m ·lean air or street lighting. Secondly, how 

ar public services if they arc financed by taxation 

cnt of individual customers. Thirdly, who owns the 

m the ervices providers? Fourthly, whether goods and 

nl to people who pay for them and whether anyone with 

m 1111:~ ·an acce · them ' •hile other people are excluded. 

1 ore. 199 ~ argues that in the private sector there is a widespread agreement 

about the goals of a private sector enterprise: to maximize the long - term wealth 

of their hareholders not so in the public sector. Private sector executive al o 

gain enormously from management systems that indicate to them relatively 

prompt! and accurately whether their planned cour e of action ha ucceeded or 

not. If they make money, they have a strong indicator that they have created 

value. Public ervice executives might have to wait longer for pr gram c aluation 

orb nefit - o ·t anal ., to be completed. 

D finiti n of Pu li 

Flynn 

'I 

th 

d~.: m 

nd 

ni 

mm nth mmitt 



1.2 

The public service as part of the executive branch is the operational arm of the 

government. Government is the me hani m we u e to make communal decisions: 

Where to build a highway, wh t t d bout th homeless people, what kind of 

education to provide for all ur hildr~n. lt is the way we provide services that 

benefit all our p pl : n 11 n. 1 dl'f~n ', environmental protection, police 

protection, highw t 's, 1n l ,11u systems. It is the way we solve collective 

problems (O<.::b >t 1 • Ill I 199 ). 

<.Ttl I din' I 1 lu1\Jll 111 the Public Service exists primarily for the purpose of 

itizcn uch as maintenance of law and order, provision of 

·o 'tJl · n i e · and infrastructure for instance roads, electricity and 

tdc' 111ll1Uflication . The public service carries out this role by tran lating 

g vernment policies and programs into activities designed to achieve 

development goals. The other key responsibilities of the public service i to create 

and maintain a conducive and enabling environment for individual and private 

ector initiatives which are vital for the country's economical development. 

In Ken a, the civil service comprises of ministries, department and Teacher 

ervice Commission (Civil Service Reform Secretariat, 1995). Pubhc ervice 

could then mean all the ervices provided by the pubhc e tor. In thi re ·earch 

the pubh erv1ce \ !II mamly be limited to ervice provided b)' th mini ·tnc · and 

d partment . 

h 

r nd 

th 

llh umn 

mz tr h in ' intlu n 

m 



strategic plans. The respective plans will articulate the strategic direction of each 

ministry/department, its policy prioritie , bj ctives, strategies, activities and the 

resource requirement . The e nd t ' ill entail ministries/ departments 

recasting the output r · hz J untkr th' previous phase of ministerial 

rationalization, ·o a link th m It lh ministerial tratcgic plans and prescribe 

additional action th · t It 1 .lk of P rsonncl Management). 

th · Publ i · 

im1 1 · ·ibl · 1 

md 

f Private 'ector management on the Public Sector, 

!mini tration is administration in a political setting. It is 

litic from public administration (Cross, 1970). Pollit 

000) argue that any suggestion that public management can be 

li ici ed i either a misunderstanding or flies in the face of 

e\ idence fr m man , countries. They further note that strategic management in the 

public ector begms by looking up towards politics. According to Max Weber, 

Civil en·ant are not expected to choose the goals they pursue; rather they arc 

charged with determining the methods for reaching externally ct political goals 

(Green. 199 ). 

In the public ector, politicians also claim a legitimacy to manage. After all, if 

the)' are elected to position of authority and are held accountable for the money 

p nt on public ervtce, they have a right to influ n ho\ they run ·lynn, 19 7). 

Th re are major dtfference b t\ een th rvtc a· an organization and the 

t r Organization . urther m rc it management 1 umquc u it 

differ nee the h il en•tce politi t-up. In pitc of th 

till mulatin dor mana cmcnt In the Priv·\h.: c ·tor 

m ny tu i h b n nd d 

th i il nd th Pri 



Civil Service, specifically in the go ernment departments. The major questions to 

be answered will be: 

What are the strategy developm nt pr in th government departments? 

What are the main factor m11u n in c trnt )y development in the government 

departments? 

1.3 Objcctiv · o th htd) 

i) r 1 • ·t •bit h th tratcgy development processes 111 government 

d 'I 11 m n 

ti) T identi the factors that influence strategy development 111 the 

g 'ernment departments 

1.4 ignificance of the Study 

i) To understand the strategy development process in government 

departments and where necessary make recommendation to help and 

guide strategy formulation and link the same to its implementation 

ii) Scholars 

This will serve as a basis for further research into other area of strategic 

management in the government departments 



CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction 

The effects of environm nt ll mrhuh.:n c h'lVl: not spared the public sector in 

that changes have become an enduring 

observe that few people, currently working in 

lunt,tr sectors claim to have been untouched by either 

r .mizational change in recent years. 

ll t • th ·ru ial re ·p n tbility of managers to ensure the organizational capacity to 

·un t\ e \\ ithin the chaotic environment, a feat to be achieved through managers 

adaptmg thetr organization to the changing environment (Pearce and Robin on, 

_QQO). trategy enables organizations to cope with the environmental changes. 

rO\ and again ne\ strategies have to be developed to align the organization to 

the hifting en ironment. 

2.2 Concept of Strategy 

ccording to An off and Macdonnel (1990) trategy align organization' ith it 

e. ·temal environment. trategy seek to bridge the gap b t\ e n current po ·ttion 

of the organizatton to it future int nd d dire tion u ing a et of decision making 

rule to guid u h behaviour. tratcgy n a a multidimcn ional 

n cpt th t mbrac ti\ itic o th firm pro,·iding it with 

unit ' dir ti n w ·11 r.: chan c 

hi h i mi m t h 

n 1r nm nt. 



2.] 

Johnson and Scholes (2002), strategy is the process that matches resources and 

activities of an organization to the envir nment in which it operates. A strategy 

must be simple, consi tent and n mp th 1 ng-tcnn objectives: there must be 

a good understanding of th ~ n ironment; there must be objective 

appraisal of the comp n r ~: .md ~ff· ·tivc implementation (Taylor, 1995) 

Jrunt ( 00 ) 1 • 111 • a firm will deploy its resources within its 

n' tcnn goals. Chandler (1962), argues that it is the 

1 Jon -tcnn goals and objectives of an enterprise, and the 

a tion and the allocation of resources for carrying out those 

cc it as a tool that helps a firm to develop a long-term 

ud\',mtage in the market place. Andrews (1987), points out that it is a pattern of 

d c1 '1 n · m a company that determines and reveals its objectives, purposes or 

g al . produce the principal policies and plans for achieving those goal and 

define the range of business the company is to pursue, the kind of economic and 

non-economic contributions it intends to make to its shareholders, cu tomer and 

communities. intezberg (1991) proposes five formal definition not in isolati n 

but interrelated as plan, ploy, pattern, position and per pective. 

John on and Scholes 2002), point out general explanation of tratcgy 

de\'elopment in organization : fir t that trateg1e d clop a a r ·ult o deli rate 

man gerial int nt; e ond that trategi an be b tt r plained a the outc me 

of ultural and p liti I pr in and ar und rg niz ti n · and third that 

trnt g de\ clopm nt i impo cd on rg niz tion . 

th 



about, is important because they influence strategic decisions and strategy 

implementation. Strategy making hould in ol e bringing together the top and the 

bottom in a broadly participativ pr e" in whi h all parties play an executive 

role. Senior executive ntr 1 th mcnns for changing shape but they do not 

control the thinkmg ( ts h nd • is, 000). 

t(llllllllllll 'Ill 

uupl ·m ·nt l(t 

1 tr t • 'ics and plans, but there is likely to be more 

mplo cc participation in their development and 

•cd ( akland, 1985). Strategy development in an 

{11 • 1111 uti 111 ct r ccc arily happen through one off major changes. 

f orgamzations have shown that there are typically long 

f relati\ e contmuity during which established strategies remain 

w1changed or change incrementally, and there are also periods of flux in which 

trateg1e change but in no clear direction. Transformational change, in which 

there i a fundamental change in direction, does take place but are infrequent. 

John on and Scholes 2000) 

Whether the process of strategy formulation should be formalized i ·ubject to 

controver y. On one extreme there are those who believe in an integrated dec1 ·i n 

making proce s that relie heavily on analytical to I and meth d logic t h lp 

manager at all levels to reach a better quality of tratcgtc thinking. . h 

I of management re t on the b ha ioral th ry o 

p wcr - b ha\ i ral appr a h t trat g [I rmulati n. 1 he ch ol •mpha izc 

multipl I tructun; o th org nization, the politic f tratc •ic d i ion 

uti\e b r inin nd ncgoti ti n the r 1lc lition in tr ttc •k 

m n emcnt ti of mud lin 1 tjlu , Itt 

rth d 

0 



account of strategy development is most commonly to be found among managers 

in organizations in relatively stabl or benign environments. The rational 

command dimension on the other hand t nd to be most evident in hostile or 

competitive organizational n ir nm nL. Muddling through is commonly found 

in professional rv1 1si11l. s wh ' rc there may be many influential 

partn r and long .st.tblt h I t .1 htH)n. Not surpri ·ingly the externally dependent 

uc ount i 

lwl ). 

I< r < r •anizations or subsidiaries of conglomerate 

f tratcgy being imposed outside the organization 

ll n\ ur llategie de\ eloped in organizations? According to Johnson and Scholes 

(-0 ). there are three general explanations of strategy development in 

rganizatwn . 

2 .. 1 lanagerial Intent 

Here it is assumed that strategies develop as a result of deliberate managerial 

intent " hich can be explained in different views. There i the Planning View -

trategy comes about through highly systemized form of planning. Ilcre 

corporate planning departments are set up with pre cribcd tool and t chniquc 

that are u ed. 

n th r i the rnmand ic\ wh re trat gy i n a th out om of th 

of individu l r mall gr up but n t n c rily thr ugh rrn, I plan . 

trat g uld b c~n a th pr du t an ut ratic lc d r who 

thcr to implcm nt hi r h r de i ion . 

1 in rem nt vi b ' 1111 nn• 

lh ut m 

m 



opposes the idea that strategy building can be managed through neat, logical 

sequential planning mechanism is unr ali tic. The idea that the implementation of 

strategy somehow follows a hoi , ' hi h in tum has fo llowed analysis, does not 

hold. Rather strategy is e n t b \ , rk d thr ugh in action. 

2.3.2 Cultural and Politi I 

Cultu11d vi ·w : 

b ·ltd'· th 

md d ·lin· in 

i nal ulturc i ' the deeper level of basic assumptions and 

member of an organization, that operate unconsciously 

·ic taken-for-granted fashion an organizations view of itself and 

it· twit tunent. 1anagement cannot be conceived of just in tenns of the 

m mtpulati n f techniques and tools of analysis. It is also the application of 

. perien e built o~er years often within the same organization or industry. Thi is 

r ted not onl in individual experience but also in-group and organizational 

e. perience accumulated over time. This taken - for - granted ness is likely to be 

handed down over time within a group. That group might be for example a 

managerial function such as marketing or finance. 

Political and etworks processes: Strategy development can al o be explained in 

political terms. Powerful internal and external interests group in organization 

can influence the different inputs into deci ion . In ne~orking procc c 

different intere t group or operations \! h1 h need to op rat '' 1th each other 

negot1 t what ne d to be done nd find ' ay f a mmodatmg dt fcrl!nt 'IC\ 

or ·ampl in profi ion l f\.'1 finn u h ac untant r l:l\ ·l!r . partner . 

m ' n t b or nizcd hicr r hicall ' but will have pcratcd · nd f und w · 

,, rking '' ith h other ov r m n ' yc r . 

. . 3 Imp 

m r ml an 



the public sector, or where it exercises extensive regulation over an industry or 

choose to deregulate or privatise an organization previously in the public sector. 

2.3.4 Emergent trategy 

dclibcrut , wh ~n it 

l stt at' 'Y fomwlation. A strategy is considered 

• 1li~.Hi n matches the intended course of action, and 

Identified from the patterns or consistencies 

ur de pitc or in the absence of intention Hax and Mali 

dd that managers need deliberate strategies to provide the 

1rgill i uti n \\ ith a en e of purpose full direction. Emergent strategy implies 

em ·1 •<:ut wh ·n 1h 

t>b "l"l • I Ill p 

1 unung \\hat work - taking an action at a time in search for viable pattern or 

c n i tenc_ . Emergent strategy means that management is open, flexible and 

re pon ive - in other v ords willing to learn. 

In conclusion there is no one way in which strategies develop. It matter that 

tho e \ ho are seeking to influence strategy development in an organization are 

a\ are of, and can take account of; the processes actually at work in the 

organization (Johnson and Schools 1997). 

2.4 The Public ector function 

Fl)1ln 1997) define th publi a mad up f th I al go cmm nt. the 

i\ "I n t and th r v mm nt.llcd fin 

th hargc a tho 

fth nd TVI th t th ' \ cmmcnt h c mmitt 

li nn . 

ruth rim ril 

in tru u r n 



telecommunications. The public sefV1ce cames out this role by translating 

government policies and program into activities designed to achieve 

development goals. The other key re pon ibiliti of the public service is to create 

and maintain a conduci nd n llin nvironmcnt for individual and private 

sector initiative wh1 h r '1t I ' r th ountry's economical development. 

In Kenya th · hit c m ri s of ministries, departments and Teachers 

rvice Reform Secretariat - 1995). Public service 

(.;(llll I th '11 m · 11 II U1 • r\'icc provided by the public sector. In this research the 

pllblt · · ·n i · · ' ill main! be limited to service provided by the ministries and 

d '1 urlm '11 ·• 

2.5 trateg) De elopment in the Public Service 

ccording to Moore (1995), the concept of an organizational strategy adapted to 

the public sector is a concept that simultaneously, declares the overall mis ion and 

purpo e of organization (cast in terms of important public value ), offer an 

account of the source of support and legitimacy that will be tapped to u tain the 

ocietie commitment to the enterprise; and explain how thi strategy will have to 

be organized and operated to achieve the declared objective . 

In developing a trategy for the public ector organization , a manager mu t bring 

the e lement int a coherent alignment by me ting thrc road tc t : rir t 

tr t g • mu t b ub t nti lly v Juab! in th en that th rganizatic n pr ducc 

thin f v luc nd bcncficiaric I w c l t in tcm1 of 

uth rit '. nd p 

"h tth tt th uthorit ' md m II ' 

unt k 

nd in th t th 
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organization with the help from others who can be induced to contribute to the 

organization (Moore, 1995). 

It is impossible to eparat p liti ll·om public administration (Cross, 1970). 

According to Pollit nd ~.;rt ( 000) on su )gc tion that public management 

can be radically d · p ltthu· · misunderstanding or flies in the face of 

evidence fwm m 111 

by l(><>k iu ' \II 

. p . •(t(i 111 ' Ul 

trut •ic management in the public sector begins 

. Politics docs not only mean the current 

f citizens and their representatives but also the older 

p)ltlt•d 

mmug 

nl rrnally enshrined in the legislation that defines public 

mandate tor action (Moore 1995). According to Max Webber, civil 

· n ant are n t e. pected to choose the goals they pursue; rather they arc charged 

with deterrnming the methods for reaching externally set political goals (Green, 

In the public sector politicians may also claim a legitimacy to manage. Afier all if 

the are elected to position of authority and are held accountable for the money 

pent on public service, they have a right to influence how they run (Flynn, 1997). 

According to Pollit and Bouckaert (2000), the public will often see the political 

authority a ultimately re ponsible or at lea t haring re pon ibility - h v c cr 

much mmi ter may prote t that the are techmcal or profc 1 n I de 1 ton , 

whi h ha\'e been taken by the appropriate offic1al . 

Politi v ry vital in public m n gcmcnt, wh 1? A rding to 1 

thi rc lm that m nag r mu t arch to di ov 

v Ju bl nd n thcr r · be 1 II ' und norm ltiv I ' 

rt . It i nl ' thr u •h p llitic th 
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is to politics and law that public managers are both theoretically and practically 

accountable; their performance is grant d and their reputation made within this 

ream. 

According to Cro (197 , lh~.; t~tin 1ui.·hing feature of public administration is 

two linked if rather nebulous concept: the 

public inte · t unt· bJiity. Importation of analogies from business 

ll(huiu• ·t , 1t il1n u nt all, for example, for a government of practical 

bu ·u1 · · ·m ·n - i n t 1l ether appropriate to the field of public administration: 

tbm ·t d '·i ·i n m 1king cannot be equated with its business counterpart. 

The c..1 met 1 dealing \ ith intangible, imponderable often virtually insoluble -

pr lem "luch are not susceptible of a single profit and loss computation. If for 

e:ample a government feels it has to make economies in public expenditures, the 

deci ion as to whether, say, health service prescription charges should be re

introduced or order for a military aircraft cancelled involve political and strategic 

decisions - in other words consideration of the public "interest " - unlike anything 

met within the industry (Osborne and Gaebler, 1993) 

In the public sector sometimes service delivery docs not appear to be efficient and 

effective - there i a lot of what appear to be exce tvc bureaucracy. Ac rdtng 

to ro ( 1970) \ e behevc that the p opl v ho \ ork in the gov mmcnl ar' n t 

tern in " hi h the work i the pr bl m In K nya one of the 

mcffici nt publi tor i c mplc. nd mplic ted tructure 

nd pr cdur (Din: torate of P r 

In mm nt in i t th t the ' mm nt n mt 

mmuni t 

m h r th in lli n 



than professionalism (An Asian Pacific management forum weekly research 

review). 

2.6 Factors that Influence trateg) D 'elopm nt 

2.6.1 Organizational tru tu t: 

the growth strategies of firms (Chandler, 1962). 

tt>m:r ml Ft • ·mun 19 9 : define organizational structure as "the arrangement 

ond intl:n ·luti n hip ot the component parts and positions of a company". Thus 

it sr ccifie · the rganization 's hierarchy and authority by structure. 

There are two different types of organizational structures, the formal and the non

formal organization structures. An organization can be formally structured by 

function, produc market or in matrix form. The approaches taken in tratcgy 

making are commensurate with different types of organizational structure. For 

example \ hereas in the formal structures, the authority is centralized and are 

bureaucratic in nature, the informal organizational structures are the 

undocumented relationships among members of an organization and often there i 

devolution of pO\ er, \ hich leads to decisions being made rapidly with little or no 

planning at all Stoner and Freeman ( 19 9). 

2.6.2 ulture 

rganization culture i th deep r lc\'cl of ba ic a umption and belief th 1 ,
1
r. 

h red by the member of an organiz ti n, that op r. tc uncon ciou 1 • nd define 

m b i t fl hi n nd or ni7. ti n' VIC\\' 0 
it 

th l th ltur nd lu 
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other employees within the organization are key influences on strategies of 

change and therefore central driving on ideration in strategy creation and 

change. 

According to Ham 1 (1 , :m. n mpnn intent in creating industry revolution 

has to identify th un h k\hk l1. hd" that cut across the industry - the industry 

conventiOn ,wd lh · 

thl· iu lu ·tt • 1 ul • 

must search for di scontinuity in teclmology, 

r ' pohtJc that might create opportunities to rewrite 

Jolm ·on and .... ch le 20 0) point out that such taken-for-granted assumptions 

ar ul· likel) t e i t at the organizational level - the organization paradigm 

and can be especially important as an influence on the development of 

rganizational trategy. They observe that an organization's paradigm can be 

traced to different influence: An organization with a relatively table 

management and long-term momentum of strategy is likely to have a more 

homogeneous paradigm than that one in which there has been rapid turnover of 

management and significant change forced upon it. 

Organization \ ith a dominant profe sional influence perhap an ac unting firm 

are likel to demon trate a homogeneou paradigm. Indu try influcn c rna be 

parti ularly trong if the tran fer of taff b t\ ccn firm tend t be limited to that 

indu tl) a 

r . amp! 

oft n in cngin nng, b nkmg and many part 

2. ,3 t k h ld r P liti 

th indi •idu I r ' up ·h dcp nd n tl 

th public c tor 

mz ti n t l 

m p rt1 ul 



consider the extent to which they are likely to show an active interest in the 

strategic development of the organization and/or seek to exercise an influence 

over its purpose and trategie . arc the external parties the 

organization interact wtth, but n ~~:m int "rna I parties such as staff and the 

board (Joldersma and tnl r, h' argue that because public service 

organization hav ' ith man stakeholders with different interests, 

n :takeholders arc more likely to occur. The 

or •tllll/llti 111 h 1 · h mt r t, weigh, and balance stakeholders' values and 

int ·r ·st · (lit btni 1k md J cc 1 984:55; Dean and Sharfman, 1993 :600; Tassie et 

d. fOl) • 1 

Hill and J ne (-00 l) ee organizational politics as tactics that strategic managers 

and takeholders engage in to obtain and use power to influence organizational 

goal and change strategy and structure to further own interests. According to 

1oore (1995) in the public sector, one cannot be able to come with workable 

trategies until one manages the politics. The most important to manage in politics 

are: 

The managm immediate Jupemsion: the political executive at the core of p litical 

management - the actors who are alway pre ent and mu t alway b attended to 

are tho e " ho appoint the manager to their office , e ·tabli h the t rn1 f their 

accountabtlit • and upply them '> ith re our e . Public manag r arc pra tlcally, 

legal! • and thically ac ountab1 to man · official than th 1r tmmcdiUtc to m· n 

ffi i I oth r th n th ir imm di t p liti I upcri r 

· th pn.: dct nnin 

th pr 

'JI itiz n 

nm 11. 

ma mt 

public ttcntion. nd 

f dclibt..-r ti n. 
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advance the political aspirations and public values of interest group members. 

These can be groups concerned with th en ironment, consumers, tax limitation 

and youth advocacy. The e gr up ' d t m1ination, knowledge and established 

relations (at different le\ 1 fth uthorizin) 'nvironment) make them powerful 

obstacles to buildmg upp rt nd h: •rtnnn' Cor policies they oppose. 

· imr tl.llll ·J •mcnts of the authorizing environment. They 

in agency operations by telling the agency that a 

in.1ppropriate and must be reconsidered and changed or by 

action was wrong and the party adversely affected must be 

c 1111p nsated. The court derive such powers from their role as interpreters of 

what the c n ·t1tution and laws of the country and state require of public sector 

rganization and managers. 

2.6A Environment 

Sometimes the organizational environment would appear to be turbulent and 

chaotic that it is not possible to predict what will happen or when, o traditional 

approaches to strategic management are not relevant. There is no p int in 

formalized planning approaches with predetermined fixed objective and analy i 

that may take \ eek or month to work through, John n and chole , 2000). 

The 1dea that top manager can formulate trat gi implemented b other· 

become redundant be au e top man g r ar le · lik ly t e in touch \vith u h a 

c mple. · and turbulent world that th re i in th organization. ~I he notion that 

there need to be a&'T men! and con en u ar und 

org niz ti n i a! o que tionablc: the nvironrn nt i t 

han in rthc t b 1i ·ely r v n d ir bl . 

facin • th 

omplc md r tpidly 



2.6.5 Leadership 

Managing the complexity of trategi d I pmcnt , trategic change places special 

demands on change agent . rm.: P <pi ' with leader hip qualities (Johnson 

and Scholes, 2000) L d r h1 1 tlh: . t ilit to inspire people to make a total 
' 

goals ( 

tllllll\1 I< a omplishing or exceeding organizational 

. l ad rs must be able to overcome resistance to 

chun , ·• < f constituency groups inside and outside of the 

1 li h an ethical framework within which all employees and 

the 'om pan · a \\ h le operates (Bennis and Nanus, 1985). According to 

Thomp · 111 .md tnckland (1993), effective strategic leadership starts with a 

c nc pt f ,,hat the organization should and should not do and a vi ion of where 

the organization needs to be headed. 



CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Study Design 

The Research problem p d ' . :-~tudi~.:d using urvey Design. A survey design 

is a situation whet ' d u 1 ' · l Ill t d fi ·om several units of the population of 

inttr ·~>t . th ., 

NjUnJ -00_) 

3.2 Population 

nh d a a ·ystcmatic way of getting infonnation for 

r predicting ·orne aspects of behavior of population of 

in fairly similar studies have used it (Kangoro, 1998 

The population of interest in this study comprised of all the government 

departments in the republic of Kenya (Appendix C). The departments were found 

to total one hundred and thirty one (13 I) . 

Sampling 

Acce ing enior servants is normally very difficult and due to time limitation 

the po ibilities of contacting all the senior staff in all the d partment wa 

a umed to be difficult in the pos 1ble time. Re earcher th r for c uld n t curry 

out a cen u urve} but in tead u ed a tudy ample. Th u umphon we made in 

thi tudy wa that ince the arne Perman nt rctar P ) run all th 

department in a mini try then trotcgy dcv I pmcnt in II d~.:p rtmcnt hould b~: 

imilar for 11 tho c dep rtmcnt . It i on thi ho c two 

(2 our tud unit . tudyin th 

giv cnt ti n 

rvi . imp! r nd m p u tu 

mpl 



The major decision-makers in the departments are the heads and for this reason 

they were chosen to be the respondent . It wa felt that they could be able to offer 

adequate information for thi 

the headquarters and th h ad 

confined in Nairobi 

nil the departmental heads are based at 

r" nil found in Nairobi the study was 

3.3 Data 'ollcction 

The ~tud utiliz ·d p11mar data. Structured questionnaire supplemented with 

pcrsonJI mt n icw · "ere u ·cd to collect primary data. The telephone mode was 

uscd to make app mtments. The questionnaire (Appendix B) was constructed to 

tuke care of both structured and open-ended interviews; with some questions 

requiring making a choice from amongst the given options while others required 

orne hort de cripti e answers. The questionnaires were constructed in such a 

way that the respondent could fill it without the assistance of the interviewer. The 

researcher was readily available to assist any respondent who could face 

difficulties in answering the questionnaire. The respondent was to choo e either to 

discuss the questions in the process of filling or when the questionnaire was being 

collected. 

3.4 Data Analy is 

The qu tionnmre were edited for compl tenc , con i tenc nd coherence. In 

view of th fa t that tudy wa to yield qualitativ d ta, the data wa c dcd to 

fa iii tate quantitatt\ c analy ·i . For both open- ndcd and clo cd-cndcd que lion 

d riptivc an u ed. For open- ndcd que tion the re carch r Jo >ked 1 

nd upcd tho imil r m 

de 

nd p 

u 



CHAPTER FOUR: FINDINGS AND DISCUSSIONS 

4.1 Introduction 

This study has examin d th r :m.t:s f 1rious government departments. The 

objectives of the tud ' · 1\: t\ l, nam ly, to establish strategy development 

proccs cs by th · •ov m 111 llJ .utnwnts and to identify the factors that influence 

l•iudin • · li 1m h 1 • u departments have assisted immensely to understand 

thl' pr 1 ·, · · ' thut lead to realized strategies and the factors influencing them. 

Pr • · nt d li ~t are findings on the processes of strategy development, followed 

findmg f the factor influencing the processes. 

4.2 Proftle of re pondents 

Before the civil service reform program, all departments in all ministric 

depended on their mother ministries to come up with strategic . urrcntly almo ·t 

all departments develop their own strategies, with each coming up with it' own 

vi ion and mi sion despite the mother ministry also having a common mi 1 n 

and vi ton for all department . 

For in tance in the mini try of land and hou ing t\ o department phy i nl 

planning and h u mg w r rand mly ch n nd ca h ' as found to ha,· it own 

mi ion. The phy ic I pi nning dcp rtmcnt ' mi i n i to t.:n urc th t hum m 

ttl em nt • II pi nncd b pr ·din n ppropri tc 1 ti me work 

ithin \ hi h cnvironm nt I n I l i\ i ti 

harm ni th 

hum 



Forty-eight questionnaires were distributed. Thirty-two (67%) were answered and 

returned. Two (4%) of the department both from the ministry of Energy could 

not be analyzed as their trat gy d \ 1 pm nt i done at the ministerial level. 

These departments are al o n th prl ~~.:' o bringing trategy development down 

to the departm nt 1 1 \ \, tht:' is th ~ n.:quircmcnt for all governmental 

department . 

4.3 Strut · •y I>., I IJHIH'nf l'ro 

4.3.1 l")lunnin l Pr · 

Th r • ·pondent "ere a ked whether they had planning departments and planning 

c n ultant and whether they developed strategic plans, vision mission statements 

and objecti\·e . If they answered in the affirmative, this could be an indication of 

the planning proce s. 

The findings re ealed that planning was one of the methods widely u ed to 

de elop strategies. 70% of the departments have hired external consultants in 

strategic management to help in developing strategic plans. 13% of the 

departments were found to have within the ministry pecial planning department 

to assist (Table 1 ). 

Table 1: trategic Planner 

\\ ith: Frequcn y 

tratcgic planning 4 

21 70% 

5 17% 

1 

th t 1 



departments develop strategic plans, have vision, written mission statements, and 

set up objectives. 47% of the department t up their objectives interactively. 

•ru]\1 n 'Y Percentage 

Strategic plan 0 100% 

0 100% 

30 100% 

30 100% 

30 100% 

14 47% 

It i clear that all departments use planning as a method of realizing their 

trategie . In this process, Johnson and Scholes (2000) say that, trategy comes 

through highly systematized form of planning. This system involves etting up of 

corporate planning departments and prescribed tools and technique that should 

be used. These include the setting up of objectives or goals, the analy i, of the 

environment and the resources of the organization; o a to match environmental 

opportunities and threats " ith resource- ba cd trength and wcakne 

4.3.2 The ommand ien Proce e 

Th tud , wanted to find out \ h th r tratl:gi om rc ult of the in flu n 

of an in ividual. Th rc •hcthcr the n1or p m 

om up ' 'ith 

up 

th 

m 
mhhh rm 1n 



Table 3: Command Mode characteristics in Departments 

Departments in which: Percentage 

A senior person direct 100% 

strategy 

A senior person come up 10 33% 

12 40% 

objc ·ttv~:s 

'ourct•: 'un ') 

Th tindmg · int out clearly that there is some influence of a senior person when 

·trategte are being de eloped in all the departments. In more than 50% of the 

department the influence is just limited to directing strategy. Not so a mall 

number though has the senior person coming up with the objectives. Thi enior 

per on in mo t of the cases is likely to be the Permanent Secretary or the Director 

of the department who claim to get orders from high authorities. 

In the command view process strategy here is seen to come a the outcome of the 

influence of an individual or small groups, but not nece arily through formal 

plan . In the public sector organizations, official or CJVJ) ervant ar meant to 

work to the direction of their political rna ter John on and ch Ic (2000) . 

4.3.3 Logical Iocr mentali m Procc e 

nb th 11 tr t ,ic 

n 

hi h d rtm nt h ir m n 



Table 4 gives the findings of the number of departments, which show an 

inclination towards this process of incrementally developing strategies. The 

findings show that 70% of the departments have step-by-step small -scale change 

to strategy. 87% of the d partm nt have tentative commitment to strategy. 50% 

do systematic data 11 'ti n ' hi!' 20% are involved in constant environmental 

scanning. 

r--:-
Department': Frequency Percentage 

That d constant 6 20% 

en ironmental scanning 

That do systematic data 15 50% 

collection 

That have step-by-step 21 70% 

small scale changes 

That have tentative 26 87% 

commitment to strategy 

Source: Survey Data 

To some extent, the departments practice this type of strategy development. Those 

who apply this process argue that the environment is so complex and dynamic 

that there is no time for manipulation of techniques or tools of analysis like 

strategic plans. 

Effective manager accept the uncertainty of their environment becau e they 

realize that they cannot do away thi uncertainty by trying to kno" about how the 

en 1r nment " ill change. Rather, they try to be en iti e to en ironmcntal ignal 

thr ugh n tant canning and by t tmg change 111 trategy in mall- calc tcp . 

mmitmcnt t tratcgic opti n may thcrcfl r in the early tage' f 

trat y development John ·on and hole 2 ). 
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4.3.4 Cultural and Political Processes 

Though strategy can be a managerial intent, it is not always that the realized 

strategy is the intended trateg . m trategies fail to materialize. Some realized 

strategies do not com full ' ' int~ndcd tratcgics but only partially. These can be 

due to the impa t f · )111 f r' .· like cultural and political forces as well as some 

~ d. The ·tudy was out to establish if the cultural and 

\ ell a the imposed strategies have an impact on the 

intended ' trut gte . he re pondents were asked a number of questions on some 

churocteri 'tic'. \ hich imply presence of cultural and political forces. 

Table 5 g1Ves the findings of the various characteristics which bring out the 

presence of cultural and political forces at work and which therefore affect 

strategy development. 1 00% of the departments have their routines and 

procedures embedded in organizational history. 97% reveal that they experience 

strong resistance to change. The same number 97% indicates that experience is 

very important in strategy development. 70% claim that they consider values and 

beliefs of employees important in strategy development. 93% of the respondents 

show that bargaining and negotiation is given room in strategy development. 

2 



Table 5: Cultural and Political Characteristics 

Departments: Frequency Percentage 

That have routines and 30 100% 

procedures embedded m 

organizational hi tory 

Which cxpcri nc ' tr n) 29 97% 

rc istunc to ch m 1 • 

~hich n 1der 29 97% 

c pericnc unp rtant 111 

trateg development 

Where alue and beliefs 21 70% 

of employees play a 

significant role 

Where bargaining and 22 73% 

negotiation is given room 

in strategy development 

Source: Survey Data 

In 1 00% of the departments they have routines and procedures embedded in 

organizational history. It means things are done "the way we have always done". 

This is probably why 97% of the departments experience strong resistance to 

change. Coming up with a strategy which interferes with the "the way we do 

things here" will need strong pushing and might not come out as intended even if 

it is finally developed. 

Experience i omething gained on the job and can be pa ed from ne individual 

or group to the other. 97% of there ·p ndent find experience imp rtant in trategy 

d velopment. E pencn e em to c rc highly pr bably b cau in 1 % f th 

d p rtmcnt r utmc and pr c durc ur cmb dd d in rgamzuti nul hi t ry and it 

b me c icr ~ r one \ ith \ •h under t· nd all the r utin and 

t th t c. p ri n c cmph i cd n \c • mu·h me· n 



developing strategies that need different ways of approach not experienced before 

might not produce the desired results. 

Values and beliefs are an int gral p 11 f culture. 70% of the respondents indicate 

that values and bcli f: pi bi r lc in tratcgy development. It means that if 

their value and bcli t: lr n t in tunc with the intended strategy then it might be 

partially real izcu )r r1 t • r •ali1.cd at all. 

Political pr e e ha e an influence on strategy development. In 73% of the 

depruiment the tud shows that negotiation and bargaining is significant. This 

already indicates presence of power play of sorts in the departments. Where 

negotiation and bargaining takes place as strategy is being developed it means an 

intended strategy is likely to be altered all the way as it is being developed . The 

realized strategy may not be the intended strategy as there is a give and take 

understanding all along. 

4.3.5 Imposed Strategy Processes 

The departments do not develop all the strategies. Some can be imposed for 

example by legislation. The respondents were asked to indicate if they ever 

experience imposed strategies and by what extent. 

Table 6 shows that 93% of the departments are to some extent affected by 

imposed strategies. 50% of the departments are affected by imposed legislation by 

a fairly large extent. Those affected by a little extent are 37%. Only 7% of the 

department are not affected at all. 

3 



Table 6: Extent Imposed Strategies Affect Departments 

Extent department IS Frequency Percentage 

affected 

Not at all 2 7% 

A little extent II 37% 

Fairly large e t nt 15 50% 

Large extent 1 3% 
,__ 

V cry lurg · ·; t 'Ill 1 3% 
'-

1 tul 30 100% 

Source: Surve · Data y 

At times the intended strategy can be abandoned completely and the realized 

strategy be a strategy imposed for example by legislation. 

4.4 Overall Overview on Strategy Development Processes 

In this study the first objectives was to establish the strategy development 

processes in the government departments. The study has established that the 

departments use formal planning processes whereby they develop strategic plans. 

The departments have both written vision and mission statements. 70% of these 

departments have even hired services of external consultants in strategic 

management. 33% of the departments have within their mother ministry special 

departments dealing with strategic planning. 

This planning process is not nece arily the mean by which trategie develop 

" ithin the departments. The tudy ha reviewed that trategy at time do come a 

re ult of the influence of a enior per· n " ithin the department or mini ·try. Thi , 

tudy r \cal further that tratcgy at time dcv lop mcremcntally a a rc ult of 

manager c. perim ntmg and learning by d mg. 
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Finally the study shows that whatever strategy development process is used both 

cultural and political processes affect the intended strategies leading to either 

intended strategies becoming unr ali ed or partially being realized. Imposed 

strategies too can lead to hn ing r nli d tratcgies completely different from the 

intended strategic . 

4.5 Factor nffcctin • irtti( •1 0 vclopmcnt 

Variou , fuel r ' that \ ere considered likely to influence strategy development 

proce e, \Ver tudied to determine their degree of influence. The following; 

media intere t groups, courts, politicians suppliers, customers leadership 

education and experience were put on a scale of 1-4, and the respondents asked to 

indicate the importance of each on strategy development. 1-not at all, 2-a little 

extent, 3-fairly large extent and 4-a very large extent. Factors like organizational 

culture and structure, stakeholder politics environment, leadership were put in 

structured questions whereby the respondents were to comment on the effect of 

each on strategy development. In addition, whether growth and expansion of the 

departments affect strategy development, the effect, and the extent of the effect of 

government structures and procedures on strategy development were determined. 

Table 7 shows the score of each factor while table 8 indicates the departments that 

growth and expansion as well as structures and procedures affect trategy 

development. The extent structures and procedures in departments affect trategy 

development are shown on Table 9. 
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Table 7: Factors and their Degree of Importance 

Factors Main Score 

Experience 3.7 

Leadership 3.6 

Education 3.4 

Customer 3.4 

fntcrc ·t wup 3.3 

- Polili<.:i m· 3.0 

M ·diu 2.5 

Supplier 2.3 

Court 2.0 

Source: Survey data 

Findings reveal that factors which are important mainly to consider in strategy 

development are; experience leadership, education, customers, interest groups and 

politicians. They each scored a mean score of 3.7,3.6,3.4, 3.4, 3.3 and 3.0 

respectively. It means each affects strategy development from in between fairly 

large extent up to very large extent. 

Experience 

Experience seems to score highly, a mean score of 3.7 out of 4, probably because 

in 100% of the departments routines and procedures are embedded in 

organizational history and it becomes easier for one with experience who 

understands all the routines and procedure . According to John on and cholc 

2000), management cannot be concei cd ju t a manipulation of tool , or 

technique of analy 1 ; it i al o about the application of experi nee built up ver 

th year often" ithin the arne orgamzatJon. 



Leadership 

It got a mean score of 3.6 out of 4, meaning it is a factor that is highly valued. 

Leadership is said to be the abilit t tnk people where they could not necessarily 

go on their own. It is alr ad n kd that rc istance to change is up to 97% of the 

departments . Leader hip i th 'I' 'fc r' nccc sary to steer strategy development in 

such an environment. 

cad 'r · mu ·t a 1 to o ercome resistance to change, broker the needs of 

con titu nc gr up in ide and outside of organisations and establish an ethical 

framework ' ithin \ hich all employees and the company as a whole operates 

Benni and anus (1981 ). 

Education and Customers 

Education scores highly getting a mean score of 3.4 out of 4, probably because in 

today's complex and highly dynamic environment it is a must. An event-taking 

place in Europe or in the Far East is likely to affect an organization in Kenya. It 

needs one to have adequate education to be able to analyse and foresee the likely 

effect of such events on the organization. 

In Kenya today both the customer and interest groups have become enlightened 

and it now pays to pay attention to them. Many a times strategies meant to benefit 

"wananchi" have been abandoned due to strong opposition from both the public 

and interest groups. Politicians a! o eem to matter a they affect trategy 

de elopment fairly largely. Politician cannot be ignored a they are the one 

elected by the people and are the one \i ho authorize money that the e department 

p nd. 
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Growth and Expansion 

The respondents were asked to indi ate whether growth and expansion has an 

effect on strategy developm nt pr , . 0% of the departments said that they 

arc affected by growth nd . p n. i n (Table 8). 

Table 8: Dcp artmcnts uff('ct d by rowth and Expansion 

Frequency Percentage 

24 80% 

Structures and Procedures 

The respondents were required to indicate whether they found government 

structures and procedures complicated and if yes, to show to what extent they 

affected strategy development processes. 93% of the departments (Table 9) 

revealed that they were affected by the complicated structures and procedures. 

Most departments, which are affected by structures and procedures, fall within 

those that are affected by fairly large extent (50%) and a little extent (37%) see 

(Table 1 0). 

Table 9: Departments affected by Structures and Procedures 

Department affected by: Frequency Percentage 

Structure and 28 93 % 

procedure 

Source: Sune data 



Table 10: Extent Structures and Procedures affect Strategy Development 

Departments Fr quency Percentage 

Not affected at all 2 7% 

Affected by a littl II 37% 

extent 

Affected by u fhirl ' hr 1 • 15 50% 

extent 

Affected b: ' a large 1 3% 

e tent 

Affected b Yery large 1 3% 

extent 

Total 30 100% 

Source: Survey data 

Growth and structure of an organisation go hand in hand. On the unstructured 

questionnaire the respondents (93%) who claimed that structures and procedures 

affect strategy development explained that the structures and procedures in the 

departments are very rigid and complex. Even after the growth and expansion of the 

departments over time, the structures have remained fairly the same. This is 

probably why 80% of the respondents claim that growth and expansion affects 

strategy development. Organizational structures follow the growth strategies of the 

firms Chandler ( 1962). 

ulture Environment and takeholder Politic 

On th un tructured que tionnaire the re p ndent were a ked to c mm nt bncOy 

on th eftl: t of cultur , takch lder politi cnvtronm nt and leadcrshtp n trntcg . 

development. 1 % of th rc ·p ndcnt w r f th omm n ic\ that all the ab \ 'C 

t th p 

37 



Culture in all the departments was found to be a hindrance. The respondents said 

many strategies fail due to the rigid culture of the employees. The environment was 

also unanimously agreed to affect trat gy development. The respondents (100%) 

agreed that the environment i t d 1ami and in most cases are unable to cope 

due to the rigid bureaucr ' nd ultur' in the civil service. 

Stakeholder polit1 · · · ·m to affect all the respondents. 70% claimed that 

tukchold ·r · sh 1uld h\ a · c considered when developing strategies as they can 

derail tht: pr c ~ · 'en unnecessarily at times. 100% of the respondents say that 

lend r hip i · ver important, as it is only somebody with good leadership who can 

be abl to o ercome resistance, which is normally due to the strong culture in the 

ci il service. 

4.6 Overall View of the Factors that influence Strategy Development Processes 

The second and last objective of the study was to establish the factors that 

influence strategy development processes in the government departments. The 

study shows that factors that are considered important in influencing strategy 

development are, experience, leadership, education, customers, culture, structures 

and environment. 

Experience is probably considered very important because the study reveal that 

100% have routines and procedures embedded in organizational hi tory. Education 

probably al o assumes importance due to the world becoming a global village and 

an event occurring el ewhere po iti ely or negatively impact on any one 

organization. One then hould have adequate cducati n to be able to analy c the e 

vent . a ume importance m trat g d 1 pm nt may be due t 

n enlighten d publi that i d manding valu fl r tax patd . 

In th un tru tur d qu tionn ir the r p mdcnt p int ut that lead r hip i 

n id r t b pmcnt luc to hi ,h 



resistance to change in the civil service. It is only good leadership that is able to 

overcome resistance to change. For culture the respondents described it as being too 

entrenched to welcome any ne\ id n . While the structures and procedures were 

found to be too rigid and compli t d nd uld not cope with the rapidly changing 

environment and hence mnk.in ) it diffi 'Ult for strategies to develop. 

3 



CHAPTER FIVE: SUMMARY AND CONCLUSION 

5.1 Summary 

The findings reveal that th 

process of strategy d ' 1 

is that the plunnin ' pr 

\' mm nt d partments do not use only one particular 

crone thing, which comes out, very clearly 

well documented and comes out as the 

recognized dcp tftm ntal pr e of strategy development. This is due to the fact 

thUt 1 QQO;O 0 r lh d ' artment develOp Strategic planS and have both Written ViSiOn 

and mi i n 'lalement . Further more 70% of the departments have hired external 

con ultant to adYi e them on strategic planning. 

The command view to some extent is in application in all the departments .1 00% of 

the departments have a senior person directing strategy though only a smaller 

number have the senior person coming up with the vision and mission and setting 

up objectives 33 % and 40% respectively. The logical incremental process is in use 

across the board in all the departments. What differs from one department to the 

other is the extent of application. 

The study reveals that despite of all the serious and nice planning with the aid of 

hired consultants, the cultural and political processes play a significant role in 

achieving realized strategies in all the departments. This is evident from the 

presence of arious symptoms of the strong cultural and political proce ses at work 

on strategy de elopment. The effect of impo ed strategic is felt in 93% of the 

department 

The finding cern to oncur with John n and chole (2000) wh p int ut that 

di f[i rent pr e a count for the de clopm nt of tratcgy and the mix f u h 

procc · c r likcl to di cr by rgamzatt n r rgamz ti nal nt . t [I nmng 

( nfiguration of tratcg ' d vel pmcnt. 

0 



Among the factors found to be of greatest impact to strategy development are 

experience scoring 3.7 out of 4, leadership 3.6 out of 4 and education and customers 

each scoring 3.4 out of 4. Cultur ' a noted to be a big factor in strategy 

development. Structure and pr dur w rc also noted to play a big role on 

strategy development. Th rapid h n ling environment is also a big factor, which 

influences strategy tl I )pm nt . 

5.2 Conclusion 

The tud finding ha e hown clearly that in the government departments strategy 

development a a managerial intent planning is the documented process. This has 

not though pre ented other processes like the command view and logical 

incrementalism being put in use. The study also reveals why in most cases the 

realized strategies are not the intended strategies. 

Finally the study has clearly identified a number of factors, which influence strategy 

development, and some pose a challenge to strategy development and therefore the 

departments need to seek an appropriate strategic response. 

5.3 Limitations of the Study 

The main limitation of the study was the problem of accessing the respondents to 

collect data. Even after accessing one it was not easy to get information a many 

claimed to be bu y and some just refusing to cooperate. The e lead to a high 

percentage of no re ponse (33%). 

cc ndl Finan ial and time con traint \ ere al o a big limitation . With m re time 

and mon y w c uld ha e n tdered a larger tud ample. 

1 



5.4 Recommendation for Further Studies 

Strategy management practice for K n an government departments is a fairly new 

phenomenon and not mu h ha b n d urn ntcd about it. A study on other areas 

of strategy development n be ' '1 ')111 ", a it would enlighten both scholars and 

practitioners of trat )1 • murH\ 'UTI ·nt. 

Factors lik · L'ultun;. hanging environment and rigid structures seem to be 

chulleng · · t ·trat g · de elopment in the government departments. A study can 

be d ne to find the trategic responses to these challenges and any other. 

2 
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APPENDIXAi 

Dear Sir/Madum, 

RE: INTRODU TIO ; I 0 DUBIATEBE 

Simon Ndubi Atebe 

P. 0. Box 49920, 

NAIROBI. 

Tel: 0722-764160 

0733-700836 

I am a finali tat the Uni er ity of airobi pursuing a Master of Business Administration. 

In partial fulfilment of the requirements of this degree, I need to carry out a research 

project on strategy development in the public sector. 

The focus of the study is to establish the strategy development processes and the factors 

that influence strategy development in the Kenya Civil Service. I kindly request you to 

provide the required information to the best of your knowledge by filling out the 

questionnaire. The information is strictly for academic purposes and will be treated in the 

strictest confidence. Your name and that of the department will not be mentioned in the 

report. 

Your faithfully, 

.. AT BE 
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APPENDIX Aiii 
L-------~M:ifll~ISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY 

;r:J.ms: "EDUCATION", Nairobi 

r

bone: N:Urobi 334411 
n replying ple:J..Se quote 

0io. MOESt1d"Q[J)OI/3~C 431/2 

Simon Ndubi Atcbe 
University of . airobi 
P.O. Box 30197 
N. IROBt 

Dear Sir. 

RE: RESf \RCH 

JOGOO HOUSE "B" 
HAR.AlMBEE A VENUE 

P.O. Box 30040-00100 
NAIROBI 

15.r~_ .D.ece.rnber.,.2.004,. 20 

P!c:J.Se refer to \·our 2:oolic::uio:: ~or authoritY w conduct research on. ··Strate~r,· - .... "" "' . --dc\·dopment i .. the public se::- ·:ce.·· T~is is to inform you that you have been aurhorizeci to conduc~ i·esc~rc!"i :n go\·err~-:J.er:t si:1istries, depanme::ns for a period ending 31 '' \r(arc:. 2005. 

You are :dYise~ :o repor: to the res;Jec:ive He:1ds of GoYemme:u Depanments you \Yill \ isit before co;J1.mencing your ::-esearch project. It is noted that th~ rese:1rch is :.1 requirement in pan ful:;:illment :or the :J.\V::lrd of:\[BA Degree by the CniYersity of 
~au·obi. 

Cpon completion of your research project. you :J.re expected :o submit :vv·o copies of:· our research !L'1dings :o this office. 

Yours :·::.1 thiull y 

Cc 
The Heads of Depanme:1ts 
Go ·e:nme:u De;Jartments 
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APPENDIXB 

STRATEGY DEVELOPMENT IN THE PUBLIC SERVICE 

Q E TIONNAIRE 

This questionnaire i d ign' ) t icws on strategy development processes 

and factors that in f1u ·n ·' ·tt t ) d ' elopment in the public service. Your honest 

views and opini m · wd l r ·atl a sist the researcher come up with useful 

information, which will be of interest to the government, scholars and 

pructition r '. 

SECTION 

Organisation and Respondent Profile 

2 

3 

4 

5a 

b 

Ministry 

Department 

Title of respondent 

No of years worked in the public service 

0 - 5 () 5 - 1 0 () 1 0 - 15 () above 15 () 

Have you ever worked in the private sector yes() No() 

If Yes , in what capacity .. ... .... ... . . .. ................................ . . . 

ECTIO B 

Vi ion Mis ion Objective 

Doe the department ha e a vi ion? 

Ye ) o () 

2 I th i ion \Vritten or implied 

\ 'ritt n 0 lmpli d () 

D th partm nth •e 



Yes() No()? 

b If yes, please write it down ................ ............................... . 

.. ... ...... ... ·················· .................... ............. ··············· ... ······· 
•••• 0 •••••• 0 •••••••• ••• 0 • 0 0 • 0 •••••• ~ ••• 0 •• 0 ••••••••• ' •••••••••• ' •••••••••••••• 0 •••••• 0 •••• 

4 l low is th · missit n mmunicatcd across the ministry? 

u) Writt ·n ( 

b) ymb l · () 

c) Meeting () 

d) All the abo e 0 
e) Others (specify) () 

SECTION C 

Strategy Development Processes 

Does your department have a strategic plan? 

Yes 0 No() 

2 Does the department have an external consultant in strategic planning? 

Yes() No() 

3. Does the department do systematic data collection and analyses? 

Yes() No() 

4. Does the department have standardized planning procedures? 

Ye () o() 

5. I there con tant environment scanning? 

o() 

6 1 there a tentative commitment to tratcgy? 

Yc o() 

7 D u h c, t p-b - tcp m 11- 1lc h mg ? 

v 



8 Is there a senior person who determines and directs strategy? 

Yes() No() 

9 Does this person come up ' ith the i ion and mission? 

Yes() No() 

1 Oa Docs thi s person com up' ith finite and precise objectives? 

Yes() o 

b lf no, whut is th ' ~)hJ ·tt ' ctting approach? 

u) l3 tt )111 -u 

b) lnt~:ructi v I ' 

() 

() 

c) Pr pared b pecial departments () 

d) If other ( pecify) . . .. . .. ............. .. ......................... . 

11 How are these objectives communicated within the department? 

a) Written publication () 

b) Symbols () 

c) Meetings () 

d) All the above () 

e) If other please spedfy .................................... .. 

12 To what levels are these objectives communicated? 

a) Top Management 

b) Middle Management 

c) Departmental level 

d) To all 

() 

() 

() 

() 

13 In trategy de elopment i bargaining and negotiation gi en room? 

Ye 0 ) 

14 n: our r utin and pr c dur embcdd d in rgani ati nallli t r ? 

y 

im db 

v 



Yes() No() 

16. To what extent do strategic tmpo d comes as a result of legislation? 

Not at all () A little extent airl lnrg extent () A very large extent () 

17. To what extent i · frl:cd m r h icc in strategy development restricted? 

Not at all () littl 'l' l nt ()Fairly large extent ()A very large extent() 

SE TION D 

Factors that Influence Strategy Development 

Does the growth and expansion of the departments have an effect on 

strategy development processes? Yes () No () 

2a Do You find the government structures and procedures complex and 

complicated.? 

Yes() No() 

b If yes, to what extent do the complex structure and procedures affect 

strategy development? 

A little extent () Fairly large extent () 

large extent ()A very large extent() 

3. Do you con ider experience important in trategy development? 

Yc ( o 0 

4 0 you . pen nee a tr ng re i tancc t chang ? 

y ) 0 



5 Do the values and beliefs of the departmental employees play a significant 

role in strategy development? 

Yes() No() 

6 To what extent ar mpl p 111 I cd in trategy development? 

7 

Not at all 

To a little · ·t ·nt 

'[ 0 ll tllirl 

T t1 lnrg e. tent 

0 
() 

() 

() 

Please indicate the extent to which the following are important in strategy 

de elopment. ( 1. not at all 2. a little extent 3. fairly large extent a very 

large extent ) 

1 2 3 4 

Media () () () () 

Interest groups () () () () 

Courts () () () () 

Politicians () () () () 

Suppliers () () () () 

Customers () () 0 () 

Leadership () () () () 

Education () () () () 

Experience () () () () 

State the effects of the following factor on trategy development in the 

department 

a Orgam ati nal culture . 0 0 0 0 0. 0 0 0 0 0 0 0. 0 0 0 0 0 0. 0 0 0 0 0. 0 •• 0 0 0 0 0 0 0 0 0. 0. 0. 0 0 0 0 0 0 •• 0 0 0 0 • 

................... •• ••• ••••••••••••• ••••••••••••••••• 0 •••••••• 0 ••••••••••••• ••••••••••••• 

..................................................... ....... ............ .. ........ ...... . 

e. e e e e e e e e e e e e e e e. e e e e I.e e e e. 0. e 0 e •• e. e e e e. e e 1 e 0 1 e 0 e e 1 e e 1. e e 1 e e 0 e. 0 e. o I .. e e. I 0 e •• e. 0 e e I e I 

II 



c) Stakeholders politics ....................... ..... .. . .... . .. .......... ..... .... .. 

d) nvironnl ·nt ................................. .... . .. . .. . ................. . 

e) Leader hip ................ ..... . .... . .. ... . . ............ .. ............ . 

9a In the last five years has the environment the department works m 

remained the same or become unstable? 

Stable() Unstable() 

b Please state the effects of this to strategy development 

• ••• ••••••••• ••• • •• • ••••••••••••• •• • •••• •••• •• •• •• •••••••••••• • ••• •• ••••••••••••••••• 0 •••• 

•• •• •• •• ••• • •••• • •• • •••••• •• •••••• 0 •••••••••••••••••••• •••••• •• • • ••• • • •••••••••••••••••• 0. 

• •••••••• • ••••••••••••• ••••• •• ••••••••••••••••••••••• 000 •• •• •••••••••••••••••••••••••••••• 



APPENDIXC 

LIST OF DEPARTMENTS 

OFFICE OF THE PRESIDE T 

Directorate of Personnel Man g m nt DPM) 

Government Press 

Provincial Administrutt 111 Jlr b1 rca 

Kenya Polict ·p.utm nt 

Investigation D mim nt 

Department of Defence 

Inspectorate of tate Corporations 

National Security 

Public Service Commission 

Presidential Press Unit 

Cabinet Office 

V.P/HOME AFFAIRS 

Prisons Department 

Probation and After Care Service HQ 

Kenya ational Archives and documentation services 

ational Museums of Kenya 

Immigration Department 

Children Services 

Ci il Reg1 tratton 

8 tting antral and Llcen ing Board 

ation I Y uth crv1ce 

tti nal gene for the ampaign Again t Drug 



AGRICULTURE & RURAL DEVELOPMENT 

Crop production and marketing 

Pests and Disease control 

Agricultural Extension ervicc 

Agricultural Policy crvt 

EDU ATION 

Primary 

Secondary 

Univer'it 

Field Services 

Planning and Development 

Inspectorate 

Administration 

Policy Formulation and Projects 

PLANNING AND NATIONAL DEVELOPMENT 

National Council for Population and Development 

General Administration and Planning Department 

Department of Resource Survey and Remote Sensing 

Central Bureau of Statistics department 

Department of Regional and International Economic Cooperation 

Department of Re earch development 

Economic and Ba ic Infra tructure Department BID) 

Rural PI nning D partment 

Human R ourcc and ial crvic ' Dcpnrtm nt 

rdin tion Department 

P R'I L'IUREA ' D 



Department of Culture 

Department of Sports 

Department of Adult Education 

Permanent Presidential Commi n on Mu i 

Gender Issues/Women's Bureau 

COOPERATIV~. Oli.VEL Jl I T 

Cooperative Poli<.: md lmpl mentation Department 

oopcrutivl: egis! ti nand E tension Services 

Coopcrnti c Financing Polic 

ENERGY 

Geothermal Exploration Development 

Petroleum Products, Import/Export/Marketing 

Energy Regulation, Security and Conservation 

Hydropower 

Renewable energy Department 

Fossil fuel exploration and Development 

ENVIRONMENT & NATURAL RESOURCES 

Mines & Geology Department 

Forest Department 

FI A CE 

Director pf Phy teal & Monetary Affair 

ati nul Budget Coordination and Control Department 

Para tatal R fi rm 

Din:ctor of upply crvtcc 

mmcnt Invc tmcnt Department 

nd uppl) Dep rtmcnt 

1:. t m I id nd 'I hni I 
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.. 

Macro Department 

Economic and Basic Infrastructure Department 

Regional and International Co-operation D partment 

Project Management Department 

FOREIGN AFFAIR 

Director of Politil' tl ITUtr · 

Director of dmini ·trati n 

HEALTH 

Go emment Chemist Department 

HIV/AIDS Programmes and other Sexually Transmitted Infections 

National Public Health Laboratory 

Communicable Disease control 

Medical Services 

TRANSPORT 

Director of Civil Aviation 

Meteorological Department 

Transport Licensing Board 

Registration and Insurance 

L BOUR & HUMAN RESOURCES DEVELOPME T 

Department of Occupational Health and Safety erv1ce 

Department of Adult EducatiOn 

Din.:ctorate f Indu tnal Training 

Dcp• rtm nt of Admini tration 

D p nment ofL b ur 

D p nm nt o Hum n Rc oun.:c Development 

D rtm nt m II l.nt rpri c Dcv lopm nt 



Department of Human Resource Management and Empowerment 

LANDS 

Lands Department 

Department of Survey 

Physical Planning D p 1rtm nt 

Department or lund djud1 at10n and settlement 

11 u ·ing Department 

LOCAL GOVERNl\lE T 

Urban development 

Local government 

ROADS 

Administration Department 

Roads Department 

Materials 

Mechanical and Transport 

Architectural Department 

Electrical and Mechanical 

Economic Planning Department 

Quantities Contracts SUPPLIES 

TORI M 

Toun m 

Wildlife 

\\'A' .. R R 

m tion 

R ul t ry rd 

.\ . D D 



Public Water Schemes and Community Water Projects 

Dams 

LIVESTOCK AND FI HERIE DEPARTMENT 

Department of Livestock Pro lu t i n 

Fisheries Department 

Department or v ·t ·rinlry . ICe 

Range Mnnng c>menl D 'elopment 

MINISTRY OF TRADE AND INDUSTRY 

Department of Industry 

Internal Trade 

External Trade 

Weights and Measures 

General Administration and Planning 

MINISTRY OF EAST AFRICAN AND REGIONAL COOPERATION 

East African Community 

Common Market for Eastern and Southern African 

Inter-Government Authority and Development 

MI I TRYOFI FORMATIO A D OMMU I ATIO 

Information 

mmunication 

II I TR\ J Tl A 0 A AIR 



Constitutional matters 

Judiciary 

Political Affairs 


