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ABSTRACT

The objective of this study was to establish théicat success factors behind the
internationalization of the major commercial bamk&enya.

Noting that successful internationalization is st a result of applying one given theory of
internationalization or a given strategy, the stadiually focused on certain critical factors that
can be singled out for being important to the spreKenya’s major commercial banks to
Uganda, Tanzania, Southern Sudan, and Rwanda.

International business is different from nationakiness because countries and societies are
different. Societies differ because their culturasy.

Doing business in different countries successfrdiguires adoption of different strategies and

tactics by management.

There is an increasing trend of uncertainty fadimg world’s economy today. While external
environment is beyond the control of organizatiotiey have to take a defining step in
expanding their role in promoting external tradepwg and internationalize successfully.
Restructuring and re-engineering are vital movegasitioning an organization and its business
for success on the global playing field. This skobé well timed given the new challenging
phase in the world’'s economy — a drastic increasmmpetition brought about by technological
advancements, rising shift in manufacturing resesino closer-to-market locations, change in
the way entire supply chains operate, growth ofises sector and most importantly, the

increasing internationalization of business.
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For successful internationalization, firms musibée to craft a competitive edge stemming from
identification of critical success factors from @sre competencies. Such critical factors include;
Organizational Culture, Management Culture and feldgy and Innovation.

The Kenya banking sector comprise of the CentralkBaf Kenya, as the regulatory authority,
44 banking institutions, 4 representative officé$ooeign banks, 6 Deposit taking Microfinance
Institutions (DTMs), 118 Forex Bureaus and 2 Cr&#ference Bureaus (CRBs). Out of the 44
banking institutions, 31 locally owned banks cormseri3 with public shareholding and 28
privately owned while 13 are foreign owned. Theefign owned financial institutions comprise

of 9 locally incorporated foreign banks and 4 brascof foreign incorporated banks.

The CBK uses a weighted composite index compriasgets, deposits, capital size, number of
deposit accounts and loan accounts to classify amio three peer groups. Based on the
weighted composite index, a large bank has a mahate of 5 percent and above; medium bank
between 1 and 5 percent and a small bank hashiassltpercent of the market share. There are 6
large banks, 15 medium banks and 22 small banks.

Ten Kenyan banks have so far established branohgast African Community (EAC) countries
and South Sudan. Kenyan banks have subsidiaries228 branches operating in the region.

The research discussed the impact on internatiatadn of Organizational culture, Management
culture as well as Technology and Innovation astpead by the major commercial banks in

Kenya.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

The Kenya banking sector comprise of the CentralkBaf Kenya, as the regulatory authority,
44 banking institutions, 4 representative officé$ooeign banks, 6 Deposit taking Microfinance
Institutions (DTMs), 118 Forex Bureaus and 2 Cr&#ference Bureaus (CRBs). Out of the 44
banking institutions, 31 locally owned banks cormsri3 with public shareholding and 28
privately owned while 13 are foreign owned. Theefign owned financial institutions comprise
of 9 locally incorporated foreign banks and 4 brascof foreign incorporated banks.

The CBK uses a weighted composite index compriasgets, deposits, capital size, number of
deposit accounts and loan accounts to classify amio three peer groups. Based on the
weighted composite index, a large bank has a mahae of 5 percent and above; medium bank
between 1 and 5 percent and a small bank hashassltpercent of the market share. There are 6
large banks, 15 medium banks and 22 small banks.

Ten Kenyan banks have so far established branoheast African Community (EAC) countries

and South Sudan. Kenyan banks have subsidiaries228 branches operating in the region.

1.1.1 Inter nationalization Concept

The process of Internationalization can be desdrdse“the process of increasing involvement in
international operations”. (Welch and Luostarin&888). The process essentially involves the
adaption of firm operations like strategy, strueturesources etc. to perfectly fit the internationa
environments. Furthermore, the degree of internatipation can be measured as foreign sales

relative to total sales. (Welch and Luostarinerg8)9
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The goal of the Internationalization process ishtwve a pronounced global presence in an
attempt to keep abreast with their Competitorgenerate improved profitability and be known
as a multinational; a sure sign of success andilsligd The process typically entails
generalizing a product to counterbalance and efiity expedite the subsequent localization
process. The result is an improved quality prodiscivell as reduced localization costs and time
to market right.

Several theories have been postulated over the yeanaintain and enhance the essence of the
process of internationalization. According to tiedries of the stage model; the process of
internationalization may be successful if a specyrescribed path is followed. Strategic
decisions that the firms have to face play a vitéd in validating the above assumption.

The internationalization process is described gsadual development taking place in distinct

stages (Melin 1992). The process can be clearhtiited under two-major schools:

The models initially developed by Johanson and \figlteim-Paul (1975) and Johanson and
Vahlne (1977), referred to as the Uppsala modelsn@dels); and The Innovation- Related
Internationalization Models (I-models) conceptuadizy Cavusgil (1980).

Both the I- model as well as the U-model emphasae firm’s involvement in foreign market

segments.

1.1.2 Critical Success Factors and Inter nationalization

There is an increasing trend of uncertainty fadimg world’s economy today. While external
environment is beyond the control of organizatiotiey have to take a defining step in
expanding their role in promoting external tradepwy and internationalize successfully.

Restructuring and re-engineering are vital movegadsitioning an organization and its business
2



for success on the global playing field. This skoé well timed given the new challenging

phase in the world’s economy — a drastic increasmmpetition brought about by technological

advancements, rising shift in manufacturing resesito closer-to-market locations, change in
the way entire supply chains operate, growth oWvises sector and most importantly, the

increasing internationalization of business.

For successful internationalization, firms musibée to craft a competitive edge stemming from
identification of critical success factors from @sre competencies. Such critical factors include;

Organizational Culture, Management Culture and feldgy and Innovation.

Organizational Culture: Indigenous rights are obser across the banking sector with
commercial banks respecting the cultures, custardsvalues of the people in the communities
where they operate and take into account theirg)emzhcerns and aspirations. They have also
adopted a zero tolerance stance to all forms atuption, bribery and unethical business at the
workplace. Banks respect customer confidentialityall their dealings. Stringent policies and
procedures that have been put in place ensuralthatstomer information is not available to the

public.

Management Culture: Joshua and Koshi (2005) fohatl the success of organizations largely
depends on quality performance and operationabpagnce. Service quality of new generation
banks in terms of reliability, empathy and pricdé&tter than old generation banks. Managers of
the service industry are concerned with improvimg éffectiveness and competitiveness in the
market through various techniques. Saravanan anol (2807) found out that customer

satisfaction and employee focus are influenced yifnensions and there is a general opinion



that the successful firm can yield a return on stweent within three years. Management

commitment is necessary for bringing an entire glean the organization culture.

Technology and Innovation: Bennett and Higgins @)9&ated that in the banking sector, the
competitive edge is exclusively derived from thalgy of services. So organizations adopted
TQS approach to achieve business excellence, ysdhisf demands of internal and external
customers, maintain a healthy and competitive wodd, provide infrastructure and deploy
technology and innovation. Thus to create of sessin the banking sector, organizations need
to be committed to TQS approach, which entailsdefiaition of management relationship with
customers, relationship between management and ogegd and restructuring of the
organization structure. Sureshchandar et al (2@3@&mined the influence of total quality
dimensions on customer perceived service qualibyvéver due to the limited information in the
possession of customers, certain aspects of sequaéy cannot be adequately replied by them,
namelytop management commitment (TMC), human resoumanagement (HRM),
benchmarking, employee satisfaction, technicaliaf@mation systems. For improving service
quality efforts like proper training to employegwoper feedback to customers, individual
attention, etc, should be devoted to improve themanication system as well as proper

feedback, which meet the needs and expectatioassbdmers.

1.1.3 The Banking Industry in Kenya.

Despite the political violence at the beginnin2608, Kenya’'s banking system remained stable
through June 2008. The overall performance of thakimg sector was rated ‘strong’ an

improvement from the ‘satisfactory’ rating attaindwaring the same period in 2007. Total assets
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in the banking sector stood at Ksh 978 billion (U8B billion) by December 2007, while total
liabilities were Ksh 845 billion. Combined sectare capital increased tremendously from Ksh
99 billion in 2006 to Ksh 188 billion on the backsector wide earnings retentions, a couple of

rights issues, the massive private equity injectivo Equity Bank.

The Kenyan banking sector is densely populated wsttommercial banks (in addition to two

mortgage finance companies, and 105 forex bure@us)t the same time highly concentrated
with eight of the 45 banks controlling 70% of thec®r in all aspects. The Central Bank of
Kenya ranked Equity bank, Citibank, Sandard Chadel & M bank and Barclays bank as the
top 5 Tier banks in Kenya.Administrative expenseweh controlled the majority of total

spending for banks over the past 5 years. This e attributed to the searing pace of
expansion, growth, modernization and strategy audriof major banks.The Kenyan banking
sector has recently seen the entry of several &irioreign banks that would pose a threat to

Equity’s market base, specifically Ecobank of Nigeand CFC Stanbic of South Africa.

The CBK uses a weighted composite index compriasgets, deposits, capital size, number of
deposit accounts and loan accounts to classify amio three peer groups. Based on the
weighted composite index, a large bank has a mahate of 5 percent and above; medium bank
between 1 and 5 percent; and a small bank belogrdept of the market share. There are 6 large
banks which account for 54 percent of the totalassets; 15 medium banks which account for
36 percent of the total net assets and 22 smakshaacounting for 10 percent of the total net
assets. To date, there are 10 Kenyan banks witkiddabes operating in the East African

Community Partner States and South Sudan. Thedes lmamprise; Kenya Commercial bank,



Diamond Trust Bank Kenya, Commercial Bank of Afri@&ank of Africa, Fina Bank, Equity

Bank, I&M Bank, Imperial Bank, African Banking Caation and NIC Bank.

1.2 Research Problem

The banking industry in Kenya and indeed the Edst#n region is characterized by high level
of competition caused by abrupt changes in custereed for innovative products and services
and high level of customer awareness in a fast githgntechnological environment. This
together with the unpredictable political enviromealls for diversification and innovation as
well as capitalizing on core competencies in otdenaintain a competitive advantage.

A number of studies have been done on various &spédnternationalization in different firms

in Kenya.

Murigi (2006) found out that most of the strategaelpted depended mostly on the strengths of
the firm. He also found out that opportunities e thost country also attract firms to establish
subsidiaries in the country.

Musa (2004) carried out a case study on KCB witlpleasis on how the bank has tried to widen
its network through expansion strategies within antside Kenyan borders in order to reach
more customers. Elizabeth N. Mulwa (2009) carried a case study on factors that have
motivated Equity Bank to move operations acrossléasrin Uganda, Tanzania and Sudan. She
established that the motivating factor was Acquisit However this strategy may apply to
Uganda, but not necessarily to the other countNessingle strategy can be applied uniformly

across multiple subsidiaries and yield similar ssdevels.



Muia Benard (2009) carried out a study on critisatcess factors as a strategy of enhancing
corporate performance of Equity Bank. Business renments differ from country to country
and factors considered critical to business suctesse country may not apply in the same
manner to another country.

To date 10 Kenyan banks have established branchE&\C countries and South Sudan. The
Kenyan banks have subsidiaries with 223 branchesatipg in the region. An analysis of the
performance of the banks based on number of branchenber of employees, assets, loans,
deposits and profits also reveal that the subsefidrave a total of 3,760 employees; total assets
stand at Kshs. 195.6 billion; gross loans of thiesgiiaries are worth Kshs. 89.4 billion; gross
deposits are worth Kshs. 152.5 billion; while régied profit before tax stands at Kshs. 2.3
billion.

The research question then is ‘what are the ckiitacess factors of Internationalization of the

major banks in Kenya'?

1.3 Objective of the Study

i). to determine the critical success factors behhe Internationalization of Kenyan banks.

ii). to establish the role played by Culture in theernationalization of Kenyan banks.

1.4 Value of the Study

The result of this study will help banking instians to appreciate their competencies that make
up their critical success factors. The banks wikrt be able to know where to direct their

resources with a view of sustaining and advandmeg tompetitive edge.



The study will also help other financial institui®to harness their competencies in formulating

appropriate strategies of Internationalization tiedt apply to their situations.

To academicians, the study will provide more oppaty for further research since it will
contribute to the development of Literature on tkeasons how firms carry out successful

Internationalization.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction.

This chapter looks at the literature on the critgaccess factors that have led to the successful
internationalization of the major banks in Kenya.

A review of the concept of Internationalization idiscussed. Three approaches to

internationalization namely, the stages approabk, économic approach and the networks

approach are discussed in detail. At the end otliagter we look at the specific critical success

factors behind the successful internationalizatmin the major banks in Kenya, namely

Organizational culture; Management Culture; Tecbgpland Innovation.

2.2 Concept of internationalization

Internationalization is the process of increasingplvement in international operations across
borders (Welch and Loustarinen, 1988) and it cosagrboth changed perspectives and changed
positions. Thus internationalization is a major ésion of the ongoing strategy process of most
business firms. The strategy process determinemigeing development and change in the
international firm in terms of scope business idaetjon orientation, organizing principles,
nature of managerial work, dominating values andseoging norms.

In a survey of academic researchers in strategicagement, Lyles (1990) argued that the
internationalization theme regarding global contpeti was viewed as the coming decade’s

most important area of strategic management rdsearc



Firms tend to internationiale for several reasons; too dhteome market, external initiatives to
spread the product, bBuinto the busness concept, for personal reasons, out of abémce etc.
For a more thorough discussion on the matter aofames for intenationalization we refer to
Mattson & Hertz, (1988).

Choice of markets usually done after thorough market researchetdags a more simple task
than it was some years ago, most numbers and &bcst markets and countries are easily
obtainable through the Internet or specializedaegecompanies.

To sum up, most authors (Her 1991& ,Malhotra 1999) conclude that the choice of market
should be inuenced by the following factors; size of markestomer buyng power, consumer
preferencesn the specit county and enty barriers.

Other issues thianight be ofimportance depeimalg on wheran the world the market entry will
take place are based on cultural and languétgrehces as well as political stability.

The existencefoa working techical and distribubn infrastructue canfor most companies also
be important aspects. When it comes to strategyhe nternatonal epansion it is usually the

mode of entry that attracts the most interest asdurces from the planning.

2.2.1 Stages approach

The stage models converge on the idea that intenaization is a linear and sequential process
composed of whole of stages ‘chain of establishi{@utviello and McAuley, 1999).

The researchers distinguish two ways from analgkiaternationalization in this approach: the
Uppsala model (Johanson and Vahilne, 1977) and rthevation-related internationalization

model (Bilkey and Tesar, 1977; Cavusgil, 1980; @¢#en 1982; Reid, 1981).
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However, many researchers (Boutary,2006; Etrill2@)4; Gankema edl., 2000; Pope, 2002;
Torres, 2004) carry to the need of reviewing theegal range of these models (Axinn and

Metthyssens, 2002).

The Uppsala model was developed initially by thee@avsh school of Johanson, Wiedershiem-
Paul and Vahlne (1975 & 1977). We can retain twiaggpal concepts of their contributions:
learning process and psychological distance.

Analyzing intenationalization as a proess of grdual leaming, this model places the experience
gained gralualy asthe key ofthis intemationalization (Johanson and Vahine, 177).

Thus, by integrating knowledge dewn from this experience on the foreign rarkets, the company
feeds its decision-making process.Internationalization then beomes the result of a seies of
incremental decigons.

These athorsnote, accading to their studies of te Swedish firms, that hey fdlow a sequetial
process mde up of four stages: atvities of irregllar and opportunid exports;export via an

independent agent, egablishment of subsidiaries of sde; and productioin theforeign courry.

The secad pincipd contribution of this madel relates to he psychologicd distance.lt refers to
the whole of the cutural andlinguistic differenceshaving aninfluence onthe information flow
and the decisimm-makingin the intemational transations Indeed Jdhansan and Vahine (1977)
use this cancept to expain that as the intemational experience ircreasesthe psychologicd
distance whichsepaatesSME from the new foreign territories reduces.

This reduction in the psychologicd distance favarrites a vider progresson and a more canplete

useof the opportinities offeredby the variouknown cauntries

11



The malel of innovaion (I-model)defines nternatioralization as a process hose sages ca be

similar with those aoption a product new Roges, 1962, ited n Gankema, ¢al., 2000; Gemse
et al., 2004; Li et al.,2004). Inded, a cetain number of aithors reained this vision to cescibe

the internaionalizaion of SME. The mostknown models ae those of Blkey and Tesa (1977),

Cavusgl (1980) and Reid (1981). All these models mnsider that eachstage to ke crossd

congtitutesan inrovation for the conpany (Gankema ¢ al., 2000, Gemse et al., 2004; Li et al.,

2004). Differences are beng locatel in the toice ofthe stagestheir number and in the initiating

medanism of internationalization of SME.

Leonidou ad Katskeas 1996) siggesed hatthe dages otthe variaus madels fdling under this

approach can be simmarized with threephases

First, Re-engagement: firms intereding only by the national market; firms serously planning to
export; firms having drealy exported bu donot b it anymore.

Second, thénitial phase firms implying in an irregular way m export while having the mtential
to exendtheir activties alvoad.

Third, the @vancedphase: firms exporting reglarly with an experience exteded abroad; firms
consdering of oher forms of engagemeaet to the intemational one.

Howevae, it's important to note hat the models rdated to this vision reman very close  the
Uppsda model of which they presere the twobroad principles: gadual implication of the firms
and existence of the psytological distance overcome by the experience dtained from the

foreignmarkes.

12



2.2.2 Economic approach

A secor approad of explanation of the intenational devdopmentfinds itsorigin in studies of

authors whose coributions can be dtached to those n econonic sciences.Khayat (D04) points
out some waok of authors whose catributions can be d@taded to this gpproach:

Penrose (1959) adinced that the indivisibility of the productre resources explained tlair

chronic unde use whet could encourge thefirms to extend their market abroat¥lontgomery
and Wernefelt (1991) compdted this arelysis and notd thet certain resources are specific and

can be employed only for iain adivities.

Conveeely, cerain resources of a firm can be critiel and influerce its growth and the akets
which it can penetrate: the lack of resources financial, physical, the lack of opportunitie and the
insufficiency d the manageria capabilities canlimit the international actiwtof SME (Penrose

1959; Madhok 1997)

Most recently, Ruzzer et al., (2006) summerize the principl theoetical currens alvanced in the
economicapproach. They identyt

The theory of internalzéion according to which tB companies can etend their activities to
internatiordl levels within opegtions of vertical integration (Buckley and Cas®n, 1993; 1995,
The tiansactions coss theay: internationalization, in particular its forms, is sen like the reult
of a choice nade by the company diween the internaligion and the extenadizaion of the
actvities. This theoy corstitutes a prolongation of the theoryfahe internalization and vas

developd by Williamson (1975),

The electic paradigm(OLI) (Dunning 1988 2000 is baseal on tle interndizaion theory; it
stressesthree types obdvanbgesto explain internationalization:

13



First, Ownershipadvantages which are specific to theompany and reéted to the accumulation
of intangible asset (technol@ical capecities,experience, etg;

Second, bcation advantages eferring to the insitutional and productive dctors Illa
geaographical areg

And third, Internalzation addantages stemming fronamacities of the compny to mange and

coordinateactivities interrall y.

2.2.3 Networ ks approach

This gproach wasdevdoped from work of the Upsdas shool. Indeed, Johason andVahlne
(21990) re-exanined their previous model(1977) to prgosethe importance of the sition of the
firm in its network. They use the concepts useal in their original model and try to exphin the
motivations and kehaviors of internatnalization while placing the firm within a multilateral
framework mobilizing the rebtions intra and inter organizational.

Corsequetily, internationali zation is defined like anetwork devdoping through the commerel
opeitions carried out with other countries viae three dages defined by dhansan and Mattson

(1988): prolongation, penetration, and integration.

Prolongaion is the firs step sarted by the firms tointegatethe netvork. It is accorpaned by
new investmens for the firm.

The penetration fers to tle development of th positions d the company within the network
and theincrease of itsresaurces of @gagement

Integration constitutes a advanced stage vherethe firm is related to seveal national networks

which it must coordinat.
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The esablishment of financial, tecdhndogcal and commerciarelations with the oher adors o
the network makesit possble to the firms to extend their connectiors and to gradualy widen
their activities gart from their own territory until becoming international

These relations involve the firm in deliberaed but rot planned international relations (Johansan
and Mattson, 1988; bhansan and Vahine, 1990).

Thus, Johason and Mattson (1988) conceive internatiomlizaion as acumulatve pro@ssin
which the reldions ae estdlished, developed and mantained continuowsly in orde to atain the
objecives of the firm. For the authors, acompany can be onsidered as interational because
other companies of its network are internatiod. In their model, the progssve learnng and the

aqquisition of knowledge throwgh the ineradionsinside the mtwork take a gred importance

Other authors (Gemse et al., 2004 Coviello and Munrqg 1997 added thatntemationalization
can emerge fowing behavours influenced by a multitude d sodal relations and networks b
contacts in the processof internationalization. Gemser et al., (2004¥or example, distinguish
between two passble forms from interrationalization "go it alone"or co@eration. Theypointed
out thepresence and the importance otthe neworksin the two foms.

The neawork approach offers a new perspective for iterpretaton of the proces of
interrationali zation of the firm, particulaly whenthey ae the smdl firms whose menbership of
the networks is a fundamentalement tobe &le to develop takng into count itslimited

repurces
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2.3 Critical successfactors of I nternationalization

This section focuses in detail, on the specifidical success factors that have led to the

successful internationalization of the major conuiaibanks in Kenya.

2.3.1 Organizational culture

Organizational culture is defined as shared beliefdues, and assumptions that exist in an
organization. Organizational culture is a microtgrd of a national/macro culture. Every

organization has a distinctive psychological andnephysical space that it occupies in a society
or macro culture. Deal and Kennedy (1982) viewwreltas the dominant values espoused by an

organization that state ‘how we do things aroune he

Organization culture is the DNA of an organizatiaont always visible, but it controls the form
and function of what the organization ends up hei@gganization’s culture affects the
employees, suppliers, and customer behavior, dsaswelbommunity relationships.

The organizations culture has a powerful impactten member's morale and productivity. It
influences the organization’s image and communscaeés to its public. Also organizations
culture is influenced by leadership practices, rorand standards, rules and regulations,
attitudes and principles, ethics and values, padi@nd practices, structures and technologies,
artifacts and services, roles and relationships.

To facilitate these activities, cultural mandatestraditions are established concerning dress
codes, work hours, work space and facilities, t@rd equipment, communication procedures

and special language, rewards and recognitionsgli|s other personnel provisions.
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The resulting cultural behavior and activities amanifested in the outputs, such as products,
services, personnel or public information. Most M§NRave a cultural strategic predisposition

toward doing things in a particular way.

Four distinct predispositions have been identifiethnocentric, polycentric, regiocentric, and
geocentric.

Ethnocentric Predisposition: A nationalistic phdpsy of management whereby the values and
interests of the parent company guide strategisoers.

Polycentric predisposition: A philosophy of managetwhereby strategic decisions are tailored
to suit the cultures of the countries where the Mi€rates.

Regiocentric predisposition: A philosophy of managat whereby the firm tries to blend its
own interests with those of its subsidiaries orgianal basis.

Geocentric predisposition: A philosophy of managenvehereby the company tries to integrate
a global systems approach to decision making.

Globalization imperative: A belief that one worldigi approach to doing business is key to both

efficiency and effectiveness.

2.3.2 Management culture.

As MNCs become more transnational, their strategiast address the cultural similarities and
differences in their varied markets.

There are many ways of examining cultural diffeesh@and their impact on international
management. Culture can affect technology transf@nagerial attitudes, managerial ideology,

and even business-government relations. Culturectsffa host of business-related activities,
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even including the common handshake.overall terms, the cultural impact on internaab

management is reflected by basic beliefs and behavi

Here are some specific examples where the cuttueesociety can directly affect management
approaches:

Centralized vs. decentralized decision making. &#me societies, top managers make all
important organizational decisions. In others, ¢hekecisions are diffused throughout the

enterprise, and middle and lower-level manageiseagtparticipate in, and make, key decisions.

Safety vs. risk. In some societies, organizatialegision makers are risk- averse and have great
difficulty with conditions of uncertainty. In oth&r risk taking is encouraged, and decision
making under uncertainty is common.

Individual vs. group rewards. In some countriegspenel who do outstanding work are given
individual rewards in the form of bonuses and cossmins. In others, cultural norms require
group rewards, and individual rewards are frowned o

Informal vs. formal proceduredn some societies, much is accomplished throudarnmal
means. In others, formal procedures are set fordialowed rigidly.

High vs. low organizational loyalty. In some somst people identify very strongly with their
organization or employer. In others, people idgntifith their occupational group, such as
engineer or mechanic.

Cooperation vs. competitio®ome societies encourage cooperation betweenpibenie. Others

encourage competition between their people.
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Short-term vs. long-term horizonSome cultures focus most heavily on short- termzbas,
such as short-range goals of profit and efficiel@thers are more interested in long-range goals,

such as market share and technological development.

Stability vs. innovation. The culture of some caig® encourages stability and resistance to
change. The culture of others puts high value apvation and change.

These cultural differences influence the way th&grational management should be conducted.
The nearby International Management in Action, ‘iBass Customs in South Africa,” provides
some examples from a country where many internaktioranagers are unfamiliar with day-to-

day business protocol.

2.3.3 Technology and Innovation

Innovativeness refers to the firm’s capacity to egate new ideas, products and services for
foreign markets and its determination to developative solution to challenges it faces.
Increasing global competition and speed in develgnof new technologies has shortened

product life cycles and innovation intensity (Kans2007).

Shortening of Product Life Cycle (PLC) create netédarge R&D cost and at same time it
reduce the time where returns on investment inymbdevelopment can be earned back and
increase the market dimension where to share tkes.cMoreover, short PLC request high
innovativeness rate to launch new product versiortover the decline of original one (Karisen
2007). The innovation rate is related to global@atrate, and we can state that born global

company should develop new product or processgdt ttate to be successful in global markets.

19



Several Born Global researchers have analyzedethgaon between innovation and global start-

ups.

In Freeman et al (2006) innovativeness, togethén mioactive and risk taking are part of the
organizational culture that make the start up &essful born global firm. In Laanti et al (2006)
the main innovation is often developed before thatdishment of the company and is the
reason for the born of the company. Moreover, imtion is always related to the founder of the
company and their experience, emphasizing the itapoe of entrepreneurship, including
innovativeness, for the competitive advantage trmational small enterprises (Jones e Coviello

2005).

Knight and Cavusgil (2004) sustain that innovatiesults from internal R&D and imitation of
innovations of other firms. Innovation is regardimgw development in product and process, but
also on the approach of the company to foreign etarKFirm’s innovative culture, combined
with appropriate accumulated knowledge stocks, ederes the development or improvement of
products and new methods of doing business. Tinie sanovation culture also should facilitate

the acquisition of knowledge, leading to capalaesitthat drive organizational performance.”

The two authors suggest that due to their chanatitey born global company are entrepreneurial
and innovative firms that possess innovation caltur

During their analysis they find some kind of capiibs related to technological innovation.

First, Global Technological Competencies refersth@ creation of superior products and the
improvement of existing products, as well as greaffectiveness and efficiency in production

processes.”
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Innovation in all this stage can help to reach tmst, small scale manufacturing that enable the
global start-up to serve customers with specialieseds in different market niches worldwide.
Overall innovativeness can be considered a crittbaracteristic that drive the entrepreneur in

competitive international markets.

Second capabilities, Unique Products Developmeftect the creation of distinctive products to
build customer loyalty by meeting particular neéidsight and Cavusgil 2004). The strategy is
focusing on features’ product innovation, custorservice improvement or radical innovation

that distinguishes the company’s product from caitgrs in the market.

The third capabilities, Quality focus regarding “efforts to develop products that nwetxceed
market or customer expectations with respect ttufea and performance”. Quality can reduce
reworks or production remake or service cost, wbde increase value, market share and profits
in born global company with superior performance.

The importance of the capabilities mentioned alis\g@ving “evidence that all activities related
to innovation, R&D, knowledge development and cdpas leveraging play important roles in

positioning born global for international succef@shight and Cavusgil 2004).
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter illustrates the methodology used todaoet this in order to achieve the study
objectives. The chapter explains the research deadppted in the study and the target
population. It explains the sampling proceduresdusethe study, research instruments, data

collection and analysis procedures. .

3.2 Resear ch Design

The research design was a cross sectional surktharsample size was the ten top commercial
banks ranked on customer base. In a cross-sectianady data are collected at one point in time
to describe and / or explain something at that.time

Cross-sectional study describes the time framehichvthe study is conducted. It is typically
less expensive to conduct because subjects dametth be tracked over time as in Longitudinal
study. Also this type of analysis does not suffent participant attrition. Another advantage of
cross-sectional study is that data analysis canntamoe immediately after collection has
concluded. (Ary, Jacobs, Razavieh, & Sorense,198&)collected data was quantitative and
qgualitative in nature. The data was also d&sbkiaccording to ordinal and nominal

characteristics.

3.3 Data Collection

The study will use questionnaires designed usingnopnd closed ended questions. A
guestionnaire is a research tool composed of sestgus for the purpose of gathering
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information from respondents (Mugenda and Mugerl203). The researcher will use a
guestionnaire because the responses are gathesestéamdardized way and are more objective
compared to other tools of data collection. Itlsaelatively quick to collect information using
a questionnaire. Additionally, potential informatican be collected from a large portion of a
group. The questionnaires will be self-adminislerEhree categories of questionnaires will be

employed targeting different groups of respondents

3.4 Data Analysis

The data obtained from the interview guide wasya&al using Regression analysis method by
use of a Statistical Package for Social Scien{iSBSS) software. Regression analysis is the
study of relationship between variables. Regressam be used to understand how the world
operates, and it can be used for prediction. Imyewegression study there is a single variable
that we are trying to explain or predict, called ttependant variable, or response variable or the
target variable. To help explain or predict theategant variable we use one or more explanatory
variables also called independent variables origi@dvariables. If there is a single explanatory
variable, the analysis is called Simple regressibthere are several explanatory variables, the

analysis is called multiple regression (Perl,2008)

3.5 Instrument Validity

Validity is the accuracy and meaningfulness of refees which are based on the research
results. Gomm (2008) states that validity for astiument is about whether it gives accurate
measures about what it purports to be measufihg.piloted questionnaires will be assessed
for clarity and those items found to be inadequaterague will be modified to improve the

quality of the research instrument thus increashy face validity. According to Borg and
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Gall(1989), validity of an instrument is improvetrdugh expert judgments. As such, the

researcher will seek astance from her supervisors, to help improve vglidf the instrument.

3.6 Instrument reliability

According to Best and Khan (1980) a test is reiatd the extent that it measures what it

purports to measure consistently. Reliability refi precision, consistency and the accuracy of
the research instrument yielding consistent resuldata after repeated trials. A test- retest will

be done to confirm instrument reliability.
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CHAPTER FOUR

DATA ANALY SIS, RESULTSAND DISCUSSION

4.1 Introduction

This chapter presents analysis of data obtained fh@ respondents in the survey carried out in
ten top commercial banks ranked on customer basietermine the critical success factors

behind the Internationalization of the major baimkkenya.

4.1.1: Gender of respondents

Figure 4.1 Gender of the respondents

Gender of respodents

B vale

(The Researcher, 2013)

As shown in Figure 4.1 above, 100% respondentdim gtudy were male employees. This

implies the male employees in banks have maternalization opportunities of Compared to

their female counterparts.
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4.1.2: Position in the company

Figure 4.2 Position in the company

Position in the organization

B Manager

[ Assistant Manager
[ Receptionist

B Credit Officer

(The Researcher, 2013)

As indicated in Figure 4.2, the highest respondergse managers and the other positions were
evenly distributed. It suggests that manageexl hihe highest opportunity in working in
international arena, it thus implies that interoadlization in organisation does not take into

consideration even opportunities for all employees
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4.1.3: Department

Table 4.1.1 Department

Cumulative
Frequency Percent Valid Percent Percent
Valid Finance 1 11.1 11.1 11.9
IT 1 11.1 11.1 22.3
Operations 1 11.1 11.3 33.3
Corporate 1 11.1 11.1 44 4
banking
Credit 4 44 .4 44 .4 88.9
Research 1 11.1 11.1 100.4¢
Total 9 100.G 100.C

(The Researcher, 2013)

As shown in Table 4.1.1 above, employees from teeitdepartment were highest at 44.4 %

and the of departments were evenly distribatedl.1%.These results imply that though

there is internationalization in the organisatiomare focus is given to the credit department.
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4.1.4 Number of years served in organization

Table 4.1.2 Number of years served in organization

Frequency | Percent | Valid Percent Cumulative Percent

Valid 16-20 1 11.1 11.3 11.9

Yrs

11-15 1 11.1 11.1 22.2

Yrs

6-10 Yrs 5 55.6 55.6 77.8

1-5Yrs 2 22.2 22.2 100.d

Total 9 100.G 100.C

(The Researcher, 2013)

As depicted in Table 4.1.2,majority of the eaygles (55.6%) had worked with the
organizations for 6-10 years, 22.2% hadkedifor 1-5 years, another 11.1% had worked
for 11-15 and 16-20 years respectively. Thesalt®imply that the employees who have
worked from 6-10 years are more likely to have egmeed international working experience in

their banks
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4.1.5 Age bracket of respondents

(The Researcher, 2013)
4.1.6 Highest level of education

Table 4.1.4 The highest level of education

Frequency Percent Valid Percent | Cumulative Percer

—

Valid Degree 9 100.d 100.d 100.¢

(The Researcher, 2013)

As depicted in Figure 4.1.4, 100% of the resporsidr@d degrees. This implies they have

appropriate education for international assignments

ANOVAP

Table 4.1.5 Age of respondents’ vs number afyserved in organization

Model Sum of Square Df Mean Squar{ F Sig.

1 Regressior 459 1 459 1.0371 347
Residual 3.097 7 442
Total 3.556 8

(The Researcher, 2013)

a. Predictors: (Constant), Number of years in oiggion
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b. Dependent Variable: Age bracket

As observed in Table 4.1.5 above, it shows valge of 0.342, this implies that there is

statistically significant difference between dkat of respondents and the years served in

organization

4.2.0 Rateof Internationalization on organization culture

ANOVAB

Table 4.2.0 Rate of Internationalization on yearsed in the Organization

Model Sum of Squareg df Mean Square F Sig.

1 Regression 8.000 1 8.000 9.333 018
Residual 6.00d 7 .857
Total 14.00( 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya

b. Dependent Variable: Induction training given
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Table 4.2.1 Induction Training given

Coefficients”

Standardized

Unstandardized Coefficien Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 6.00(¢ 1.134 5.294 .00%
Worked outside -2.00¢ .6593 -.754 -3.054 .018
Kenya

(The Researcher, 2013

a. Dependent Variable: Induction training given

The above tables depict that there is significafier@nce between the employee’s induction

training and their working outside Kenya. The siigaint value being 0.018

Table 4.2.2 Rate of internationalization on inireg duration

ANOVAP
Model Sum of Squareg Df Mean Square F Sig.
1 Regression 2.722 1 2.7272 1.285 294
Residual 14.833 7 2.119
Total 17.554 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya
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ANOVAP

Model Sum of Square Df Mean Square Sig.
1 Regression 2.722 1 2.7272 1.285 294
Residual 14.833 7 2.119
Total 17.554 8
(The Researcher, 2013)
a. Predictors: (Constant), Worked outside Kenya
b. Dependent Variable: Whether training takes adegduration
Table 4.2.3 Adequacy in training
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5.167 1.783 2.89§ .023
Worked outside -1.167 1.029 -.394 -1.133 294
Kenya

(The Researcher, 2013)

a. Dependent Variable: Whether training takes aategduration
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As observed in Table 4.2.3 above, it shows a s2§4).this implies that there is statistically

significant difference between

rate of interaoadlization and adequacy of training .With

adequate training, internationalization is enhargiade the employees competence in working

in foreign arena is enhanced.

Table 4.2.4 Rate of internationalization

on riotabf staff on foreign assignments

ANOVA®

Model Sum of Squareg Df Mean Squar Sig.

1 Regression 1.389 1 1.389 .845 .388]
Residual 11.50d 7 1.643
Total 12.884 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya

b. Dependent Variable: Rotation of staff on foreagsignments
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Coefficients”

Standardized

Unstandardized Coefficienty  Coefficients

Model B Std. Error Beta Sig.

1 (Constant 1.50(0 1.57C .954 377
Worked .833 904 .328 919 .388
outside
Kenya

(The Researcher, 2013)

a. Dependent Variable: Rotation of staff on foreagsignments

As shown in Table 4.2.4 above, the sig value i88,.3neaning there is statistically significant

difference between

rate of internationalizatiod &otation of staff on foreign assignments. The

results thus imply that the rotation of staff bsngniformity in foreign assignments and

conversely enhances internationalization.
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4.2.5 Rate of internationalization on importance of culture on foreign assignment

ANOVA®
Model Sum of Squares Df Mean Squarg F Sig.
1 Regression 1.389 1 1.389 720 424
Residual 13.50( 7 1.929
Total 14.88¢ 8
(The Researcher, 2013)
a. Predictors: (Constant), Worked outside Kenya
b. Dependent Variable: Importance of org culture
Table 4.2.6 Importance of Culture
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) .500 1.701 294 T77
Worked outside .833 .982 .305 .849 424
Kenya
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Coefficients”

Unstandardized

Standardized

Kenya

Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) .500 1.701 294 AT
Worked outside .833 .982 .305 .849 424

(The Researcher, 2013)

a. Dependent Variable: Importance of org culture

As shown in Table 4.2.6 above, the sig value igDnTeaning there is no statistically significant

difference between rate of internationalization angortance of organizational culture

Table4.3.1 Rate of internationalization on orgation of team building sessions

ANOVA"
Model Sum of Squares Df Mean Squarsg F Sig.
1 Regression 4.50(¢ 1 4.50(¢ 3.316 117
Residual 9.50(¢ 7 1.357
Total 14.00d 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya
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ANOVAP

Model Sum of Squares Df Mean Squarsg F Sig.
1 Regression 4.50( 1 4.500 3.314 1P
Residual 9.50( 7 1.357
Total 14.00d 8
(The Researcher, 2013)
a. Predictors: (Constant), Worked outside Kenya
b. Dependent Variable: Team building sessions
Coefficients®
Standardizeq
Unstandardized Coefficient| Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5.833 1.427 4.088 .003
Worked outsidg -1.500 .824 -.5671 -1.821 A179
Kenya

(The Researcher, 2013)

a. Dependent Variable: Team building sessions
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As shown in Table 4.3.1 above, the sig value i9%.theaning there is significant difference
between rate of internationalization and teaniding sessions. Team building brings

cohesion among employees and thus enhancesatiteralization.

Table 4.3.2 Rate of internationalization on rate of team building sessions

ANOVA®
Model Sum of Squarg df Mean Squar F Sig.
1 Regression 4.50( 1 4.50(¢ 5.727 048
Residual 5.50(0 7 786
Total 10.00( 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya

b. Dependent Variable: Rate of team building sessio
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Coefficients?

Standardize

Unstandardized Coefficientdy Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 6.167 1.086 5.680 .001
Worked outsidyg -1.500 627 -.671 -2.393 .048
Kenya

(The Researcher, 2013

a. Dependent Variable: Rate of team building sessio

As shown in Table 4.3.2 above, the sig value ig®.Meaning there is statistically significant

difference between working outside Kenya and odtteam building session
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Table 4.3.3Rate of internationalization on attendance of sessions by employees

ANOVA®
Mean
Model Sum of Squares df Square Sig.
1 Regression| .889 1 .889 424 536
Residual 14.6671 7 2.095
Total 15.554 8

. Predictors: (Constant), Worked outside Kenya

(The Researcher, 2013)

b. Dependent Variable: Attendance of team buildiegsions

40




As shown in Table 4.3.3 above, the sig value iS80meaning there is no statistically

significant difference between rate of interoaslization and attendance of training sessions

Coefficients®

Standardized
Unstandardized Coefficien]  Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 4.333 1.773 2.444 .044
Worked -.667 1.024 -.239 -.651 536
outside
Kenya

(The Researcher, 2013)

a. Dependent Variable: Attendance of training sessi



Table 4.3.4 Rate of internationalization on understanding of more than three languages

ANOVA®
Model Sum of Squares df Mean Squarg F Sig.
1 Regression .056 1 .056 .034 .85C°
Residual 10.167 7 1.4572
Total 10.222 8

(The Researcher, 2013)

a. Predictors: (Constant), Worked outside Kenya

b. Dependent Variable: Languages spoken

Coefficients’

Standardized

Unstandardized Coefficienty Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 3.167% 1.474 2.145  .069
Worked outside 167 .852 074 19¢q  .85(0
Kenya
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Coefficients’

Standardized

Unstandardized Coefficienty Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 3.16% 1.474 2.143 .069
Worked outside 167 .852 074 19¢q  .85(0
Kenya

(The Researcher, 2013)

a. Dependent Variable: Languages spoken

As shown in Table 4.3.4 above, the sig valueQi850 meaning there is no statistically
significant difference between rate of interoaélization and knowledge of more than one

language. Where the employees in an organizatioe bkills in more than three international

language, internationalization is enhanced.
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Table 4.4.0 Rate of internationalization on importance of management culture while on

foreign assignment

ANOVA®
Mean
Model Sum of Squareg df Square Sig.
1 Regressia .889 1 .889 424 536
n
Residual 14.667 7 2.095
Total 15.556 8

a. Predictors: (Constant), Worked outside Kenya

b. Dependent Variable: Importance of Managemernticail

(The Researcher, 2013)
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Coefficients’

Standardized

Kenya

Unstandardized Coefficien Coefficients
Model B Std. Error Beta Sig.
1 (Constant) 1.66% 1.773 940 378
Worked outside .667) 1.024 239 .651] 536

a. Dependent Variable: Importance of Managemertiauil

(The Researcher, 2013)

As shown in Table 4.4.0 above, the sig value is 0.536 implying there is no

statistically significant difference between

rate of internationalization and importance

of management culture. Thus management culture is very key iermtionalization. Culture

includes

issues like

the organizational

philosophgrganization

chronicles,

open

communications, core values ,celebrations ,intemedlorking and commitment to learning.

Table 4.5.Wether employees have computer literacy

Response Frequency Percent (%)
Yes 9 100

No - -

Total 9 100

(The Researcher, 2013)
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As indicated in the table above, all the resporglerdre computer literate. It thus implies that
computer literacy has enhanced the rate of intenmalization. Computer knowledge enhances

information transfer and ability of the employeesvork in a global platform.

Table 4.5.1. Whether organization gives any formegbgnition to innovative oriented staff

Response Frequency Percent (%)
Yes 9 100

No - -

Total 9 100

(The Researcher, 2013)

The table above indicates that innovative oadnstaff are given recognition. This is deduced
from the 100% affirmative response. Recognition imnovations is thus  critical factor
enhancing internationalization. The results sugdglkat an organization that is looking into
internationalization must be innovative and an ingrt way of enhancing innovation is the

recognition of employees.
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Table4.5.2 Whether technology and innovation isimportant while employees are on

foreign assignment

Response Frequency Percent (%)
Yes 9 100

No - -

Total 9 100

(The Researcher, 2013)

All the respondents said that technology andvation was important in enhancing internationalaat
.The result thus implies that technology is a venijical aspect of internationalization ,and inseyxe

from efforts to internationalize an organization.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.0 Introduction

In this chapter, the researcher makes summaryeofriijor findings and conclusion. The chapter also

gives recommendations and suggestions for furtemarch.

5.1 Conclusion

The study revealed statistically significant eifince between bracket of respondents and the
years served in organization ,the sig value @&%42.The study shows that there is
significant difference between the employees itidactraining and their working outside
Kenya. The significant value being 0.018. Moreoiwavas found out that there is statistically

significant difference between rate of interoaslization and adequacy of training

On the Rate of internationalization on rotatarstaff on foreign assignments ,it was found
that the sig value is 0.388,meaning there isstatistically significant difference between erat
of internationalization and rotation of staff fameign assignments. The study also investigated
the relation between the rate of international@ation importance of culture on foreign
assignment. The sig value was 0.777 implying tlveas no statistically significant difference

between rate of internationalization and intgace of organizational culture

The study also examined the relation between tteeafalnternationalization on Management

Culture beginning with the rate of internationaliaa on organization of team building sessions
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the sig value was 0.005 meaning there is significdifference between rate of

internationalization and team building sessions.

Secondly, the study examined the rate of internatipation on rate of team building sessions.
The sig value was 0.048  suggesting there issstally significant difference between
working outside Kenya and rate of team buildingsemss. On Rate of internationalization on
attendance of sessions by employees, the studyl founthat there is no statistically significant
difference between rate of internationalizatiand attendance of training sessions, the

significant value was 0.0536.

The study also examined the rate of internatioatibn on understanding of more than three
languages; it was found no statistically significadifference between rate of

internationalization and knowledge of more than targuage. On rate of internationalization
on importance of management culture while on foreagsignment, the study found no
statistically significant difference between  eratf internationalization and importance of

management culture, the sig value was 0.536

The study further sought to predict the relahip of rate of internationalization on teclogy and
innovation; it revealed that all the respondemése computer literate ,implying that computegricy
has enhanced the rate of internationalizations Ideduced from the 100% affirmative response,
recognition for innovations was found to be &i@al factor enhancing internationalization. Alleth

respondents said that technology innovation wgmitant in enhancing internationalization
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5.1.2 Recommendations

Of considerable importance for an internationalifess with operations in different countries is
how a society’s culture affects the values foundhe workplace. Management process may
need to vary according to culturally determined kvalated values. Although this study focused
on the spread of business operations of the majonercial banks in Kenya within the region,
one may be tempted to think that there is veriglitariance in Culture that could have an impact
on how business is carried out from one countrgrtother. However the sensitivity of the little
differences can determine the success or failur@a d@iusiness across borders. For example
religious differences that exist among the popatatithat are mixed together in the same region
require very careful management to enable the bemksaximize on the positives and minimize
on the negatives.

It is recommended therefore that Managers shouldiben adequate training on the various
diversities of culture in order for them to appeteithe differences that exist and effectively

manage across cultures.

5.1.3 Suggested further research

This study looked at three factors namely, OrgdimnaCulture, Management Culture and
Technology and Innovation and how they relate &sihiccessful Internationalization of the top
ten Commercial banks in Kenya. A study on how irdlial core competencies of various banks

would relate to Internationalization of the firmsudd be an interesting area of study.
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APPENDIX |: LETTER OF INTRODUCTION
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APPENDIX |I: INTERVIEW GUIDE

The interview guide will seek to achieve the follog/objectives;

1. To determine the critical success factors bettiednternationalization of the major banks in
Kenya.

2. To establish the role played by culture in thecessful Internationalization of the major banks

in Kenya.

RESPONDENTSDETAILS

PoSItion iN the Organization............o.o.iie e e e e e e e e e e e e eaeanas
Department ...
Number of years served in organization: Years......... Months:.............
Age bracket 18-30 )
31-40 )
41-50 )
51-55 :]

56 and abovD

Highest level of education

Degree[ ] Diploma__} Certificate ) Oleel )

(A)RATE OF INTERNALIZATION

1. No. of countries in which your bank has branchdsida Kenya?
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NonD onD tv@ more than t@

2. Have you ever been sent on assignment to any sé¢ thi@nches?

vest— no—

3. How long did the assignment take?

0-3 month§ | 4-6 months__ ] 7-12 mo 1 year{plus]
(B) RATE ON ORGANIZATION CULTURE
NO. | QUESTION Totally| Agree | Not Disagree| Totally
Agree sure Disagree
1. The organization gives induction training
before sending staff on foreign assignment
2. The trainings take adequate duration
3. The organization rotates staff on foreign
assignment regularly.
4. Organization culture is important while on

foreign assignment.

Suggestions/Comments on Organization culture
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(C) Management Culture

NO. | QUESTION Very | High | Average| Low Very
High Low

1. Organization of team building sessions.

2. Rate at which team building sessions are held

3. Attendance of such sessions by employees.

4, Your understanding of more than three

languages.
5. Level of importance of Management Culture

while on foreign assignment.

Suggestions/ comments for improvement

(D) Technology and Innovation

Are you computer literate? YE§ )

NG

Does the organization give any form of recognitioinnovative oriented staff?

esC ) No )

Do you consider Technology and innovation as ingyartvhile on foreign assignment? Y/N
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APPENDIX [I: COMMERCIAL BANKSIN KENYA

1. Kenya Commercial Bank Ltd.
2. Barclays Bank of Kenya Ltd.

3. Standard Chartered Bank Ltd.
4. Cooperative Bank of Kenya Ltd.
5. CFC Stanbic Bank Ltd.

6. Equity Bank Ltd.

7. Commercial Bank of Africa Ltd.
8. National Bank of Kenya Ltd.

9. Citibank NA

10.Diamond Trust Bank Ltd.
11.NIC Bank Ltd.

12.1 & M Bank Ltd.

13.Prime Bank Ltd

14.Bank of Baroda

15. Savings and Loan Ltd.
16.Housing Finance Company of Kenya Ltd.
17.Bank of Africa Ltd.

18.Bank of India

19.Imperial Bank Ltd.

20. Ecobank Ltd.

21.Family Bank Ltd.

22.Chase Bank Ltd.

23.Fina Bank Ltd.
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24. African Banking Corporation Ltd.
25.Development Bank of Kenya Ltd.
26.Gulf African Bank Ltd.

27.Habib AG Zurich

28.K — Rep Bank Ltd.

29.Giro Bank Ltd.

30. Consolidated Bank of Kenya Ltd.
31.Guardian Bank Ltd.

32.Fidelity Commercial Bank Ltd.
33.Victoria Commercial Bank Ltd.
34.Habib Bank Ltd.

35. Southern Credit Banking Corporation Ltd.
36. Equitorial Commercial Bank Ltd.
37.First Community Bank Ltd.
38.Credit Bank

39.Trans — National Bank Ltd.
40.Middle East Bank Ltd.
41.Paramount Universal Bank Ltd.
42.Oriental Commercial Bank Ltd.
43.Dubai Bank Ltd.

44.UBA Kenya Bank Ltd.

45, City Finance Bank Ltd.
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