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ABSTRACT 

Strategic thinking can be divided into two gm nts; strategy formulation 

and strategy implementation. lm lt:rn nt ti n of str tegy being the 

second pha. of mak it crucial stage in 

it nit ' organis tion behind strategy 

lll I ·11 w· · · in a manner that tightly matches 

r rate strategy implementation. However 

tm 1 m 1l ion of trategy cannot take effect until they take the shape in 

eli n like da · to day processes and relationships that exists in 

organisations. 

This research project sought to determine the challenges faced by the 

Ministry of Finance in their Strategic plan implementation and it al o 

sought to establish how the Ministry of Finance deals with the challeng 

in the implementation of the strategic plan. 

To chi ve th tat d obj c 1v a ca e tud ' r arch d \\' u 

da \ coli ct d in \. 

b in rv1 in on ri nd fi h of 

0 1 f m u 



Administration. The five Heads of Departments all responded making a 

total of 7 respondents representing 1 00°/o r spons rate. 

Content analysis wa u { tht ial which confirmed the 

cha11.ng ·. fa ·d t r l~in · n 1n lh ir Stral gic plan 

imp! ;rn ;nt ttion tru lur ommunication culture 

nnd r · ) ll n. 

1.:1 k f h m of service seemed to have been the most chall nging 

fa lor for inistry of Finance Strategic Plan Implementation. 

Communication also was found to be a major challenge ince lh 

Ministry does not have communication policy as well as lack of reward 

policy together with disparity in remuneration. 

While the inistry has dealt ~ ith the challenge by pr paring propo d 

ch m of ervice which have not b en approv d on h m lhod h 

ch m ha not addr d di pariti on h o h r hand, th ch m in 

r mun r tion prop rl '. 

Th r 1 n (I r mo 0 n on h m f n 

n n ·n u 1i ini 
. 
m n 
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CHAPTER ONE: INTRODUCTION 

1.1 Background 

Strategy is the dctermin ti n oal nd objectives of an 

nt rpri, , th a n ( ttr · of ' lion and allocation of 

r\'OUl'' lt 1 h oal~. It is a blueprin t of actions to 

ari ing out of the need to achieve certain 

tra egy has two main phases i.e. formulation and 

' implementation. t the formulation stage, the basic goals to b 

hie\ ed are set out. Strategy implementation, however, is th proce 

b \\ hich the strategy is realised by applying what was formulated. 

Implementation of strategy is important to any organisation a it unit s 

the organisation behind strategy, sees that activities ar done in a 

manner that tightly matches requirements for fir t-rat tral 

e.· cution 1 it al o generate uch determin d commi m n at ll 

or n1 that an nthu ia ic cru ad m 1 ' ut 

ri of uppor iv fits'. I p (2 5) 

on n h of impl mn 1 

300A. Th m 

f h k 

n 



negligence of daily business. It is evidently clear from the above 

discussion that for an organisation to b su c ssful it will need 

strategies. But these strategi od th y r implemented. 

A rdin to John >n. 

to b · 111 lin · 

I< . t d Whittin ton (2005) if strategic action 

tr· t gy; uch · ction takes form in the day 

r lationship that exists in organisations. This 

m , 1n..:; th l hou h need to be given to the way an organisation is 

d 'i n din terms of its structure and in terms of how people might work 

with each other in more informal relationships. It is important that 

compan T energies and efforts flow in the direction of strategy execution. 

The more this is the case, the more that strategy implementation stays 

on track. 

1.1.1 Strategy Implementation Challenges 

lthou h at impl m n ·ation •i \\' d a n int f 

n m nt proc ' lit 1 ha b n rritt nor r d n it 

0 1). lnd d k ff, un il h 

n . u h h -to-

ti n r 

l 



challenges as, amount of strategic communication from top to bottom, 

competing activities that destruct att ntion from impl menting decisions, 

changes of responsibility o t:ll1 n t cl rly defined, key 

formulators of n. n t pl ying ctive role m 

impl ·m ·ntHtion, f< umn 1 m nr g ment involvement not 

n u h k impl ·m nt' tion tasks and activities not 

r ource allocation, matching structures with 

kin performance and pay to strategies. 

'Olllrnuni ' ll · I · 

8 r proper! addressing the above challenges it is expected that the 

strategic plans will be successfully implemented. However, th 

challenges rna pose bigger problems for the public sector and the 

government departments and ministries given the nature of wide ranging 

stakeholders' needs ~ hich must be addressed b the ministri 

1.1.2 Ministry of Finance -Kenya 

1h 0\ mm n of n ra ( ) i compri d of v riou mini tri s. fl .. h 

0 ini tri h 1 own rol th ipul d in 

n Th ini of m n n of h k 

0 n1m n 0 K n h 

rna n n. 



The Ministry of Finance derives its mandate from the constitution of 

Kenya, Cap Vll Section 99-103 whi h pro id for proper budgetary and 

expenditure management of rnmll 1 fin n i 1 r sources. The main 

obj ctiv . of th · Mini il luh fcHJ ulnting finn i 1 and economic 

ound fis" 1 and mon tary policies 

nnd th · m 111 1 • nuc , xp ndilur s and borrowings by the 

1 0V ·1 nm ·n . II lp the Ministry achieve these obj ctives, the 

Minisll • i · dh i d in o fourteen major departments. These departments 

'- r pr urement. go ernment clearing agent, internal audit, in uranc , 

inve trnent and public enterprise, economic affairs, pension , debt 

management monopolies and prices commission, accountant gen ral, 

information technology, external resource department, fi cal and 

monetary affairs and budgetary supplies (www.treasury.com). 

Th economic development of Kenya ha experienc d a numb r of cl 

of rowth folio cd b downturn and ta na ion. 

ind p nd nc n 1 and 1 71 th coun r 

uch rowth r o b 

1 r s~ r 

mi 

ft r 

tO I 

·p ri n ~ d in 1 



services for public and private consumption due to stagnation. The 

changes from a controlled econom_ · to m rk t conomy popularly 

known as liberalization or ti u tur. 1 J\djuslm nt Programme (SAP), 

chang d th rol of ov rnr 1 1 1 ulntory r' th r th n involvement in 

businc. . of 

Perh 'l p (lll 

{c amp! ivil rv1c rationalization. 

rJ that ha b n most affected by government 

1 oli 'Y n in the Ia t two decades is that of Finance. As 

'lnt 'd in it, Iini rie Rationalization and Rightsizing Report of 2000, 

lib r liz tion of the economy removed many functions from th dir ct 

management of the inistry and redirected them mainly to the prival 

ector. (Government of Kenya, Ministry of Finance Rationalization and 

Right izing Report, 2000) 

The tructural Adjustment Programme ( AP ) ought to minimiz and 

ultimate! ' eliminate di tortions in the economy, \\'hich oft n pr v nt d 

ffici nt allocation of r ource Th pro ramm atm d mobilizin' 

. mulat rowth nd d v lopm nt throu h p up 1 
r ourc 0 

1 lV 

n nd includ d r form li th mon n r l 

p blic pd rit, in r 11 n 

u h Jl li 

d 

r im 



The 1990s was especially challenging to th Ministry. The demand for 

public services surpassed th r ur t to support th ir delivery. There 

emerged a budg t dcfi it th t tl w t t tin-H. Th gov •rnm nt resorted to 

domestic b01 wwi11 . lu 1 1 ff1 < t~ on th interest rates which sky 

rock ·t ·d t .. onomi performance. The issue of non-

m ed and some banking operations were severely 

\ ernment ~ as unable to service its external debt, which 

h·1d incr ed substantially. During the same period, public enterprises 

were performing poorly, thus requiring support from the government. 

To address these problems, a number of reforms were introduced. They 

were public finance management reforms, which are exp cted to 

streamline government revenue collection and expenditur . Th 

financial ector is being reformed to enhance mobilization of r ourc for 

mv tment. Th public enterpri e r form , which includ priv tis tion, 

ar public nt rpri to nh nc th ir p rform n '1 h 

ini p c d to provid d r hip o th r ~ nn 

n d ~ r h n in h 

n 

n 

m n t 



Ministry of Planning. Such papers as the Poverty Reduction Strategy 

paper (PRSP) and the Economic R ov ry trat gy for Wealth and 

Employment Creation (ER 

policy prioriti , that th ti 

7, outlin a number of 

• 1 t t 1u in d to pur u . 

1 h<' Mini ·tr , ltl i 1 

·nl of 

r qwr d to maintain revenue at 21 per 

i i expected to restructure expenditure to be 

r wth- ri nt d and pro-poor. The Ministry is also expected to reduce 

d ficit financing and maintain a monetary policy consistent with low 

inflation without compromising the recovery efforts. The e policy 

priorities demonstrate the challenges posed by a changing environment. 

It is expected that the Ministry will respond to such changes as and 

when they occur. 

The e broad objectives from the PRSP and ER WEC mad it n c s ary 

for th mini try to re- trategic and came up with it own trat ic Plan 

200 /5-200 /7 which i on oin . How v r thi tud m from th 

f: ct h t 

ch Jl n 

impl m nt tion i 

tudi don m 

impl 

o b f: c d \ ith v riou 

lth 

ordin to 

num r of 

11 



communication system, and implementation taking more time than 

originally allocated. These studie took pl in both the private and 

n was found in the 
public sectors. However, no 

Ministry of Fine nc management is a 

r lntivdy n ;w ph ·n n 1 in t h< Mini. try. rn fa t until th formulation 

of tlw urr ·nt J 1 1 th<~ Mini 1ry did not have any in place. It is 

thi~ ll ·k 

·tud'. It 

n thi u bjcct in the ministry that is the basis of this 

k o fill he knowledge gap on the challenges that may be 

fac din implementation of the current strategic plan. 

1.2 Statement of the Problem 

Strategy involves formulation and implementation. But good strategic 

are only as good as they are successfully implemented. Exp ricnce ha 

shown that good strategies have been written but very little has b n 

achieved in their implementation. Example are such rat gi as th 

Turkwcl gorge project, 'ayo pione r car, and in th mo t r c nt im s, 

th ill nnium D v lopm nt Goal ~.rhich hav all w 11 b n docum nt d 

but h ir impl m nta ion v r ucc ful. 'I h r. ilur of th 

m num r o ch H n hi h m , n t 

h t impl n n omm n 

ti n I 

n 



uncontrollable factors in the environment, major obstacles surfacing 

during implementation that were not anticipat d b forehand, inadequate 

resources, inadequate trainin t ff nd supporters of strategic 

decision leaving th durin r impl mentation. These 

chullcng<:. run b- ult c f a numb r of fa tors such as lack of 

fad quat resources, middle managers not 

involv ·d in [! t·mul i n hence do not understand it. 

The Ministry of Finance has developed its own strategic plan 200415-

2006/7 which is on-going. This is the first strategic plan in the Ministry. 

But it may be faced by various challenges in its impl mentation 

especially because it is a new development in the mini try. The 

challenges may be more complex for the Ministry due to the many 

stakeholders that expect it to respond to their need . They includ 

political stakeholders, social stakeholders and the economic nv1ronm nt 

in generaL Further, the high profile nature of the Mini t a a ourc of 

funding for activiti which ar cri ical to th conom.. m he tor 

th po 

ch II n 

ch 11 n to h ucc ful 

m r b uniqu to th mini 

n in K n 

ic impl m n . ion. 'I h 

', or could imil r to h 



unsupportive culture, lack of good leadership, matching structures to 

plan, lack of adequate resources, un upportiv communication system, 

and implementation taking mor timt th n rigin lly llocated. 

The only study amon n n l l l n n public s tor was by Koske 

(2003) don<' nt 'I lk >n n ' . • o far, th r is no evidence of a study 

cnrri ·d >ut (>tt t hi u - in th Ministry of Finance. It is this gap that 

is th · motiv 1 i n r undertaking this research work. 

Thi, 'ludy h t\ ·o rc earch questions it seeks to answer: -

(i) Ha the 1inistry of Finance faced any challenges in the 

implementation of the strategic plan 2004/5-2006/7; and 

(ii) What intervention measures has the Ministry put in plac to deal 

·with these challenges? 

1. 3 Objective of the Study 

This study has two objectives:-

(i) To determine the challenges faced by the Mini try of Finane m 

their trat ic plan implementation; and 

(ii) To bli h how th mini try of fin nc d vith h h 11 n s 

f: c d in h imp! m n tion of th ic pi n . 

1.4 i nific DC of the R reb 

li II in num r 



The Ministry of Finance or other publi in t.itutions may find the study 

valuable as it will give them 

implement their strate i u 

t:t1er p"r p tiv of how they can 

To 1h . oth ·r ' If b<, r V' Jur bl platform for future 

1 in to bridg the gap between formulation and 

impl ·m ·nt1 ·i n . 



CHAPTER 2: LITERATURE REVIEW 

2.1 The Concept of Strategy 

Strategy may be said to den t ent r 1 progr mme of action and 

deployment of emphc :-;i . r fl ~cmr< ~ to U in compreh nsive 

obj tiv .. Dif~ •t ·nt . (,. voriou. d finilions. This can be traced 

f1 ow h tn II ;r cfcfin d tratcgy as determination of the basic 

g) ll ' lll i k of an enterprise, the adoption of the courses of 

ti n nd llo ation of resources necessary to carry out lh s goals. 

Andrew ( 1965) defmed strategies as pattern of objectives, purpo s or 

goals and major policies and plans for achieving these goals, stated in a 

wa to define what business the company is in and the kind of company 

it is to be. Mintzberg (1978) also described strategy as a plan, ploy, 

pattern, position and perspective. Strategies, as such may be aid to 

types of plans. which have certain objectives to be achicv d. It rna 

include methods and procedures of doing or p rforming activiti to 

reach the de ired oal . 

n off (1 0) d fin d trat a of d ci ton m kin rul f 

ui of or 
. ion 1 b h vi our. 0 nd 

nc m 
r 

(l ) 11 h cri · f 

u 

m nt . r 



activity that must take place within th limits of an enterprise financial 

and other resources. 

Recent writer. have 

and Stt icklan 1 ( 

h n "· 1 ic u. h rinition of lr l gy. Thompson 

1 .t1c a th g· m' plan managem nl i 

w~in • to k onducl it operation, attract and 

111 1 he 1 compc e ~uccessfully in order to achi v 

bjecti c . According to Johnson and Scholes (2002), 

·trut · 1 the proce s that matches resources and activitie of 

organi ations to the environment in which it operates. 

In summary strategy may be defined as a blue print of activiti to b 

done in an organisation arising out of the need to achicv c rtain 

organi ational objectives. 

2.2 Strategic Management 

Th natur of tr t , I for:mula ion nd impl m n ti n. J 1 Hv I , 

br 
. id n ' f , f: ilur nd 

pro or Ill on 0 

O' r h Th h 

. 
ul r of 

mn omm1 op u n . 

( 



and Strickland (2001) states that it is a managerial process of forming a 

strategic vision, setting objectives. rafting str t gy, implementing and 

executing the strategy and th n cr timt initi lin wh tcvcr corrective 

adjustment in the vi ion, 

appropri, t . Thu , m~ rw m n1 ha two phas s namely; 

pl wnin, 10 im1l · 11 n 

Plumin-. i the e. erc1 e by which organizations d t rmin what th y 

want t chie\·e and how they would achieve it. Chandler ( 1962) defined 

strategic planning as determining the basic long-term obj clive and th 

adoption of courses of action and the allocation of resources nee s ary 

for carrying out those goals. Pearce and Robinson (2006) ay th t 

strategic planning examines the types of long-rang obj ctiv and 

specify the quality of objectives and must provide ba i for dir ction and 

evaluation. 

p rc and Robin on (200 ) umm nz 1 b autifull h it i ,h t 

camp nr do nd ho\, i ac u II ' it If nd 

co it comp ti iv b ttl Ill t 

0 th ir urn of d n mi n h i1 

n i n n . 



Implementation is the second part of strat gic management. Mintzberg 

(1978) defined strategy implementation rrying out predetermined 

strategic plans. De \'itt nd Mt t r ( 1 4) oullin d strategy 

implementation a th 

'lh<' tbw· 

imp[ 'Ill 'Ill 1Li I f g1 

l ht( h :il rnt gi" and polici ar put 

of progrum:-;, budg •t and proc dur s. 

hdr d finition ' round the process of 

ub, quent ' ri ers like David (2001) states that, lr t gy 

implementation 1s an activity which focuses on cffici ncy m 

organisations. It is an operational process that requir s sp cial 

motivation and leadership skills; it requires good coordination among~ w 

individuals and managing forces during action. Thomp on and 

trickland (200 1) stress that strategy implementation ntails conv rting 

organi ation trategic plan into action then into r ult . In impl m ntin, 

th trat ic the organi ation ar con tantl fac d with h II n m 

th 1r n ironm nt and h ' ov rcom th m in U1 pro nd 

Robin on (2005) r inforc thi ri w. Th ' h t impl m n ti n 

thou ht in o 

n 
n 



such as leadership, communication, culture, structures and control 

systems are put in place at this point. 

Implementation of, trat • im' t ri :i f t tivilics. Th s activities 

or ompon ·nt v t n lin on th v· rious authors. Thompson and 

Stri klnn i ( ) >I) principal fa ks of strategy implementation to 

in ·I 1 :t-; uildin c pable organization, allocating ample resources to 

·trul ~' riti al acti ·ities, establishing strategy supportive policies and 

pro dures, instituting best practices and mechanisms for continuous 

impro ement. relying on middle or lower level managers to get things 

done. installing support systems enabling personnel to carry out th ir 

strategic role successfully, tying rewards and incentive tightly to 

achievement of key objectives, creating a strategy supportive cul ur and 

exerting strategic leadership. 

According to Pierce and Robin on (2005), trat imp I m nt tion 

involve tran Ia ng trat into uid lin for d il op l tion of 

firm' m mb r I li nin tra wih h firm 0 b com n • fi I 
1 •• arm 

nd nd in impl 
. h 

lu ton m n n a m' 

di t nd con I c ion nd ou om r d dju t 

0 lll n l m in r 



m place to ensure compliance. The' summarise these elements into 

three main components namely; the tru tur , 1 d rship provided by 

Chief Executive Officer and k ' m. n t r~ nd th fit b tw en strategy 

and firm's cultur 

Dnvicl (200r:) 

A' ordin T hi 1 

imp! m n1ntion in a management perspective. 

' implementation involves stablishing annual 

obj tiv , d d ·ing policie , allocating resources, alerting an existing 

or ani ational structure restructuring and re-engineering, r vi ing 

reward and incentive plan, minimising resistance to change, matching 

managers with strategies, developing a strategy supportive cultur , 

adapting productive/ operation processes, developing an ef~ ctiv human 

resource function and downsizing if necessary. The discus ion has 

looked at strategic formulation and implementation a two unr lat d 

activities in strategic management and that one up r d th oth r. 

However there is a n w thinking to thi ffi ct. Th cur r n opinion of 

mo t writ r and m na r uch 

impl m n tion mu t not b v1 w d 

m n m nt but r th r complim n 

k mu 

t 

k 

UJ 

I 

nnin 

of 

nd 

n 



facets of strategy formulation and implementation are not seen as 

separate processes for different peopl / 1 v ls within the organisation. 

According to him, the implement ti n model ~ hould n ither be linear and 

prescriptive, nor are ulnfi n nn impl m ntation dif£ rent 

<#, ht, 'y ', impl m ntation is far too 

pr criptive linear models. lie says that in 

implementation issues and make the right choices, 

phos s of u . t nt · 'Y . 1 hi 

(0t11pl . 

ord ·r to m 

it i nlial that researchers and practising managers hould place 

lhem eh e m a position where they can make informed judgements 

about the process of strategy implementation, rather than following 

read r made solution. To be able to do this, Okumus says that manag rs 

and researchers are to employ a holistic approach to viewing th 

formulation and implementation of strategy and then evaluate how th 

implementation factors interact with each other and how th y impact on 

the process. 

2.3 Communication in Strategy Implementation 

ommunic tion 

h lp 

nd b 

( 

h t 

from\ 

n im 

) 

th flo • of inform ion rithin 1 or m · ion. It 

in l 

riou uni n 

n n . 



They came up with the conclusion that one major reason for failure in 

strategy implementation is lack of ommunication from the top 

management. They advocated inv I L:tn n1 f th tr t gic (implementing) 

managers in the plannin. nsur gr at r degree of 

impl m ntation of 

"' q ont· nu1unic ion was also the basis of Forman and Agenti 

(200 ) tudy "·hen they reviewed its contribution and influence in 

impl mentation. reputation and corporate brand. The r s arch took 

place in fi\'e firms and the results revealed that whenever strong 

corporate communication existed employees understood what they w r 

required to do leading to better results. Forman and Argenti wer able to 

link the success story of the five firms- Accenture, Dell, F dEx, John on 

and Johnson and Sears- to excellent communication y tern . Th li t d 

the following as the best practices in corporate communication and 

which e.·i ted in the five firm a folio.,, ; (i) a clo ali nm nt b w n 

th corporal communica ion func ·on nd th imp! m nt lion of 

hi f J. cutiv ffic r th b t ~ p m ru u [I 

th t communi tion function (iii) ~ u on 

n pu ion, (iv) nc ( ) l 

u 0 infl rm ion n 11 (\I) 

mmuni ti n n 



A study done by James Schaap (2006) also underlined the importance of 

communication as implementation ompon nt. Th study done in the 

Nevada Gaming Industry ou ht t find out th r l tionship between 

strategy implementati n . n i rolt of .· nior-1 vel 1 d rs. One of 

th halkn 1 C id uti • 1 . · po . ihl inf1u n e on succ s was 

·o muni('dion. r hI in th 1 udy, Schaap (2006) had one of his 

h polh 1 · m lo who understand and agre with company's 

n ·ill most likely have a higher commitm nt to th firm's 

u es than emplo ees who do not know or agree with it." Th tudy 

concluded that organisations that had better communication 

mechanisms were far more successful than those that did not have. Th 

successful leadership, he said, largely depended on the fr quency, d plh 

and communication support exhibited by the seniors to lh junior . A 

such, the study identified communication as a major ch 11 ng m 

successful strategy implementation. 

From the abo\' di cu lOll it 1 quit cl ar that communi a , ion I~ ' 

m jor tool for th impl m nt ion o To u R p ( 0 

ord , commum on hould cov r on 

p r:formin n quir m nt k nd u f l 

. impl m nt n. 
I 



2.4 Structure and Strategy Implementation 

Organisational structure m ' s the fr m work of roles and 

nn i horizon tally within an 

't thn t h lps in mooth flow of 

f dire .tion and purpos . Kumar t al (2003), 

reporting to r 1< tion hi 

orgnni. ution. 

work Elltd ·rt 11 

l llll \\' ' 

· on of oil and ga industry in Norway in which th ir 

me up \ ith model (structures) that ensured ef~ ctiv and 

effi ient trate implementation in their work, they examined and 

analy ed two different strategies within Norway Oil and as Indu try. 

Kumar et al (2003), identified certain factors as stated by th 

respondents which were responsible for th ucce s of strat gy 

implementation as factors related within and bet\ een manag m nt nd 

per onnel i.e. culture and company, communication, tru t and di Io u , 

op nn and commitment, I v I of turnov r of p r onn nd 

combination of p r onn I, m na m nt nd p rform nc d C or 

I. . man mn philo oph r mutual ndin , li nm nt f 

obj on rfonn n ', nvi~ nm n 

q (H mind t); 

nd ri in m 

m tmpl m nt n 



Okumus (2003), attempted also to com up with a workable structure 

that would increase success of trat impl m nt tion. According to 

him, the answer to succe ful i nt lion lny in oming up with a 

model that i ali-in n hI . hcmld b' vi wing formulation and 

impl m ·ntation o and not diff, ·r nt pro , nsuring 

thnt th · impl m r and p -r~onn ·1 ar · part and parcel of th 

hrough hi , adequate measures for control and 

orr ion can be put in place. He came up with a mod 1 which i 

r produ ed belm ·. 

Fi re 1: Strate 

F.~al Co•nnt (a) 

Ell•"'*"<u<ul ~ • ..., sr:an~.m-~ 

j lalff"UI Co•rur (b.c,d) 

I 
OrpalalioulstnKNn Cpc-r-..~ a de<:; 

Orpabolioulnlnln loa ........ , 

-------------------

ran z o ), 

ion • 

1'1 
n h 

. 
n J. 1 



Okumus explains that the framework can be used in retrospective 

analysis of past, current and future a s of tr t gy implementation. 

2.5 on nd ulture 

t m of har d bcljefs, values and norms. 

n h it own corporate culture either by design or 

m . P iti ·e corporate cultural practices within an organization 

h v po iti\·e impact on employee performance. 

Earlier \\Titing by Beaudan (2001) on "Leadership of the trategy", 

suggested that failure of strategy was often when strategy and cultur 

were at odds. He says that culture always wins. He identified thre k y 

areas in addressing culture. These were:-

(i) How are peoples' current values and b lief conn ct d to thi 

(ii 

(iii) 

trate r?; 

How i th trat ali n d with our cultural norm ?; nd 

\Vh t 1 d rship b haviour viii n d o h n in ord r to p v th 

for uc ful impl m n 'on?. 

in hi tu im m n- n in m un 

r n 

. I 



implementation and sought to identif why there was considerable 

success of implementation at th ora ni ntion. His research was 

informed by two documented f< the t impkm ntation success rate is 

as low as b tw n 1 n (% nf int 'nd d str tcgy; and most 

mnnag<:r sp ·ut t formulation, making impl m ntation to 

COlllG Otll Ill ll I h U ht. 

fac s: he carried out a research, and the results w r 

uch that one of the reasons attributed to success so far at Colza wa 

culture. Raps (2005) says, "corporate culture creates, and in turn, is 

created by the quality of the environment; consequ ntly, cultur 

determines the extent of cooperation, degree of dedication and d •pth of 

strategic thinking within an organization". In thi r gard Raps (2005) 

sa ·s motivation of employees is very important a it dct rmin th 

potential and force for a significant chan c within th corpor tion 

2.6 Challenges of Strategy Implementation 

Th impl m n ion of h n norm u lnlJ t n n 

ni 
. on u n 

or 

lu 

im n n n Jl l 



Researches on challenges of strategy impl m ntation, has been done by a 

number of scholars. Raps ( 005) fl r . n1pl , whil writing on strategy 

w r ; commitment of 

top manr gem ·nt, iov 1. lc mr no r':-> valuabl knowledge, need for 

·owruuni · 1tion. 
. 
111 poin1 of view, clear assignment of 

t" ·~p Hl •tbtli i ' . against change barriers, emphasize 

l ·umw rk · ·itie . respect the individual's different characters, tak 

'ldv nt cre of supportive implementation instruments, and calculat 

buffer time for unexpected incidents. 

\Vhile discussing the above, he points out that the mo t important thing 

when implementing a ~trategy 1s the top mo t manag m nt' 

commitment to strategic direction itself. Therefore, top manag rs must 

demonstrate their ' illingness to give en rgy and lo •alty to th 

implementation proce . This demon trabl commitm nl b com a 

po itiv ignal for all th af[l ct d organizational m mb r . 

R p ( 005) in poin ou th lh middl m n h 

. tion of 
In 

h th ir iU 

. n 'II n 1 ir th 
n 



process. As such to increase implementation success these managers 

should be included in the formulation pro s. 

Effective eommunic 

·m1loy·· 

d ·Ia ·d until h- ch 

nl:iO b n id ntifi d s a key 

( ri( t1<. ( ha. :->hown that communicating to 

IO th trat ·gy implementation fr quently 

have already crystallised and that to deal with 

lhi 'ri i a1 ...,ituation an integrated communication plan mu t b 

dev loped. uch a plan he says is an effective vehicle for focu ing th 

emplo ·ee's attention on the value of the selected strat gy to b 

implemented. 

Raps (2005) say that often a challenge imposed on impl m ntalion i 

that it is rarely integrative. He says that there is over- mpha i on th 

tructural aspects and reduce the whole effort down to th or ni tion 

c. ·erci e. It i , thu , danaerou to ignor the oth r xis tin compon n s. 

H id nti 1 d cl r nm nt of r p n i bi li i \V ) 0 110 h l 

ch 11 n ccordin to n ibiliti qui 

. In ddi ion th n ibiliti 

I uni 
. n 1 

ti n 
n 

m t 

n II n n I 



structure. Over- bureaucracy may also be experienced thus ending up in 

a disaster for the whole implementation. 

Change barrier have al 

th8t it L n '1 ·at h tll 

n i hn1if1ld ns n m j r h 11 ng. Raps say 

, 1ru1 gy impl m nt lion on how to d al 

111 11 ' d 

f h( afC 1 d man' g rs. Il is therefor necessary 

f (! rmulation that barrier are identifi d and properly 

n ·i their potential impact without under stimaling any. 

T am'i\'Ork plays an important role within the proces of Lralegy 

implementation. Hm: ever, the challenge is on how to d v lop it. 

Differences in personality must be adequately addre d to r mov 

serious inconsistencies on how strategies are under toad and act d on. 

Re pect amongst individual may be a major chall ng . R p a th 

fir tl •, con ideration regarding p ople hav 

impl m n a 'on, and condl , th individual b h vi u1 of th 

to k n into accoun . H h 

nd i 1flu n impl m n 

nd h 

n. Thu 

fi 

im n 

IC 

n 



Other challenges that he identified are taking advantage of supportive 

implementation instruments and th tim 

incidents. Two implementation in trumcn1 :s 

llow nee for unexpected 

balanced scorecard 

and supportive oftw r Jufi, t • 'f'h ~nhnn th implem ntation 

, u , , rat·. Al 1' j, nc for im pl m ""nl lion to go b yond 

Ow hi • Jt. sugg ', ted, is attributable to an 

n n h part of many executives who do not hav a 

u d ·1e on the complexities involved in implem nling 

'lr l ie and on the general process to deal with the e multifac l d 

omplexities. 

Forman and Argenti (2005} also identified key success factor which hav 

alwa 'S posed a challenge to organizations. They outline the elcm nl as 

alignment between function and strategy implementation, b t 

reporting structure, focus on brand reputation, import nc of int rn 

communication, innovati ' u c of in forma ion t chnolo , nd th 

function a an art and ci nc . 

Th h v id ntifi d probl m ir 1il ,o d 

h 11 n li l in l 1 

ni d ( h l 

m11 I n 

m~ r m 



coordinated, competing activities and cnses took attention away from 

implementation, the involved employe h d insufficient capabilities to 

perform their jobs, lower-le' 1 m d quatcly trained, 

uncontrollable extern m n 1 n1l n1nl fnctor problems, 

innd1~qu· t J 'ad "rship and dir ction, 

k<'y irnpl ·m ·nt It i n , .nd nctiviti ·~ w rc poorly defin d and the 

in~ mt 1.ti 11 ·y m inad quately monitored activities. 

pecul nd (2006} hile writing on strategy impl mentation also 

identified the same challenges as above. However, he went a step furth r 

and came up with a rank of the top challenges faced in implem ntation 

in order of the most challenging task at the top to the lea t challenging 

exercise at the bottom. The ranking is reproduced in the tabl b low. 

Table 1: Top challenges Faced in Implementing Strate 

Ranking Challenge 

1 

2 

3 



8 Acquiring customer feedback 

9 Implementing newt hnology 

10 Acquirin budL 1 

Sour 1 R1 ourr1 Manag ~m nt Int mational Digest, 

200.) 

numb r of scholars have done research on challcng of 

·implementation in both private and public sector. Th y includ 

N randiere (2002) Koske (2003), Mumbua (2004), Machuki (2005). Th 

scholars identified the following challenges in strategy impl mentation 

unsupportive organisational structure and culture, resistance to chang , 

implementation taking too long that anticipated, unsupportiv 

and procedures, uncontrollable factors in the environm nt, m jor 

obstacles surfacing during implementa ion that w r not an icip· t d 

beforehand, inadequate re ourc , inadequat training of taff nd 

ad\'Ocate and upporter of trat gic d ci ion l a rin th or ms 1011 

durin impl m ntation. 



CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Research Design 

The research was a case tud •. It llt 111 ·t] mini try of finance to 

m th proc ss of 

'uil bl for lhi work 
identify the variou 

impl m ,ntntion o 

b. ou. 

!;tr 1l · 

h 1 hr 1 flrt, f 

. ·r he. de, i n wa:; 

1 11'1 dt, th tudy of Lh :;ubjec l of chall nges in 

'on. imilar re earch done in Kenya by Koskc (2003) 

at 'f ll- m I· n ~ pro ed it to be a reliable design for studi within lh 

publi ctor 

3.2 Data Collection 

Primary data ·was collected by the use of a comprehen 1v in l rvi w guid 

addressing different issues on challenges to implementation includin 

annual objecti\'es, policies, resource allocation, matching trat with 

structure, culture and support sy tern . A total of 7 p opl in th 

1ini try of finance were intervi wed u in th int rvi w uid . 

1\\'o cr an of th ini , w r includ d in 1 tud . Th I in n j 1 

hoi h ccoun ·n th of m n n 

h 
h 

hm 



Issues such as communication and strategy supportive systems. 

Accompanying the guide wa an introdu tory 1 tt r which was hand 

delivered. 

3.3 

-Ollt ·11t Hl 1ly 

1.1low , m , 111 i 1 

lh l11 l th 

ly j 

1 d in th anu lysis of this dat . This approach 

xtracted from information coli cted and relat 

areas of the study. It also takes cogni ance of th 

ondan· data. The method was appropriate because most of th 

information collected was qualitative which means it required analytical 

understanding of the data. 

Similar approach was used by Machuki (2005) wh n carrying out 

research on challenges to strategy implementation at CMC Motor 1roup 

Limited. The content of the data collected wa examin d criticall to h lp 

in dra\\ ing conclu ions. The conclu ion n r li lions on th 

ubj ct of tud and dr w h avil' from info rna ion on h II n of 

ic impl m nt tion in ini t ' of Fin nc . 



CHAPTER IV: DATA ANALYSIS AND FINDINGS 

4.1 Introduction 

This chapter presents primary d t fin in<. of lh tudy. Th study was 

done by u e of detail d int w uich :s. 1'11l t l'l l numb r of p r ons 

inL rviewc·d wn t • nnd fiv h ads of d partments 

r ·pr ;,· ·ntin ~ t 1 

Mini 'lr of 1:' in 111 

of 1 00%}. The major departments of the 

ha ere elected for study were Economic Affairs 

d pnrtmcnl. Deb · anagement department, departm nt of Gov rnm nt 

Inv tment and Public Enterprises, External Resources d partmcnl, 

Government Information Technology department, Budg tary Suppli s 

department the Financial Secretary's office and the Dir tor of 

Administration.(see appendix- organogram for Ministry of Finane ). 

The stud had two main objectives; firstly, to determin th chall 11 1 s 

faced b, the 1ini try of Finance in their tra gic plan impl m n tion, 

and econdl), to establi h how the tnt t ' of Finane d als •:ith th 

chall n C: c d in th impl m ntation of th ic pi n. 

Th pr n tion of th d 

fin n 

in impl m n 

n 

h cu ion of th 

h n n 

f 

f 



4.2 Strategic Outlook 

The Ministry of Finance derive its m nd t from th onstitution of 

Kenya, Cap Vll Section 99-10 th. t pr vid s for prop r budg l ry and 

cxpcndjture managem nt 

objc tiv ·, of th · ini 

ltf n1lnt fit nn ' i8l r 'our s. Th main 

fo mukl1ing finan ial and conomic 

poli H· , 

und th · 

an intnining ~ound fis al · nd monetary polici s 

n of re enues, expenditures and borrowings by Lh 

1 vcnun n . 

To\\·ard the attainment of these objectives, and becau e of Lh changing 

environment under which they operate, it came up with a Slral gic Plan. 

The main objectives of this strategic Plan 2004/5 2006/7, which i 

ongoing were:-

Improving mobilization, allocation and manag mcnt of gov rnm nl 

financial re ource wa aimed at;- broad ning th tax ba to aptur all 

li ibl ta::· pa ' r , n thcnin dmini r on net tion 0 

oth r r v nu , improvin 

tr n th nin n 'on I d bt m n 

pr m in 

n 

n 

nd m n 

b m rk t 

r pu li 

p 



management unit to safeguard government proper ty and assets, and 

strengthening public procurement system. 

To provide efficient leadership nd upt rvision t.o fin n i 1 sector the 

in l nnl ing . tor, promoting micro 

objective was to enhan (. il it 

finun in .· tit ution 1 t ' m and T dit o-op rativ soci ties, 

md 

of apital market authority, facilitate growth 

f the re ir ment and pension industry, Enhance stability 

and r wlh in the insurance industry. 

To promote and sustain fair competition and protection of consumer 

and enhancing competitive advantage of the country, the Ministry aim d 

at reviewing the lmvs relating to competition and consumers prot clion, 

restructuring of tax regime to give incentives to exporters and to improv 

accessibility to credit. 

To optimize utilization information communication t chnolo , in 11 

gov rnment mini trie and d partm nt includin ini 

fonnuJatin a national I T polic and trat , havin 

ov rnin I c ronic communi ion tr m 

) romo in 

tili T to in mm ni 

m 

of f• in n b, 

11 ddr 



To 1mprove the quality of ser ic 
provided to governmen 1: 

Ministries/Department and the publi b_ impro 1n s -rvices provided by 

pension department, accountant 
rtm nt, xt rn 1 r sourc 

d parL. , l, g >vernn ·nt 
d p r\.m n\. 

int 
rvic 

nt p rln rs and privat 

t ) by improving tr n par n y and 

bili · m n ff ctiv trategic allianc s with privat tor. 

T nh nc c pac1 for effective leadership and managem n l f h ng 

by trencrthening the top management to engage in chang man' g m nt, 

human re ource planning and development, achieve optimal acqui ilion, 

allocation and efficient utilization of equipment and oth r facilili 

deliberatel.J and positively respond to HIV AID pand m1c, b 

trengthening capacity to create awarene and upport b ha iour 

change, Collect informa ion on impac on HIV AI m h n ir 

lnl t , 

in n nd ~ uc corrup 
. 

11 m m hi 

n m m ni 

n mm nm n 



pensions, monopolies and price commission insurance and Government 

Clearing Agencies (strategic plan 2004/5 200 /7 pg 36-47) 

In order to achieve these objecth f[l ti ly, n h d p rtmcnt within 

the Ministry was assigned c rL in ~t 1 i t . I\ r vi w of bj tiv of k y 

d partm nt. within th lc nt, in lh ,' lb-lopi lh t follow. 

4.2.1 ir en 

n 'ithin the Ministry, its mandal ar lo d v lop 

nd m 1ug Fi cal and monetary policies in collaboration with C ntr 1 

Bank and Ken,·a Re enue Authority, prepares revenu 
J 

slimal · ~ r 

national budget .. responsible for preparation of financ bill, financi 

statements and economic policy guidelines, deals with tax poli 

(international, regional and national) and r ·gulation financial c or 

institutions. 

Ba ed on the above functions of the d partm n , th 1c pl n 

ntific th follO\ 'in obj c iv for h d p r m n t. IS 

m ndat d 0 im mobiliza ·on, lloc ion nd m n mn 

rnm n To hi h h 

n h pl n d 

li 
in ml nu 

n 1 r n II 



Secondly, it is required to provide effective leadership and superviSion to 

financial sector. In doing this, the departm nt s 1 s to nhance stability 

in the banking sector. Already ther h b en 1 h propo d Banking Act 

and Central Bank of I~ n ~ t\mt ncin~~.:nt 1 ill 2004 w iting 

implementation . Th m ·n c f ~ ntrnl ank of K nya Act to 

in trod u · l U I' I" c rok i· to w ~ gu· rd inl 'r sl cha rg of 

I in' 1rumcnt tor pla th ' Tr a ury Bill ral 

l · ·n ·hm r·k In re ra c and amending penal cod lo mak is u of 

heque an offence are the main strategies in achi ving Lh 

obj eli\ 

Thirdl ' the plan requires the department to promolc M1cro Finane 

Institutions ( Fls) and Savings and Credit Coop 'rativ o i li 

( ACCOs). It has adopted a plan of encouraging and promo ing MFis and 

SACCOs by creating a favourable environment for th ir op r tions and 

etting regulatory framework. There a plan for p din up Act of 

P rli m nt for cond ti r Bankin . 

4.2.2 

Th 

t rn 1 Re ourc D p rtm nt 
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external resources and, coordinates bilateral and multilateral technical 

support through desk officers. 

The department adopted nun ltl or plnn~ to h lp it chi v its 

till .tH,<t.~sfu l impl 'm'ntation of th 

in objc ~ 1 iw.~ lhc d ·parlm nt h as b 11 

Hit ic plan 2004 I 5 2006 I 7 was to improv 

mandate thHt m 

stntl<' ~i pl u1. 

llHllHhlt·d with 

ru 

li 111 1mn and management. Towards thi~-; it ha d v lop d 

E ·t rn 1l id P lie} framework to ensure that budg t and t chnical 

programmes for socio-economic developm ·n t go s to th 

intended project. For example, management and monitoring and 

evaluation framework, information system for tracking xt rna! aid 

disbursement, utilization and accounting, and enhancing capacity for 

negotiations have been put in place. 

4.2.3 Debt Management Department 

Th dep rtment' mandat to r tion li nd mlin th 

mn m nt of country' d bt with Vl \' to chi vin op r tion 

ffici nC' in d bt nd in comp h n i 

In , no 'of lo Il to th r ofd b ni 

u p h 

m n. To 0 



setting up of pension's funds and setting domestic debt fund. The 

department is also in the process of r i wing Laws and Regulations 

governing national debt management. 

Secondly, it aim at tr n tJ • if : dt t 1 mn r·l l. Th Lion pl ns it has 

put in plac; · to n hi ' lhl inc luc rc:->1 ru 'Luring 1 rim ry m rk l for 

1 0Vtllllll 'Itt tru turing s condary mark t to make it 

<.'Oill! ·ti iv · h · mor player , introducing b nchmarks bonds for 

dom · ·Li rr 'ing. rule and introduction of regulations that allow ov r 

th unter tran actions and getting draft for a new prim ry d 1 r 

y tern. 

4 .2 .4 Government Investment and Public Enterprises 

Department 

The department represents government of Kenya owner hip function in 

regard to public enterprises and other inve tm nt , and also provid s 

over ight and I adership in setting public cnt rpri trat ic o ~ cti • s 

and en urin that tho objcctiv ar m t. 



Its other objective is to ensure efficient and pro~ ssional man agemen t of 

public enterprises. The departrn nt urr n lly undertaking a 

programme of disposal off of 1 n t 1 inl non ~lr l gi enterprises by 

inviting privnt · , tor t n • hir .tnd r slru turing others to achieve 

this obj '< tiv ·. 

4.2.5 Administr tion Department 

Th d p rlm nt has two functions; to provide coordinative support 

services within the Ministry and creating conducive working 

environment. The strategic objective of the department is to achieve 

optimal acquisition, allocation and efficient utilization of Equipment and 

other facilities. Provision of working tools and facilitate optimum 

utilization of what is available has been undertaken. 

4.2.6 Budgetary Supply Department 

Thi department's task include preparation of annual timat of 

r venue and e ·p nditure that are laid before parliam nt v r for 

pproval, pr par uppl m ntary timat a r quir d and fulfils 

con i tion 1 r quir m nt s p r clOO of h con ti ution of K 11 

obj in lu d p nm h ium T rm 

( T ,JF) in 11 ld . Th 

m ppr h hi n ri ri 



by integrating planning and budgeting processes. It also identifies sector 

policy priorities and developing programme forth ir implementation. 

Its second objective is to stren th n u 1i t pcnditur management. To 

achi ve thi s obj ctiv it h irnr Itt l i . . :-) t m th l plures all forms 

of xp nclitur ; ·onuuitm 1 . m nitoring borrowings from banks and 

finm ·iul insti tlion ublic nt rpris s with respect to contingent 

liabilili " . ll h ·1s 1 mbarked on strengthening financial management 

by trainin lh accounting officers and clarifying and emphasising their 

role. Th d partmen t has also introduced the Financial Management Bill, 

2004 and is in the process of implementing Integrated Financial 

Management Information Sys tem (IFMIS). 

4.3 CHALLENGES FACED IN PLAN IMPLEMENTATION 

4.3.1 Organization Structure 

There were changes in the Ministry occasioned by the strategic plan. 

nc of the change wa the officers seconded from th Central ank to 

the Economic affair Depar ment and the Debt anag m nt d partm nt 

in th 1ini t r: th D bt ana men · Unit, pr viousl ' in Economic 

Affair d p r m n ha b n iv n full d partm n . Th r ''a d -linkin 

of h dir c or t of procur m n t to b com m n ov 

u hori . Thi f: cili d b ' th n c n of h Publi 

Pr ur n 

n 

l 005 hi h 

.171 f 

r I 

m n 1 
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2006. Also the Insurance department has been made to become semi 

autonomous authority of its own as per Insuran e amendment ACT. 

Other developments are the perform n ntr t and introduction of 

performance appraisal and th nn 1 1 w 11 plnns. 

Ac orcling to I ire ·to1 I 1ini tr. tion, th Ministry also did away with 

om· s ·rv1c · · th 1l Ul · ntl .. out- ource.· from other service providers 

to all w it lt' , n n e on key issues of implementation. Cleaning 

S rVlC e urit · nd \ ·aste disposal are the key areas outsourced to 

enhanc work en ironment. 

Hm ever, there were structural challenges in the implementation of the 

strategic plan. These challenges were:-

4.3.2. Staffing 

It was noted that the Management and Technical staff for Finance 

Officer who are in Budget and Supply department requir d 248 offic r 

from the 60 repre enting 313.3% and th Economist who ar in th 

Debt ana m nt Department, External R ourc D p rtm nt a w 11 a 

Economic ffair d p r m n t r quir d an incr m onomi t from h 

cu~r n 3 to 11 offi r r pr n 'n 237.2% dmini 1011 

r uir d 1 offic r from th curr n 22 r pr 

m in 1 bl b lo of I• in n n 



Table.2. Proposed Managementffechnical taff 

Description Current 1 Required Increase/ % 
Dec reuse) 

Accountants 297 4T 178 59.9 -
Auditors 252 4 . . 6 93.7 

ICT 171_ .DR - 160 89.9 

Monopolies officers IS 29 II 61 

Economists ~~- II S 55 237. 1 
61 Administrators -- 39 177.3 ·-

Procur •tm·nt <>flitl~t~ 17 40 23 135.2 

Finuncl' (>l'li<.: ·rs (ill_ 248 188 313.3 

lnsurtllKL' orlil:c1 s _2Q 45 25 125.0 

Pt.:nsion ortk r 16 31 15 93.8 

Personnl:l olli · rs 9 12 3 33.3 -

ctuarinl llicers 8 24 16 200.0 -
f-

Others 8 33 25 312.5 -

Total 1013 1937 924 91.2 
Source: MINISTRY OF FINANCE strate ic g p lan 2004/5 2006 7 I -

This also applied for the support staff as shown below 

ort staff additions/reductions 

Current Proposed Addition/ % 
(Reduction 

535 777 242 45.2 
323 475 152 47.0 
202 311 109 54.0 
165 185 20 12.1 

-

210 64.0 

Th r in q of hni nd n n 

hni n h 1 



and 24 support staff, Budgetary Supply Department had 71 technical 

staff against 18 support staff as illustrated in th tabl below:-

T bl 4 o· 'b f a e 1stn u wn o f t ff sa among th d 1C t.: • rtmc-n s 
Department I nhnk:\1 ~~ Sup)lOrt Total o;o 

~ 
1 llmng,·uwnl "' 

Fisca l and monetar amlirs IS '2t1 39 1.8 
33 -

2 External Rc~our(;c~ - 0 66 2.5 - -
3 Bud •cta:;,'!rj~ly 71 18 89 3.6 

) 5_ -
4 Accountunt < • ucrnl 62 87 3.5 

ln tcru,d Audit =252 -
5 51 303 12.2 --
6 Debt Mollhl~~·nt\:111 9 2 J I 0.5 

- Mtl110ptllic .~& P1il:t:' 19 -
7 9 28 1.3 -
8 Publu: l'tll\:Urcmcnt Dn-ecton:uc 17 9 26 1.1 -- -
9 GD IPF 18 14 32 1.3 

~ 
-

P ·n ·ttm's 28 11 8 I~ 5.9 
t- 28 

- 65 - -
I I lnsuranc~ 

37 2.6 

~- Glrs 177 176 353 - -14.3 

13 Gowmment Clearing Agency 6 42 48 1.9 -

Finance Di\ision 3 3 - ro.2 -
14 6 

15 Accounts Di\ision 18 43 61 2.5 

16 ~dministration 12 124 136 ~ 
17 Central Planning Unit 2 3 5 0.2 -

17 Personnel 12 40 52 - -2.1 

18 Procurement (MoF) - 5 5 - 02 -
- - 1-919 - ~7.1 -19 District Treasuries 229 690 

970 1,507 - 100 -Total -~472_ 

Percentage 40.1 59.9 100 -
-

Source MINISTRY OF FINANCE strategic plan 2004/5 2006/7 

There \\'as no scheme of service m Debt Management D partm nt 
I 

Economic Affair Department, Govcrnm nt Information T chnology 

rv1ce D partm nt and D partm nt of 'ov rnm nt Inv tm nt and 

Public Ent rpri Thi a ain t th Public rvic R ruitm 11 , and 

Tr inin of a , 2005 th t ou lin d v lopm nd h r ul r 

m of rvic nd id lin m 

iii ff bilit ld n m n m n . 



Others were inadequate capacity (skills); Lack of Legal Framework m 

some departments; 

lllT n t t ru lure within the 

ministry is adcquat to bul th r are orne 

d partm nts within th; Hll tr Lh. t r quir r slrucluring for maximum 

utpul. 

4.3.3 Communication and Strategy Implementation 

Communication mechanisms were found to exist. According to Director 

of Administration, the common means of communication within the 

Ministry and its departments are through meetings, both departmental 

and senior managements, as well as through memos, circulars, E-mails 

and reports. However, communication policy was lacking in the 

Ministry. The equipment for communication was found to be available 

uch a Fla h d1sks, computers, faxes and phone . It was found that 

communication moves through the hierarchy of authority which i th 

official reporting line . 

ommun1c ion I o f; c d oth r ch II n For mpl k of 

h dul d in m onomic IT. ir D p rtm nt k of IV 

h riz nt hin nd pl fm il 

,i ld 0 mm 

rl m n I ur k 



website, uncoordinated release of departmental information and 

according to Director of Budget and Supplies Department, 

communication between department nd hold rs w s laking too 

long, and a new tran port p li v • ffl tt d 

ccntraliz d trnn . p rtntion. 

4.3.4 Cultur nd t I pl mentation 

P'lrlm nl because of 

J n r 111 b en ed that there was positive attitude of employees 

towards \Vork t lhe middle and lower levels. The findings were that the 

mplo ees did not specifically know of existence of the strategic plan 

basicall because the plans have been centralized into work plans. This 

means that employees perform their roles in the strategy through the 

individual work plans. Other employees' works were routine and 

wouldn't know of the strategic plans. 

To ensure that the staffs were relevant for the strategic plan 

impl mentation, deficiencie were identified and wher ary 

tr inin of taff and hiring of new officer wa done. For xampl ublic 

Fin ncial n m nt ffic r 1 ta 'stician , Tax p ci li t and 

E onom1 hir d o bol t r om d p rtm n . Al o tr inin of 

IT in ICT ,. om k 

[I r h ' pl n f d 1ci n 1 utiliz I T. 



The Ministry was found to be having a training policy that requires each 

employee to be trained for at least five da s in a y ar (Public Service 

Recruitment and Training Policy 2005). Th output ftcr training was 

not matching investment in m t:J .1rt m nts. However, some 

dcpartm n1 s hew . b ,en lbl ' u t if t h<.ir training xpenses. For 

cxampl ebt M 111 1' m ·nt rt m nt, b •cause of the specialized 

n Lur· of th ·ir w tl-. r 
. 

Utr pecial training . After training, the 

mplo ' , w ·r f und lo b more productive in their areas of operation. 

Cullur al ow faced with some challenges. These included:-

Disparity of Pa, Remuneration, evident in difference of pay to officers 

seconded from outside who are better rewarded as opposed, to those 

within the Ministry system which affects morale of members of staff, this 

was noted to be in the Department of Debt Management, Economic 

Affairs Department and Department of Government Investment and 

Public Enterprises; The Director of Administration stated that mo t 

officers expect meals allowances for extra work done which they justify 

\Vith the low pay. The Mini try does not have a docum nt d r ward 

polic 

4.3.5 Re ource Mobilization and Strategy lmpl mentation at the 

Ministry of Finance 

mobiliz ion ch 11 

For in ini fund ram ti n 

h r I illn 



59,697,622,014 for Development expenditure and Kenya shillings 

18,802,690,080 for recurrent expenditur .(D v lopment/Recurrent 

expenditure 2007). 

In t rms of a s. to, un utili?. tti n c f r , our 's, it w s observed that 

ach d 1 rt llo ation. Most of the allocation are 

bus 'd )11 "l ·h d 'I 11 m n · a budget depending on their projected 

aclivili ' for th ) r. The budgets are appraised to certify their viability 

and Lh r ality on the ground. Even then, the allocations to departments 

were adequate. For ensuring that resources are spent appropriately, and 

for accurate recording the Ministry has put in place Integrated Financial 

Management Information System (IFMIS) that will assist in monitoring 

and supervision of resources allocated to the Ministries and government 

department. 

The resource mobilization and utilization was al o fac d with om 

challenge For example some state corporations requir d guarant 

from the Mini try to enabl them borrow from th xt rnal mark t. 

om of th 

commiun nt. h r ch 11 n 

m li n of 

nt 

not po ibl giv n th 1 v 1 of th inist •'s 

m r ourc mobiliza ion includ 

nd m n t 

n 11 

m 1t Ill ) r h 



are earnmg huge incomes but are not paymg taxes; (strategic plan 

2004 I 5 2006 I 7); others were lengthy procedur in procurement process 

being challenge in utilization of resour 

departmcn ts with ou tlincd and 

limiting th d p rtm nt.' f · Liv 

4.4 Measur s To D 1 W 

4.4.1 Structure 

11 nge 

udg t may not provide 

~our llocations, thus 

Th Mini lry of Finance. ha ing identified various challenges during the 

implementation of the Strategic Plan 200415 - 200617, and came up 

with possible solutions to these challenges. 

The challenges of structure were dealt with 1n different ways. For 

example, an attempt has been made to address the issue of Lack of 

Scheme of Service by all the departments interviewed. The departments 

of Economic Affairs, Government Investments and Public Enterprises, 

Debt management have all prepared new schemes of service which are 

awaiting approval at the Directorate of Per onnel Management. Th 

ch m of ervice arc kin o addrc u uch a di pariti s m 

r mun r ion \\ ithin th ini try; no cl ar car r d v lopm nt path and 

prop of bli hm nt in dif~ r nt d par m nt . 

Th bli h th h n ff, h on d fr m 

n nu ' r J 

n m r 



Finance. This created resentment among the employees impairing the 

smooth implementation of plans as the moral of thos in the system are 

low. Also noted along these lines wer th t nd n i of staff expecting 

meals allowances whenever the 

Admini strati n indi t d th·tt, thi 

though th 1 w P'l rn 1 

xcu . 

t t r w rk. Th Director of 

'u, ifi d with their low pay even 

rticularly the real reason but an 

To addr s th e disparities the departments came up with the Schemes 

of S rvice. So far some departments like External Resources department 

have already been approved by DPM but officers in the department are 

yet to be absorbed in the scheme. 

There was also inadequate balanced staff between technical and non

technical staff. It was established that the ratio of technical staff to non

technical staff did not take cognizance of the technicality of the work of 

the Mini try because the former '\! as not balanced with the latter. Thi 

rna' have partl' be n addre sed by out ourcing om rvic 

c1 nm , t di po al. Bu to addr th u full 1 1 

h propo d ch m 

bli h r quir m n for t chnic 

Tt r m u 

m n 

of rvic 

nd uppor 

n m 

1 

will b 

ff. 

ppro · d nd 

m 

n 



Management department (DMD). This has been addressed by the 

proposal to create various divisions within th Economic Affairs 

Department namely fiscal Policy, Macro tor division, 

and Fiscal Administration and Prh t SL t r is, 1.1' division. The 

op rationalisation of the c i d hit l i in t.ht, pproval of t.h scheme of 

S rvic by th< f I M . 'I h 

appr ':t h nnd prop) , , 

rtm nt has also adopted the same 

mz itself into three sections namely: -

Front Offi : to deal with borrowing and market relations, Middle office: 

to deal with anal sis and Back office: dealing with data recording and 

settlement. The proposal is combined in their proposed scheme of service 

which is et to be approved by DPM. 

4.4.2 Communication 

There were various challenges identified in the Ministry which were 

r lated to communication. These ranged from lack of ch dul d 

me tin lack of horizontal communication to non-availabilit · of 

communic on quipment and lack of communication polic •. 

o of h ch 11 n h v b n ddr d b' v nou m n . •or 

d p r m nt h v n 

d p 

} nt n 1i 

n m 



Other measures undertaken to improve communication include the 

facilitation of HODs with Airtime, mobil phon , L ptop, Desktop 

computers as well as the avail biht\ 11 ffi s of F x m chines and 

Internet Servi s. I row ;v · , mu h till 1\l d.· to I don lo address the 

issu . 

4.4.3 Culture 

Il was slablished from the study that generally, the morale of employees 

is high. Howe er there ·were some inherent deficiencies on employees 

requiring to be addressed. The issue of disparity in pay is an important 

factor that influences a person's ability to perform enthusiastically. The 

Ministry's response, as has been aforesaid, was to prepare a scheme of 

service for each department. The proposed schemes of service were 

forwarded to DPM for action. 

There he al o b en capacity building cxerci e done lik the training of 

Da a achine op rator to b I T ffic rs. The pr paration of th ata 

t\ rork for ntir gov rnm nt and th lnt ra d Fin ncial 

nt Inform tion 

o ark fJ; c · ' 

m (IF I ) ha al o mad it ' for h 



4.5 Discussion of the Findings 

This study had two research que tion · H t h Ministry of Finance 

faced any challenges in th impl m nt ti 11 or t h tr l gi Plan 2004 I 5 

- 2006/7, nd Whnt int Tv ·nti{ n nc. ur . hns th Ministry put in place 

to d a l with t h · · · h ·d I , n .. ? 

In th Impl~m'nl lion process of the Strategic Plan 2004/5-2006/7, 

Lh Mini try wa faced \\·ith a number of challenges. For example on the 

issue of process aligned structure, a number of challenges have emerged. 

There is lack of Scheme of Services in a number of departments in the 

Ministry. Out of the six departments from which information were 

collected, four did not have a Scheme of Service translating to 67%. 

These departments so far have come up with schemes which arc still 

awaiting approval at the DPM. 

Inad quatc balanced taff b tween technical and non-t chnical taff in 

c rtain d partm nt wa al o id ntificd a a chall n f th 

d p r m nt int n•i w d, 7% had thi probl m. For ·ampl , in oth r 

coun n h ndl d b ' conomi in l' n 'a h 

\ hich h r ul d m h 

n n n m an u 

of Th 

r m 



to 40 in its new Scheme lying at the DPM. This was occasioned by 

inadequate capacity and the number of critical transactions pending 

within the department. In fact, to hi hli ht thi n d, number of 

officers were brought in from th r rtn <. nt to om and assist. 

Thomson and Stri k1c nd 

ctiviti '' nnd r ·lytn• 

don , m Lallir 7 ·u r 

rol u full} 

1) utlith rin ipl ta ks of strategy 

ttin .tmpl r sour ,s to strategy critical 

nd lower level managers to get things 

m: enabling personnel to carry out strategic 

Another challenge identified was that of Lack of Capacity in terms of 

skills. In the Debt and Investments departments, for instance, there was 

lack of qualified financial analysts. The personnel currently doing the 

work require training and when they are trained they are poached by 

banks. It is expected that the implementation of the Scheme of Service 

will help solve this problem. The Government Information Technology 

depar ment within the ini try al o lacked capacity for th n w 

t chnolo ' which wa b in introduced in th ini t ' of Finane . Th 

D ta achin p rator conv rt d to Information n 

on T chnolo 'hich r quir d h h 

to onform o th n w n 

r 

m 



department and is yet to come up with a Cabinet memo for approval for 

its legal existence. 

Other Challenges idcntifi d w r hi h t 1ff turnov r l Int. rnational 

organizations; dupli atin' t ivi i · vid nl b lwe n budget 

nd ~ anomie J\fhir . who 1l im h<.ci in monitoring r nd evaluation) and 

upw'lrd nwbili l l tl· in, I 111 • 

Chall n w r al o e\·ident in the area of communication. Firstly, it 

wa noted that there was lack of communication policy within the 

Ministry. econdly, there was lack of scheduled meetings which was 

identified as a challenge in the Economic Affairs department. Horizontal 

communication among heads of departments was also missing. This 

could be as a result of the lack of communication policy which would 

define and encourage communication and David (200 1) states that 

trategy implementation requires good coordination among individual 

and mana ing force during action. All the d partm nt within th 

m1 try complain d on th num rou mail i d which r quir 

to b c d upon \\ i hin two (2) d . Thi r quir m nt of two (2) da , 

,, faun to b impr c i bl th h d of d p r m n could not m 

thi o o h r du i 

In n l h r q qui1 m n 11 h 



Supplies Department. These departments communicate with the 

external world and internally with ·private s ctor stakeholders locally 

which requires that they get enough airtim . Thi w found to be 

lacking. In implementing the trat tht c r • ni~otion r fac d with 

challenges in th ir cnvironm nt u l tht c t n m' lh 'm in the process if 

they ommuni< nt<' \. 'hom on and Strickland (2001) 

Lack of upd·1t d w ite . uncoordinated release of departmental 

information communication bet'\: een departments and stakeholders 

taking too long and new transport policy which affects departments 

because of the centralized transportation was other challenges faced by 

the Ministry in communication. 

In terms of culture, one of the main challenges was that of Disparity of 

Pay/Remuneration. This was evident in the officers seconded from KRA 

and Central Bank and Private Sector to the Investment, Debt and 

Economic Affair department , who received higher pay them th main 

tr am offic r \\ ithin th d partmcnt . Thi mean that th low r paid 

main tr m work r w r de-motivat d. Da 'id (2005) whil lookin at 

ion in mana m n p r p IV ou lin th t 

r v1 in inc n IV pi n, minimi m l h n 

m n up rti 

in im I m n 



The Ministry does not have a reward policy and lack of a clear career 

progression path. Reward policy for exemplary work does not exist 

meaning that employees were not encour d t lh xlra mile . The 

lack of upward mobility was v ry v1 nt in , numb r of t ff stagnating 

in po ition . for n. lon' n tv 

r du ing ·mplo · · 1nor d . 

r 

.u1 I . l>ov(,. This had lhe effect of 

h • I r numb 'r of departments 

ice. So far it is only the External 

R our ' n.rtm n , · cheme " hich has been approved and is in lhe 

pro of impl m ntalion. The other departments have their Schemes 

of rv1 at the Ministry of State- DPM awaiting approval. Others were 

to en ure that budgets \ ere to be read on or before 20th June of every 

year and delivering to Controller and Auditor General as per Chapter VII 

of the Constitution of Kenya. 

Other challenges related to getting employee's commitment were 

en uring Ministry's obligation were met in time e.g. ensuring budget ar 

read b fore 20th June of every year and delivering appropriation account 

to on oll r and udi or neral. 



CHAPTER V: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

This chapter summarises the result of th n.: r h work. It discusses 

the conclusions and r omm n l1ti n . Sl n inry d l nd primary 

data ar th .n ompm d with t ·it' ' t< oming up with r sults of the 

tudy. Limit'\ lion 1r . II hi hli h d and r •commendations provided 

both for lh' 'Lud ' ln ~ r fu ur re earch. 

5.2 Summary 

This section summarises the key challenges of strategy implementation 

in the ministry of finance as lack of scheme of service in most 

departments that \ ere interviewed, inadequate balanced staff between 

technical and non technical staff, high staff turnover, lack of 

communication policy, receipt of numerous mails and responding within 

two da ' S lack of horizontal communication, disparity in pay f 

remuneration and lack of reward policy . 

5.3 Conclusions 

Thi work h id ntifi d thr m Jor ch 11 n Fir tly. in d qu • of 

h id n ifi n Thi vid nt in th 1 k f 

hi h 0 II th ru 

11 , r impl n 

m 



management placed in it. Pierce and Robinson (2005), for example 

explained that Structure was a key implem nt tion 1 1n nt and that 

organization must adjust structur to b 01 u iv t i1npl m ntation of 

strategy and putting control m \ ur 11 1 \,\ t to t nsur ompliance. 

S onclly, ommuui · lli n 1 li \\ another factor found not to exist 

within Lh' Mini ·trv. Thi · m an that the free flow of information could 

not b hi v d. orne ke · implementation activities as identified by 

Thompson r trickland (200 1) such as relying on middle or lower level 

managers to get things done and building a capable organization, are 

largely dependent on the communication framework available. 

Finally, there was no reward scheme and there existed disparity of pay. 

This has a direct bearing on building a team that works with enthusiasm 

towards achieving the strategic plan's objectives. David (2005) identified 

such factor as revising reward and incentive plan, minimi ing re i tanc 

to chan c, matching manager with trat gtc and dcv loping trat gy 

upportiv cultur . 

5.4 Limitation of the Study 

Th ud out in th ini ry of £4 in nc nd it , t un 

nk mi h ini n hi p lot 



delay because there were respondents who were ngaged with World 

Bank officials and getting their audience wa diffi ult. 

There was a lso the 1, , u 

consultations with t h Su 

mon y. 

f tr · lli1 • lll th W ' y to Nairobi for 

' hi h W' v ry xp n 1v in tim and 

In 'llh rina f rimary data some respondents were not willing to give 

inform Lion until the· get clearance from the Permanent Secretary and 

Financial ecr tary. 

5.5 Recommendations 

It i recommended that in order for the Ministry of Finance to deal with 

challenges in its structure; The Schemes of Service that different 

departments within the Ministry have proposed take a critical look at 

the di parit · in remuneration and positions within tho e tabli hm nt 

in t rm of ob group . The Job group of diff r nt h d of 

d p rtm n 

th m 

d r . 

m 

hould b harmoniz d bringin all h ad of d p rtm nt to 

v 1 o void di n or connie mon 1111S of Fin nc 

Thi will ddr h u of di p n 

p 1i ' on r mun r ion hould b pt 

m 

b • 



On communication, it is recommended that Ministry of Finance develops 

communication policy. While on the issue of ch 11 ng s faced by a lot of 

mails received, it is recommended th t th Mini tt pul syst m that 

adopts digital format and stor . th It: lit t . it 

and action by r ·sp('C t iv o ft • r . 

5.6 Suggestion for u r Re earch 

sc rv 'r f r asi r tracking 

Th r i n 'd lo und rtake further research in Strategy implementation 

in public e tor. There are numerous plans written in public sector that 

r quires to be implemented. There is also need for replication of the 

study to be done in public sector and any changes can be compared 

within different institutions in public organisations. 

There is also need to study how the concept of Scheme of Service in 

public sector (Central Government) Impacts on Service delivery more so 

trategy Implementation and the effect of rewards tied to performance 
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APPENDIX I 
INTERVIEW GUIDE 

SECRETARIES 

1. What are the broad objectives of th 

What part of these objectiv s do 

Pl n 2004 I 5- 2006 I 7? 

2. In an ffort to impkm ·nt tht , whut a lion plans have the 

mini try put it pi tr ··? 

3. Ar lh · strnt · •i • ob1 '' iv · r p cific to each department? 

4. Whnl ·p' ifi •:t l1 n lan ha e you put in place to ensure each 

d parlm nl p rform it role effectively? 

5. Doe th mini try maintain resource management systems to ensure 

proper utilisation of funds, accountability, financial monitoring and 

efficient reporting, all geared towards successful strategy 

implementation? Comment briefly on how each of these aspects is 

ensured. 

6. What is your general comment on the overall resource mobilisation in 

terms of access to, and utilisation of, resources to enhance 

implementation of strategy? 

7. What challeng do ·ou fac m the impl mentation of r ourc 

mobiliza ion and utiliza ion plan ? 

th tructur 1 chan occa ion d b h strat ic Plan? Which 

h ry? 

•hi h •ou curr n 1' out ourc o lo\\ h mini • to 

n n r impl m n 



10. Do you think the current structure 1s adequate? If not what 

adjustments do you expect to take pla 

implementation of strategy? 

for the successful 

11. What chall ngcs may you he v 

align d , tru tur ? 

\ ith impl m nUng a strategy 

12. W s it ne ·~.my to 1 1111 mploy or r train the old ones? 

Wh'\l k ·y omp ·t ·n i · w t r uir d from the employees? 

13. Do'' lh' mim 'll , h v a documented reward policy? How does the 

poli (if an ) upport the implementation of strategy? 

14. Comment on the various challenges that may have been faced on each 

of the following:-

1. Communication 

11. Structure 

111. Culture 

15. What actions were put in place to deal with each of these challenges? 

16. What is ·our general comment on strategic management in public 

ector in Ken •a? 



APPENDIX II 

INTERVIEW GUIDE 
HEADS OF DEPARTMENT 

1. What are the broad objectives of th 1 n 2004/5- 2006/7? 

What role do s your d partm nt . tt. inin th s obj ctives? 

2. In an ffort to impknt ·nt th . · , what a lion plans have the 

dcpnrtmc:n l put in pl ' ·? 

3. What sp · ·ifi · '·ti n pl n ha •ou put in place to ensure that your 

d parlm nt p rform it role effectively? 

4. W re th r lructural changes occasioned by the strategic Plan? Which 

wer the and \ h ' \ ere they necessary? 

5. Are there services\ hich you currently outsource to allow the department 

to concentrate on core implementation activities? 

6. Do you think the current structure is adequate? If not what adjustments 

do you expect to take place for the successful implementation of 

strategy? 

7. What challenges may you have faced with implementing a strat gy 

aligned structure? 

8. Do th tructur upport communication for impl m ntation? 

9. \ h t m ch ni m hav •ou put in plac to en ur mooth flO\ of 

communic on durin impl m ntation? it to r vi 

mmuni tion li • or 

10. u 1in c rr nt d qu t ? If no •h 

ncl •h m u h •ou pu in pi 

nh mm m n? 

7 



11. What challenges could you have faced in communication during 

implementation? 

12. What is the general attitude of sub-ordin t t Lh Lr 1. gic plan? Do 

they have adequate information nth it 1 lt. in th imJ 1 m ntation? 

h3. Was it n c s. ary to, quir n w 

What k y omp<'t ·11 ·i · w · 

14. II ow would 

hns incr' · ·d l ·nh n h ir bility to implement the strategic plan? 

Wh t i lh ju Lif1calion of such a rate? 

15. Whal challenges did ·ou face in terms of employee morale, behaviour, 

and general approach to work during the implementation of the plan? 

16. What actions \i ere put in place to deal with broad objectives of the 

department? 

17. What is your general comment on strategic management in public 

sector in Kenya? 



APPENDIX III 

LETTER OF INTRODUCTION 

. ATENG 

Oat ·d 31st July, 2007 

D 'rtr I •spond '11 • 

REF: INTERVIEW 

I am current! undertaking a postgraduate course on strategic 

management at the Uni ersity of Nairobi, School of Business, Bandari 

Campus. 

In order to fulfil the degree requirement, I am undertaking a research 

project as part of the academic requirements towards completion of the 

course. You have been selected to be part of this study. 

This is to kindly request you to assist me by availing yourself to answer 

the interview questions that I will ask. The information that you provide 

will be used exclusively for academic purposes and will be treated with 

strict confidence. 

A copy of the final paper will be availed to you upon request. 

Your corporation will be highly appreciated. 

Thank ou in advance. 

Your f: ithfully 



APPENDIX IV 

CHAPTER FOUR : STRATEGIC ISSUES AND OPTIONS 

4.1 Strategic Issues 

The strategic issues that w 1 

Financial S ctor R gulation; 
In formation and Communi ti n I 

of Servic s; I 1aticm. hip \ i h 1 

Capn ·ity for rh 111 • 

In t grity \tld otrup 1 

slru tu r · nn ·t 1IIm T: 

4.2 Strategic Obj ctiv 

nti tl i , lt ; 1 ~ in, n i 1 M nagem ent, 
titic n .111 I 1 rol li n of consumer s; 
hn lc ~ , Ministry's image; Quality 
ml nt partn rs and private sector; 

HJV I AIDS pandemic; Ethics, 
and Evaluation; Organizational 

Th objectiYes of the inistry reflect th e key result areas 

( outpu t and outcomes) that will respond to specific sets of strategic 

is u s and challenges facing the Ministry. These objectives have been 

identified in the context of the situation analysis as well as the 

con traints and opportunities that confront the Ministry. Further, for 

each s trategic objective, the appropriate strategies around which 

specific activities have been identified are discussed. 

The strategic objectives and activities also reflect the vision, mission, 

core functions and policy priorities of the Ministry. Twelve key strategic 

objectives (output areas) have been identified. These are to: 

• Improve mobilization, allocation and management of government 

financial resources. 
• Provide effective leadership and supervision to the financial ector. 

• Promote and sustain fair competition and protection of con umer . 

• Mainstream and optimise utilization of ICT development in the 

ini try and all other government ministrie I d partment . 

• Improv and u tain a po itive image. 

• Improv th qualit of rvic provid d to gov rnm nt 

mm1stri /d partm n and the public. 

• n nablin nvironment for de\' lopm nt p rtn r and th 

c or to op f~ ctiv ly. 

• a tiv 1 ad r hip nd man m nt of 

• 
• 
• 
• 

HI I 10 p nd mi 
o c rruption . 

' nd n 

h 



Figure 6.3 Current Organizational Structure for Ministry of Finance 
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When Replying plea e quote 

Ref. MOST 13/001/37C 605/2 

Felix Luke Bob Otieno Aten'g 

University of Nairobi 
P.O.Box 30197 
NAIROBI 

RE: RESEARCH AUTHORIZATION 

JOGOO HOUSE "B" 
HARAMBEE A VENUE, 
P.O. Box 9583-00200 
NAIROBI 

7111 September 2007 

Following your application for authority to carry out research on,' 

Challenges of Strategy Implementation at the Ministry of Finance' 

his is to inform you that you have been authorized to carry out Research 

in the Ministry of Finance Headquarters in Nairobi for a period ending 31st 

December 2007. 

You are advised .to report to the Permanent Secretary, Ministry of inance 

before embarking on your research. 

On completion of your r se rch, you are expected to submit two copies of 

your res rch report to his of 1ce. 
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