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ABSTRACT 

The project analyses the strntc g) imp! mentation process in Kenya Maritime Authority (KMA), 
challenges faced <lnd ho" the) :ltL being overcome. KMA is a public corporation in Kenya that 
is the governm nt <Wl n ' \ m.tnd atcd to re )ulatc, coordinate and oversee maritime affairs both at 
sea and mlan I " .It t · It anal ses strategy implementation in the public sector and looks at the 
dl'ltrall.' h:tl an • l (\\·en local legislation vies a vie international standards. Strategy 
impktlll' lllatiun i looked in the broader picture as a subset of strategic management. Strategic 
mana ' •mcnt entai l · trategy formulation, implementation and evaluation. 

Strateg) implementation may seem quite straight forward: a strategy is formulated and then 
implemented. Transforming strategies into actions is a far more complex, difficult and 
challenging undertaking and therefore is not as straightforward as one would assume. The 
strategic management process includes implementation which may take either the planned 
strategy approach, emergent strategy approach or a combination of both. The study looks at 
which of these strategies were used by KMA and to what extent they were successful. 

Primary and secondary data relevant to the objectives of the study was collected for analysis. The 
data focused on how KMA was carrying out its strategy implementation. econdary data was 
obtained from KMA records such as corporate strategic plans, financial statements, company 
magazine, annual reports and company website. An in depth interview wa conducted to collect 
relevant primary data for the study. The interview guide was administered to, the I irect r 
General the Head of Maritime afety, ompany ecretary and Head of Legal Department the 
I lead of ommercial hipping and 1 lead of 'orporatc upport ervices. The data was analysed 
u ing content analysis. 

'1 he tudy found out that m the pro css of strateg • imp! m ntation, K put 111 pl.tcc 
m h. ni m to en ure th individual , nd organizational sub-units c. ccut their part or the 

ull . 'J h mnin dri ·ct of tratc, ' implementation, rc : institutionalization 
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CHAPTER ONE 

INTRODUCTION 

1.1 Overview of tratcgic Management 

Strategic mana •cment i: ,\ IJl'ld that deals with the major intended and emergent initiatives taken 

by mana 'l' l s on h ·lhtll ( f ( \ ners, involving utilisation of resources to enhance the performance 

of !iJnts in thl'iJ c tcmal environments. It entails specifying the organisation's mission, vision 

and obj ·cttn · er developing policies and plans, often in tenns of projects and programs, 

wh1ch an~ de ' igned to achieve these objectives , and then allocating resources to implement the 

policic · and plans, projects and programs. The strategic management process means defining the 

organisation' s strategy. It is also defined as the process by which managers make a choice of a 

set of strategies for the organization that will enable it achieve better performance. 

Strategic management is a continuous process that appraises the business and industry in which 

the organization is involved, appraises its competitors, fixes goals to meet the present and future 

competitors and then reassess each strategy. The strategic planning process involves five tasks 

i.e. developing the business concept and forming the vision, transforming mission to objectives, 

crafting a strategy, implementing strategy, evaluating performance and corrective adjustment. 

The strategic management process can also be said to involve three stages: formulation, 

implementation and evaluation. In these processes implementation is the most critical as damage 

done in this stage has far reaching consequences. 

1.1.1 Strategy Implementation 

tratcgy implementation and organizational change cannot be dclinkcd (Miller 1997). 11 further 

argued that organizations arc resistant to change and uphold the statu -quo c en if it is 

d tr imcntal to them. It is one thing to develop cll.:aJ and meaningful strategies, 11 is another 

m. tt r nd o g r~.:atcr practical imr mtancc to clfcctiwl) implement stratc 'ics (Koontz. and 

\\ cirhri h 2 01 . ' tier 20( 0 that • !tate •il mana •uncnt im nh t's tat in, 01 'anizatwns 
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science of fonnulating, implementing and evaluating decisions that cut across different functions 

that enable an organization achieve its objectives. 

Developing a model of appropriate . tructures, controls, objectives, integration mechanisms and 

incentives for implem ntin strat '' h •Ips organization adapt to change Hrebiniak (2005) . Quinn 

(19RO) and Mmtzbcrg 11 , 7 :11 ' U ·d the world was simply not that straight forward. This 

uncl:rlatnly .llld n HnJI ' Jt m ·ant it was impossible to analyse everything at face value and 

prctlt r t tht• lutur . 'I hu the search for optimal solutions was a futile exercise. Drucker (1958), 

~ lat~:d that t ~) b ' cffccti e, an executive (whom he defines as any knowledge worker responsible 

for making deci ·ions) must master five specific skills. These skills are time management, 

mobiliLing trength , prioriti zing correctly, choosing what to contribute and making right 

deci ions. 

One of the conventions that has Jed both scholars and practitioners of strategic management is 

the idea that there is a distinction between strategy formulation and strategy implementation. The 

convention holds that the formulation of strategy is based on identification of organizations goals 

and the rational analysis of its external environment and internal resources and capabilities 

(Grant, 2000). Once a company has chosen a strategy to achieve its goals, that strategy must be 

put into action by selecting appropriate structure and managing the execution through tailoring 

the management systems of the organization to the requirements of the strategy (llill and Jones, 

2001 ). Putting strategy into place and getting individual and organizational subunits to execute 

their part of the strategic plan successfully is essentially an administrative task (Thompson and 

trickland. 1992). 

• trategy implementation is one of the components of strategic management ami refers to a set of 

d ei ion ~ and actions that result m formulation and implementation of long term plans tlc-;i gnctl 

to a hie\ cor ~~mizat iona l objectives (Pearce and R binson, 200 ). It is iewetl by '1 hompson and 

tri klan I ( I <JX<>) a actin' on what ha to be done internall ' to put the formulated straiL' ,, 1n 

hi ' e the tar , t d r ult . llun 1cr and Wheelan ( I 9 S) ce it as a pron:ss by whil'h 

into 1 ti< n tlu ou ' h th d ·v lnllll \.:ll t n l p111 •t:tnts 

dur I hi pr ' ·ithin th [)\ rail uu 1111 • ~ul t utl 
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and the management system of the organization. Its purpose is to complete the transition from 

strategic planning to strategic management by incorporating adopted strategies throughout the 

relevant systems (Bryson, 1995). 

Strategy implcmcntati n m lmk s ·onsidcration of who will be responsible, the most suitable 

organizational stru ·tur that should support the implementation (Pettigrew, 1988; Lynch, 2000) ; 

the need to ada1 t sv ·t m us ·d to manage organizations (Johnson and Scholes, 2002); the key 

tasks to b · \I ll i · I ut and desired changes in the resource mix of the organization as well as the 

lllandntl: of ,t ·h d partment in the organization and the information systems to be put in place to 

mom tor pr gre · and resource planning (Pearce and Robinson, 1997). lmplementation may also 

take into account the need for retaining the workforce and management of change (Johnson and 

choles 1999). 

1.1.2 Overview of Kenya Maritime Authority 

Kenya Maritime Authority (KMA) is a state corporation m the maritime industry. ]t was 

established by the Government of Kenya in 2004 in pursuit of its agenda in maritime transport 

and to further strengthen its maritime administration. The Government transferred areas of 

responsibility over shipping concerns from Merchant Shipping Department of Kenya Ports 

Authority to an independent Government Authority (parastatal). The Authority aims to broaden 

and modernize the institutional and legal framework for the implementation of maritime safety , 

security and preservation of marine environment. A relevant development to KMA' s mandate 

and activities is the Kenya Government's decision on pri ate sectors involvement in the 

operat1ons of Mombasa port. ln this context there is a need to continuously update and revise 

II tiona) commercial maritime legislation to enhance development of an internationally vibrant 

shipping industry. Also, it is throu 'h such regulations that the government can enforce 

intern. tiona) maritime conventions, especially those emanatin' from the Intel natwnal 1aritim, 

< r' ni1 ti n (I. 10 . 



National maritime legislation remams one of the pnmary tools for attaining international 

standards in safety and security and the preservation of the marine environment. Only through 

such regulations can the Government enforce international maritime conventions, especially 

those emanating from th International Maritime Organization (IMO). Such rules and regulations 

arc also relevant for the iml h:mcntation of national mari time safety, security and marine 

environment conwnllt n 1 to ' ' :1mmcs. The statutes that guide the operations of Kenya Maritime 

Authorit an: th · K I \ \ ·t 2006 and the Merchant Shipping Act, 2009 which came into effect 

on I st s~.·ptl'mb ·• 001 • b tahlishmcnt of KMA therefore marked a major milestone in Kenya's 

mat it till\.' tmlustt' 

1.2 Research Problem 

The notion of strategy implementation may seem quite straightforward: a strategy is formulated 

and then implemented. On the contrary, transforming strategies into actions is a far more 

complex. difficult and challenging undertaking and therefore is not as straightforward as one 

would assume (Aaltonen and lkavalko, 2001 ). The strategic management process includes 

implementation which may take either the planned strategy approach, emergent strategy 

approach or a combination of both. Planned strategies are developed as roadmaps after 

meticulous planning and are long term in nature. They work best in a stable environment. 

Usually, these strategies are to develop a competitive advantage. Emergent strategies are 

implemented due to environmental dynamics and turbulence which was not envisaged when 

strategy was initially being developed. Their main aim is to counter a competitive di sadvantage 

and the implementation process is drastic and hasty in nature with little future predictability . This 

study aims at identifying which of these approaches has been used and how successful it ha 

ben. 

·1 he mari time industry in which K. 1A is operating has been encountering man uncertainti es 

an turhulcn r . 'I he e have b en oc a ioncd b ' fac tor · lt ke pi racy and armed robber) at sea. 

I liti nl in labilities in omc count ric and olatilit of' financia l marke ts. In adlht wn. 

in int rn. ti nnl hi\\ twined diplomatic relation · and oth1.·r . . 
lll' IOCll HlOillll' 

mrn itim · in lu tr). ' li\ 
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subscribe to local legislation through Merchant Shipping Act 2009, as well as international 

legislation set by United ations through lnternational Maritime Organization. KMA also shows 

the rare case of an offshoot of parent institution that grew to be a regulator of mother 

organization. This is the en e "ith Kenya Ports Authority from which KMA has taken over some 

mandates and is currently n: 'Uintin ' · 

Studil's on stlilt · '\ till) I m ntation have been done by among others A wino (2002) and Koskei 

. did a case study of Telkom Kenya Limited at a time when the mobile 

tdl'plwny imlu ·try wa not well developed hence did not capture the turbulence captured by 

cutthroat competition. Awino (2002), on the other hand did a study on the challenges of 

lin:111cing higher education in Kenya by Higher Education Loans Board. This is a financing 

organization whereas the mandate of KMA is a regulatory one and it is mainly affected by local 

conditions as it is not international in its operations. Due to different environmental conditions 

affecting organizations studied, it would not be enough to say that by understanding the 

strategies in these organizations, it will explain conclusively the strategic challenges facing 

Kenya Maritime Authority. Since no study has been conducted in Kenya Maritime Authority 

since its inception, the study would reveal the challenges facing strategy implementation for 

proposed strategic plans. The study therefore will focus on the strategy implementation and 

challenges faced by KMA. The aim of the study is to seek response to the following questions. 

How is KMA carrying out the strategy implementation process, what are the challen )e KMA is 

facing and what are the steps being taken currently to handle these challenges? 

1.3 The Research Objectives 

1 he tud has two objectives: 

i Dt:tcrmining the strategy implementation process at K 1A 

ii ldcnt ifi cation of the factors affecting strategy implementation , t K 1 \ 

1.4 alu of the tudy 

I th tud • \\ill 11n1 rt ·uu to th f II n in •: K lA t1 1 111, n.t 'lllH.' Ill ll am. 

• mnna m nt in l th r r 'miz·11 i n nl ll ul.11 . J, p 



management of KMA will be able to continue making significant progress in areas of process 

involvement , automation and revenue enhancement. Thi s will therefore facilitate a supporti ve 

strategy through review of major run tiona! areas of the organization, and hence effecti ve 

all ocation and efficient utili1ntion of rc. ourcc,. The findings of the study will increase KMA 

empl oyees knowledge an I \tn lustandi n lo r strategy implementation. They will thus assist in the 

ali gnment ol persmnl • al and ohje ·ti ves to the organi zations' objectives. It will make it 

ex pl ici t whtll' ·mplt) · lit into the organ ization strategy maps and how to contribute in the 

pwn·ss lll ·t1 ,1t · '\ impkm ·nt<ltion. 

lh.~ results or thi tudy will be a valuable source of information for strategy implementation, 

support and dri\e of management in other organiza ti ons. Management from other organiza ti ons 

will benefit from understanding their roles, criti cal success factors, benefits to be derived and 

challenges faced in strategy implementation. The findings and discussions will help strategy 

de elopers and implementers to appreciate the importance of strategic control and feedback that 

detect challenges while recommendations wi ll serve as important feedback on the way forward. 

The find ings of this study wi ll provide improvement to the knowledge base of researchers and 

scholars of strategy implementation process and its challenges in Kenyan companies. It wi ll aid 

in identification of other research areas thus faci litate further studies on additional approache of 

strategy implementation. The study will be of importance to government agencies whose interest 

lies in improved service delivery for economic development and creating investor confidence. It 

will assist the government in pointing out areas of difficulty in allocation of resources and 

prioritizing during process of strategy implementation. The study will also help the government 

in formulating a policy on the regulator) proce s in the economy in areas that necessitate 

trategy implementation, in order to achieve forecasted economic growth and de elopmcnt. 



CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

/\11 high perlonnin' t r :1nizntions whether public or private are, and must be interested in 

devdopin~' .tml d •tin\ ill' •fk t1 c strategy implementation systems. This chapter focuses on the 

rt:YIL'W ol' lit 't.tl\11 • r 1.\t ·d to thi s research. This is done with the aim of collecting views, 

prt ~pertin:s .1nd OJ inions on strategy implementation and its challenges. The review depends on 

th~t1t~ttc,\l litetuture \ hich includes books, research papers, magazines and information from the 

intcrn~t. 

fhe strategy implementation and strategy formulation processes are closely interrelated. The 

desired results of an organization are established during the strategy formulation process. 

Implementation consists of issues involved in putting the formulated strategy to work. It is 

necessary to spell out more precisely how the strategic choice will come to be. No strategy, no 

matter how brilliantly formulated will succeed if it cannot be implemented. 

2.2 The Concept of Strategy 

A strategy is a set of decision making rules which is mainly for guidance of an organization 

(Anso1T and McDonell , 1990). Aosa ( 1992) argues that organizations have to constantly adapt 

their internal configurations and activities to reflect new external situations in a changing 

environment. Failure to consider this may jeopardize the future uccess of the organization. The 

environment is very complex and dynamic, with change ccurring rapidly , radically and 

dymunically (Burnes, I 996). trategy i a much used and abused \ ord. and means di ffcrent 

thin' to different people nnJ organizations. L1kc many other concepts m the ticiJ or 

man •em nt. thuc i · no agreeJ all embracing Jclinition of stratc 1y. Indeed. strater 1s an 

clu i\c 'nl om ''hat ab tract con cpt. ']his ma · be c. pect~:d when tlt:alin, with an a1c, that is 

pin ' <'rant 2000 . 
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Strategy is a mul ti-dimensional concept and various authors have defined strategy in various 

ways. Chandler (1962), in tratcgy and Structure, call s strategy " . .. the determination of the 

basic long term goals and objectives of an enterpri se, and the adoption of courses of action and 

all ocation of resource nece.'. ar) t' r carrying out these goals." Strategy is the match between 

organizations rcsourc s .111 I sJ...ills. and th environmental opportunities and ri sks it faces and the 

pmpose it wishes to ,1 • 'l mJlt=-h lloll:r, 1978). It is meant to provide guidance and direction for 

ac tivitivs of the ot '•11\IZ,\Iinn. smcc strategic decisions influence the way organizations respond 

to tilL' l'llVIIlllllll ·nt. the purpose of the strategy is to provide directional cues to the organization 

lhnl pnmit it In a hie\ c 1t objectives while responding to the opportunities and threats in the 

rnvtronml'nt ( chendel and I lofer, 1979). 

ndrew (I 971 ). defines strategy in terms of corporate strategy as the pattern of maJor 

objecti,·es. purposes, or goals and essenti al policies or plans for achieving these goals, stated in 

such a way as to define what business the company is in or is to be. According to Jauch and 

Glueck (I 984), strategy is ··a unified and integrated plan that relates the strategic advantages of 

the firm to the challenges of the environment and thi s is designed to ensure the basic obj ectives 

of the enterpri se are achieved through proper execution by the organization." 

2.3 Strategy Formulation 

The strategic planning process is a disciplined and well defined organizational effort aimed at the 

complete specification of a firm's strategy and the assignment of responsibility for its execution 

(llax and Majluf, 1996). There are five tasks that are envisaged in the strategic planning process. 

These are developing a concept of the business and forming a vision of where the organization 

needs to he headed: translating the mission into specific long range and short range performanc 

ohjecti\c crafting a trategy that fits the organizations ituation and that should produce the 

tar t d Jcrformancc, implementing and e. ·ecuting the chosen strate ') efficient I) and 

effc th el ', <md evaluating performance. re\'icwin, the S1tuat1c n and llllllatm, cot 1 cell\ e 

dju tm nt 'I homp on an I Str i tl. n I, I 92 . 



Strategy formulation involves matching a fi rms weaknesses to strengths particularly its 

di stinctive competencies to opportunities in the environment (Porter 1980). Ansoff and 

McDonell (1990), one source f di fli ulty is that pre-strategy decision making processes are 

heavi ly po li tical in nature. tratc ). in troduce clements of ra tionality whi ch are disruptive to the 

hi storical culture ofth firm and thr'al nin 1 to the politi cal process. 

2.4 Str~ttcgy Implementation 

crtlrdin' I\) t,iJI raith and Karzajin ( I 986), there are several maJor subsystems to the 

or 'tlllizatit)n that mu t be co-ordinated to successfully implement a new organizati onal strategy. 

The~~: sul sy tem · include: technology, reward systems, decision processes and structures. J\ s 

with an) ' ! tern, the subsystems are in terrelated and changing one may affect the others. Peters 

tmd Waterman ( 1982) focused attention on the role of culture in strategic management. 

Organizational culture is more than emotional rhetori c. The culture of an organi zati on develops 

over a period of time and is infl uenced by values, actions and beliefs of individuals at all levels 

of the organization. 

Thompson. Strickland and Gamble (2007) state management tasks that are important to good 

strategy execution and operating excellence are: bui lding a capable organization , marshall ing the 

needed resources and steering them to strategy critical operating units, establishing policies and 

procedures that facilitate good strategy execution, adopting best practices and pushing for 

continuous improvement on how value chain activities are performed. In addition, creating 

internal operating systems that enable better execution and employing motivation pra ticcs and 

compensation incentives that gain wholehearted employee commitment to the execution process. 

creating a strategy supporti e corporate culture and exerting the internal leadership needed to 

drive the implementation of strategic activities forward and achieve higher plateau'\ oi opera tin 1 

e.-cell nee. 

imp! mentation rc ult \'>hen or >aniz· ttional tc t Ull:c and action :11c til·d tn s ttalc >ic 
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implemented : they are of no value unless they are effectively translated to action. Peng and 

Litteljohn (2001) identified two dim nsions of strategy implementation as structural 

arrangements, and selection and development of key roles. Govindarjan (1989) argued that 

effective strategy implementation is a!Tected by the quality of people involved in the process. 

Pcng and Littcljohn ( 01 · him~d the quality of people to be skills, attitudes, capabilities, 

experiences and other ·h,na ·t ·nsti ·s require a specific task or position. 

nH d<.:l describes the seven factors critical for effective strategy execution. 

This uwdd iu 'ntifie the factors as strategy, structure, systems, staff, skills, style/culture and 

shar ·d value . trategy can be described as a plan of action of an organization. lt also entail s 

how acti\ itie and reporting relationships are grouped and the mechanization prepared to help it 

achieYe it objectives or deal with changes in its external environment. Strategy deals with three 

issues. First, where the organization is at this moment in time. Secondly, where the organization 

wants to be in a particular period and finally, how to get there. Strategy by design is intended to 

transfer the firm from its current position using objectives, subject to constraints of the 

capabilities or the potential (Kaplan, 2005). 

Structure refers to how tasks and people are speciali zed and divided, and authori ty is delegated. 

It entails how activities and reporting relationships are grouped and the mechanisms by which 

activities in the organization are coordinated (Kaplan, 2005). Organizations can be structured in 

a variet) of ways depending on their culture and objectives. Operation and performance of a 

company is often dictated by the structure (Waterman ct al , 1 980).Traditionally, businesses have 

had a hierarchical structure with several departments and divisions, each resp nsible for a 

specific task. Management was organized in layers with ca h b ing answerabl e to the Ia cr 

above it. Recent trends are nov ada) s to\ ards a Oat structure where ork is done by teams 0 r 
P cial i t rather than in fi . ·cd departments. The mai n lo l iC behind thi s is to maJ..e organizations 

mor lk ihlc and devolve ptm cJ by empowerin l the employe . 'I his in turn eliminates the 

mi dl mana ' m~.:nt I, yc r (Boyl . -007). 
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system, budgeting and resource allocation system, planning and management information 

systems. Every organization has orne ystcms or internal processes to support and implement 

the strategy. Traditional organi ntions u cd n bureaucratic style model where decision making is 

centra li zed at the higher mann 1ctm: nt lev I . This has the problem of requiring sometimes 

unnecessary requirements ft)r a sp~l i li ' dcci ion . Nowadays the trend is for organizations to 

si mplify and cnhan · · tht• SJ nd of d cision making by innovation and use of new technology. 

SperiaiL'lllphn i · i t n th ustom ·r with the intention to make processes that involve customers 

and hL- as IISI..'I It i ·n lh ' l posstble (Lynch, 2005). 

l'ctltdin• tn aplan (2005), staff refers to people, their backgrounds and competencies. This 

ent~lll':l h '' the organization recruits, selects, trains, socializes, manages careers and promotes 

emplo) ee (Kaplan, 2005). Organizations are made up of people who make the difference to the 

ucce of the organization in the increasingly knowledge based society. lluman resource is 

increa ingly getting the central position in strategy of most organizations away from the 

traditional model which emphasizes capital and land. Therefore, it has become paramount to 

instill confidence in employees about their future in the organization and future career growth as 

an incentive to work hard (Purcell and Boxal , 2003). Ski ll s on the other hand refers to the 

distinctive competencies of the organization; what it does best along dimension such a people, 

management practices, processes, systems, technology and customer relationships (Kaplan, 

2005). 

' tyle or culture in leadership refers to how managers spend their time, what question they a k 

their emplo ee . what they focus attention on and aL o hO\ they make their dcci i n . In 

addition. organizational culture may refer to dommant valu . and beliefs, the norms, the 

con iou and unconscious ymbolic acts taken by leader in the cour e or dut . (Kaplan. 2005) . 

( r 1• ni zational culture and mana 1cmcnt t les ary a ross or ,anizations. It mclude s dominant 

' lu l ·lief's and norms "hich develop O\'Ct time and become endurin' lcatm ·s of the 

niz ti( n. It involve mana 1cment interaction " ith l: tnpl oy~:c and ho\\ mana 'ers SJ end thl' ll 

tim ti ll r main , k ' c n idctnti on in It 'll"") implc m nt ni n in an ot •anizatinn. 
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shift presently to more open, innovative and friendly environn1ent with fewer hierarchies and a 

smaller chain of command. Culture still remains an important consideration in strategy 

implementation in organizations ( 1m·tins and Terblanche, 2005). 

Lastly, shared values refer tn th~.: cnrc or fundamental set of values that are widely shared in the 

or '<lnil'atJon and st.·rvc.· :1s •utdll\p pnnciplcs of what is important. They include vision, mission 

nnd valut talt'lll ·nt · th.ll r 10 id' a broad sense of purpose for all employees (Kaplan, 2005). All 

llH.'tnhrt s ot 111 \lt •,mization hare some common fundamental ideas or guiding concepts around 

\Vht l' h th' bu ·in s i built. These values and common goals keep the employees working 

towards a comm n goal and foster team spirit. Any organization with weak values and common 

goal· will lind their employees following their own personal goals that may be different or even 

in conflict with those of the organization or their fellow colleagues (Martins and Terblanche, 

2003). 

The 7 -s model posits that organizations become successful when they achieve integrated 

harmony between the hard components which are strategy, structure and systems and the soft 

components which are ski ll s, staff, style and shared values (Kaplan, 2005). Hard components are 

normally well documented and seen in the form of tangible objects or reports like corporate 

plans. strategy statements and organizational charts. The sof1 components are more difficult to 

comprehend and are only possible to understand by studying the organizati on very closely, 

normally through observation or conducting interviews. A linkage can be made between the hard 

and soft components. For example, a rigid hierarchical organizational structure leads to 

bureaucratic organizational culture where power is centralized at the highc '5t management level 

(Waterman ct al , 1980). 

2.5 Framework for trategy Implementation 

2005 dclinc ·tructurc a ta. ks and rc ·pon ibilitics work wlcs and tclattonshtps. and 

f ommuni ati n. All or •anizatinn h, vc •oals houndat ic and k vcls ol aut hot ity 
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(2003) identifies three organizational structure variables (fom1ality, complexity and 

centralization). Mintzberg (1979) comes up with Jive structures which have varying degrees of 

formality , complexity and centralizati on. They include: simple structure, machine bureaucracy, 

professional bureaucracy, di' i ionnli , ed form and autocracy. Swartz (1985) argues successful 

strategies require propcrl\' mmch~d organi zation structure. Changes in structure should not be 

expected to make a ha I stt.\ll' • •nod or make bad managers good, or to make good managers 

bad, ot to nwkt· bad IH' lu ' ISs ·11 (Chandler J 962). 

The vital thin • th' leader d cs is to create team spirit around him, whose effectiveness has to be 

sc ·n und 1s be t seen in action (Mullins 2005). Successful strategy implementation is directly 

linked to the unique characteristics, orientation and actions of the chief executive officer 

(John on and choles, 2002). Organizational culture can be defined as the collection of common 

values, policies, beliefs, traditions and attitudes that constitute a pervasive context for everything 

we do and think in an organization (McLean, 2005). Culture is known to influence creativity and 

innovation (McLean, 2005). Culture becomes a system of management authority when accepted 

by employees and can be a motivator to achievement of organizational objectives (Mullins, 

2005). 

Aosa (1992) in his survey of private manufacturing firms in the Kenyan context concluded that 

companies maintaining links between strategies and budgets were significantly more successful 

in implementing strategy than those not maintaining those links. On the other hand, managers 

involvement, training and use of various investment evaluation criteria had mixed effects on 

success in implementing strategy. upta et al ( 1984) argues that manager and employee mu t 

be rewarded for adhering to the new strategy and implementing actions that arc con i tent , ith 

strategy implementation. 

~I he mt t important resource or an organization is it people (J ohnson and Scholes, 200 ). In 

' h re th · ncc..:d . or the indi vidual and th e.: demand o nn or •an i7.atinn ate muHnpatibk. 

fru an I c1 nfl i t , te I nun I t 01.: ur and ll at • implc..: mcntation cannot hL· a~.: h iL·wd 
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Yasemin and Husen (2005) found that systems, processes and routines for organizing, allocating 

and developing new programmes during implementation directly depend on human resource. 

Identifying the appropriate resources and competencies to support strategy implementation will 

not result in successful imp! mcntnti n unless the organization is also able to allocate resources 

and control performance in linL ' ith stratc 1y (Daft, 2000). 

Policies establ ish in li t t ·ontrol over independent actions by clearly stating how things are to 

lx: don· . Sinr · it i · th < peratin 1 managers who supervise implementation of policies, it is vital 

that middl · manu >cr are engaged in and committed to such strategies so that they can perform 

this Iran ·Jution process (Kazmi , 2002). Policies institutionalize basic aspects of organizational 

behaviour. The counteract resistance to or rejection of chosen strategies by organization 

member ·. Communicating specific policies helps overcome resistance to strategic change and 

foster commitment to strategic implementation. This should be stated in writing whenever 

possible (Hussey, 1988). 

Experience has shown that some strategic actions fail more often than they succeed (Thomas and 

trickland, 1989). Successful strategy execution depends on good internal organization and 

competent staff. Building a capable organization is thus a top strategy implementation priority 

(Thomson and Strickland, 1989). Anything as fundamental as implementing and executing the 

chosen strategic pla11 involves moving the whole organizational culture into aligrunent with 

strategy (Thomson and trickland, 1989). Aosa (1992) observes that the Jack of capability 

between strategy and culture can lead to high resistance to change and de-m tivation, which can 

in turn frustrate the implementation. The Jesson from well managed company is that what the 

manager says and does has a significant bearing on down-the-line strateg implementati n and 

execution (Peters and Waterman, 1992). 

P oplc work ing in organizations omcti mcs resist change pr posals and mak stra t 'g 

impl mentation diffi cu lt (Lynch. 2000). 'I his may take the form of pmcra tina tion and d Ia s Ill 

tri •erin th procc • of chan •c unforeseen implementation delays and inellicienc1cs which 

I ' d ' n th I hi mak it n nHH than wa oti •inally :mtici1 atcd Jack 
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strategy by creating resistance to change (Pearce and Robinson, 2003). Managing synergy while 

focusing to re-enforce culture, managing around culture and reformulating new organizational 

culture are some recommendations of Pearce and Robinson (2001) for managing strategy-culture 

relationships in various institutions. Whil t the strategy should be chosen in ways that fit the 

organization structun.:, tht: 1 r ) ~ss or matchin) the structure to strategy is complex (Byars et al 

1996). 

Chatlf (:S 111 sori. ll \ \ 11111 .• I •haviours and attitudes towards childbearing, marriage, lifestyle, 

wot k, l'llu ·s, H I · . racial equality , social responsibilities etc. will have effects on finns 

dtvd{)l 111 ·nt {I ·a1 c and Robinson, 2003). Development in the ability to access and process 

infotmatmn can build or destroy an organizations core competency which is crucial for 

competiti\ ad\antage (Johnson and Scholes, 2002). Anticipated new or substitute products 

render the organizati ons product uncompetitive (Pearce and Robinson, 2003). 

The most important problem experienced in strategy implementation in many cases is the lack of 

sufficient communication. Aaltonen and Ikavalko (200 1) state that the amount of strategic 

communication in most of the organizations is large, both written and oral communication is 

used in form of top down communication. However, a great amount of information does not 

guarantee understanding and there is still much to be done in the fi eld of communicating 

strategies. According to Wang (2000) , communication should be two way so that it can provide 

information to improve understanding and responsibility and motivate staff. Before any strategy 

can be implemented. it must be clearly understood. According to Byers et a] (1996), clear 

understanding of a strategy gives purpose to the activities of each employee and allows them to 

link whatever task is at hand to the overall organi zation direction. Aaltoncn and Ikavalk (200 1 ), 

asserts that a lack of understanding of a strategy is one of the obstacles f stra teg 

implementation. 1 hey point out that many organizational members recogni;e strategy issues as 

importan t and also understand their contc. ·t in generic terms. ll o\\ eYer. the problem in 

un I 1 tantlin, arri' cs when it comes to applying tratcgic issues in the ua -to-Lla) dcc1s1on 

ma in[). 
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key employees not clearly defined, key formulators of strategy implementation not playing a key 

role in implementation and problem requiring top management involvement not communicated 

earl y enough. Also, key implementation tn, ks and activiti es not sufficiently defined, informati on 

systems used to monitor im~ Iemen tat ion are inadequate and overall goals not suffi ciently 

understood by employees In ad lttwn, uncontrollable factors in external environment, surfacing 

of major probkm · "111 ·h h.lll 1wt been identified earlier, advocates and supporters of the 

stmte •ie dcrisilln lt\1\ in' thl' or 'amzation during implementation process and implementation 

tnku1 • 11 \0ll' tim· th \11 < ri 'inally allocated. 

2.6 Outcome of strategy implementation 

strateg) may be good but if its implementation is poor, its goals may not be achieved. There 

nrc everal possible strategy implementation outcomes. Poor strategy implementati on coupled 

with poor strategy formulation resul ts in fai lure whereas poor strategy implementation coupl ed 

wi th good strategy implementation resu lts in trouble. On the other hand, good strategy 

implementation matched wi th poor strategy formulation results into a situation of 

gamble/roulette. Only a good strategy which is well implemented contributes to the success of 

the firm. The outcomes of strategy implementation can be summarized by the model of strategy 

implementation outcomes presented in figure 1. 

Figure 1: Outcomes of strategy implementation 

trategy formulation 

1 rouble Failure 

Strat gy implementation 

ou r c: intzb rg II. (I 9X7 . "I he outn me of t1 ate ')' implenH.: ntatil n. 
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An analysis of both formulation and implementation is required in diagnosing why a strategy 

fa iled in the roulette, trouble, and fai lure cells in order to fi nd a remedy. The strategy 

implementation may fail becau e of fai lure to develop an organi zati on capable of implementing 

strategy successfully, inabilit) t :hsburs abundant resources to strategy essenti al activities and 

use of policies that do n )! en' mal~; stratc lies ( . Certo and J. Peter, 1990). Jn addition, they 

argued havin 1 a r '\\ard ttu tnt~: lis 'Otmcctcd from accompli shment of results, best policies and 

prop rams !IO\ ht·itl • us· I h r ·on:tant improvement and inability to utilize strategic leadership 

kad \(l lnil\ltl' in tt,lt ) implementation. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.1 Research de ign 

The study was done thtl u 'h ,\ t'.lS~ study ucsign. The method is suited to identifying details in 

K MJ\. As mdil.'al ·d l \ K ltlwn ( 1990), a case study involves a careful and complete analysis of a 

socinl unit. in ·titutil n. lamd . cultural group or an entire community and embraces depth rather 

lh\\ll htl',\dth l I ·tudy. 

It ~nnble · a re earcher to collect in depth data and allows him to be more focused. According to 

Kothari it is a powerful form of quantitative analysis which involves careful and complete 

observation of a social unit. 

3.2 Data collection 

Primary and secondary data relevant to the objectives of the study was collected for analysis. The 

data focused on how KMA was carrying out its strategy implementation. econdary data was 

obtained from KMA records such as corporate strategic plans, financial statements, company 

magazine, annual reports and company website. An in depth interview was conducted to 

determine challenges company has encountered and its response to these challenges. 

An interview guide was used to collect relevant primary data for the stud . 1 he interview guid 

was divided into sections, with each section having a et of questions relevant to the indicated 

a P ct. lhe research data and information wa · gathered from enior executives r various 

uepnrtmcnts of the organization. ollections and suggestions were collated based on ollectcd 

1nfom1, tion from documents. c. ·pcrience and inter 1cw . 
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interview. They were chosen because with exception to the Director General they head the four 

major departments and make major d cisions for the organization. The Director General and 

Company Secretary and l lead of 1 ega! , crvices also sit in the board of directors thus vet and 

approve organization stratcgics. Aosa ( 1992) argued that a study with a narrower focus would 

achieve greater depth thnd1 pnwidin) other insights of strategic management practices in 

Kenya. 'I he data all ·r · )lllctlllll IS\() he processed, summarized and verified in accordance to the 

objc<:ttws ol th · tu h . 

3. Data anal · i 

IIH: data \\U anal sed usmg content analysis. Cooper and Schindler (2003) , point out that 

content analysis measures the semantic content or the "what" aspect of the message. lts breadth 

make it a flexible and wide ranging tool that may be used as a methodology or as a problem 

specific technique. He further points out that content analysis guards against selective perception 

of content and provides vigorous application of reliability and validity criteria. Content analysis 

is also preferred because it uses a scientific method which includes attention to objectivity, 

intersubjectivity, a prior design, reliability, validity, generalizability, replicability and hypothesis 

testing. Moreover, it is not restricted to the type of variables that may be measured or the context 

in which data is obtained or presented. 

The content of the answers were analysed to address the various research objectives , that is, to 

find out how KMA has carried out its strategy implementation process and determine the 

challenges met. Content analysis uses categorintion for making valid and replicable inferences 

from data to their context (Robin and Piele. 2006). ontent analysis was us d to look critically 

into the kind of data being analysed, how 11 was defined the populati n lrom which 1t \\ll S 

drawn context relative to which data was anal ysed and target of the mferenccs. 

'eucn lor and Kimt ctl y (2002) stall' that thctc arc three di stinct approaches to cnnh.:nt an:dy:-;is : 

ir etc I and ummativ • C Oil \ cn tion·1l content , nal · i \\ a u cd inu .· itk:t and 
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theory of relevant research findings as guidance for initial ideas and concepts. This was done by 

analysing similar and related researche in the area of strategy implementing and using them as a 

basis for comparison. ummativc content analysi s involves counting and comparison of events 

or content, followed b) int rpr tat ion of underlying context. This was used mainly in analysis of 

financial statements, bu 11 t:L' .md th customer satisfaction index so as to establish trends and 

patterns. 



CHAPTER FOUR 

FINDINGS AND DISCUSSION 

4.1 Introduction 

Thi s chapter intends to e plain n .. 'Sl'arch li ndin 1s on how KMA has carried out the process of 
strategy imp lerntntatwn. In ,\ lthtton the factors that were identified as affecting strategy 
impk mentntion 11 K I \ .tH' hiphhphtcd. 

4.2 Profile of KMA 

rh~ K.~m a laritime Authority was created in June 2004 by an act of parliament in pursuit of its 
agenda in mari time transport and to further strengthen its maritime administration. The 
GoYemment transferred areas of responsibility over shipping concerns from Merchant Shipping 
Department of Kenya Ports Authority to an independent Government Authority (parastatal). 
KMA as an agency of the government is mandated to faci litate the economic transform ati on of 
Kenya· s mari time sector th rough its regul atory role: the function is supported under the Kenya 
Constitution. This ro le is captured under Schedule 4 of the consti tuti on. The Board of Directors 
was appointed in January 2005 and signed a Performance Contract with the overnment for the 
year 2005 '2006. 

The Authority's mandate as spelt out in the Kenya Maritime Authority Act is to regulate, 
coordinate and oversee maritime affairs both at sea and inland waters. Thus, KMA is expected 
to enforce an cJTectJve regu latory regime on all waters under its jurisdiction for securit and 
afety protection against marine pollution. preservation of the marine en ironment and 

I r m1oti n ot local participation in international shtpptng busincs . nttctp.ltcd nett\ it 1es tn 
bjcctive arc ct out in the • tratcgic Plan and the Board has placed at the uispnsal 

m na em nt . a I )lHttc tc ourcc and I ndcr hip aimnl at m·cc fully attainin' them. 

]) 



KMA currently has four branches, the headquarters which is in Mombasa at White House on Moi A venue, a Regional 1aritime Rc cue Coordination Centre (RMRCC) at Kilindini in the port faci lity and t\VO branche. in Kisumu and Lamu respectively. Most of the admini strative functions arc coordinat d from th~: headquarters but earch and rescue operations are coordinated from RMRC '. KM ' : l\l:t1\lt..' S for 'l'ncrating its own revenue were previously limited and the Authority dcpcndld lu •t.•l {)Jl <lov •rnment grants to fund most of its activities. However, after passing ami •az ·ttl: )I 1 • ·s r • 1ulations hy parli ament in December 201 1, the Authority can tllil\lllll/l' thi h providing quality service to its cli ents for whom appropriate fees till' duu •cd '' itiH ut making such services unaffordable. 1n the efforts towards financial self­surticrctKy. th~ Board has enforced the principl es of sound accounting and cost cutting. The fees ar~ em i · ag~d to generate about 6 bi lli on shillings when full y implemented, most of which will be giYen to the treasury through the consolidated fund . Expenditure for the fi scal year 2010-2011 ' as about 300 mil lion shillings; hence the organi zation is forecasted to operate at a surplus. 

Table 1: Source ofKMA funds (Ksh 'Mill ions') 

Year 06/07 07/08 08/09 09/10 
Government 200 217 240 270 Fees Funds 0 0 0 0 TOTAL 200 217 240 270 

ource: KMA Financial Statements Analysis Document 

Figure 2: ource ofKMA funds (Ksh ' Millions ' ) 
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Source: KMA Financial tatements Analysis Document 

According to the Ken) a laritime Authority trategic Plan 2006-2011 , initially KMA had staff 
who were seconded from other 'OWrnm ' nt institutions mainly KPA. The initial number of staff 
as at 2005 \\hen opcr.ltllms I l'p.m was twelve. They had to do jobs for multiple positions due to 
inmkquatc ·a1 .1citv. I hl 1 IlK ss oiJecJuiting of qualifi ed staff to replace personnel seconded 
fJOIII K~o:nya 1\Ht \uthont (KPA), was among the first key tasks. Currently there are no staff 
Sl'l'\lmkd I wm K I A but the process of rccrui ling and training personnel with the relevant skills 
1s \111'\)lll 1

• 'I h • r )anization currently has six ty three staff with some positions still vacant due to 
lack. or t~chmcal expertise. 

4.3 The Process of Strategy Implementation at KMA 

trategy implementation is the process of translation of chosen strategy into organizational 
action so as to achieve strategic goals and objectives in KMA. In addition, the manner in which 
commercial shipping systems and culture follow strategies that lead to competitive advantage 
and a better performance. The study aims to interrogate the process of strategy implementation at 
KMA. It looks at the holistic strategy management process of formulation, implementation and 
evaluation with an emphasis on actualization of strategy. The researcher sought to establish how 
KMA went ahead to achieve these objectives, whether KMA had implemented a strategic plan 
and if so, how trus had been done and to what extent the implementation had been successful. An 
interview guide was used to collect relevant primary data for the study. The interview guide was 
di ided into sections, with each section ha ing a set of question relevant to the indicated aspect. 
·r he urvey interviewed five people: The Director eneral , the H ad of Maritime afcty, 

ornpany ,'ecretary and Head of Legal Department . 'I he 1 lead of 'ommercial , hipping and 
llead of orporate upport Services. 1orcon~ r. the stud) used secondary data which was 

ur ed from corporate ~tratcgic plan . financial statements: company magazine, annual tcport s 
n I rom the ompany wchsit t.:. 
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the strategic plan successfully. They also indicated that in implementing the strategy, certain 

measures were necessary and therefore taken by the organization. Successf1Jl implementation 

depended largely on organintional tnt turc, in titutionalizing the strategic plan, incorporating 

the strategic plan into a S\ st m )r norms and value which help shape employee behavior thus 

making it easier to achtc\l~ tfi\tl 'i' 'Oals. !'he strategy was also to operationalised i.e. translated 

into spcci lie pola:tl s, 1 w ' l hu ~· and rules that would guide planning and decision making by 

JTHllla~'l:l s and •tnpltl\ • · . 'I hu. th or 1anization had to build up an organizational capability of 

r:11t Ylll ' \lilt tilt· ·t1.1t plan, develop strategy supportive budgets and programs; instill a strong 

ot '<mizational ·ommitmcnt to both organizational objectives, and the chosen strategy : link the 

molt\<lli\)11 and rC\\ard structure directly to achieving the targeted results ; create an 

otgani1ational culture and a work environment that will be in tune with strategy, install policies 

and procedures that facilitate strategy implementation, develop an information and reporting 

sy tem to track progress and monitor performance. 

4.3.1 Strategy Implementation at the Institutional Level in KMA 

The informants said members of their departments were aware of the strategic plan being 

implemented in KMA. The strategic plan was developed by a team of experts in consultation 

with top management. Several workshops and seminars have been conducted to sensi ti se top and 

middle level managers on the strategic plan. The fist strategic plan was developed to cover five 

years from 2007 to 2011. lt was prepared in a highly participatory manner through w rkshops for 

directors. management and staff. In these workshops they analy ed internal and external 

environment. de eloped priority areas, performance indicators, annual operational plan 

follo\\Cd by conduction of annual reviews. 

tr t ' ' implementation at K 1A needed omc major components. "I he first was an o1 ' ani zati on 
lru lure th 
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of institution. The Director General receives instructions from the board of directors in which she 

is a member. Under her are four departmental heads who lead the four major departments of 

KMA They are: Corporation e retary and ll cad of Legal Services, Jlead of Maritime Safety 

Department who was prC\ 10usl) .1lkd hicf Surveyor and Receiver of Wrecks, the Head of 

Corporate Support Sci\ 1ces "ht \ .1s prL' iously ca lled I~ inance and Admini strati on Manager and 

the llcad ofCommt'tl.:ial . hq 1 in' pte ioHsly called Commercial Shipping Manager. 

'I hl' orticl' t)lth ' I i11.~ ·t< r < n!ncral through appointment of offi cers is responsible for strategy and 

chan 't.: . lt ts mandated to facilitate the strategy implementation process to increase employee 

participation. It also ensures timely, on cost implementation of strategy initi atives. lt 

continuou lv appraises ongoing activities with reference to both internal and external 

environment and causes the necessary proactive responses. The offi ce also facilitates creation of 

appropriate office climate for action to ensure implementation of the strategic pl an through well 

prioritized and sequenced projects, and devices change initiatives to bring about a performance 

culture and improved management information systems. KMA structure faci litates coordinati on 

and control of all activities and people. lt does this by establishing: the degree to which activi ties 

are broken up or differentiated. It also further determines the degree to which rules and 

procedures are applied and where the decision making authority lies. These three areas of 

structure are a vital component of strategy implementation 
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The second item that was important in KMA strategy implementation is systems. Systems refer 

to processes and information flov, th at link nn organization together. lt also refers to the formal 

and informal procedures used to to manngc the organization . These include management contro l 

systems, performance measurement and reward systems, planning, budgeting and resource 

all ocation systems, and man,\ 1 L'11\l' nt information , ystcms. Information fl ow in KMA is mainly 

top down with t:oot dinati m umun 1 It om line as well as functional managers. The study fou nd 

out that oq•an iza tiun t~nt. t in a poh y manual on how to implement strategy. Thi s is usually 

(.; Olllilittl'd Ill tit • S\t:l\' 1j J }an wi th each department having itS departmental plan for the year, 

which lu •ltli •ht .; hm • departmental targets wi ll be achieved. Departments also keep a copy of 

or •ani'lation · corp( rate policy which is reviewed after every financial year according to the 

llead or ' rp rate upport Services. The functional policies arc reviewed after every quarter to 

take into account the ariati ons that might impede implementation of selected strategies within 

the year. 

KMA has taken up the balanced scorecard as a management tool to measure and manage 

performance. The tool ensures that all activities are aligned to the company strategy . lt helps 

people prioritise on and do things that are important to the organization. The steps fo llowed were 

staff training on balanced scorecard , followed by all staff setting their unit/departmental 

obj ectives that were to be ali gned to the overall corporate objectives, and then do the scorecard 

that is ali gned to corporate obj ectives. Mini-appraisals were done quarterly to ensure the process 

was on track. The training on balanced scorecard was done on three levels: seni or management , 

middle management and then management support staff. 

'Jh balanced scorecard as a tool to measure performance achic\ cd the fo llowing five ke 

b' ctive that were central to succes ful tratcgy irnplcmcntattOn. Fi rst. it cnsur d that 

bli hmcnt of 1 erfonnancc mea urc:s f01 all ·tal r including s~.::nior mana 1ers, that, ~.::r. ahgncd 

rail Irate ~. l ndly it en \It d that the c Jl'l formancc m~.::a urc enabled the ~roup to 

Ill th ut m th, t td I valu . In addition. it ~..:n Utl'd thcte \\:Is a 
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identifying, setting, measuring and managing the right performance measures that would ensure 

that staff are motivated and give the de ired outcomes. Also , it facilitated having an appraisal 

system that brings out training need . 

Figure 4: Balanced scorecard relatron~hips 

, 

Source: K1 lA ' trategic Plan 2012-20 17 

In ddili n havin 1 a. tratcgy upportive style is paramount for optimum str ate' ' implementation 
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1 h urr nt m m, • m nt 1 f arc UJ porti\ r I th alth1 u ,h orne 
nIt ' \Cf m tim n hi 1hl) IUJc, u r.11i • thu hm in • tht· 

unpl m nt 11 n < n th fliJ I . lh 



the process as they are very cautious and avo id rushed decisions that would be detrimental to the 

institution . 

Managers usc a balanced s ' ltl' ' <Htl to monitor their performance. They are expected to 

understand proj ·cts th~y :n~. II\ chat !! ~ of and provide explanations for deviations from targets. 

'I he nwnH!'CII1l'llt lwv · I u .n \ ·r supportive of employees in all departments in coming up with 

polic ll'l'\)lllllll'lld,llil'llS an I in then implementation . Communication was key for successful 

s trnt~g imp! ·m ·ntati n. ·r here was clear comm uni cation of the strategies and the process of 

th~tr implementati n to all staff. Multiple channels of communication were used in in delivering 

ckar direction on \\hat has to be done and by who. Furthermore, clear messages of what is 

e ·pected of each staff are communicated through the periodic Director Generals communication 

to taff. 

All strategies must factor in the staff element for successful implementation. Staff refers to 

people, their background and competencies, how organizations recruits, selects, trains, sociali zes, 

manages the careers of, and promotes employees. It also involves numbers and type of personnel 

within the organization. The study also found out that the employees are motivated in supporting 

the strategy initiatives. The board members and the management have been at the forefront of 

ourcing for finances to facilitate strategy implementation. They have done this by facilitating 

adoption of new fees regulations by supporting their enactment in giving approval s and 

following up the process. Improvement in the human resource policy has been done. Teamwork 

i very high and there arc good channels of communication for the team. 

·1 l 
kil l m an or ~~mizati on arc important 111 determining the success of stratcg · 

im1 I mcntati n. ' kill refe r to the di tinc ti' c capabil ities of the personnel in 0 1 •ani zat1on as a 

hi[) hl 'hct kill t amon' th~ talf and bomd of tl itcc tors is an 
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managing the differen t character of members is concerned. Every year KMA employs new staff 

and sends others for training so as to bui ld capacity in a variety of di sciplines. The study found 

out that the staff, management and the bonrd of directors expect change in both the internal and 

external environment. 

Shared vahtcs have a 'rcat inllm n ' 1..' nn stmt ·gy implementation. Shared values relates to what 

or 'Hnization stnmls lot .111 1 \\ h.ll It h ·li •v •s in. The instituti on shared values aims at using best 

prac ticcs in it s opr t,ll inns In ' It ur' effi cient service delivery. KMA has a correspondence desk 

which is a sy s t ~: tn I ~H ( nfidcntial and anonymous intake, review, possible investigation and 

resolution ol' inctdcnb riginating from a variety of sources. The use of correspondence desk 

helps to manage breach of procedure, workplace abuses and other ethical issues within the 

organization. The ri sks of unethical behavior inc Jude loss of revenue, impact to organization 

reputation. lo s of management focus and fai lure in the mandate. The correspondence help desk 

ensures that stakeholders have a means of knowing conduct that is expected of themselves and 

other before acting. It provides a mechani sm for the workforce and other stakeholders to raise 

internal controls on ethics related concerns and to anonymously report suspected misconduct. ln 

addition, its establishment is meant to establish a culture of compliance and ethical conduct. 

4.3.2 Strategy Implementation at the Operation Level in KMA 

.The process of strategy implementation in KMA has mainly used planned strategies. These 

strategies have been broken down into departmental work plans and finally operational tactics. 

Departmental ~ork plans are developed by the departments themselves with the departmental 

head tasked ' ith responsibility of ensuri ng they are a means of effecting the tra t gy. 

Op ·rational tactics however may either be dcpa11mental or are tasked upon an indi vidual 

dq n lin , on the task at hand. 
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from the serv1ces being offered . These responses are evaluated by the Strategy and Tactics 

Committee which recommends changes in mode of strategy implementation and tactic 

development. Also responses are obtained from the perfonnance ratings and feedback of the 

Public Service Commission of K n. a. Th ir responses are very important as they serve as public 

watchdog in evaluat i n~ '' hether K lA is rullilling its mandate 

'I able Pt l l ' l' lll 1 • ·in I ol ustomcr sati sfaction in KMA from 2006 to 2011 

Y r 

% 

Satisfaction 

2006 

51 

2007 

63 

2008 

62 

2009 

67 

ource : K 1A Customer Survey Analysis Report 

2010 

72 

2011 

77 

Figure 5: Graphical representation of Percentage index of customer sati sfaction in KMJ\ from 

2006 to 2011 
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Respondents further said that KMA is aligning itself towards the integration of world maritime 

industry as a village. This has been o mainly by introduction of Regional Maritime Rescue 

coordination Centre (R 1R ) in ~ombasa . RMR C coordinates cross border search and 

rescue operations along th Fast r\lrican coast from omalia to Mozambique. This is done in 

liason with other agcnci s like hen a Navy, Kenya Wildlife Services, Kenya Civil Aviation 

Authority, Mann Poh t unit lhl' J\m 'rican Navy and the respective security organs or the 

countries coll't'IIH..'d . I h · st.llls 111 the centre arc sourced from the region and are well versed 

with th · (ihlb,ll I 1antJme support Service ( MDSS) which is currently operational in 

the l:l'tlln.:. 

Fi 'me · , chematic of operation of GMDSS system 
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When a di stress call is received at the Local User Terminal Control Centre a receipt message is 

triggered with notification dissemination message to other partners. Distress signal may be 

detected from a ship ' s Emergency Po itioning lndicating Radio Beacon (EPlRB) and relayed to 

Rescue Coordination C ntrc Yia satellite transmi s ion . National and International networks are 

se t into motion with v . scls \\ ithin the vi inity of signal notified, as well as any aircrafts in a 

position to oiT r assi st·tn ' l: A S~nt ·h and Rescue Team (SART) is promptly assembled to assist 

in th l: opcwtion. 

\ "'\ nm1pnn~nt of strategy implementation at KMA was training. The training was motivated 

h\ th~ u~sin~ to build capacity especially in understaffed technical areas and was geared towards 

better performance management. Also, according to the Director General these trainings had the 

intention of equipping the staff with skills to translate what they needed to do to individual 

specific action plans. It would be clear from measurabl e results whether staff is achieving what it 

is they are required to achieve. The trainings were also meant to develop experti se that provided 

real time. hands on experiences with new processes and procedures. Rewards and recognition 

was also a major component of strategy implementation by making them specific to the 

attainment of goals set. The performance management system recognizes and reward 

attainment of the objectives. 

fhere was a keen focus on doing things in a way that demonstrated adherence to the VISion , 

mi s 10n and core values. The focus in the organization was on changing the way things were 

done. 'J he orgamzation has adopted four core values that ha e guided it in everything that is 

done. In all acti\'ities that the staff participate in the) must appl these core values. ·1 hese arc a 

p ) iti v • allitud . timeliness, quality of sen·1ce and integrity . '1 he organi;ation started thi s 

ini tiati c "ith team that relate direct! ' ith the cu stom~r i.c. 1ant1me Safet. Department and 

omm r in! Ship} in' Dcpartmcnt. llowcvcr there was an appr ~c i a t ion that that ·us tom and 

n Jill ' ull not tnkc llt ct il cv r ·one in the mgani;ra tion was not ali 'ncd to thcm. 'IlK' 

n' ir nm nt "' ch n J d to r at a 11 " m1nd et to til t 11 1 u . 1 ll l l.' h arl.·d sp<IL'l.'s 



were created to refl ect need for haring knowledge and information. Virtual offices were created 

as an effort to allow easier reach to cu tamers. 

An example or cmcr 1Cnt stratq') that the organization has taken up is rapid results initiative 

(RRJ). Raptd 1c ults initi,\lt\ l' ts a m ·thodology designed to accelerate implementation of 

pl anned adtvtttL's tml dllh l't <Httcomc and impact results based on results based management. It 

L' ttl ads n shill l'l\ltll t n nttat10n on processes to focusing on results without compromising 

stamhu ds. lJlhtlit). tttl . ,md rc 1ulations. Jn RRJ departments are grouped into teams and given 

100 duv · tn ~.:fie t a goal. Lach team crafts or sets a result based goal which must be drawn from 

thl: prt formancc on tract. l: ach team then develops a rapid response initi ative work plan in 

addition to a team operating plan. Pertinent issues include the amount of data they have on the 

ize of the issue or opportunity. Also, the signifi cant step-up results for thi s issue or opportunity. 

In addition. whether it felt like a stretch goal i.e. if it required creative acti ons over and above 

what was alread being done. ln tackling these issues a team has to look for innovative ways to 

deal with challenges given the limited time span. 

RRl has four phases: shape phase, launch phase, management of progress phase and scale up 

phase. Firstly, the shape phase involves orientation on results based management and rapid 

results approach. ln addi tion, it facilitates the group to develop thematic/ tra tegic challenge 

areas. Furthermore. an agreement is made on temporary governance structure, a launch date and 

preparations for the launch. econdly, the launch phase three major activi ties happen; crafting of 

RRI goals. developing RRI work plans and agreeing on team operating plans. Thirdly, the 

m, naging progress phase mvolvcs implementation of the work plan, mid tcnTt re icw and end 

t rm rc\ icw. l·inally the . calc up pha e entails maintaming the same goal but increasin, the 

t r 'et widcnin 1 tht.: cope. maintainin' the same thematic area but broaucning the area or focus 

n ep nin 1 th impact. 



rea. 
Also, in driving the achievement further a team can select a totally new chaJJ enge a 

Principl es of Results Based Management arc ci ti zen - centered service delivery, results focus, 

accountability and transparency, horizontal integration, performance measurement, stakeholder 

part icipation and performanc monitorin 1 and report s. RRl Work Plans can onl y be prepared 

aft er se tting a result ba c I 1!0'11 l he can be as many as there are goals/teams and describe what 

it takes to meet thnt fO 11 t'td to flow in a step by step manner to reach the goal. These steps arc 

n.: ll-~red to as 1111 ksttllll: s <Ill I to a com pi ish them various tasks/activi lies must be undertaken. A 

person rcsponsibl, 1 1 .1 h ta')k IS specified, along with the beginning date and end date for each 

nc tivi t '. 

The lrategies and tactics committee is tasked with implementing strategies that arc set by the 

management. It is involved in extraction of projects embedded in the corporate stra tegy, as well 

as their coordination. After ex traction of the projects from corporate stra tegy, the various 

departments of KMA take them up under their respecti ve department heads. Every departmen t 

then nominates an officer . Every department then nominates officers who develop tactical plans 

to implement the projects. These nominated officers report to the departmental heads that vet and 

approve their proposals. 

Also. a budget is required for each activity as shown in table 3. They act as a control mechanism 

for the level of expenditure anticipated for a given timeline. Budgets in KMJ\ arc usually done 

for a five year period in which a strategic plan is functional. They are then further broken down 

to budgets for a financial year quarter! budgets and proje t budgets. lt i worth notrn, that 

omcttmes project budgets many overlap in more than one quarter so Jon) as implementation of' 

Project has not been completed. I he budgeting prOl:C s has usually been an all inclusiw at fait 

\\ith tnlf giving recommendations which arc vetted h ' c.:nior mana •emcnt he lHL' 'oin ' to thl' 

Oa rJ of directors lor approval. 
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Table 3: Strategic Plan Budget Summary (Kshs ·Mi lli ons ') 

Strategic Objectives 

I 

---
To develop appropriate leg~cgulntory 

,_ framework 
"' - -

2 To strengthen mstitutwn ·npn 11 in the provision 

- of man time services 

3 To cnhanr~ 1u it itm s.lf t and !.Ct.Urity 

1--t--
~ ro prot ·t llhllltimc n rronmcnt 

--·-

TIME FRAME 

J2/1 3 13/14 14/15 15/16 17/18 

12 13 13.4 13.8 14.2 

56 60 64 70 74 

102 106 11 4 120 .1 28 

22 26 30 34 38 

1---- --- ----~--~r----+----4-----

84 ) l'o p1 O\ tdc gl ball competitive and qua lity 

r-- II1~JC educatiOn and training 

98 80 86 92 

6 To enhance maritime research & development 18 20 22 24 26 

~--~~------------------------~~ +---~----~---~----~--~ 
To create a conducive environment for competit ive 

7 ustainable and quality commercial maritime 20 22 23 24 26 

~--~s~er~v~ic~e~s-----------------------------t----i-----t
----4-----+----~ 

8 To develop global partnership for mari time 10 I 0.4 10.6 11.2 I 1.4 

development 

~~---------------------------+--~r---r--
-~--~---1 

TOTAL 320 341.4 362 389 415.6 

Source: KMA Strategic Plan 2012-2018 

Also, a new technology platform called Enterprise Resource Planning (ERP) wa launched so as 

10 manage both internal clients and external customers. This had effect of inc . reasmg 

accountability and reducing downtime. Moreover. it has pro ided scamles int grati n t the 

extstent systems with minimal impact to bu iness operations b being introduced in module 

'I . . . 

'he fi t stage RP 1 was introduced m corporate support cr tee. ' here it wa run on urrentl 

\\ith quick books system before being adopt d fully . 'I hi s was later followed b) FRP II , hi h 

irnplcmented in the Maritime ' afcty lkpmtml:nt. 1odulc Ill "hrch irnol es the 

0 lllrn rcial hipping Department is currently in the tl' t pha e ~1\\aitin > commrssmnin ' · 



Figure 7: Vessel registration flow chart 
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4.4 Challenges of Strategy Implementation 

Challenges to strateg) implementation arc the bottl enecks encountered in the process of putting 

strategy into action. The r search sought to es tablish what challenges KMA encountered in the 

course of strategy 1rnplcmcnt.ltinn. The Direc tor General, the llead of Maritime Safety, 

Company Secretary and Ill ad of' L •pa l Department , The Ilead of Commercial Shipping and 

llead of Corpot .tt l' , IIJ pot t Set vices. Moreover, the study used secondary data whi ch was 

SOliiL'l'd lil)fll 'l q ot,tt , tr ate , jc plans, fina ncial statements, company magazine, annual reports 

and l'wm th · '{ mpan website. 

Information on both institutional and operati onal challenges was analysed. The survey 

intervie'>ved five people. Consequen tly instituti onal challenges identified were structural 

challenges, leadership challenge, cul tural chall enges, reward and moti vational chal Jenges, 

policies , procedures and support systems. Simi larly, information was obtained on tacti cal and 

operational challenges which were identified as : resource allocation, management and employee 

involvement, operational objectives, annual objectives, budgetary allocation and communication 

of responsibil ity and accountability. 

First and foremost structure was identified as hav ing been a challenge. Most of the respondents 

indicated that the structure of the organi za tion was not supportive of successful strategy 

implementation. The organization structure " a a tall bureaucracy. Ihe respondents confirmed 

that this was a serious challenge, as the tall struc ture mhibited eff ec ti ve coordinat ion ol 

operational activities. ' imil arl y. it inhJ bJt cd responsibility and accountahdtt y. 1 O\\ Cr level 

mana crs cannot make a major decision ' ' ithout consultation ' ith top mana 'emcnt. 'l his is 

c idenccd by the 1 lead of 1ari time Sa l:l)' '' hn ay that he cannot til ow lor surveys and 

111 J ec tions by the Kisumu oflicc without hi u>n nt. J\l o, l dor any prokct is lin. nll'd 

n ent must be obtained fn m th Dire 1 1 < •cnc 11 or r pr lllllivc "hid1 low do\\ 11 

Jr dur . 



Secondly, respondents confirmed there was a serious human resource challenge especially in the 

initial phases of strateg) implementation. The challenge was that the initial set of managers and 

em pl oyees who were seconded from di ffcrcnt government organizations had to return to their 

employers on lapsmg of their ' Ontrncts. This disrupted strategy implementation continuity as 

new managers had to ' tHl1l' on hoard to take their place. Current labour force lacks the capacity 

to 1mpknH:nt thl' suatc:p1c Jlan due to lack of some very specialized skills for example 

t'll 'llllTllll • and 11.1111i~ ,l] .slll eyors, pollution control officers, marine superintendants just to 

llltiiiHlJJ a 1 '" . 1 h · :-; pet;Ja]iJed sk ill s require competitive remuneration which KMA 1
s 

l'llllL'ntly nut nllcring hence inability to attract expatriate workers. The human resource available 

l'<lll l ~ ~11lf10\\ercd through training. Some positions in the KMA work chart have not been filled 

at th~ moment because of inadequate technical capacity which has resulted in poor or inadequate 

sen ice deliYer} to stakeholders. However, KMA is implementing a program where it sends to 

train in other counties. Also it has entered into partnerships with other institutions through 

International Maritime Organisation to carry out joint exercises for sharing of expertise in 

deficient areas. 

Table 4: KMA Staff Establi shment List 

Designation/Cadre Authorized/Optimal In-post 

Director General 
------------~----

~---:r-~ 

2 Corporation ecretary 

3 Chief urveyor & Rcce1ve; of Wrecks 

Finance & AdmmJstratJon Manager 

5 

6 

7 

-I --0 

Variance 

0 

0 

0 

0 

0 

0 



Designation/Cadre Authorized/Optimal In-post Variance 

14 Assistant Commercial Shipping Manager I 0 I 

15 Internal Audllor 
I 1 0 

16 R&D Offi er 
I 1 0 

17 Public Rdatinns Offit' l' l 
1 I 0 

--
18 Lr<•al Otlin 1 

I I 0 

Jl) PlllllltJtlfl ''nnll nl Otl !l't'J I I 0 

f=o 1- s .\1 h. R1 I IH {) ffl 1:1 I 1 0 

I ·~· I' 'J tr.n of cafarcrs 
I 0 I 

~ ' 1 \ lOUntant 
I 0 I 

-
~ 

Pr urcrncnt Officer 
I 1 0 

24 Human Resources Offi cer 
I I 0 

JCT Officer 
~ I 

25 
I 0 

27 Maritime Offi cer (Inland Waters) I I 0 
--

28 Commercial Officer 
I I 0 

29 Assistant Internal Auditor 
I 

-
I 0 -

I 
- ~ 

30 Assistant R&D Officer 
0 I 

31 Executive Officer 
2 2 0 

-

3 
- -

32 GMDSS Technician 
I 2 

Assistant Registrar of Seafarers I 
·- - --

33 
I 0 

6 6 
- -

34 Trainee Surveyors 
0 

35 Hydrographers 
2 0 -2 

--
36 Vessels Inspectors 

4 4 0 
-

37 Personal ecretari es 
4 4 0 

---
38 Assistant Commercial Officers 2 2 0 

3 --- o--
39 Assistant Accountan ts 

J 

--
40 Library Assistan t 

1 I 0 

I 
1-- r---

4 1 Public Relation:. AsSIStant 
() I 

-I ·-
42 Lega l A s i ~tant 

I 0 

6 
f ~ - ·~ 

43 G-MDSS Operator 
I 

1- ·- - I~ ·-
4·1 Sc fare1 s Re 1 tr ar 1\ i tlllll I I () 

-- I 
-~ -

45 Account -Clerk 
0 I 

46 
- I 

1- 1- 0~ 

PH urcm nt I rk 
I 

~ 
--- I 

l- = ~ 

Rc rd I n 01 nt i t nt I u 

f-- :-. - ~ 

I 
I hnn.n Rc ur I I nt 

() I 

f-=c-
I t Input I r I 

I 

._ 
~ 



Designation/Cadre Authorized/Optimal In-post Variance 

50 Records Clerk 
I 0 I 

51 Data Input clerk II 
2 2 0 

52 Driver I 
I 1 0 

-
51 Telephone Optr;Hnr 

I I 0 

~52 -- 3 
Dll\ cr II 

., 0 .) 

~~· 1 ~0fl~rt· ;\-,-,j r.tnl I 
2 1 J 

~ 
,_ - -

( lllnt \ branrll 
4 3 I 

· =·-~ 

l'ohtl 
90 63 27 

- -

Sour~:~.: 1\. I\ Jluman resource Survey Report 20 12 

Thirdly. there\ as the culture challenge. The respondents indicated at the need to align cu lt ure to 

the strategy took centre stage in the implementation of the strategic plan. This is mainly as a 

result of the origin of KMA as an offshoot of Merchan t Shipping Department of Kenya Ports 

Authority. Many of the current staff were transferred from parent organization and brought a 

pure public service attitude with a particular work ethics. The challenge posed by this is the 

external environment has greatly changed with external clients and stakeholders demanding a 

high service level which is commensurate to the monetary value offered. The existence to culture 

and traditions as a challenge to strategy implementation resulted in resistance to change. olu 

approach to work and Jack of modern skills. It also resulted in delay in the systems and 

procedures of work hence strategic plans arc not implemented in a timely manner. Fmployecs 

are trained at exorbitant costs and end up shifting to other institutions on completion ol training 

thus draining human capital. Culture has deterred innovation and caused uelays in provisron of 

services especially due to clashmg work plans. ln order to overcome these challenpes K 1A has 

tried to enforce a code of conduct and develop shared values to ham1onise culture and tradl!rons. 

Thi includes facilitation of staff by outside con ultant 'ho ha c cmphas i:~ed allirmatn· ~ action 

panicularly in the recruitment of tall 
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heavy reli ance on external consultant who developed systems whi ch were not sometimes suited 

for the organization. The ystems also paused a challenge due to bureaucracy, Jack of control and 

poor progress monitoring. l Iowevcr, worth noting is the fact that respondents say the systems 

and procedures are s]O\\l) tcinn rc \ iscd, although the current evaluati on is not out ye t. Due 10 

part ly ineffective s ·. tt:m iltld pmcedurcs, strategic pl an implementation cannot be full y 

achieved to th · desirl·d It'\ cb h~o'llll' pcrl'onnnncc targets arc not met. The introducti on of the 

l ·ntL·tplls~o· lh•stlllt ' l' Jll.tnnin, (ERP) system which monitors progress real-time and gives email 

itk t Is l\11 p ·ndin \\ork is ~:nvisa '<.!d to rej uvenate the acti viti es of KM A. Thi s system also 

1l'lll't <tl ·s r •p ,, L which arc accessible to stakeholders thus is a tool of control. Due to the fact 

lh;tt rt 1 · in its initial phase, a thorough assessment has not been done to find out to what ex tent 

internal ·~ tems will change as a result of its introduction. 

The fifth challenge identified was on poli cies. The single most chall enging exercise wa that of 

grinding policy and procedure documents in to a way of doing business. Most of the respondents 

confirmed that policies, procedures and support systems were inconsistent before this process 

and the chal lenge was harmonizing them to reflect strategy implemen tation process. There arc 

recommendations to develop new policies and rules, but this has not yet been actua lized. To 

some extent the policies and rules are not clearly defined and explained to the staff. ·1 his has 

made coordination across the organization for example from headquarters to other offices a 

challenge. KMA has been called a toothless bulldog in cases where malpractices have failed to 

be punished. This is mainly due to the deficiencies in the KMA Act 2006 and Merchant Shtpping 

Act 2009. KMA has tried to overcome these challenges by rcvtcwmg the madequatc poltcics and 

rules and tried to harmonise them to strategic plan. 'J his has been throu'h seminars. workshops 

anu mcetmgs. irculars and memos arc regularly issued by the head · ot department to remind 

mploycc about auhcren c to policie and rule . K 1A has in' of lil.'ld data . continuously 

lobbied with legislature to enact Jaw which will rc 'Ulate maritime indu try. 

r <m fl h ai I I hrtll cn , 1 impl m Jlt il ll n 

lh u •h 11 , I in • I int . 1 ilh r mmu.ll r cmi -uu t 111. 1 I. 



thus making it difficult to meet required effi ciency levels. Fieldworkers are currently not 

equipped with ipads and notepad 'vhich may facilitate real-time processing of data. Vessel 

inspec tion detail s arc still relayed manually to head offi ce for coll ation before offi cial 

communication to owner. l ht: boat re 1 i. tcr al o has typographical cn ors and outdated data. 

Technology has pause i .1 ·h:llkn 1c in online checking of vessel status, turnaround time in 

process ing and ptll>l 11.: • Hd kl'l'pln, as a result of loss of documents due to manual filin g. 

IJXISllll l ' s 'st Ill .I ll' not u lllfl 1111 ·d to the required levels and the desired direct outcomes cannot 

h: 11 ·lucv ·d. In 1 , 1 ·orne th<.:se challenges KMA has developed an lCT poli cy that is currently 

bl'Jn ' i111pl ·men ted in phases StaJf training about the new software pl atform is currentl y ongoing 

WJth hard\\ are being replaced by more effi cient devices. The upgrading of existing systems is 

current)~ envisaged in the strategic plan bei ng implemented. 

In addition there was a challenge of compl ying with operational plans. Most of the respondents 

confirmed that compliance with operational plans was a challenge especially in the firs t few 

months after they were put in place. They also confirmed that the difficu lty in in using the 

operational plans as because they involved planning of activi ties by operational managers who 

had no prior experience of doing them. 

Moreover, the Government of Kenya frequent] ) rcorgani1.cs it tructun: by splitting, merging and 

changing names of mini stries. ft en mandates of mini stries keep on changing. ] hcsc abrupt 

chnnl.!es have disrupted operations as ministn es strive to reorganize t h~:msc l ves Conseq ur mh , 

time. linancial and human resources are wa.., tcd leadi ng to undcrperf'onnancc and non 

achievement of the set ta l gets. It create unc<-: 1 tamty to stat I' and other stakchollk rs. Some 

mandates of Ki 1A fall in di flcn:nt ministr ic .: Commercial Shi ppin ' Department has intl'H.'sts 

rc latin to mi ni tr~ 11 f tran port. 1ari tirnc Sail t) deal "ith 1ini 11 v ot uwironnh:nt lllllh: 1 

llution ontrol. 1ini tr) l f lnt rnal w it) in l: \llit ) c n m .md lini tl ) of t1 n Jllll in 
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\Vhich in turn leads to duplication of effort s. e.g. role of NEMA and KMA in marine poll ution 

COntrol. 

Another challenge facing K lA is in a tua lizing its nagship project under the Kenya vision 2030 

whi ch involves tJ ainin, l) ( sutf:lll'tS nnd other mari ti me officers to export 16 mi ll ion jobs by 

2030. Tr m n i n ~' or st•al.ltl'IS lll\ISt comply with lMO standards (STCW 78 as amended in 1995), 

whil'lt KM .\ dut·s not hav~ the institutional and legal capaci ty to enforce. ountries which 

rotnpl)' with th .• st;mdanls arc pl aced on a White List, which enables them to train seafarers to 

SL' J vc on fo reign g ing ships. Kenya will be in a position to offer maritime training local ly once it 

enter · into the white Jist. Jn the past maritime education and training was not part of national 

education system and was operating as a niche market. KMA has developed a curriculum for 

maritime education and training in conjunction with Kenya Institute of Education whi ch is 

currently awaiting ratification and adoption by Ministry of Education. orne of the strategies to 

be implemented are compliance with JMO standards, harmonization of maritime education, 

facilitation of accreditation of maritime training institutions by the Directorate of Techni cal 

Training and Kenya Institute of Education, pl acement of officers on board foreign going ships 

fo r sea time training and enforcement of quality assurance system in maritime educa tion. At the 

moment due to the global economic cri sis there has been a slowdown in world marit ime markets 

and unpredictable cash flows for sea lines that has discouraged investment in maritime resou rces 

in Kenya. 

J·ina ll y there was the challenge of involving employees in process It was qui te clear from the 

respondents that although strategy implementation 111 K 1A ' as a partrcipator. proct.::ss, thcr e 

\\ere serious challenges in achicvmg this obJCCtrvc. I Ia ing all cmploy~.:cs to be involved was not 

ea y as thrs wa extremely expensive. A very careful balancing act wa Tl'l)ttiicd to cnsutc that 

d I artmcnts adequately stnffcd 't all time . 'I he en t of ha\'in, \\ork hop to tr:lin on tl:ttl' 'Y 

n \\ d vclopcd ~tratcgie and the J ro e of their impl ment. tion \\H hi •h . AI n. 'l'ttin • ull 
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4.4 Discussion of Findings 

From the literature re\ iew items like style, shared values and skill s are expected to have a 

substant ive impact on organizati n. ll owcvcr, from the result s the ex tent of their inlluence 0 11 

stra tegy implcmcntnt1 n 'l uld no t be substantiall y e tabli shed. Worth noting however is that 

most respondents a 'llt' 1 that thLS' it ·ms have an effect on strategy implementati on. The 

probkn1 was l 111 yin!' out an • aluation on the items with the grea test effect and ra ting them 

illTotdtn •ly. 1 his is 1 ause the soft skill s could not be thoroughly explained by some 

llll()llll:lnts . 

The re earch also shows that planned and emergent strategies are used concurrently. For the 

planned strategies evaluation of performance was practical since benchmarks of previous 

perfom1ance exist. In the case of the emergent strategy where RRJ is used, there ex ists no mode 

of comparison as most of them have never been done before. For the various department there 

Were mixed results for comparisons between performance of planned and emergent strategies. Jn 

the Maritime Safety Department the RRI has had more impact than the planned stra tegy. This is 

because action plans were not rigid and innovative ways of doing things were devised. For the 

commercial Shipping Department the same could not be said, as the planned strategies rarcd 

better than the emergent ones. This is because they deal with a different demography of clients 

Who are not flexible in their operations. From the study it was c tablished that the different 

Strategy approaches should be considered after thorough environmental analysis is done. 1 his 

obsen·ation concurs with Aosa (1992) , ho argued that organisations have to constantly ,Jdapt 

their internal configurations, programs and a tJ\ riles to reflect new xt rnal situations in a changmg 

environment. 

In th literature review leader hip i n n 
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the unique characteristics. orientation and actions of the chief executive officer which contrasts 

heavily with the finding of the . tud . llaving a structure where roles are clearly defined 

eliminates the need to haY ni nmati leaders for successful strategy implementation. Optimum 

strategy implcmcntntwn m thl' 1 ubli s ·rvice in Kenya cannot be acl1i eved because company 

structures an: di ct,lt ed l' I ullt ' Service ommission. This institution is not involved in the day 

to da intellll"IH n "tlh int ·rna) customers and external clients hence may not be in a position to 

advice the l st ·tructure for a public institution. Swartz (1985) argues successful strategies 

require a properl) matched organi sational structure which is in agreement with research findings. 

KM is a cia sica) case where organization strategy follows structure. 

From the study it has been shown that the management tasks that have been able to lead to 

improved performance are marshalling needed resources and steering them to strategy critical 

operating units is necessary for successful implementation of the strategic plan . The process of 

prioritizing on activities and allocating key resources; both human capital and financial resources 

has helped increase performance as evidenced by the results of customer satisfaction survey 

which have shown a trend of increased value for services over the years. This further emphasizes 

the need for pla11J1ing and commensurate allocation of resources to key activities for success to 

be achieved. The results are in agreement with Aosa (1992) in his survey of private 

manufacturing firms in the Kenyan context which concluded that companies maintaining links 

between strategies and budgets were significantly more successful in implementing strategy than 

those not maintaining those links. 

Whereas the strateg) development and implementation in KMJ\ has been thorough. achie\ cmcnt 

of forecasted re ults has been a ver) chall enging task gi' en the C\istcnt legal frcHTIC\\ork in 

Kenya d e not upport strateg). Aaltonen and lka\alko (2007) also po ited that moving 

tratcgies to desired actions IS complex and not straiohtfol\\ard as om: would c pcct. 1ntcn,er. 

the re ,i ttation of shipping lines. clcarin!! :u~ents and other nwttttnh.' hustness is done in the 

an int gtct d 1 llic) fnml~:wmk. Kcn)·t· maritinll..' k_•al It, tnl'\\l)JJ..: i . L'<Itll'rl'd in 

m u un :m.iin ted and n1li ling pi 1l kc•islati nand It' ul. tH n . In thi ~~ •a1d . th~• 

1 n d t int 'J.tr the t 1 inh. th ' r~tll nntu nal d~:Hitpm · nt dlllt . \\lll'll dlnti\l 



maritime legal framework \\Ould be expected. Further, there is Jack of capacity within the 

judiciary to handle maritime rcl.1ted litiunti n, for example failure to prosec ute foreigners for 

piracy and armed rohhcr;. ,\1 sL'i1 ln the light or such chal lenges implementing strategy for public 

corporations the lc 'ill ltamt\\Utk must lirst be addressed before trying to develop and implement 

strategies ni11H:d at arhi ,, lllP th ·ir mandate as it has an effect of nullifying genuine and honest 

dT<.Ht in sltllll' '\ 1111pl ·mentation. 
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CHAPTER FIVE 

SUMMARY, RECOMMENDATIONS AND CONCLUSION 

5.1 Introduction 

The objcc ti w ol th l.' stu I " as to establi sh the process KMA undertook in implementing its 

stratc • '· Is(), 11 \:S lJ lt shcd chall enges faced in the strategy implementation process. 

5.1.1 Strategy Implementation at Kenya Maritime Authority 

The study found out that in the process of strategy implementation, KMA put in place 

mechanisms to ensure the individual and organizational sub-units execute their part of the 

strategic plan successfully. The main drivers of strategy implementation are four. Firstly, there 

has been institutionalization of the strategic plan and incorporation into a system of norms and 

values that have been instrumental in shaping employee behavior. Secondly, the strategy has 

been operationalised by translating it into specific policies, procedures and rules that guide 

planning and decision making by both management and other employees. Thirdly, KMA has 

built an organization capable of carrying out the strategic plan by developing strategy supportive 

budgets and programmes. Furthermore, the organization has instilled a strong organizational 

commitment, both to organizational objectives and the chosen strategy by enhancing stakeholder 

incorporation in the strategy implementation process. 

5.1.2 Challenges of strategy implementation at Kenya Maritime Authority 

Three major challenges were identi fied. Firstl y, the part ic ipator approach wa adopted ' hi h 

re ultcd in diffi ulty in invol ing ever one .Moreover, ge tting all ta f to contr ibute frecl 

\\ith ·ut fear of vtctimization took a lot l effort. This wa e~peciall · so for the lom.:: t Je, I staff. 

ndly for uccc sful strategy implementation. it was necessary that e\ ~.·ryone adopted th~o: 

t: r vnlu in all a p ct of their \\OJk . ")hi ptoc~.: s imolwd . i •nili~.· :mt cultutt' chan •c \•nitH 
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embed the core values. Finally, the tru ture of performance management was a major challenge. 

The process of ensuring th motivati n and reward tructure was linked directly to achieving the 

targeted results, and ommnni atin' thi tructure in a way that all in the organization 

understood wa n dirtlcult L' 'l is' . This has remained the single biggest challenge in strategy 

implement at ion . 

5.2 Recommendations 

To sustain the relatively effective strategy implementation, KMA must constantly keep on 

reviewing and ensuring that all activities are aligned to the overall strategic objectives. Efforts 

that are in place to ensure the vision, mission, core values and strategic objectives remain 

n ll t ff m . t tinu~ ml l o in ol n w \ ff. KMA &11 Yld fYr\h r do~ulop n 
m hal I arly ai s in interpreting ore vall s into dny lo duy nctivi\ics. for cxumplc\ 
vessel inspector must be able to interpret what the core value of quality of service means to in 

their day to day activities. A commercial shipping officer mu t be a Je to interpret what integrity 

means to hi work. Furthermore, there should be a measure developed to indicate when one i 

not practicing the core values. 

The perfonnance measurement and reward system should be communicated very clearly t all 

staff especiall the lower cadre staff who do not understand it fully. This would help boo t their 

morale and lead to improved perfonnance at the end. La tl , those in olved in trategy 

formulation sh uld be involved at all le els in strateg implementati n. 

imitation f th tud 
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the organization. In addition, thi being a case study, there are certain limitations which are 

typical of case studies. There was also th i sue of inaccessibility to some secondary data like 

cash flo ws due to compan) tlr1t docs not p rrnit disclosure to unauthorized parties. This has 

resulted in the analy is bern 1 in ·nmpl ' t ' as some valuable information is missing. ln addition, 

some informants w 'I' llllti.lll unwillin) to give information for fear it may be used to institute 

rur thcr 1.: nquu i~:s 1 JUdi 1al proceedings against company. This may have restricted their 

ITS! onsrs to p ' Ill\ e a pects of process whi le purposively neglecting to mention the mistakes 

made in 1 roc of trateg implementation hence resulting to bias in final results. 

5.4 Suggestions For Further Studies 

The study was broad and dealt with many aspects of strategy implementation at KMA. Further 

studies should be done to interrogate in details the implementation process, and another study for 

establish challenges and their mitigation measures. 

In addition further studies should be conducted on how other publi c utilities have resorted to 

strategy to cope with dynamic environments. In addition, the results of this strategy 

implementation process should be looked into to establi sh the gaps between government policy 

and practice in state corporations 
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Annex 1: Letter of Introduction 

Dear resp(llltkllt . 

APPENDICES 

University ofNairobi 

School ofBusincss Studies 

1 nm a pu t raduat' student in School of Business Studies, University of Nairobi . I am 

comluctm' a 111anagemcnt research on strategy implementation at the Kenya Maritime Authority. 

In order to conduct the research, you have been selected to form part of the study. This letter is 

therefore to request your assistance in filling in the attached questionnaire. The information will 

be treated with strict confidence and is purely for academic purpose. Your assistance and 

cooperation is highly appreciated. 

Yours fa ithfull y 

William Mutana Sanga 

MBA Student 

Dr. Jackson Maalu 

uper 1sor 



Annex 2: Interview Guide 

The interview seeks to establi h the strategy implementation process at KMA, to identify the 

chall enges KMA is facing in strntcg imp! mentation and determine the steps currentl y being 

taken to hamllc the chnll n lt:S . The in tervi ·w/qucstionnaire is divided into 2 sections. Part A has 

pcrsonal/organii'ntlOrl.ll ktail: and part n is for chall enges faced in strategy implementation. ln 

part A the emphit'>t · \\Ill ll' in ·stablishing employee input in strategy implementation process. 

Questi(lllS ask ·d will in Jude respondents curren t posi ti on in organization, current department 

and pniml th ') ha\'e been working for KMA. In addi tion, knowledge on what the strategy plan 

en tail·. sJ...ill · required to implement it and any training that has been afforded towards 

understanding and developing the strategic plan is identified. ln part B of the questionnaire the 

re earcher seeks to establish the effect of structure, organiza tional systems, policies and rules, 

technology, leadership, human resources, reward and support services and financing on stra tegy 

implementation. 

Part A 

I. What is the current position in KMA? 

2. What is your department's main role within KMA? 

3. Are you aware of any strategic plan in KMA and who is responsible for developing it? 

4. Do your departmental staffknow of the existence of a strategic plan? 

5. Does your department have the skills and resources required to implement the strategic 

plan? 

6. How is the organizational strategy implemented in your department? 

7. Are there any measures that are used to identify if the implementation process is 

successful or not? 

8. I Iov do you respond to the case where strategies arc not gi ing the antic1patcd rc uhs? 

Part B 

1. \Vhat arc the strategies K 1A i. implementing and ' hy "en: they chosl' ll '? 

2. In your opinion arc th c tr·tk lie · uccc ful ? 

tr. liti n 

UpJ rt 

n•l . t 

nd 111 n m . 

) SI m and ptoudtlfl.' 

r h•J • hum.tn 1 c (\II 1..' 



i Have they affected strategy implementation? 

ii Have they posed any challenge to strategy implementation? 

iii What challenges have the ' po cd, and how could these challenges have best been 

avoided? 



Annex 3: Vessel inspection Annual work plan 

~L 
1KMA 

KENYA MARITIME AUTHORITY 

MARITIME AFETY DEPARTMENT 

NN AL WORK PLAN FOR THE FINANCIAL YEAR 201112012 

0 I PE TION AND SURVEY IN COASTAL AND INLAND WATERS 

Dec 
2011 

834 150 July 
2011 

355 100 Oct 2011 
559 100 Aug Oct 2011 

201 1 
219 100 

639 150 July 
20 11 

Tai ta Tavcta 41 41 Jan 2012 
1,421 400 ep 2011 
4,560 400 

1,130 400 Aug 
2011 

)ando 224 224 Fcb2012 
Rachuon}O 1,200 400 1\ar 

20 12 
102 102 ct 201 I 
4.676 400 Jan 20 12 
1.579 400 l)\' 

20 1 I 

June 
20 12 

June 
2012 



Annex 4> RRI Team Work Plan 

THE RRI TEAM WORK PLAN 

r--
Strategic Challeng Ar : W.lt 1 11,111 port saf ty 

- -
RRI Goal. H •du t• v t t, 111 nt 111 I, 11111 h)' i'1'Y, in 100 cl ays 

- --
Launch Oat 230 .201 

RRI Day SO· 11.05.2012 

RRI Day 100: 30.06.2012 

Political Leader: Col. (Rtd) Joseph Nguru Sponsor:N ancy Karigithu 

Results Leader: Cosmas Cherop 

Strategic leader:Wilf red Kagi mbi Team leader: Dave Muli 

Monitoring and Evaluation: Amos Kituri Secretary:Josephine Nthia 

Team Members: Munga, Jeremiah, Gichohi, Mulongo, Asewe, Baya, Mugo, Sanga, Tsuma, Nthia, 

Samba 

MILESTONE ACTION STEPS PERSON ACTIVITY TARGETS BUDGET STATUS/ 

RESPONSJBl (KSH) REMARK 

E START END s 
DATE 

DATE 

Boat Prepare Training Munga 27 .3.2012 02 .04 .2012 NIL -Done 

operators Needs 

trained on Assessment(TNA) 

maritime tool 

safety and - -
collision 

Adopt the TNA Tsuma 02.04 .201 2 02 .04 .2012 NIL Don 

prevention 
tool 

-- - -Adm1n i~ t r th M unga 04.04.2012 09.04.2012 306,000 Done 

TNA too l to the 

tc rg t group 

(Tr v I, 

ub 1 t n n 
._ 



boat hire) 

Data collat ion, Munga 12.04.2012 13.04 .2012 NIL Done 
analysis and 

compilat ion 

-
R po rt Mwango NIL 

pr ~ nt, l ion .uui 

, Hi o ~ It n 16.04 .201 2 16.04. 2012 

pr p v nu 

·-
D ve lop teaching Tsuma 17.04 .2012 19.04 .2012 NIL 

materials 

Procure venue Josephine 12.4 .201 2 5.5.2012 1,000,00 

0 

Conduct training Tsuma 14.5.2012 19.5.2012 366,400 

(Travel, 

subsistence and 

boat hire, Nav. 

lights gifts(75000)) 

Mid Term Conduct a Kit uri 30.05.201 30.05 .201 NIL 

Review Monitoring and 2 2 

Conducted Evaluation 

Meeting 

Seaworthines Notify the Josephine 14.05 .2012 - t- --25 .05 .2012 NIL 

s of water administration of 

craft the intended detail 

improved safety inspection 

-·- - f--- -- -Set up Nav lights Mugo 17 04 .201 2 17.04.2012 NIL 
acqu isi t ton 

ena bling 

mechanism 

through 

collabora tion wi th 

NGO's and 

l 
corporate 

commu 11i ty 

-



Design KMA Tsuma 03 .04 .2012 10.04.2012 NIL 

seaworthrness 

certified plaque 

Procure for th Ba y a 11.04 .2012 04 .05.2012 200,000 
plaqu 

-·---
Conduct fr 250,000 
d t II d 

In p ctlon and 

off r free Gichohi 21.5.2012 26.5.2012 
consultancy on 

areas to improve 

seaworthiness 

Stick the KMA Gichohi 14 .5.2012 19.5.2012 NIL 

seaworthiness 

plaques to . 
compliant vessels 

for ease of 

identification by 

the public 

Boat user Target boat users Tsuma 5.04 .201 2 10.04 .2012 Done 

community during the Easter 

sensitized on festive season 

various 

maritime Procure publicity Bay a 12 .4 .2 01 2 5.5.2012 1,000,00 

safety 
material 0 

-measures Publicising the Munga 5.5.2012 3.6.2012 1,000,00 
event 0 

-- -Se nd invitation to Josephine 12 .4.2012 5 5.2012 NIL 
insurance firm 

--t-- -t--Conduct Gichohi 4.6.2012 8.6.2012 295,000 
sensitization 

(travel, 

subsistence and 

boat 

hire+ miscellanous 

) 

k- =~ 

c= l = '= 



Maritime Invite enforcement Josephine 28.05.2012 1.06.2012 NIL 
Safety agencies and other 

meas ure relevant gov' t 

enforced age ncy to an 

enforce m nt 

ex r is 

--
Hold 1 ll\ll t in ' Gichohi 6.06.2012 12.06.2012 
w1 th P llict• ,KWS, 

PrOVInCia l 

.1d mmr t r t ion and 

ob tain 

commi tment on 

their role in the 

enforcement 

Conduct joint Munga 18.06.2012 20.06.2012 162,000 
opera t ion to 

enforce safety 

measures(travel, 

subsistence, boat 

hire + operation 

cost) 

Attach a team Bay a 20.06.2012 30.06.2012 
member to 

monitor 

enforcement of 

the measures 

End Term 
t-

Conduct a Survey Mwango 02 .07 .2012 06.07 .201 2 306,000 
Review on Complia nce and 

Conducted Acc id ents Leve ls 

-- --Prepa re a report Sanga 06,07 2012 08.06.2012 
on t he impact o f 

th resul ts and 

nd term rcvi w 

c I br ation l -- -~ 
__ ._ 



Annex 5: Logical Framework 

Goal: 

To 11)('1 t'HS!' 

pt 0<111< ll Vtly 

JlOVt'l ty 

Hilt I 

t'( 011011111 ' 

t rdtll r 

C it'<Ul, ·afe and secure 

manume ennronment 

Globally competitive 

mantJme 1ndustry 

Effective and efficient 

service delivery in the 

maritime sector 

Outputs: 

NationaJ maritime policy 

developed 

Maritime Jaws rev1ewed 

Maritime rules and 

regulations formulated 

Staff htred and retained 

Staff trained 

Human resources 

development policy 

formulated and 

1mplrmented 

Trammg n eds 

'"'""''"'"'nent conductrd 

KMA phystcal 

tntcturt d vclopt"d 

pro d 

nn 

plOCUit d 

mfonnnuon 

cnt r d v lop d 

Objectively Verifiable 

Indica ton 

'untll lllltHln tu {;I)J' 

I'm, 1 ty kwl 

l•mplo mc•nt 1\!'lli' J a ted 

Volume of trade at the 

sea & mland ports 

Number of lives and 

ships lost due to 

security f safety-rela ted 

acciden ts and incidents 

CriminaJ incidences 

Growth in maritime 

commerciaJ activ1ties 

Cost of domg business 

in the mariume sector 

Customer 

index 

sa tisfactJon 

Maritime laws enacted 

Mantime Jaws amended 

Number of staff hired 

Number of staff tramed 

HRD policy 

approved/ oprrauonaJ 

Trammg needs 

1dentJfied 

KMA phySJCaJ 

infrastructure 

operational 

Numbrr of working tools 

prorur d 

Manllrn 

rt· outrt' 

opt·r uonnl 

Numbt' or 

mfm mnuon 

< t ntrr 

Means of Verification 

Economic Survey 

StntistJ aJ Abs tracts 

/\J1nu aJ 

l~eport s 

Sam ple 

report s 

Progress 

surveys 

Annu al MinisteriaJ 

M&E !Progress) 

r~epons 

San1ple surveys 

reports 

Annual Progress 

Reports 

Trammg reports 

Laws of Kenya 

Key Aasumptions/Riska 

PoliticaJ goodwill and 

stability 

Stable ma roeconomic 

framework 

Adequate ooperation 

from other Government 

Dcpartnlents & 

Agencies and other 

stakeholders 

Adequate cooperation 

from other countries 

PoliticaJ goodvnll and 

s tability 

Tim ely receipt of 

distress caJl 

Sustained sea bound 

trade 

Adequate financiaJ 

resources avrulable 

Requis1te MmtstenaJ 

staff lmed m ume 

Relevan t laws amended 

or ena ted m ume 

Avrulabthty of tram1ng 

inStllUtiOllS 



l 

protected 

Revenue genrrmed 

Pinan<:Jal managt'ment 

manuills devt'loped 

IMO ConwntHms tdtlht•d 

Mnntmw t'chtc litton .utd 

t 1 nunng poll< y clt-vrluprtl 

Sc·•dn~t·• s t• iiiiH' tl 

St,\kt'ltoldrt'-' 

St'IISJ(\!t'd / t'tl\11 1(1'\J 

ll\0\llllllll' tfl Ill s 

on 

M,tlltniiL' IC"t' ,tlch pohc · 

dl'\'\'lt>pt d 

M<u 1tunr 

conducted 

CommerCial 

facilitated 

Search and 

research 

acuvJUes 

rescue 

operations earned out 

Local, regional and 

internauonal partnerships 

establlshed 

KMA corporate unage 

improved 

Gu1delines on Tenns and 

Conditions of employment 

for Kenyan seafarers 

established 

RegJster of Kenyan 

seafarers mamtamed 

Number 

automated 

departments 

Register of Kenyan shtps 

mamtained 

Activit lea : 

Pr p. r 

Objectively Verifiable 

Jn d icaton 

to IMO onventtons lost 

for nny snfl'ty t elated 

rt' \ SOil 

Numbc•t nf CtJminnl 

tilt tclc•nt . on shtps 

: , .t IV. tnlnnd wnt 'J 

polh1twn lc•wls 

Amotlnt of r •venue 

c ollc•c tc d 

Num her of conventions 

or treaties 

r a tified I adopted 

Marium e education and 

trammg policy approved 

Number of seafarers 

tramed 

Number of stakeholders 

sensitized/educated on 

maritime affairs 

Maritime research policy 

approved 

Cost of doing business 

m the maritime sector 

Number of maritime 

research 

conducted 

studies 

Number of local people 

partictpatmg 

martiJme 

activ11Jes 

in 

commerc1al 

Number of search and 

rescue 

carried out 

operations 

Number parmershtps 

estab!Jshed 

Customer 

mdex 

sati faction 

Gu1d ehnes on Term s 

a nd Condnion s of 

employmrnt for Kenyan 

seafnr r r approv d 

I T s • tc m procm ed 

Rt> g1 t<•t of Kenyan 

ont mcd ln 

d I 11 d 

I ud 

Means ofVerification Key Assumptions/Risks 

Mcdturn 'I c nn d e qu 111 fill IIIC I 11 

I· p 11 htur 

1 
h m work I J>Oit 

•I 1t I Ill 



Formulate mantime rules 

and regulations 

l!J re, retain and tram staff 

Formulate and Jmplemcnt 

hnman 

rlc·vrlopmt'nt polK\' 

C'oncluc t tr11rnrn~ 

li~S('sSIIIt'lll 

l'r 0( \1 r t Iiiii tl 

up t,MA I II' 1tlqu 11 trr . 

lh'vl'lup I\M.\ ph\· r nl 

lllfr oiSllll(l\11 (' 

Establish other Kl\.lt\ 

br tUJch olfrce 

l'r ocure workmg tools 

Develop and equip 

man time information 

resource center 

Review maritlme/ shipping 

fees, levies and charges 

Collect revenue through 

fees, levies and charges 

Reconcile Merchant 

Shipping Superintendent 

account 

and review Develop 

fmancial 

manuals 

Conduct 

management 

Port State 

Control inspect.Jons 

Carry out FlagState 

surveys 

RaUfy lMO conventions 

Develop maritime 

education and trainmg 

pobcy 

Prepare guidelines 

maritime training 

Train eafarers 

Sen rt.Jze/educate 

for 

takeholder on manume 

affu 

D velop mantime r< e rch 

poh 

Objectively Verifiable 

Indica ton 
Means of Verification Key Assumptions/Risks 

skill s in the labour 

market 



partnerships . Formu late guidelmes on 

terms and conch lions of 

employment for Ken ·an 

scnfm rrs . 1'1 rp:u c• 11n upll ll tt<d 

T('f'. l l;l(') uf 1\ru~ 111 

~wnfm t't s . l't t']lill (' olll llpd.ltf'd 

I !'j:l~lt'l llf 1\t'IIY Ill hlp . Co11durt 1~1·~ 1\udtt . Dew lop .md rene\\ 

gtlldclute · to regulate 

po1 ts not subject to ISPS 

code 

• Establish a data center for 

receivmg Long 

ldent.lficatJon 

Range 

and 

Trackmg Sh1p reports 

• Carry out secunty aud1t of 

ships and port facilitJes in 

inland waters 

• Develop and implement 

marine & inland waters 

pollutJon control policy 

• Develop and review 

operational plans of SAR 

m EEZ 

• Undertake census of the 

vessels both at the coast 

and inland waters 

• Develop and tmplement 

search and rescue pohcy 

• Develop a code of conduct 

for port serv1ce proVIder 

• Prepare an updated 

register of maritune 

service prO\.'Jders 

• Develop cu stomer care 

· trategies 

Conduct cu tomcr 

u faction u n•e • 

Revi w t'X l ling 

p rtnersh1p OU 

• ' oti te ncl pr pru 

pnrtner !up 1 U 

Condu t I T II d 

A.,.,.;_,.,. .. ,.nt 

Procutement of IT 

Objectively Verifiable 

Indicators 
Means of Verification Key Assumptions/Risks 



Objectively Verifiable 
Means ofVeriflcation Key Assumptions/Risks 

Indicators 

system s 

- --




