August 2025

Issue 14

A decade of Service at the Authority

In this edition of the Knowledge Hub, we tum the spotlight on Mr. Eric

Mwangi, who recently concluded a remarkable tenure of 10 years and 7
months at the Authority. Mr. Mwangi began his journey as Manager of
‘ Internal Audit and, through years of dedicated service and leadership, rose

to the position of Director of Corporate Services — a role he held until his
departure. In this feature, Mr. Mwangi reflects on his time at the Authority, offering insights
into his professional journey, the valuable lessons he learned, and the wealth of knowledge
he gained over the past decade.




Eric Mwangi

riefly tell us about your journey at the
Authority. What motivated you to join
CAK?

My journey in the Authority has been smooth,
thanks to the very supportive management team
and staff members. 1 recall my initial days at the
Authority, when 1 was the orlty Auditor. Later, we
brought in other team members, and we com-
menced the audit processes by auditing the tech-
nical departments for the ﬁrst time. When 1 took
up the position of Director of Corporate Services
(DCS) in February,2018, 1 was tasked with setting
up systems and ensuring the transition ﬁ'om
manual to automated processes. This became the
main focus of my work at the Authority. 1 appre-
ciate all staﬂ? members for supporting me
throughout this Journey, as their e_ﬂ%rts made the
entire automation process successfut in areas like
training, appraisat, imprest requisition, imprest
surrender, recruitment, the Strategic Plan (SP),
and Performance Contracting (PC). My motiva-
tion to join the Authority came ﬁ'om a news ve-
port about a penalty imposed on Ukwala Super-
market and Tushys Supermarket n 2014. They
had entered into an agreement prohibited by the
Competition Act. That is how 1 first learned about
the Authority and became interested in Jjoining
an organization that promotes healthy competi-

tion and consumer protection. When the position

of Internal Audit Manager was advertised, 1 ap-
plied and held the position for three years before
transitioning to become the Director of Corporate

Services.

Mr. Mwangi, you were part of the team that devel-
oped and implemented the 1* and P Strategic
Plans. Tell us about that briefly

When 1 joined the Authority, the ﬁrst Strategic
Plan had alveady been prepared, and my respon-
sibility at that time was to consolidate resources
to facititate its imp lementation. My primary focus
was on corporate services, ensuring that policies
were in ptace. It mairity involved setting up faciti—
ties and acquiring necessary resources such as
personnel and 1CT equipment. In the second
Strategic Plan, a consultant was brought on
board to guide the process. The goal remained to
secure additional resources and ensure suﬁcient
capacity to futﬁtt the institution's mandate. Prior-
ity also included testing the law to confirm that
all prioritized activities were acted upon. We also
realized that the consultant would collect and
compile our input during the drafting of the SP,
and over time, we understood that since the Com-
petition ﬁetot is a unique area, ﬁrwtirig a consult-
ant who fully understood it would be chatterigirig.
With this experience, we toegari otevetopirig the
Strategic Plan iriternatty, guided by the Ptanriing,

Policy and Research department, progressing to

the third and fourth Plans.

Having joined the Authority from the public
sector, 1 had experience with Pe}formance Con-
tracting from my previous employer. When 1
joirieat the Authority, 1 was able to guide the insti-
tution on PC matters, especially when 1 served as
the Manager of Audit. 1 took the vole of corrup-
tion prevention seriousty, in line with the PC
targets and reporting in the EACC reports. Dur-
ing my tenure, we never encountered any corrup-
tion incidents. We also integrated the PC into all
our activities. The PC is a government tool that
ensures agencies pevform their core mandates
and address cross-cutting issues affecting them. 1
am gtaot that the Authority has achieved gooot

scores atur'mg my tenure as DCS

During your tenure as the Director of Corporate
Services, you supervised the development and
adoption of various administration-related policies
and guidelines. Please name them and tell us more
about them.

We devetopeat several poticies, irictuatirig the Fi-
nance Poticy, the HR Poticy and Procedures Man-
ual, and the 1CT Poticy. These were hey focus

areas that we addressed.
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Dwing my tenure, we also otevetopeot the Mort-
gage Policy, which was driven by an identified
neeot—statﬁ Vequireot support in securing hous-
ing, in line with the govemment's agenda on
affordable housing. This policy has helped retain
staff at the Authority, with KES 230 million dis-

bursed to employees through the mortgage facili-
ty.

The Finance Pottcy has introduced predictabitity
in financial processes. 1t provides guidance on
minor processes not explicitly covered in existing
ﬁnanciat tegistation. It also governs the invest-
ment of surptus resources, cteﬁnes the mandates
of account signatories, and outlines how the Au-
thority recognizes its assets. The HR Policies and
Procedures Manual serves as a baseline for staff-
institution relations, ensuring ctarity and con-

sistency in hwman resource Ppractices.

As the Authovity automated its operations, cer-
tain 1CT-related risks emerged. This highlighted
the need for an 1CT Policy to help identify and
manage these risks, thereby promoting gooat
cyber hygiene. The need fov these poticies arose
from gaps observed in the Authority's operations.
Their main objective is to pvovide pvacticat solu-
tions to those gaps. The ﬁrst step in poticy devel-
opment was conducting a gap anatysis to assess
current practices. This was followed by a bench-
marking exercise with other pavastatats. Based on
the findings, a draft policy was developed and
presented to the Board. Stakeholders were activety

involved throughout the pottcy devetopment pro-

cess. Once approveot toy the Board, the poticy was

disseminated to staff for implementation.

Tell us about your experiences, roles, and chal-
lenges during the Authority’s automation
process-migration from the manual processes
to automation (CMS/DMS). What opportuni-
ties should we follow up on?

1 took up the role of Project Manager for the auto-
mation process immediately after my predecessor
teft. 1 was vesponsibte for ensuring that project
conceptualization was done properly. At the time
1 assumed the vole, the depavtmentat needs as-
sessment had atveady been compteteot, and we
needed to develop the Terms of Reference (ToRs)
to commence the procurement process for a ven-
dor. A benchmarking exercise was conducted by
dtﬁrerent teams in the Netherlands, South Aﬁtca,
and Eswatini to pick the best practices and tailor

them to our needs.

A vendor was identified and kicked-off the project
by conducting end-to-end process mapping.
Depavtmentat champions were selected and par-
ticipateat in testing the process cycte on the devel-
oped system. Fottowing successﬁtt testing, we
proeeeded with user training aﬁer the system
vollout. During the process, we had anticipated
some resistance to change. To mitigate this, stagﬁC
were activety involved in the critical stages, which
hetpeot them appreciate and support the automa-

tion initiative. The devetopment phase however,

took signiﬁcantty tonger than inittatty anticipat-

ed.

An opportunity the Authority could explore is to
overhaul or wpgmde the current system to incor-
porate Data Analytics. There is a need to make
the system more intelligent by adopting a Busi-
ness lntettigence model, ensuring continuous
improvement and enhanced service to our stake-
holders. 1t is also important to carry out another
benchmarking exercise to identify a system that
offers vobust business intelligence or decision
support capabitities, uttimatety improving opera-

tional eﬁ%tency,

The Authority recently migrated to a new ERP
platform. Kindly share with us the processes

and any lessons leamnt from the migration
process

The process toegan with the conceptuatization
phase, aimed at identiﬁ/'mg what was cw’rentty
work'mg and whether it met the present needs of
both the staff and the Authority at large. The
system that was in use had been pwchaseat in
2018, but it was being phased out t)y Micvosoﬁ,
which had discontinued support. This posed
significant risks, particularly regarding security
wpotates, potentiat downtime, and other vulnera-
bilities. As a result, we had to migrate to a new
system—BCERP  365—which offers more ad-
vanced functionatities and enables integrated

operations across corporate departments.




One of the key lessons learned ﬁorn the migration
project was the importance of ensuring quality
management. 1t is crucial to put adequate
measures in ptace to prevent data loss, particutar—

ly during system migration.

You did a great job leading the project that
relocated the Authority's premises. Tell us
about that. What lessons did you pick? What
did the Authority leam from that process?
What could we have done better?

The relocation was very unexpected having been
served with an termination of lease notice toy the
landlord with onty three months to ﬁnd an alter-
native location for the operations of the Authori-
ty, and overseeing it was a signyicant undertak-
ing. With the assistance of the Legal Department,
the Authority was able to t)uy more time as the
lease agreement gave each party a total of six

months toefore termination.

The first step was to identify suitable office space.
This was done througn the engagement of the
State department for Housing and other realtors
with enough space that could be enough for the
Authority. The second step involved sourcing
funding from the National Treasury. With the
able assistance of the Finance department, the
relocation Committee was able to come up with a
proposed budget which was shared with the Na-
tional Treasury for consideration. The NT
through the then Cabinet Secretary allocated the

Authority funding through the use of Article 223

of the constitution which toasicatty allows the
National Government to spend money that has
not been appropriated toy Parliament ifthe ex-
penditure is to cater for an emergency or when
money was not foreseen or provided for in the

budget.

The third step was to identiﬁ/ vendors through
the able assistance of State department for Public
Works . The exercise was quite strenuous, partic-
ularly due to the limited availability of space.
However, the Authority successfutty increased the
overall floor space and, in the process, made pro-
visions for additional facilities such as the Foren-
sics Lab, meeting rooms, a resource center, and a

media room.

One of the key lessons 1 learned from this exercise
is the importance of involving people and delegat-
ing responsitoitities. Assigning tasks to members
ﬁforn diﬁrerent departrnents to engage with exter-
nal stakeholders, as well as forrning committees

or working groups, proved to be highty eﬂ?ective.

Share your experience overseeing the Authori-
ty's activities during the COVID period and

the lessons learnt from the same.

The automation of the core and support processes
reatty set the Authority on the rignt patti in ve-
gards to remote wortr{ing. 1t would be important
to note that the file movement from one officer to
another had been reduced ﬁforn one day to three
seconds, courtesy of automated Jprocesses. There-

fore, at the onset of COVID-19, the Authority was

prepared to allow the st%ﬁf to work rernotety as all

systems were accessible online.

However, the Authority faced a cnattenge of the
shortage of laptops to cover all staff, Young Pro-
fessionals, and interns. To address this, the Au-
thority procured an initial batch of 50 taptops,

which were distributed to ernptoyees.

Secondty, we devetoped Alternative Working
Arrangements Guidelines to provide clear direc-
tion on how staff would operate, whether working
remotety or when required to be ptaysicatty pre-
sent in the oﬂ:ice. We also activated departmentat
call trees and requested heads of departments to
reach out to their teams to check on their location
and wett—t)eing. Additionatty, we  held regutar
online st%ﬁ: meetings to receive updates and

maintain communication with all team members.

What, would you propose to enhance a good
working velationship between the corporate
services departments and the technical de-

partments in the Authority?

Both the technical and corporate departrnents are
interdependent, and it is essential to promote
clear communication between the two teams to
avoid working in silos . In terms of ptanning—
particularly regarding resource allocation for
activities and projects—this is typicatty done
collaboratively between the technical and support
departments. Therefore, there is a strong need for

coordinated and inclusive ptanning
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There are instances where both technical and
support departments require the same resources.
To address this, 1 recommend that the technical
departments regularly sensitize the support de-
partments about their activities. This will foster a
shared understanding and alignment of priori-
ties, enabling support teams to better appreciate

and contribute to the Authonty’s core mandate.

What advice do you have for the incoming

successor?

The person should be agile and adaptable to new
technologies, with strong people management
skills to effectively address complaints or concerns
raised by staff. They should be fum, analytical,

and empathetic.

Which areas of training, both technical and
professional, would you recommend for one to
efficiently manage the role of DCS?

Recommended areas of training include Project
Management and Change Management, as you
may be tasked with introducing new systems or
poticies. Additional important areas include
Leaotevship Training, Continuous Professtonat
Development (CPD) courses, and Ethical Leader-

ship.
Which information resources/ partnerships
and collaborations would you recommend to

enhance knowledge and skills for staff domi-

ciled in corporate services?

Recommended partnershtps and tearning oppor-
tunities include, collaboration with Kenya School
of Government (KSG) for courses in leadership,
supervision, counseting, and gu'wtance, coopera-
tion with other competition agencies to share
knowtedge and best practices, envollment in
online courses, particularly in the ICT field, cours-
es offered through LinkedIn Learning and utiliza-
tion of the Authonty’s resource center for contin-

uous learning and development.

In the years you have served at the Authority,

what were your most memorable moments?

My most memorable moments were atwing the
relocation process. While moving the servers, we
needed to ensure minimal downtime, and we
comp leted the move within ﬁve hours. Additional-
ty, teavn~buitottng activities fostered strong team-
work and bonding, creating great memories for

everyone involved.

What ONE key leadership lesson are you tak-
ing with you from the Authority?

Leaotersn'qo is all about empowering others to

achieve their best.

And tastty, what’s the ONE th'mg you had in
mind on your ﬁ‘rst 100 days in the D/CS role,
but have not managed to execute during your

tour of duty at CAK?

Address ing the ctaattenges of pel(formance man-
agement, pavticutarty the subjectiv ity oﬁen associ-

ated with evatuating personat attributes, there

were hopes of introducing amore otojective ap-
proach to the assessment process. However, these
qﬂorts faced constraints, as the current scoring
system is anchored in the Public Service Commis-
sion (PSC) model — leaving little room for sig-

niﬁcant adjustments or reforrns in this area.

Additional Comments

1 would like to sincerety thank the teadership,
management, and all stqﬁ fov their support dur-
ing my time at the Authovity. As a leader, you
need the backing of your team, and without their

support, 1 would not have been successful.
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