Volume 4, Issue 1, 2026 ISSN:3005-7779

Author: James Odero W99’ Srrathmore
i % UNIVERSITY

- Africa Case Centre

Prof. David Wang ombe
Dr. Farida Abdul'

SACC-05-2025-45
Received: 2" May 2025
Accepted: 22"! October 2025
Published: 5% February 2026

Balancing Compliance and Change: Theé Internal
Auditor’s Role in Navigating Refoerm at Kenya
State Corporation

TEACHING NOTE

Case Synopsis

This case centres around Mr. Baraka, the newly, appointed Manager of Internal Audit at
Kenya State Corporation (KSC), who,is thrust into a complex environment marked by
legacy systems, a divided workforce, Tfeseurce scarcity, and resistance to change. The
KSC, established as part of a publicsector reform agenda, is at a crossroads: it must
decide whether to absorb long=serving seconded staff from its parent ministry-risking
policy and budget breaches orlet them go, risking operational disruption and the loss of
institutional memory. Baraka must recommend a path forward to the board, balancing
immediate wins with thelong-term need for cultural and operational transformation.
The case highlights=the strategic role of internal audits in public sector change
management, governance, and organisational leadership.

Aim of the\Case

This ease)aims to explore the strategic and operational challenges of transforming a
newly ‘established public sector organisation, with a particular focus on the role of
internal audit as a driver of change. It examines how indecision-making and

James Odero, Prof. David Wang'ombe and Dr. Farida Abdul prepared this case as the basis for class
discussion rather than to illustrate either effective or ineffective handling of an administrative or
managerial situation. Copyright ©2025, Strathmore University. No part of this publication may be
digitised, copied, or otherwise reproduced, posted, or transmitted without the permission of Strathmore
University. The views expressed in the case are those of the author, and not of any organisation mentioned
in the case study.
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accountability, shapes leadership decision-making, and supports sustainable reform
while navigating constraints such as limited resources and political sensitivities. Learners
will also analyse how internal audit can mitigate external pressures, balance
organisational dynamics, and apply best practices to strengthen governance and enable
effective transformation in the public sector.

Learning Outcomes
By the end of the session, learners should be able to:
1. Analyse the challenges of implementing changes in new public sector“entities
2. Evaluate the role of internal audits in fostering leadership, aceountability, and
governance.
3. Develop strategies for addressing resistance to change and.promote collaboration
across workforce divides.
4. Assess the trade-offs between short-term achievements (quick wins) and long-
term capacity-building.
5. Appraise how budgetary and policy constrajntsyshape strategic choice in the
public sector.

Teaching Areas

The case study is designed for undergraduate or graduate courses in change management
and organisational transformationy,leadership and governance in the public sector,
financial management and reseurce allocation, internal audit effectiveness and risk
management, and human resource management and organisational culture. Students do
not need prior knowledge.to‘understand the topic, but they will be more engaged with
those with prior work experience.

Target Audience

The case is sttable for graduate and advanced undergraduate students in public
administratien; business, or management; public sector managers and leaders; board
members, and policymakers in state corporations; human resources and internal audit
professionals; and private sector managers transitioning to public roles. It can also be
used by’academics and students.

Discussion Questions

Facilitators can select any of the following questions, depending on the design and focus
of the session:
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1. Analyse the competing risks and benefits of absorbing versus releasing seconded
staff at KSC. What frameworks or data could Baraka use to justify his
recommendation?

2. Evaluate the role of internal audits as change agents in politically sensitive and
resource-constrained public sector environments. How might this differ from its
role in the private sector?

3. Assess how leadership decisions during organisational restructuring affect
institutional culture, staff morale, and long-term sustainability. What leadership
styles or strategies would be most appropriate for Baraka?

4. Develop a strategy for navigating workforce integration in the KSC."How would
you design and sequence interventions to foster collaboratien” among staff
groups?

5. Appraise how public austerity measures shape internalhaudit priorities. What
trade-offs must internal auditors make, and how can, they manage stakeholder
expectations?

6. Design a phased implementation plan for Baraka‘that addresses both short-term
credibility and long-term transformation. What'quick wins should be prioritised,
and how should success be communicated to the board?

Suggested Readings

Elliott, I. C. (2020). Organisational\learning and change in a public sector context.
Teaching Publie Administration, 38(3), 270-283.
https://doi.org/10.1177/0144730420903783

Eulerich, A., & Eulerichy NI. (2020). What is the value of internal auditing? - A literature
review on qualitative and quantitative perspectives. Maandblad Voor Accountancy
En Bedrijf$economie, 94(3/4), 83-92. https://doi.org/10.5117/mab.94.50375

Fourie, D.{ & Malan, C. (2020). Public procurement in the South African economy:
Addressing  the  systemic  issues.  Sustainability,  12(20),  8692.

https://doi.org/10.3390/su12208692

The Institute of Internal Auditors. (2020). The IIA’s three lines model: An update of the

three lines of defense.
https://www.theiia.org/globalassets/documents/resources/the-iias-three-lines-
model.pdf
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Public Service Commission of Kenya. (2016). Guidelines on secondment in the public

service. Nairobi: Public Service Commission.

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). Jossey-Bass.

World Bank. (2024). Infrastructure challenges and how PPPs can help. Public-Private

Partnership Legal Resource

Center.

Retrieved January 7,

2025, from

https://ppp.worldbank.org/public-private-partnership/applicable-all-

sectors/infrastructure-challenges-and-how-ppps-can-help

Theoretical Underpinning

Themes and Theories Matrix

Theme/Challenge

Relevant
Theory/Framework

Application in
case/Discussion
Question

Resistance to Change

Kotter’s 8-Step Changé
Model (Steps 4-5)

Failure to build urgency
and empower broad-based
action among legacy staff.
Q3: Addressing legacy staff
resistance and workforce
fragmentation

Dual reporting lines and
workforce divisions

Stakeholder Theory /
Institutional Theory

Conflicting accountability
structures between KSC
and ministry

Governance and internal
control gaps

Role Theory / Three Lines
of Defense

Internal audit acting
beyond compliance—as a
catalyst for change. Should
be appropriately
positioned within the
organisational hierarchy.
Q2 & Q4: Role of internal
audit in governance and
institutional trust

Biidget constraints and
prioritization

Contingency Theory,
Public Value Management,
Lean Management

Balancing operational
needs with austerity
directives. Qs: Navigating
fiscal pressure and reform
priorities

Leadership under pressure

Transformational vs.
Transactional Leadership

Baraka must inspire trust
while delivering short-
term outcomes
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Legitimacy and
institutional alignment

Institutional Theory, Baraka’s challen
Public Sector Ethics

demonstrating

ge in

navigating policy while

effectiveness. Q7:
Compliance with

Stakeholder complexity
and tensions

SCAC/PSC rules and staff
expectations
Stakeholder Theory, Q1 & Q7: Weighing
Collaborative Governance | interests of board,"RSC,
Theory unions, staff, anduministry

Workforce policy vs.
operational realities

Bounded Rationality,
Decision-Making Under

Q7: Determiningstaff
absorption.$trategy

Learning and adaptation

Q3 & Q6: Staff
development an

Organisational Learning
Theory, Adult Learning

d audit-

Theory led learning loops
Teaching Plan
This case can be discussed in a go-minute session.with’the following suggested flow:
Segment Activity Type Time
(Minutes)

Opening Trigger Icebreaker:“What would be your 10
Question immediate priority if you were Baraka?”
Stakeholder Role Assign roles (e.g., Internal Auditor, Board 5
Assignment Member, HR, Union Rep, Ministry Official)
Stakeholder Mapping Each group visualizes stakeholder 10

power/influence/responsibility (plenary

discussion follows)
GroupWerk - Question 1 | Analysis-focused: Staff absorption and 15
&2 internal audit's role
Debrief (Whole Class) Facilitator-led reflection and synthesis 10
Scenario Simulation “Austerity Cuts Simulation” - Groups 15

reprioritize initiatives under budget cuts
Group Work - Questions | Focused breakout groups, then 2-min 15
3-6 report backs

5 Strathmore Africa Case Centre

(SACCQ)




Wrap-Up Reflection “What should Baraka recommend?” (debate | 10

or short write-up)

Total time - 90

Guide to the analysis of the case study discussion questions

1. How can Baraka analyse the competing risks and benefits of absorbing
versus releasing seconded staff at KSC, and what decision-ftnaking
frameworks or types of data should he use to justify his recommmendation,
taking into account factors such as workforce skills retention, operational
continuity, budgetary constraints, organisational flexibility, employee
morale, and strategic alignment?

Baraka’s recommendation on the absorption of seconded staff must weigh immediate
operational needs against long-term institutional risks ‘and compliance requirements.
This analysis involves several key trade-offs: cestisavings versus governance risks;
institutional memory versus budget constraints; and employee morale versus legal or
policy limitations.

Using Stakeholder Theory (Freudenreich-et al., 2020; Musonda et al., 2025; Shafique &
Gabriel, 2022), Baraka must considewthe diverse expectations of seconded staff, new
hires, the board, the Public Service Commission (PSC), and trade unions ( see appendix
A, Figure A3). Each group has distinct interests—operational continuity, job security,
policy compliance, andréesource stewardship— which must be balanced carefully to
avoid reputational damage or operational paralysis.

Because KSC operates under uncertainty such as unclear PSC positions, tight budgets,
and conflicting HR rules, Bounded Rationality Theory (within Decision-Making Under
Uncertainty)-becomes relevant. Baraka should recommend a phased or hybrid approach,
such as absorbing essential seconded staff on interim terms while initiating dialogue with
SCAE, and PSC to resolve staffing ceilings and regularize appointments.

Institutional Theory emphasises legitimacy, procedural fairness, and alignment with
formal structures. Baraka must show that any absorption follows due process, is based
on institutional need, and is justified through audit and risk data. For example, Exhibit 2
illustrates the cost-benefit analysis of seconded versus permanent staffing, showing the
hidden costs of dual reporting and governance risks.
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From a public-sector ethics perspective, fairness, transparency, and inclusiveness are
critical. Seconded staff members have sustained KSC during its early phases; a sudden
exit without transition support could demoralise teams and be perceived as unjust.
Internal audits can play a key role in both staffing models by objectively documenting
performance, control gaps, and risk exposure.

Baraka should recommend a phased absorption strategy that begins with the integration
of critical staff whose knowledge is essential for maintaining stability. This+approach
ensures operational continuity by retaining key personnel who understand the
organisation's core functions and processes. Simultaneously, it suppOrts’ strategic
transformation by gradually aligning the workforce with the organisation's long-term
goals. Additionally, a phased absorption strategy helps ensure‘legal“defensibility by
carefully managing the absorption process in compliance with'the) relevant regulations
and policies. Finally, this approach is financially sustainable in the long run as it allows
for the gradual allocation of resources and avoids the finaneial strain associated with
sudden, large-scale staffing changes.

2. How do leadership decisions during organisational restructuring impact
institutional culture, staff merale, and long-term organisational
sustainability and what leadership styles or strategies would be most
effective for Baraka to _’adopt in navigating these challenges while
maintaining engageifient, trust, and alignment with the organisation's

strategic goals?

Baraka can balance immediate impact with long-term organisational improvement by
adopting a dual‘prenged strategy rooted in both Kotter’s 8-Step Change Model and
Transformational Leadership Theory. This approach requires delivering early results

(“quickmwans”), while laying the foundation for sustainable reform.

In ‘the short term, Baraka should aim to establish credibility through visible and
impactful internal audit results. This aligns with Kotter’s Step 6: Generating Short-Term
Wins, which emphasises building momentum by achieving early victory. By addressing

high-risk areas, such as weak internal controls or IT vulnerabilities, Baraka can
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demonstrate the value of internal audits to the Board Audit Committee and secure

institutional support.

Simultaneously, Baraka must prepare an organisation for long-term transformation. This
includes developing systems, policies, and team capabilities, consistent with Kotter’s
Step 3: Developing a Vision and Strategy. Establishing internal audit manualsy risk

registers, and audit plans signals a commitment to institutionalising accountability.

From a leadership standpoint, Baraka’s ability to motivate, inspire, and unify staff across
a divided workforce reflects the principles of the Transformatiorial lseadership Theory.
By communicating a clear vision (aligned with Step 4: Communicating the Vision for
Buy-In), involving legacy and new staff in decision-makingf,and modelling integrity, he

can build a collaborative and change-ready culture.

To manage limited resources under austerity,~Baraka may adopt Strategic Resource
Allocation Theory, which advocates prioritising interventions that offer high returns on
investment. For example, investing in{(wotkforce training and control-strengthening
initiatives that do not require immediate infrastructure changes may yield a high impact

at low cost.

Baraka must also engage-in ongoing stakeholder communication and expectation
management, which is aligned with Stakeholder Theory. Regular reporting to the board,
transparency in-audit findings, and sensitivity to both HR policy and the political context

are key to sustaining reform.

Summary
» Deliver quick audit wins (e.g., resolving high-profile audit queries) to
demonstrate value and gain board support.
e Simultaneously, invest in developing policies, training, and systems that support

a culture of accountability and collaboration.
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o Communicate a clear vision for change and involve staff at all levels in the

process to reduce resistance

3. How can a strategic, phased approach be designed and implemented to
effectively navigate workforce integration at the KSC, fostering
collaboration and trust across divided staff groups while aligning.Wwith

organisational goals and maintaining operational continuity?

To address resistance to change among legacy staff at the KSC, Barakaunust draw on
Kotter’s 8-Step Change Model, Lewin’s Change Management Theokty,‘and Stakeholder
Engagement Theory.

From Kotter’s model, steps 4 and 5 are critical.

o Step 4: Communicate the vision of change<“elear, repeated messaging around the
purpose of reforms can reduce uncertainty and create a shared understanding.

e Step 5: Empower Broad-Based -Action: Removing procedural obstacles and
involving legacy staff in referm“implementation helps shift them from passive

resistors to active partieipants.

Lewin’s three-stage maodel (unfreeze-change-refreeze) is wuseful for guiding
psychological transitions. Baraka must first “unfreeze” the old mindset by surfacing
concerns, highlighting inefficiencies of the status quo, and showing empathy. During the
“change” phase,*supportive leadership, training, and small wins can build momentum.
Finally, . “refreezing’ involves reinforcing new norms, such as cross-functional

collaboration or shared reporting structures.

Engaging legacy staff also aligns with Stakeholder Engagement Theory, which prioritises
early involvement, mutual respect and responsiveness to concerns. Baraka should
include legacy staff in problem-solving processes and create platforms for two-way
dialogue, which research shows improves change adoption in public sector

organisations.
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Additionally, Adult Learning Theory (Andragogy) supports the design of professional
development programs that respect legacy staff’s experiences while equipping them with
new competencies. Tailored training, delivered incrementally and aligned with on-the-

job applications, can ease the cognitive and emotional stress of transition.

Summary
o Acknowledge and address the concerns of legacy staff through dialogue and
inclusion.
o Offer training and professional development to bridge skills and'mindset gaps.
o Foster a sense of shared purpose and recognise the contributions of both legacy
and new staff.
o Use internal audit findings as a neutral basis for identifying improvement areas,

rather than as punitive tools

4. How does the internal audit function serve as a change agent in politically
sensitive and resource-constrained public-sector environments, and how
does this role differ from its role in the private sector considering the
unique governance, aceountability, stakeholder, and resource challenges

in each context?

Internal audits at the”KSC play a pivotal role in enhancing governance, operational
efficiency, and agcountability, especially within a transitioning public sector entity. Its
expanded function aligns with several key frameworks, notably the three lines of defence

model, agency theory, and new public management (NPM).

Firsty internal audits embody the third line of defence in the Three Lines of Defense
Model (IIA, 2020), offering independent assurance of the effectiveness of risk
management, internal controls, and governance. In the KSC context, where under-
expenditure, role ambiguity, and policy gaps prevail, this function is vital in ensuring

that reforms are based on reliable information and that corrective actions are taken.

10 Strathmore Africa Case Centre

(SACCQ)



Through the lens of Agency Theory, internal audits also act as a mechanism to reduce
information asymmetry between management and oversight bodies (e.g. the board, PSC,
and the Auditor General). By providing objective evaluations of operations, internal
audits enhance transparency, reduce the risk of mismanagement, and strengthen board-
level oversight, an especially critical function in public agencies where political principals

delegate operational authority.

In terms of public sector transformation, an audit's role also reflects the-goals of New
Public Management (NPM), which emphasises efficiency, aceduntability, and
performance monitoring. Baraka’s internal audit initiatives~=sueh’as targeted risk
reviews, compliance checks, and value-for-money assessments*-can help the board
allocate scarce resources more effectively, while also jncreasing citizen trust in the

agency’s stewardship.

Furthermore, internal audit’s ability to diagnose)inefficiencies in structural areas (e.g.
manual accounting systems and unaligned reporting lines) supports the Organisational
learning theory. Baraka’s audit findings“ean trigger organisational reflection and help
instil a continuous improvemerit mindset—key for long-term sustainability. Unlike the
private sector, where internal audits often focus on operational efficiency, financial
controls, and shareholder, value, public sector auditors must navigate complex
stakeholder landsdapes,”bureaucratic constraints, and political scrutiny. Their role
extends beyond( eompliance to safeguarding the public interest and legitimising

institutional4ef6rms under public accountability frameworks.

Summary
e 7 An internal audit should be positioned as a strategic partner in governance and
not just as a compliance function.
e By identifying and communicating risks, an audit can inform resource allocation

and policy decisions.
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e Audit can also champion transparency, integrity, and process improvements,

supporting the board’s reform agenda

5. How do public austerity measures influence the prioritisation of internal
audit activities in the public sector; what key trade-offs must internal
auditors navigate between scope, resource allocation, and stakehglder
demands; and how can they effectively manage and align stakehelder

expectations amidst budget constraints and increased scrutiny?

Navigating budgetary constraints while addressing structural inéfficiericies in the KSC
requires a strategic phased approach grounded in Strategic Resource Allocation Theory,

Contingency Theory, and Public Value Management.

Under Strategic Resource Allocation Theory, organisations facing financial limitations
must prioritise high-impact, low-cost interyentions. ’For the KSC, this might include
optimising current facilities (e.g. shared office spaces), reallocating underused assets
(e.g. regional staff deployment), and\fécusing on compliance-related quick wins that

generate stakeholder confidence without incurring major expenditures.

Contingency Theory undersceores the need for a fit between strategy and the external
environment. Given theKS€’s constrained fiscal and policy context, the solutions must
be flexible and adaptivé. Baraka and leadership should align initiatives to contextual
factors like national austerity directives and PSC hiring freezes—choosing temporary
workarounds, (e.g., short-term secondments or hybrid staffing models) while seeking

medium-term policy shifts.

The-broader objective, however, is aligned with Public Value Management (PVM), a
governance framework that emphasises delivering outcomes meaningful to the public,
balancing efficiency with legitimacy and trust. For instance, investing in staff training
(vs. expensive tech upgrades) can deliver perceived fairness and visible impact,

reinforcing the KSC’s legitimacy during reform.
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Lean Management Principles can also guide process efficiency under budget pressure,
for example, by reducing duplication in procurement and HR workflows, minimising

waste, and targeting audits in areas of maximum value leakage.

Finally, Collaborative Governance Theory supports engaging external actors, including
other ministries or PPPs, to share costs, expertise, or infrastructure. Baraka and the b6ard
can explore inter-agency initiatives or donor-supported systems strengthening‘prejects

as alternative routes to modernization.

Summary
e Prioritise spending on critical operational and compliancerequirements.
o Explore creative solutions, such as phased system upgrades, cross-training, and
temporary resource reallocation.
e Advocate for policy flexibility where justified-by operational realities, using audit

evidence to support requests.

6. How can Baraka analyse the competing risks and benefits of absorbing
versus releasing seconded, staff at KSC, and what decision-making
frameworks or types of data could he use to justify his recommendation,
considering facters such as organisational capacity, operational
continuity, ~cost”’ implications, employee integration, and strategic

alignment?

Baraka’s recommendation on the absorption of seconded staff must balance operational
contindity,fiscal prudence, legal compliance, and organisational culture. This dilemma
can»bed understood through the lens of stakeholder theory, decision-making under

uncertainty, institutional theory, and public-sector ethics.

Stakeholder Theory emphasises the need to consider the interests of all actors: seconded
staff, new recruits, the board, HR, unions, and the Public Service Commission. A decision

that fails to adequately address stakeholder expectations (e.g. excluding seconded staff)
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may trigger resistance, demoralisation, or reputational damage. Baraka must facilitate
dialogue and frame his recommendation in a way that acknowledges diverse concerns

while emphasizing shared institutional goals.

Given incomplete data (e.g. uncertain PSC approvals and limited budget clarity), Baraka
operates under bounded rationality—a principle within Decision-Making Under
Uncertainty Theory. Here, a phased or hybrid option is most prudent: absorb the-most
critical seconded officers on interim terms, justify deviations using audit-based risk

assessments, and work with SCAC/PSC to formalise an expanded establishment.

Institutional Theory reminds us that organisations, especially public ones, are bound by
rules, norms, and legitimacy pressures. Baraka’s recommendation must therefore not
only be practical but also perceived as procedurally, fairandjpolicy compliant. This may
involve referencing audit reports, HR risk registers, and national public service

guidelines to support his case.

Lastly, Public Sector Ethics compels Baraka to consider procedural justice, transparency,
and the long-term interests of theinstitution. Avoiding favouritism, ensuring due
process, and safeguarding institutional memory are critical. Communicating clearly with
all staff and ensuring that ‘any absorption is justified by operational needs —not

politics—will help the/KSC maintain its trust and credibility.

What Happened?

KSC eventtially adopted a phased absorption strategy. Critical seconded staff were
retained temporarily to preserve institutional memory and operational stability, while
therleadership sought formal approval from SCAC and PSC to expand the staff
establishment. Non-critical staff members were either gradually integrated through
competitive recruitment or returned to the ministry. This balanced approach allowed the
KSC to comply with regulatory requirements, manage costs under austerity, and reduce

workforce tension. Over time, the KSC strengthened the internal audit’s role in
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governance, implemented targeted reforms, and moved towards a more cohesive and

policy-compliant workforce.

Experience of Using the Case

Feedback from trial classes showed that students focus heavily on leadership and the
cultural divide within the KSC. Effective facilitation encourages linking these issues to

broader governance and strategic frameworks.
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Appendices

Exhibit 1: Organisational Structure of KSC

Board of Directors

(Substantive)

Director General (IMG)

{Substantrve)

CEL LP&IS CBR&DM LM S&QM ce SCM
Department Diractorate Directorate Directarats Directorate Directorats Drepartment
[0 (AD) (5D (AT} (ADY) (AT} (VhI

EEY
EMd-Substantive Manager

AD-Acting Director
SD-Substantive Director

WhI-Vacant Manager

Source: KSC 2023-2027 Strategic Plan.
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Exhibit 2: Staff Composition, Pay Disparities and Cost Implication

Directorate/Department | KSC Job | Ministry Current | Average Average
Group Job Group | Position | Basic Pay | Basic Pay
(JG) (JG) Holder | (Seconded | (KSC
(JG) staff)  Per | Staff)Per
Month Month
C&L Department S - S - 121,000
LP&IS Directorate | T P P 110,000 -
(seconded)
CBR&DM Directorate - T - 179,000
LM Directorate P 110,000 -
(Seconded)
S&QM Directorate | T p P 110,000 -
(Seconded)
CS Directorate | T P P 110,000 -
(seconded)
SCM Department S L L - 121,000
Internal Audit .S - S - 121,000
Department

Source: Author’s cempilation.
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Exhibit 3: Historical Audit Queries by Year

AUDIT AUDIT QUERY
YEAR
2016/17 Under expenditure of 76% of the total approved budget

Manual accounting

No adequate staff

Key positions such as procurement and accounting are performed
by one person.

No substantive Director General

2017/18 Under expenditure of 34% of the total approved budget

Manual accounting

No substantive Director General

No adequate staff

2018/19 Lack of segregation of duties
Lack of a comprehensive IT policy
2019/20 Under expenditure of 16% of the total appreved budget

Reliance on seconded staff from the ministry

Lack of IT policy and data recoverystrategy

2021/22 Under expenditure of 42% of the“total approved budget
Failure to implement apprpved staff establishment

IT internal control weakness

2022/23 Long outstanding recejvables

Failure to revalue fully depreciated assets

Under expenditure of 13% of the total approved budget
No substantive.Director General

IT control weaknesses

Source: Author’s compilation.from the auditor general website
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Exhibit 4: National Treasury Budgetary Allocations and Cuts

SNo | Items % cut
1 2210200 Communication, Supplies and Services 20
2 2210300 Domestic Travel and Subsistence, and Other Transportation Costs 50
3 2211306 Membership Fees, Dues and Subscriptions fo Professional and Trade Bodies 100
- 2210400 Foreign Travel and Subsistence, and other transportation costs 20
5 2210700 Traim'nﬁ Expenses 20
6 | 2210800 Hospitality Supplies and Services 50
7 221302 Examimation and Invigilation Fees 100
8 221312 Confidential Expenditures 100
9 2211310 Contracted Professional Services 20
10 2211311 Contracted Technical Services 20
11 2211320 Temporary Committees Expenses 20
12 2211335 Monitoring and Evaluation Expenses 100
13 2211399 Other Operating Expenses - Others 100
14 2220205 Maintenance of Buildings and Stations-Non-Residential 50
15 2220204 Maintenance of Buildings and Stations-Residential 50
16 | 3110300 Refurbishment of Buldings 100
17 3110700 Purchase of Vehicles and Other Transport Equipment 100
18 3110900 Purchase of Household Furniture and Institutional Equipment 100
19 3111000 Purchase of Office Furniture and General Equipment 100

20 3111110 Purchase of Generators 100

21 3111299 Rehabilitation & Renovation 100

22 3111400 Research, Feasibility Studies, Project Preparation and Design, Project § 100

23 4110403 Housing loans to public servants 100

24 4110405 Car loans to Public Servants 100
Source: National Treds rcular Number 8/2024.
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