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AB TRACT 

Strategy implementation i n r th ital stages in the strategic management process. 

Organizations hould b nhh.: t rr-cti ~;;ly implement their strategies as this forms the 

determining fact< r bt:tw '11 u ~.: and failure. The energy sector plays a critical role in 

the soeio-ccon mi · d ·v I m~;;nt fa country hence the need to undertake a study on the 

challcng · that en 'rg) ·ect r enyan parastatals face in the implementation of their 

tratcgi ·. 1 h ·tudy ught to determine the challenges of strategy implementation of the 

Kenytm para ·tatal in the energy sector. More specifically, the study sought to answer the 

que tion, "What challenges do Kenyan parastatals in the energy sector face during 

trateg implementation?" The research was a census survey of the Kenyan Parastatals in 

the energ ector. v hich intended to determine the key challenges Kenyan parastatals 

ncounter in implementing their corporate strategic plans. The study targeted all the 

Ken an parastatals in the energy sector which comprise of 9 state corporations as per the 

Report of The Presidential Task force on Parastatal Reforms (2013).The researcher used 

a census approach due to the small number of Kenyan parastatals in the energy sector. 

Primary data for the study was collected by the use of structured questionnaires that made 

use of both open-ended and closed ended questions .The questionnaires were 

administered to three senior officials in each of the Kenyan parastatals. Descriptive 

statistics such as means, standard deviation, percentages and frequency distributions was 

used in data analysis. The study found out that the challenges that affect strategy 

implementation in the Kenyan parastatals in the energy sector include: inadequate 

funding; lack of clear understanding of the strategy among those who need to implement 

it; lack of sufficient communication; lack of proper systems and processes to support the 

implementation of strategy; lack of supportive organizational culture; lack of appropriate 

organizational structure; poor reward systems; inadequate capacity ;political influence or 

interference· unsupportive organization's policies· lack of top management commitment 

or poor leadership; monitoring, planning coordination and sharing of re p n ibilitie 

being not well defined; lack of stakeholder involvement and taff re i tanc to change. 

The tud recommended that in order for the Kenyan parastatal in the energ ector t 

minimiz the challenge of trategy implementation there i need to: en ure that financial 

re ource are a ailable and are timely , ha e clear communication li that ca cade 

from th top management to the junior taff, in ol e all the tak h ld r , ha\' trat g 

linked to financing, culti ate trateg upp rti e culture and im Jvem nt of all 

mploy in trateg implem ntati n o a to r due tafT r i tan 

minimal p liti al intcrfcren ,hav pr p r m ur and h k to m nit )r strategy 

implcm ntation pr , have pr p r rganiz ti nal tru tur in plac , reward v tern 

h uld link t p rforman .clear r pon ibiliti or p ph.: im ( lvcd in tt ltc '\' 

im I m nt ti n. 'I h fin of th tudy r of grc t imp rt n c tl the math 'cmcni. 

t ul t mm nt li · m, k r in de i nin md nh n ·in , 

in th n p l t I in th tor . I he 
in uth ntic tin ' p 

m nt. 



1.1 Background to th 'tud ' 

HAPTERONE 

I TRODUCTION 

Today. in ursuit r th ir ·et of objectives, organizations face increased turbulence in the 

bu in , envir nment that lea es them little choice but to transform themselves. Aligning 

and realigning organizations is a major preoccupation of management in combating 

challenge occasioned by environmental turbulence. In so doing, strategic management is 

applied in dealing with decisions and actions that determine an enterprise's ability to 

excel survive or die through making the best use of a firm's resources in a dynamic 

environment. Strategic management is the process of formulating, implementing and 

evaluating business strategies to achieve future objectives (Harvey, 1988). trategy 

implementation is often regarded as the action stage of strategic management. Johnson 

and ch les (2002) acknowledged that trategy implementation is concerned ith the 

tran lation of trat gy into action. A strategy may be good, but if it impl mentati n i 

poor, the strategic objecti e for which it was intended rna not be achie ed ( ixon. 

201 0). In thi regard implementation i one of the mo t dini ult bu ine-- challenge 

facing t day· manager (Pfeeffer, 1996). 

cc rdin 

finn \ ill 

nnell ( 19 ). it i thr ugh trat~:gi manag~:m~:nt that a 

If to th m ir nmt:nt to en urt: 'l ntinuctl 

ibl 

nmcnt. 

n th 

t l 



An organization's strategic apabilit r fl r to resources and competences an 

organization need t un't' and pr sper. Teece (1997) argued that the strategic 

capabilities that uchi vt: l: 1111 titi c ad antage in such dynamic conditions are dynamic 

capabiliti, ·. llc d lin d d namic capabilities as ' the ability to integrate, build, and 

rcc nfigur internal and external competencies to address rapid ly-changing 

environment ·. John on, choles & Whittington (2008) acknowledged that it's important 

for an organization to have the ability to renew and recreate its strategic capabilities to 

meet the needs of a changing environment. 

Most organizations fail not because they had a bad strategy but because of how the 

strategy was executed. For state owned corporations their very existence is to accomplish 

certain objectives on behalf of the government. In the energy sector the Kenyan 

parastatals are mandated to undertake major infrastructural functions on behalf of the 

government. These roles play a key component of the socio-economic development in the 

country. In this regard strategy implementation process become an integral factor for 

the e organization . Thomson (2007) noted that the way in which the trateg 

implemented can ha e a ignificant impact on whether it~ ill b ucce ful .It i. th ref rc 

imp rtant for the organization to identify the implementati n challeng that the 

en untcr a th . put th ir fonnulntcd trat gi into practic . 

l.l.) h n pt f ' trat · Imp! m nt ti n 

th pl nnm dir tin • ( r t: mtr lllin • ol tht: 

i thu fin 

n n irnpl Ill nt ti n 

hi R tn n. 



Strategy implementation requir firm t t up ammal objectives, develop policies, 

motivate employees, and allo at r sour c o that formulated strategies can be executed. 

Implementation :tug· is ft n con idcred to be the most difficult stage in strategic 

management. trut, ') i · r rmulated and then it is implemented (Otley, 1999). As Steiner 

( 1979) ob ·er e . formulated trategies may fail if implementation is not effectively and 

efficient! done. In o doing organizations need to develop a strategy-supportive culture, 

create an effecti e organizational structure, effective communication of set objectives, 

allocate resources, coordinate all business units and functions, manage change and link 

employee compensation to organizational performance. Strategy implementation 

therefore is more of a managerial job. Managers need to motivate employees so that 

implementing strategy is successful. 

According to Thompson and Strickland, (1992) strategy implementation cuts across all 

aspects of management and must be initiated from many perspective in ide the 

organization as it affects the organization from top to bottom impacting on all functional 

and di isional areas of bu iness. Incidentally every divi ion and department mu t ch 

on an wer to que tion , uch as '·What mu t we do to implement our part of the 

organization· trategy?" and "HO\ b t can w get the j d ')" on . u ce . ful 

1m !em ntation of trategie b ' organizati n i critical fi r their urvival hcnc the need 

rei cat ommitment p rsonal di ciplin and gr atcr a ·rili c. I uc t thL .tn 

I m nt tion plnn. will n t )ran ap1 n prhtt: trlk •y. 

ut 



1.1.2 Challenges of Strategy Impl m ntation 

Strategy implementation ha nh'. s b n a maj r challenge for most organizations across 

the world. rganization ' sh uld b' able to effectively implement their strategies as this 

forms the del nnining fact r between success and failure. Hrebiniak (2008) 

acknowl dged that fonnulating a strategy is difficult; making strategy work

implementing the trategy throughout the organization ts even more difficult. 

Transfonning strategies into actions is far more complex, difficult & challenging and 

therefore not as straight forward as one would assume (Aaltonen & Ikavalko, 

200l).According to Yang (2008) the key challenge for today's organizations are many 

and the factors that influence the success of strategy implementation, range from the 

people who communicate or implement the strategy to the systems or mechanisms in 

place for co-ordination and control. 

Huse and Gabrielsson (2004) noted that there are a number of problems experienced in 

strategy implementation. These include weak management roles in implementation, lack 

of communication, lack of commitment to the trategy unawarene or mi under tanding 

of the trateg , unaligned organizational sy tern andre ource , po r c rdinati nand 

baring ofr pon ibilitie , inadequate capabilitie , comp ting cti itie , and 

un ntrollabl envir nmental factor . Thu th challeng of trat gy impl mentation 

mu t b anti ip t d a d and incorp rat d int th manu r mcnt' dccisil n-m, kine. 

ab u. 2007· An II, 19 tl cnh. I1l:c pr p r 

/ impl m nt ti n. 



1.1.3 Energy Sector in Kenya 

The energy sector play. a riti nl r I in th ocio-economic development of a country. In 

Kenya, petrol um and I· ·tri it a ourccs of energy are the main drivers of the 

economy. whil • i 1mas i mainly u ed in rural communities and a section of the urban 

population. urrently the energy sector relies wholly on the importation of all petroleum 

requirement . Howe er, v ith the discovery of oil in Northern Kenya this trend is likely to 

change. Electricit generation is predominately hydro, supplemented by geothermal and 

thermal sources. Apart from wood fuel which is overexploited, the other renewable 

energy resources, though abundant, have not been fully exploited (National energy 

policy, 2014). 

Electricity energy in Kenya is mainly generated from hydropower which accounts for 

54% of the total sales, thermal, geothermal, co-generation and wind generation sources 

account for 46% of the total national sales. The total installed capacity is 1,720 MW for 

the interconnected system in Kenya which is made up of 820 MW of hydro, 620MW of 

thermal, 250 MW of geothermal, 5 MW of wind 26MW from cogeneration.( 1 0 Year 

Power ector Expan ion Plan 2014-2024 2014). Demand for electricit ha hov n n 

upward trend inc the year 2004 due to ac elerated economic gr ' th. Peak. demand 

mere d from in 2004/05 to 1.354 in 201211 . ' hil the numb r of 

on urn r m rc.: than d ubled from 7 5.144 in 2 4/05 to_ 30.9 _ hy Jum: 

201 ' PL nnunl R port nd I·inanci I t tcmcnt . n the th r hand Ken '< 

IJ rud nd r fin d c untin • h r lUt -- Yc t tht: 

rt ill. 



Energy is a critical compon nt in th c nomy, tandard of living and national security of 

every country. The I v I and the intcn it f energy use in a country is a key indicator of 

economic growth ·1nd d ''cl m nt. 1 he Kenya Vision 2030 identified energy as one of 

the infra ·tructure enu I r f its social economic pillar. Sustainable, competitive, 

u1Tordable and relia le energ for all citizens is a key factor in realization of the Vision. 

(National energ_ polic , 2014). 

The major challenges facing the energy sector include improving the competitiveness, 

quantity, quality and reliability of energy supply; high initial capital outlay and the long 

lead times from feasibility studies to development of energy infrastructure; mobilizing 

adequate financial resources to undertake massive investment in the power sector, high 

cost of energy, low per capita incomes, and low levels of industrialization. (National 

energy policy, 2014). 

1.1.4 Kenyan Parastatal in the Energy ector 

According to the American Heritage Dictionary (4th Edition). a para tatal i a company 

or agency owned or controlled wholly or part! by the go emment. The cnerg ector 

Kenyan para tatal are main! under the Mini try of n rg & Petr leum (Mol· P). Mol· p 

the trat gi dir ction for the growth of th ct rand pro" ide I ng term vi . ion for 

tor play r . Th in titutional tructure of th r para tatals in Ken) a 

th ncr 'Y Regul tory ommi t n l ~ R Keny hie tricity 1cncratin, 

m . K ny PO\ r n Li htin ompun ' KPI. the 1 lit 

f I tri i 

lin 

m ti n n. I ir1it 



As mission - ori ntcd organinti n:, th~ c tate corporations are individually mandated to 

undcrtak spccili · •s.· ·ntial functi n . ~ RC is charged with the regulation of the energy 

ector and i · r ·p n ible for licensing, retail and bulk tariff setting and oversight, 

coordination of the de elopment of indicative energy plans, monitoring and enforcement 

of ector regulations: Kengen is mandated to generate electric power, currently producing 

the bulk of electricity consumed in the country; KPLC is the off-taker in the power 

market, buying power from all power generators based on negotiated Power Purchase 

Agreements for onward transmission, distribution and supply to consumers. 

In addition, REA's core role is to extend electrification into the rural areas; KETRACO is 

responsible for the development, maintenance and operation of the national transmission 

grid network as well facilitating regional power trade through its transmis ion network; 

GDC i a pecial Purpo e Vehicle for the development of geothermal re. ource in 

Kenya· K EB i charged with the mandate of pearheading and fa t tracking 

development of nuclear electricity generation in order to nhancc the producti n or 

affordable and reliable electricit ; KP i charg d " ith torage, tran portation and 

handling f r fin d p troleum pr du t in th country: 

th p trol urn upply market by participating in all 

n m ly up r am mi - trcam nd d \\ n tre m ctiviti 

7 
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1.2 Re earch Problem 

According to lln.:biniuk und J cc (200 1) strategy implementation is important but 

ditli.cult bccau · implementation activities take a longer time frame than formulation, 

invol e more p ple and greater task complexity, and has a need for sequential and 

imultaneou thinking on part of implementation managers (Hrebiniak and Joyce, 2001). 

Johnson Scholes & Whittington (2008) defines strategy as the direction and scope of an 

organization over the long term, which achieves advantage in a changing environment 

through its configuration of resources and competences with the aim of fulfilling 

stakeholder's expectations. This statement recognizes that organizations operate in a 

changing environment dictated by internal and external socio-economic, legal and 

political factors, which directly and indirectly impact on their operations. As such, 

organizations need to implement their formulated strategies effectively in order to remain 

successful. oble (1999) noted that most organizations best-formulated strategie fail to 

produce superior performance for the firm due to poor implementation. 

o t of the Ken an para tatal in the energ ector make u 

guiding d urn nt for putting fi rmulated obj cti e 

of trategic plan. a th 

int acti n. I low 'cr, 

imp! m nt ti n of tr tegie in th 

imp I 

11 

org mz 

pl nnm 

m 

t un rt 

org niz tion nd mere implcmcntati )11 r 

re t k d tn n I [)in I (II dcp rtm~.:nt l r the 

it implcm nt ti n. II th 

m nt th n th im 1 m nt 



The strategic plan arc C\ • nd d d wnwards to all the organization's departments who 

then translut th · trat gi g al into reality by developing and implementing 

departmental hn, \\ hich are aligned to the Corporate Strategic Plan. According to 

Mintz berg and Quinn (1991) 90% of well formulated strategies fai l at implementation 

tage. It i thu crucial for organizations to identify the challenges encountered m 

implementation of strategy so as to enhance successful strategy execution. 

There are many studies that have been undertaken on strategy implementation and its 

challenges both locally and internationally. The studies that have been carried out 

internationally include: Sithole, Chirasha &Tatire (2013) on implementation of strategic 

plans by Zimbabwean Local Authorities: A Case ofNyanga Rural District Council. They 

found out that lack of stakeholders' participation, political polarization and lack of 

financial resources were the major challenges in strategy implernentation.Al- hamdi 

( 1998) on ob tacles to successful implementation of strategic deci ion : The audi a e. 

He ob erved that effecti e management upport y tern for taff emplo ee-, trateg -

tru ture alignment, effective cornpen ation tern . and top rnanagern nt invoh· rnent 

wcr imp rtant factor in the imp! m ntation pr ce . llrcbiniak (200 n makin' 

tratc : \\ork: v rc rning th 

c nununi ti n 

ll hi rar hi 

t effccti v . · cuti n. He n ted that c 1 'c t i\'c 

nt nd invoh em nt of all m 

utin, tr te • 



The studies that have been und rtak n locally include: Essajee (2011) carried out 

research on challcng of .·trut , implementation at First Community Bank. He found 

out that the chull ngc · " r due to insufficient legal protection governed by the 

ompunics ·t in Ken~ a anking industry, lack of awareness of the products in the 

murk t. cu t mer perception. shortage of trained staff about Islamic banking,. Kithande 

(20 11) carried out re earch on challenges of strategy implementation at Kenya National 

Audit Office (KE AO).He found out that the challenges ranged from: lack of adequate 

funding or minimal budget allocation, inadequate staff, lack of communication of 

responsibility and accountability, lack of involvement oflower level members of the staff 

in strategic planning, lack of physical resources, culture and lack of training. Nthei (20 11) 

carried out research on challenges of strategy implementation at Geomax Consulting 

Engineers. He found out that the challenges faced were as a result of management styles 

in place, political influence and communication mechanisms employed. onsequently 

A yuma (20 1 0) carried out research on challenges of strategy implementation at co bank 

Kenya Limited. he found out that the challenges are caused by the inadequac of 

information tern u ed to monitor strateg implementation. 

trategy implementation challeng of th Ken an para. tatal in th energy cct r ha' c in 

general n t re eived much attention and h n kn wlcdg gaps c. ·i t in the indust . 

th ir 

p du t th t h t 

h in 

th 

the 

imp! m ntntil n 

n 

0 

n in dctcrminin, the 

I hi tud) un \t 

l f 
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This study therefore filled in th r ear h gap by carrying out a survey on the challenges 

of strategy implcmcntnti n f th K~ny n parastatals in the energy sector. More 

specifically: the :tuly s u 1ht t an wcr the question, "What challenges do Kenyan 

para tntal · in the ·nerg) · ct r face during strategy implementation?" 

1.3 Research Objective 

The objecti e of this research was to determine the challenges of strategy implementation 

of the Ken an parastatals in the energy sector. 

1.4 Value of the Study 

The study is important to the energy sector parastatals in helping them understand the 

challenges they encounter m the implementation of their strategies. The 

recommendations of this study form part of the action plans that help in enhancing proper 

implementation of strategies in the energy sector. The findings of this study are of great 

importance to other government state corporations. 

The re ult of the study add to the body of knowledge and provide a reference mat rial 

for future re earcher on related topic . The finding of thi tud are aluablc t 

re earcher and cholar in authenticating pre iou r arch . amining the influence of 

cont . t and h lping in th ry building in th ar a of trategi man g m nt. It ha als 

fi nned ba i or further r . e rch. 
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HAPTERTWO 

I RA TURE REVIEW 

2.1 Introduction 

This chapter ·ummarize information on existing strategic management concepts and 

practical knowledge related to this study. The specific areas covered here are: Theoretical 

Foundation , trategic management process, factors that influence strategy 

implementation. 

2.2 The Theoretical Foundations 

Strategic management is all about gaining and maintaining competitive advantage. When 

a firm can do something that rival firms cannot do, or owns something that rival firms 

don't have then that can represent a competitive advantage. Getting and keeping 

competitive advantage is essential for long-term success in an organization. Pursuit of 

competitive advantage leads to organizational success or failure. Normally, a firm can 

su tain a competiti e advantage for only a certain period due to ri a! firm imitating and 

undermining that ad antage. Thu it i not adequate to imp! obtain c mp titi 

ad antage. A firm mu t tri e to achie e u tained comp titi e ad antag b. continual! 

adapting to change in e:ternal trend and e ·ent and int rn I capabiliti , compctcnci s, 

and rc ource . P rtcr ( 1 7 ) de tin d trat gy a a cn.:ati n f a unique and v lued 

p iti n inv lvin . trnt ic, llv 
" 

iti ned ump nic 1 1 l rm 

nt ti ' ti r p r: m1 imil ti •i ti m 



The resource-based theor ' i fl unded on the principle that the somce of firms 

competitive advantag li , in th ir internal resources, as opposed to their positioning in 

the external cnvir nment. fhat i relatively the evaluation of environmental opportunities 

and thrent in c nducting business, competitive advantage depends on the unique 

re ource and capabilities that a firm possesses (Barney, 1995). The resource-based view 

of the firm predicts that certain types of resources owned and controlled by firms have 

the potential and promise to generate competitive advantage and eventually superior firm 

performance (Ainuddin, 2007). 

The resource-based view of the firm has enhanced the paradigm's knowledge of the 

firm's internal processes. The implication of this approach is that it has combined the 

internal analysis of the firm with a more effective understanding of how to use what we 

know about the external industry and competitive environment for the firm. Johnson, 

Scholes & Whittington (2008) acknowledges that strategy is the direction and scope of an 

organization over the long-term, which achieves advantage in a changing environment 

through its configuration of resources and competences with the aim of fulfilling 

stakeholder ' expectations. According to Barney (1991) for firm re ource to be the 

ource of a u tained competiti e ad antage, the mu t pa the aluable, rare, 

imp rfectly imitable, non- ub titutable te t. intzberg (1998) d fin d trateg) a a plan, 

whi h b ically an ide to utv. it 

. Thu empha iz n strutcg ' a ploy 

r t hcd of , n ' thrc t. A 1 . it it 0 
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With hyper-competition b ming increa ingly prevalent and technology giving rise to 

innovation at a fast r rat , th ability of a firm to achieve competitive advantage over 

other i ' call d int que ti n. To explain how some firms are able to achieve this, more 

empha ·i ' i ' placed on the organization's capability to change, innovate, to be flexible and 

learn ho\: to adapt to a rapidly changing environment (Johnson, Scholes 

&Whittington, 2008). The firm must have the ability to reconfigure their firm ' s resources 

and routines in the manner envisioned and deemed appropriate by its principal decision

maker (Zahra, 2006).With an appreciation of strategic capability as resources and 

competences an organization needs to survive and prosper, an organization that seeks to 

build competitive advantage must emphasize on distinctive capabilities. The organization 

must then have the ability to renew and recreate its strategic capabilities to meet the 

needs of a changing environment hence they possess dynamic capabilities (Johnson, 

Scholes & Whittington, 2008). 

2.3 Strategic Management Proces 

According to David (1982) strategic management is the art and cience of formulating, 

implementing and e aluating cross-functional deci ion that enable an organization t 

achieYe it objecti e . Chandler (1962) define trateg a the deterrninati n f the ba i 

long-term goal and objecti e of an enterpri e. and th adoption of cour c, of acti n and 

th all cati n of r ource n ar · ~ r carr •ing g al trat g) has also been 

d fin d a a g, me pi n m nagcm nt h, for p iti nin ' th omp n; in its cho en mark 

ren . c m tin[) ully. in cu tome nd nchi 'in, I t u in~: 

mp n nd tri ·J m t. 



Strategic management t hu pro c the understanding of the strategic position of an 

organization, trat for the future and turning strategy into action (Johnson, 

cholc & Whittingt n ,2007) . trategic position in this case is concerned with the impact 

on trateg f the e temal environment, an organization's strategic capability (resources 

and competence ) and the expectations and influence of stakeholders whereas strategic 

choices in olved understanding the underlying bases for future strategy at both the 

business unit and corporate levels and the options for developing strategy in terms of both 

the directions and methods of development Finally, strategy in action was concerned with 

ensuring that strategies are working in practice. The strategic management process 

consists of three stages namely: strategy formulation, strategy implementation, and 

strategy evaluation stage. 

Thompson & Strickland (1989) defmed strategy formulation as the management function 

of establishing organization direction, setting objectives and devising a managerial game 

plan. Strategy formulation is concerned with the developing of organization' vi ion and 

mission, identifying the organization's opportunitie and threat , e tabli hing long term 

objectives generating alternative strategies and choo ing particular trat gic forth firm 

to pur ue. trategy-formulation decision commit an organization t 

market , re ource , and technologi o rap ri d of tim trategie influenc th 1 ng-

term comp titiv advantage p iti\'cly r n gati el tr t gic de i ion have majc r 

and I n •-t rm n n r •, niz·Hinn. 'J np math\ 'er multifuncti n I c n. qucn 

mu t th r tor c mmit th ry r~;:quir d r ur 1mprmc l n trntc '\'-

nnul ti n 



Strategy implementation i d tined a the process used to implement specific firm 

policic , program . and u ti n plan aero s the organization (Harrington, 2004). Bryson 

(1995) d lined ·trat g implementation as the process by which management translates 

trategie and p licie into action by development of programs, budgets and procedures 

and hich rna in olve changes within the overall culture, structure and/or the 

management s stem of the organization. In this case the firm has to build its capacity to 

execute its strategy by developing strategy supportive programs, strong commitment to 

organizational objectives and strategy, linking reward structure and motivation to 

strategic goals, creating a work environment and culture that is in tune with the strategy 

and installing policies and procedures that enhance implementation process. (Thompson 

and Strickland, 1992). 

According to Pearson and Robinson (2002) the purpose of implementation is to ensure 

that the planned results of the strategic decisions are realized. The two fundamental steps 

in strategy implementation process are institutionalization and operationalization of 

strategy. Operationalization of strategy involves breaking long-term corp rat objective 

to operational short-term objective and developing pecific functi nal, unit r 

departmental trategies and drawing action plan to achie e th bj cti c · (P arce 

Robin on. 1996). It en ur that rganizati n' dail activitie and w rk e!Tort dir ctl 

r !at t th trateg . It p II ut what will 

b: fun ti nal unit in rd r to implem nt 

pr urt: mu t b d 'clop d to h lp in d 

mut ifi pi 

h nd r t th m thin 

1 

d n imm di t I ' r within h n rio i 

gi' en trnt gy. I olicic .. pro 'r<Un and 

n m kin .'1 o d l n th It r~ I m. ibilitic 

t bli h I. < n th l th r 

th ti n. 



According to Burgelman, & Mcza (2006) the reality of strategy resides in its 

strategic action rath r than it tratcgic statements .This requires that strategy must be 

built into orgunizuti n' in titution . Hence entails those action-oriented activities such as 

matching trat g \ ith organizational structure, matching strategy with culture, selecting 

fTecti e leadership, designing effective reward systems, matching strategy with 

organization policies and effective strategy support systems. 

Strategy evaluation is the final stage in strategic management. The strategy monitoring 

team desperately needs to know when particular strategies are not working well ; strategy 

evaluation is basically the primary means for obtaining this information. All strategies are 

subject to future modification because external and internal factors are constantly 

changing. Three fundamental strategy evaluation activities involve; reviewing external 

and internal factors that are the bases for current strategies, measuring performance 
' 

taking corrective actions. The strategy evaluation process is significance to organizations 

because it confirms that what is being done is in accordance to the plan, a ure that 

results are in line with the objectives, helps improve performance and it provide th link 

between strategic plan and the dail operations of the organization. 

2.4 actor Influencing trate Implementation 

cc rding to kumu and R p r ( 1999) gr at trat gie ar \VOrth nothing i r the) cannot 

b implemented. . ucc ful tr t gy implcm ntation n.:quir~ . stron , leadership that 

nablc II c ti n of rc un.:e and polici th t upp )ft the stt, te ') , 

J hn n md n t 

ur II 
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Strategy implementation a mor challenging and delicate task than strategy 

formulation. According t h h (2005) trategy implementation is the most complicated 

and time con ·mning part f tratcgic management and managers do not pay as much 

attenti n to th planning of implementation as they pay to formulating strategy. Galpin 

(1998) ob er ed that organizations seem to have difficulties in implementing their 

strategies. According to Burnes (2004) organizational characteristics that act as 

challenges to strategy implementation include structure, culture, leadership, policies, 

reward, and ownership of the strategy among others. The issues that influence effective 

implementation of strategy include: Organization structure, culture, leadership changes, 

organization's policy, resource allocation, support systems, communication, stakeholders 

involvement, and employees reward systems among others. 

Organizational structure conveys how work is divided and assigned to people, and how 

the activities of the people performing their duties are co-ordinated in the enterprise 

(Boseman and Phatak, 1989).The choice of an organizations structure makes a difference 

on how the organization performs. ot all forms of organization tructure are equally 

supportive in implementing a given strategy. Owen (2002) agree that trategy and 

tructure need to be matched and be upporti e of each other in order to achieve th et 

objective. An organization may be forced to change it tructural b i at certain 
1 

, el 

du t the fact that an inc n i tency b t\v n tru tur and trateg lead. to di , rder 
' 

ricti n nd p or p~.:rformc nc . John n and . chol (... 4) noted that fuilun.: to addn!ss 

0 tru ture can t minimum. n tr in t tc ') implement ttion nd p rll rman ~.:. 
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Organizational culture need t b compatible with the strategy being implemented. 

According to Pcarc and R bin. n (2007) culture is a set of assumptions that members of 

an organization lur in c mmon ( hared beliefs and values). Organizational culture 

help in nurturing and di emination of core values. Often organization culture is usually 

not compatible hence this may pose a major challenge in the implementation process. 

Aosa (1992) observed that lack of compatibility between strategy and culture can lead to 

high organizational resistance to change and demotivation, which can in turn frustrate the 

implementation of strategy. Implementation of new strategy will be concerned with 

adjustments in the culture, employees' style of doing things in order to accommodate the 

perceived needs of the strategy. Thompson and Strickland (2003) added that conflict 

between culture and strategy sends mixed signals to organization members. 

Organization leadership needs to be matched with the strategy being implemented. 

Positions of authority and responsibility are core in the implementation stage. Leaders 

must influence action towards the same direction i.e. unity of direction through teamwork 

or team spirit. Sometimes strategy implementation may require leader hip change 

through· hiring and training, transfers, promotions o as to pa e way for the de ired 

leader hip. According to Chapman (2004) trateg implementation require efficient and 

effective leader to guide there t of the emplo ee through the trategic goal , ith a 1 t f 

a. e and pro ide Jut ion and e. planation to un I ar i ue . R w ( 19 4) noted that 

leader hip inc itably r quire u in' p wa to influ n c the th ught and u tit n or th r 

pi nd d '\'clop 1r h , ppr • ch nd op n n w tion hen r ka lcr hiJ an 

hin r pr uti n 
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Reward systems should be linked to trategic performance. Actions that are consistent 

with strategy e uti n mu t be rewarded. Thompson and Strickland (1997) 

acknowl dgcd that if 'tratt.:g accomplishment is to be a really top priority, then the 

reward 'tructur mu t be linked explicitly and tightly to actual strategic performance. 

ffective re-v ard stems energize people in the organization to take actions that are 

consi tent with strategy execution. Rewards can be in form of salary increments, merit 

awards bonuses among others. People must be adequately compensated for their hand 

work (Bryson, 1995) hence ineffective compensation systems can affect the strategies 

being implemented as the people feel better if their efforts are appreciated. 

Communication is a crucial success factor within strategy implementation (Raps, 

2004).Lack of proper communication mechanisms and channels can hinder execution of 

strategy in the organization. Noble (1999) noted that the consensus about a company's 

strategy may differ across levels hence the members involved must have access to the 

same information for clarity purposes and coordination. According to Chapman (2004) 

all doors of communication are opened as a way of problem olving and feedback 

provided immediately to enhance strategy implementation. hapman (2004) noted that 

organization s information flow in all direction ; downward , upward and lateral! 

hence emplo ee free] communicate th ir idea , ugge ti n , c mment and mplaint 

to th management n trategic bj tivc . cc rding t 

th am unt of strat gic c rg nizuti n i. I r 'C with h th written 

nd o 1 ommuni tion in' u cd in f< rm oftt p d \ 1 c lmmuni : ti( n . 
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Communication support s tem mu t be put in place to reinforce the implementation 

process. Poor communi nti n tcm make it difficult to monitor implementation and 

take remedial o ti n · \ h n pr blems arise. 

Availability of required resources that support strategy implementation is also a key 

factor in this stage. Inadequacy of resources such as inadequate human resource skills and 

experience, inadequate funds, inadequate equipment and facilities hinder the 

implementation process. Thompson and Strickland (2007) noted that to implement any 

strategy, necessary adequate resources must be available whether financial, physical, 

human or technological. The strategic plan must be linked to the annual budget allocation 

to ensure that the right fmancial requirements for implementation of strategy have been 

planned for. 
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CHAPTER THREE 

R EARCH METHODOLOGY 

3. t Introduction 

Thi chapter e. plain the methodology that was applied in the overall process of the 

research. It elaborates on research design, population of study, data collection procedures, 

data analysis and presentation of the findings. 

3.2 Research Design 

The research design is the overall strategy that the researcher chooses to integrate the 

different components of the study in a coherent and logical way, thus, ensuring that he 

effectively addresses the research problem. It constitutes the blueprint for the collection, 

measurement, and analysis of data. The research problem determines the type of design 

the researcher chooses. 

The research was census survey of the Kenyan Parastatals in the energy sector, which 

intended to determine the key challenges that Kenyan para tatals encounter in 

implementing their corporate strategic plans .According to hurchill (1991) cen u 

survey i an appropriate form of tudy, e peciall " hen the objective of the re arch i to 

gain greater under tanding into the concept b ing e. amined. 



3.3 Population of the tudy 

According to Mugcndn nnd Mugenda (2003) a population is the total collection of 

element from which a r n is to make some inference. The study targeted all the 

Kenyan para tatal in the energy sector which comprise of 9 state corporations as per the 

Report fThe Pre idential Task force on Parastatal Reforms (2013). 

The researcher used a census approach due to the small number of Kenyan parastatals in 

the energy sector. A census is the technique of systematically acquiring and recording 

information of every unit or everything in a population. A census survey basically is 

representative of the whole population hence high degree of statistical assurance. 

3.4 Data Collection 

Primary data for the study was collected by the use of questionnaire that uses a likert 

scale containing both open-ended and closed ended questions (see Appendix II). The 

questionnaire has been formulated with the aim of achieving the objective of the study. 

The questionnaires were administered to three senior officers in each of the 9 Kenyan 

tate corporations in the energy sector hence the study had 27 respondents in total. Th 

re pendent consi ted of three enior officer from corporate planning d partment, 

financ department and op rations department. 

'I h que ·ti nn 1r wa divid d int t\\'0 cti n \ her b · th fir:t ti n c r 

qu tion lo kin' f r J ncral infi ffi1 ti n Ofth f p ndcnt. 'I he ther tion \\l:fe ll d 

. 'I he que til nn lin: en hkd the 

t fi th n in nn ti n 



The researcher administered each of th questionnaires personally to the respondents for 

the purpose of data coli ti n. A dr p and pick method was adopted hence this makes it 

cheap and conveni 'nl. 

3.5 Data Annly 'i' 

The data collected from the respondents was checked for completeness and edited 

accordingly. The edited data was coded in order to interpret responses into specific 

categories. Coding facilitated easier classification of data collected in order to facilitate 

tabulation and interpretation. 

Descriptive statistics such as means, standard deviation, percentages and frequency 

distributions was used in data analysis. Descriptive statistics is the discipline of 

quantitatively describing the main features of a collection of information. This method is 

ideal because it quantitatively describes the main features of information collected. 

Presentation of data was done on tables, charts and graphs and percentages for ease of 

understanding. 



CHAPTER FOUR 

DAT 

4.1 Introduction 

N L Y I , RE UL TS AND DISCUSSION 

This chapter di cu e the data analysis, interpretation and presentation of the findings 

obtained from the field. The chapter presents the background information of the 

respondents, findings of the analysis based on the objectives of the study. Descriptive 

statistics have been used to discuss the findings of the study. The study targeted a sample 

size of 27 respondents from which 24 filled in and returned the questionnaires making a 

response rate of 88.9%. This response rate was satisfactory to make conclusions for the 

study as it acted as a representative. According to Mugenda and Mugenda (1999), a 

response rate of 50% is adequate for analysis and reporting; a rate of 60% is good and a 

response rate of 70% and over is excellent. Based on the assertion, the response rate was 

excellent 

4.2 Background Information 

In this section the study sought to establish the background information of the 

respondent . In specific, it sought information on gender of the re pendent, age of the 

re pendent , re pendent highest le el of education de ignation in the organization, the 

length of time the organi ation ha been in e. ·i t nee, p riod of ervice in th current 

p iti n and \\h thcr the org niz tion appli d stratcg in it management. ·1 he detailed 

find in th r pendent d mo •r phic i pre.: ntc.:d in e ti n 4.2. 1 t< 4.-. a I< lim s: 
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4.2.1 Gender 

The tudy ought to i I rminc th gender of the respondents as presented in Figure 4.1. 

.,.._ les 

Source: Primary Data (2014). 

Figure 4.1: Gender of the Respondent 

From Figure 4.1, the study establishes that majority of the respondents as shown by 62.5 

percent were males whereas 37.5 percent were females, this implies that both genders 

were fairly engaged in this research and thus the finding of the study did not suffer from 

gender biasness. 

4.2.2 Age 

The stud sought to determine the age of there pondent a pre entcd in Figure 4.2 
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From Figure 4.2, the study re eal that majority of the respondents as shown by 58.3 

percent were aged b t\ n . I to 40 year , 25 percent of the respondents were aged 

between 41 to 50 y " lr '. ,., hl!rca' 16.7 percent of the respondents were aged between 25 to 

30 year . Thi ' implie that re pondents were well distributed in terms of their age. 

4.2.3 Education 

The study requested the respondents to indicate the highest level of education attained as 

presented by Figure 4.3 . 

56 

5 4 

52 

50 

48 

4 6 

undergraduate university degree 

ource: Primary Data (2014) 

Figure 4.3: Higbe t Level of Education 

Post graduate degr /Diploma 

From Figure 4.3, the tud reveal that majorit of the re p ndent a hown b 54.2 

p rcent held undergraduat univer ·it d grec wh r a 45. p rc nt f the r p nd nt 

h ld Po t gradu tc dcgn.:c/Diploma. 'I hi implic that n:sp ndents wen.: \\ell educated and 

th t th : \ere in a p< iti n tor pond t r arch que til n ' ith c \: . 
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4.2.4 Period of existence of the organization 

The study requested the r . p nd ~nt to indicate the period of existence of the 

organization sine c tublishm~nt a pre ented by Figure 4.4. 

ov 'I .lO yt.•,or 
5% 

1.b 20ye .. r'!. 

11 15 years 
20.8% 

5 - 10 years 
33.3% 

less than 5 years 

0 5 10 15 20 25 0 

Source: Primary Data (2014) 

Figure 4.4: Period of existence of the organization since establishment 

From Figure 4.4, the study reveals that 33 .3percent of the organizations had existed for a 

period of 5 to 10 years, 25 percent of the organizations had existed for a period exceeding 

20 years, 20.8 percent of the organizations had existed for a period 11 to 15 years, 12.5 

percent of the organizations had existed for a period of less than 5 years, wherea 8.3 

percent of the organizations had existed for a period 16 to 20 year . 

4.2.5 Period of en·ice at current po ition 

'I he tudy ~ ought t detcrmine the re pendent ' p riod of ervicc at current po. iti 11 u 

pre nt in l·i •ur 4 . . 
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Source: Primary Data (2014) 

Figure 4.5: Period of service at current position 

From the result in figure 4.5, the study reveals that 54.2 percent of the respondents had 

served in the current position for a periods of less than five years, 20.8 percent of the 

respondents for a period of 11 to 13 years, 16.7 percent of the respondents for a period 

of 5 to 7 years, whereas 8.3 percent of the respondents had served in the current 

position for a periods of 8 to 10 years. This Implies that majority of the respondents had 

held the same position for a considerable period of time. 

4.2.6 Organization applies strategy in its management 

The study sought to establish whether the Kenyan parastatal in the energy ector appli d 

trateg in their management. The results are pre ented in table 4.1. 

abl 4.1: \ hether the organization applie trate in it management 

P rc nt 

4.2 

IUU 



From the results in table 4.1, majorit of the respondents as shown by 95.8 % indicated 

that the organization appli d tratcgy in their management whereas 4.2 % of the 

respondent indicated that th' rganizations did not apply strategy. This implies that most 

of the orgtmizati n ·applied trategy in management of their activities. 

4.3 Challenges of trategy Implementation 

In this section the study sought to determine the challenges of strategy implementation of 

the Kenyan parastatals in the energy sector. In order to find out the challenges that 

Kenyan parastatals face in implementing their strategic plan, various potential challenges 

were identified and included in the questionnaire. Respondents were requested to indicate 

the extent to which the listed factors impacted on the implementation process of their 

strategies in their organizations. A five-point likert scale was used, where 1 is agreement 

to "not at all" and 5 is agreement to a "very large extentJ". In addition, the respondents 

were asked to mention any other challenge that they face in strategy implementation that 

was not included by the researcher. The mean and standard deviation were u ed to 

indicate the extent to which some of these challenges determine strategy implementation 

among Kenyan parastatals as shown in table 4.2. 

Table 4.2: E tent to which the Kenyan para tatal encountered challenge 
10 

trateg)' implementation 
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Table 4.2 Cont'd ................ .. 

-- -
Organizational culture 

---

Inadequate capacity 

Lack of appropriate org·mi.mti nal tructure 

Lack of uflicient c mmunication 

Lack of clear under tanding of the strategy 

among those who need to implement it 

Poor reward systems 

Lack of stakeholders involvement 

Monitoring, planning, coordinating and 

sharing of responsibilities being not well 

defined 

Lack of Proper systems and processes to 

support the implementation of strategy 

Organization's Policies 

Others specify ......... 

Source: Primary Data (2014) 

Note: 

24 1 

24 2 

24 

24 2 

24 

24 

24 2 

24 3 

24 2 

24 1 

24 

2 9 10 2 3.42 0.93 

4 8 7 3 3.21 1.14 

6 6 9 3 3.38 1.01 

1 7 10 4 3.54 1.10 

1 8 13 2 3.67 0.70 

4 12 5 3 3.29 0.91 

8 9 4 1 2.75 0.99 

5 10 4 2 2.88 1.12 

2 5 13 2 3.46 1.06 

6 9 6 2 3.08 1.02 

1 =Not at all2 =Little extent 3 =Moderate extent 4 =Great extent 5 =Very great extent 

N =Frequency M =Mean Std. Dev.= Standard deviation 

The study sought to determine the extent to which the Kenyan parastatals encountered the 

above challenges in strategy implementation. From the re earch finding , the major 

challenges facing strategy implementation are: inadequate funding with a mean core of 

4.13 and a tandard deviation of 0.85; lack of clear under tanding of the trateg am ng 

tho e who need to implement it ' ith a mean core of 3.67 and a ·tand rd d viation of 

0.70· lack of ufficicnt communication \\ith a mean s rc of 3. 4 and u tandard 

to upp m tht.: implcm nt Hion of 

0 1 niz Hi n \I 

' ith m n I. ]· 
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poor reward systems with a mean cor of 3.29 and a standard deviation of 0.91; 

inadequate capacity with a m an . ore f .21 and a standard deviation of 1.14 ;political 

influence with a rncun ·c rc f .17 and a tandard deviation of 1.46. 

The other challenge mentioned included: organization's policies with a mean score of 

3.08 and a tandard de iation of 1.02; lack of top management commitment or poor 

leadership with a mean score of 3.08 and a standard deviation of 0.97; monitoring, 

planning, coordinating and sharing of responsibilities being not well defined with a mean 

score of 2.88 and a standard deviation of 1.12; lack of stakeholders involvement with a 

mean score of 2.75 and a standard deviation of 0.99; staff resistance to change with a 

mean score of2.38 and a standard deviation of0.82. From the outcomes in table 2 above , 

it is apparent that the foundation of a successful approach to strategy implementation is 

the recognition that effective resource allocation, clear understanding of the strategy 

being implemented, proper communication, proper support systems and processes, 

organizational structure, organizational culture, reward systems, staff skills capacity and 

political influence need to be addressed in order to implement the organization trategy 

effectively. ections 4.3 to 4.18 provide a detailed analy i of respondent' re pon e on 

each trategy implementation challenge. 

4.3.1 dequate Funding 

In order to achieve effective trateg implementation. enough financial re_ our c- n d to 

be all atcd .Lack of financial n.: ourcc i g n rail; a bigg r threat to capital intcn ivc 

K nyan para tat 1 in en r 'Y c tor m stly und rtnk t n t. k. that n:quit\.: 

ult 

n in qu t undin in v imp! m nt ti n. 



Table 4.3: Inadequate fundin~ 

-
Inadequate Funding Frequency Percentage (%) 

Very great extent 10 42% 

Great extent 7 29% 

Moderate extent 7 29% 

Little extent 0 0% 

Not at all 0 0% 

Total 24 100% 

Source: Primary Data (2014) 

From the results in table 4.3, forty two percent (42%) of the respondents indicated that 

the strategy implementation challenge of inadequate funding impacted at a very great 

extent their strategy implementation while twenty nine percent (29%) of the respondents 

of the respondents noted that the challenge of inadequate funding impacted their strategy 

implementation at great and moderate extent. 

4.3.2 Clear understanding of the strategy among those who need to implement it 

Clear understanding of the strategy among those who need to implement it i very 

fundamental in any implementation proce s. orne trategie fail becau e there i 

in ufficient under tanding of the trategy among tho e who need to implem nt it. Table 

4.4 pre nt the d tailed re ult of the re p nd nt ' re p n n the under tanding f the 

trategy among tho wh ne d to imp! m nt it. 



Table 4.4: Lack of clear understanding of the strategy among those who need to 

implement it 

-
Lack of clenr understanding of the Frequency Percentage (%) 

strategy among tho·e who need to 

implement it 

Very great e tent 2 8% 

Great extent 13 55% 

Moderate extent 8 33% 

Little extent 1 4% 

Not at all 0 0% 

Total 
24 100% 

Source: Primary Data( 2014) 

According to the results in table 4.4, majority of the respondents indicated that lack of 

clear understanding among those who need to implement it impacted to a great extent the 

implementation process at fifty five percent(55%);eight percent (8%) of the respondents 

indicated that lack of clear understanding impacted on implementation at a very great 

extent ; thirty three percent (33%) at a moderate extent while four percent(4%) were of 

the opinion that it impacted on the strategy implementation at a little extent. 

4.3.3 Communication 

Communication i a crucial ucce factor within trateg implementation (Rap 

2004 ).Lack f pr per communication m hani m and channel. can hind r x uti n f 

tratc 'Y in the organiz 1ti n I:JfcctiYc c mmunication of the strat gy and its und~.:rlyin, 

rati nal r critically important. 'I able 4.5 pn.: nts the detailed n.: ult of the 



Table 4.5: Lack of sufficient communication 

Lack of sufficient communicMion Frequency Percentage (%) 

V cry great extent 4 17% 

Great extent 10 42% 

Moderate extent 7 29% 

Little extent 1 4% 

Not at all 
2 8% 

Total 
24 100% 

Source: Primary Data (2014) 

From the results in table 4.5, seventeen percent (17%) of the respondents indicated that 

the strategy implementation challenge of lack of sufficient communication impacted at a 

very great extent, forty two percent (42%) of the respondents indicated that the strategy 

implementation challenge of lack of sufficient communication impacted at a great extent 

their strategy implementation, twenty nine percent (29%) of the respondents of the 

respondents noted that the challenge of lack of sufficient communication impacted their 

strategy implementation at a moderate extent while four percent(4%) and eight 

percent(8%) felt that if affected the implementation of strategy to a littl or no extent 

re pectivel . 

4. A Proper y tern and proce. e to upp rt the implem ntati n of trat 

In ord r t achieve cff ctiv trateg} implcm ntati n pr per •. tern and pr ces. c 

up rt th impl mentation pro need to b put in plac . P or ;skm 'lnd pr c sc 

it ifficult t monit r irnpl rn nt ti n nd take r mcdi, I 1 tion ' hc.:n pr hlc.:m 

n I k of 

m nd 



Table 4.6: Lack of Proper y terns and processes to support the implementation of 

strategy 

- Frequency 
Lack of Proper 'Y ·tcm · and proce es to Percentage (%) 

support the implementation of 'trategy 

Very great e tent 
2 8% 

Great e tent 
13 55% 

Moderate e tent 
5 21% 

Little extent 
2 8% 

Not at all 
2 8% 

Total 
24 100% 

Source: Primary Data( 2014) 

According to the results in table 4.6, eight percent (8%) of the respondents indicated that 

the strategy implementation challenge of lack of Proper systems and processes to support 

the implementation of strategy impacted at a very great extent, fifty five percent (55%) of 

the respondents indicated that the strategy implementation challenge of lack of proper 

systems and processes impacted at a great extent their strategy implementation, twenty 

one percent (21 %) of the respondents of the respondents noted that the challenge of lack 

of proper systems and processes impacted their strategy implementation at a moderate 

extent while four percent(8%) were of the opinion that if affected the implementation of 

trategy to a little or no extent . 

4.3.5 rganizati nal ulture 

In order for trategy implem ntati n t b uc th rganiz ti n ulturc n cd t 

lu 
mp tibility m p • m ,·or h tlknfl~ 111 the 

imp! 
.7 pr nt ult Ill 

n r m ti n ult im I m nt ti n. 



Table 4.7: Organizational Culture 

- Percentage (%) 
Organizational ulturc Fr qu ncy 

-- 2 
Very great extent 

8% 

Great extent 
10 42% 

Moderate e tent 9 38% 

Little e tent 
2 8% 

Not at all 
1 4% 

Total 
24 100% 

Source: Primary Data (2014) 

From the results in table 4.7, eight percent (8%) of the respondents indicated that the 

strategy implementation challenge of organizational culture impacted at a very great 

extent, forty two percent (42%) of the respondents indicated that the strategy 

implementation challenge on organizational culture impacted at a great extent their 

strategy implementation, thirty eight percent (3 8%) of the respondents noted that the 

challenge of culture impacted their strategy implementation at a moderate extent while 

eight percent(8%) and four percent( 4%) felt that if affected the implementation of 

strategy to a little or no extent respectively. 

4.3.6 Organizational tructure 

rganizational tructure con e how work i divided and as igned to people, and how 

th a tiviti f the p pie p r[i rming their dutie are c - rdinate in the organi1ati n. 

'I he choic of. tru ture i vital t the implementation of corp rate trat g hcnc it need 

t l align d to "hat th tratc ' 1 'llin or. 

nt th det H 0 th c n 1 k or' ppr pri. t 

ru tur in im 1 m nt ti n. 
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Table 4.8: Lack of appropriate organizational structure 

Lack of appropriate rcqucncy Percentage (%) 

organizational structure 

Very great c tent 3 13% 

Great e tent 9 38% 

Moderat extent 6 25% 

Little e tent 6 25% 

Not at all 
0 0% 

Total 
24 100% 

Source: Primary Data (2014) 

From the results in table 4.8, thirteen percent (13%) of the respondents indicated that the 

strategy implementation challenge of lack of appropriate organizational structure 

impacted at a very great extent their strategy implementation ,thirty eight percent (38%) 

of the respondents noted that the challenge of lack of appropriate organizational structure 

impacted their strategy implementation at great extent while twenty five percent(25%) 

were of the opinion that it affected the implementation process to a moderate and little 

extent. 

4.3. 7 Reward tern 

In order to achie e effecti e trateg implementation action that are con i tent ith 

trat gy ex cution mu t e r \ ard d. The organizati n h uld link the empl 

p r~ rman during implcm nt tion pha \ ith th \'Crall reward and mp n ti n 

pr cnt d t il d ult n r rt:\\ rd y h:m m tr lk •y 



Table 4.9: Poor reward system 

-
Poor reward systems jrcqucncy Percentage (%) 

-
Very great extent 3 12% 

- 5 21% 
Great extent 

Moderate e tent 
12 50% 

1---· 4 17% 
Little e tent 

Not at all 
0 0% 

Total 
24 100% 

Source: Primary Data (2014) 

According to the results in table 4.9, twelve percent (12%) of the respondents indicated 

that the strategy implementation challenge of poor reward systems impacted at a very 

great extent, twenty one percent (21%) of the respondents indicated that the strategy 

implementation challenge on poor reward systems impacted at a great extent on strategy 

implementation, fifty percent (50%) of the respondents noted that the challenge of poor 

rewards impacted their strategy implementation at a little extent while eight percent(17%) 

felt that if affected the implementation of strategy to a little extent. 

4.3.8 Inadequate capacity 

Availabilit of adequate capacity in terms of human re ource kill and experience, 

adequate equipment and facilitie are ke factor for effecti e trateg implementation. 

Inadequ cy of u h re ource rna hinder th implementati n pr e 

'J, bl 4.10 pn.: cnt the d tail d re ult f th re p ndent ' r n in d quat 

c pa ity in rate y implcm ntati n. 



Table 4.10: Inadequate capacity 

Inadequate capacity Frequency Percentage (%) 

Very great c tent 3 13% 

- 7 29% 
Great extent 

Moderate e tent 
8 33% 

Little e tent 
4 17% 

Not at all 
2 8% 

Total 
24 100% 

Source: Primary Data 2014 

According to the results, 13% of the respondents indicated that the challenge of 

inadequate capacity during implementation affected them to a very great extent, 29% 

were of the opinion that it impacted to a great extent, 33% indicated that it affected the 

implementation of strategy to a moderate extent while 17% and 8% felt that inadequate 

capacity influenced the implementation process to a little and no extent respectively. 

4.3.9 Political interference/influence 

Effective strateg implementation calls for minimal or no political interference at all. a 

politic both " ithin or out ide the organization ha effect on the trategie b ing 

implemented. 

able 4.11 pre nt th detail d re ult of the re p nd nt ' r sp n. n politi al 

in trat gy implementation. 

0 



Table 4.11: Political intcrf rcn c/influcnce 

Political intcrfcrcncc/influcnc' Frequency Percentage (%) 

Very great e tent 
7 29% 

Great extent 
3 12% 

Moderate extent 
4 17% 

Little extent 
7 29% 

Not at all 
3 13% 

Total 
24 100% 

Source: Primary Data (2014) 

From the results in table 4.11, the respondents had varied opinions with 29% indicating 

that political influence impacted to a very great extent on strategy implementation,12% to 

a great extent,17% to a moderate extent while 29% and 13% noted that political 

interference affected the strategy implementation process to a little and no extent 

respectively. 

4.3.10 Organization policie 

ucces ful trateg implementation requires trategy upporti e organization policie . 

Policie are general tatement or under tandings that guide the top management thinking 

in d ci ion making. The. provide top-down guidance on h v thing are don h n e help 

nforce con i tenc; on h w trategic activitie ar performed in the rganiz ti n a. a 

v.h I . 
r .12 pr nt the dct ilcd r ult or the rc ~ p ndcnt · r sp 11 c 11 

r aniz ti np Iii in rat y impl m nt tion. 

1 



Table 4.12: Organization policie 

-
Organization policies Frequency Percentage (%) 

Very great extent 2 8% 

t--
Great extent 

6 25% 

Moderate e, tent 9 38% 

Little extent 
6 25% 

Not at all 
1 4% 

Total 
24 100% 

Source: Primary Data (2014) 

The results in the table above shows that 8% of the respondents were of the opinion that 

the challenge of organization policy during implementation affected them to a very great 

extent, 25% felt that it impacted to a great extent, 38% indicated that it affected the 

implementation of strategy to a moderate extent while 25% and 4% felt that organization 

policies influenced the implementation process to a little and no extent respectively. 

4.3.11 Top management commitment/ Leader hip 

Leader hip is an e sential element of effective strategy implementation. Leader mu t 

influence action tov ard the arne direction i.e. unity of direction through teamwork or 

team pirit. Leader hip i the force that cau e change hence p r leader hip can hind r 

prop r cuti n of trat g,. abl 4.13 pre. nt the detailed re ult f the rc ·p nd nt. ' 

n 1, k of top mann 'Cm nt ommitm nt or p 1 lcadcrshi in strat , · 

1m I m nt ti n. 



Table 4.13: Lack of top management commitment/Poor leadership 

..--

Lack of top mana~cm nt Fr qucncy Percentage (%) 

commitment/Poor lcndcrship 

1- - 2 
Very great c t nt 

9% 

Great e tent 
6 25% 

Moderate e, tent 
8 33% 

Little extent 
8 33% 

Not at all 
0 0% 

Total 
24 100% 

Source: Primary Data (2014) 

From the results in table 4.13, nine percent (9%) of the respondents indicated that the 

strategy implementation challenge of lack of top management commitment impacted at a 

very great extent on their strategy implementation ,twenty five percent (25%) of the 

respondents noted that the challenge of lack of poor leadership impacted their strategy 

implementation at great extent while thirty three percent(3 3%) were of the opinion that it 

affected the implementation process to a moderate and little extent. 

4.3.12 Monitoring, planning, coordinating and baring of re pon ibilitie 

Effecti e implementation requires continual monitoring of progre m the 

implementation proce . The monitoring proce s is ignificance to the organization 

becau e it confirm that " hat i being done i in ace rdance to the plan and a ur that 

th n: ul~ are in line " ith th e c1 arl. defined 

nd \\c.:ll- rdin t d mon th p ple involved in str t gy ution activitic '. 

unt bilit 'i vit I to makin' t1 tc' • \\l rk. 



Table 4.14 presents the detailed re ult of the respondents ' response on monitoring, 

planning, coordinating and haring r n.: p n ibilities being not well defined in strategy 

implementation. 

Table 4. t 4: Monitoring, plunning, coordinating and sharing of responsibilities being 

not well defined 

Monitoring, planning, coordinating and sharing Frequency Percentage (%) 

of responsibilities being not well defined 

Very great extent 
2 8% 

Great extent 
4 17% 

Moderate extent 
10 42% 

Little extent 
5 21% 

Not at all 
3 12% 

Total 
24 100% 

Source: Primary Data (2014) 

According to the results in the table 4.14, 8% of the respondents were of the opinion that 

the challenge of monitoring, planning, coordinating and sharing of responsibilities being 

not well defined during implementation affected them to a very great extent, 17% felt that 

it impacted to a great extent,42% indicated that it affected the implementation of strategy 

to a moderate extent while 21% and 12% felt that the challenge influenced the 

implementation proce s to a little and no extent respective! . 

4.3.13 . takeholder' involvement 

takeholder i any per. on gr up or in titution that ha an int n.: tin th activities of an 

r ani tion. ·1 he dcvdopment of tru t am n • tho c \\ ith intt.:rcst in th energy ectt r 

tiviti th int m II_: nd k..:; in •rcdicnt 

ful rat ' irnpl rn nt ti n. 



The energy sector Kenyan para tatal tak holders include: The government, government 

agencies, private sector, dev I pm nt partner , general public, civil societies, neighboring 

countries internal and ·tcrn·1l u t m 'r . The implementation process should involve all 

key takeholdcr gr up· that pla a ro le in strategy implementation. Table 4.15 presents 

the detailed r ult of the re pondents' response on lack of stakeholder' s involvement in 

strategy implementation. 

Table 4.15: Lack of stakeholder's involvement 

Lack of stakeholders Frequency Percentage (%) 

involvement 

Very great extent 
1 4% 

Great extent 
4 17% 

Moderate extent 9 38% 

Little extent 
8 33% 

Not at all 
2 8% 

Total 
24 100% 

ource: Pnmary Data (2014) 

From the results in table 4.15, 4% of the respondents indicated that the strategy 

implementation challenge of lack takeholder involvement impacted at a ver great 

extent their trateg implementation . 17% of the re pendent noted that the challenge of 

lack of appropriate organizational tructure impacted their trateg implement ti n at 

great c:t nt . % \\cr f th opini n that it affl ct d th implem ntati n pr c:. t a 

m dcrat while 
r tak hold r invol\'cmcnt alTc ted th 

im 1 m ntati n f trat .: t littl an n tat 11 · nt r p ctivd •. 



4.3.14 Staff resistance to change 

The importance of managing chang ell i clearly important for effective strategy 

implementation. The inab il ity t manage change and reduce resistance to new 

implemcntati n dcci ·i n · r action can lead to failure of the execution efforts. Managing 

change i diilicult, but ucce sful strategy execution depends on it. Table 4.16 presents 

the detailed result of the respondents" response on staff resistance to change in strategy 

implementation. 

Table 4.16: Staff resistance to change 

Staff resistance to change Frequency Percentage (0/o) 

Very great extent 0 0% 

Great extent 1 4% 

Moderate extent 11 46% 

Little extent 8 33% 

Not at all 4 17% 

Total 24 100% 

Source: Primary Data (2014) 

According to the re ult in table 4.16 4% of the re pondents indicated that the trateg 

impl m ntati n challenge of taff re i tance to change impacted at a great e tent their 

trat gy implem ntati n , 4 % f the re p ndent noted that th challenge f taff 

rc i tan c to chan e irnpa ted th ir ·trat gy impl m ntati n at a m derate c tent . 0/o 

pinion that it fli t d th implem nt. ti n pr cs t • little c. tent \ hil 

17Yc 11 
t th imp\ m nt Hil n \tall. 



4.3.15 Challenges applied to other organizational departments 

The study sought to e tablish '"'h th~.: r the challenges applied to other organizational 

department as pre 'en ted b tu l ' 4. 17. 

Table 4.17: Whether the chall nge applied to other organizational departments 

Opinion 
Frequency Percent 

jA.pply to other departments 24 100 

lfotal 
24 100 

Source: Primary Data (2014) 

From the results in table 4.17 all the respondents as shown by hundred percent (100%) 

agreed that the challenges facing their department also applied to other departments as 

well. 

4.3.16 Strategy implementation challenges were widespread in the sector. 

The study sought to establish whether the challenges were widespread among other 

organizations in the energy sector as presented by Table 4.18. 

Table 4.18: Whether the strategy implementation challenges were widespread in the 

ector. 

~pinion 
Frequency Percent 

IAre wide pread 19 79.2 

1-
!Are faced by onl a few organization 5 20.8 

rrotal 
24 100.0 

Sour : Prima Data (2014) 

h om th r ult in tabl 4. 1 7 .... p r nt f th rc ndcnt indi at d that the 

th th 
. m 
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The study also revealed that ugge ti n that would help the energy sector Kenyan 

parastatals and other organizati( n, t 'l oid the strategy implementation challenges 

included: seeking for altcrnativ urcc of financing ; have clear communication policy 

that ca cade from the t p management to the junior staff; involve all the stakeholders ; 

have strategy link d t financing; have top management communicate the vision on 

strategy being implemented; establishing the use of information technology to enhance 

communication; cultivate strategy supportive culture ;involvement of all employees in 

strategy implementation so as to reduce staff resistance to change ; reduce political 

interference ; have proper measures and checks to monitor strategy implementation 

process : have proper organizational structure in place ; reward systems should be linked 

to performance ; ample time should be allocated to strategic plans drafting ,the 

government should disburse funds to parastatals in good time ; stakeholders should be 

involved in strategy formulation and its implementation ; have clear responsibilities 

during for people involved in strategy implementation and coming up with proper 

communication and feedback channels. 

4.4 Di cu ion 

The finding corre pond po iti el with the literatur re 1ew ection of the tud 

Ac rding t John n and chole ( 1993) ucc ful trateg implementati n 1 a fa t r 

of rganiz ti nal tructurc. rc urc all cation. and tratcgi managcm nt hen Ia k f 

t r mi ht hinder th tr t gy imp! mentation pr 



Burnes (2004) noted that organizational haracteristics that act as challenges to strategy 

implementation includ structur . ulturc, I adcr hip, policies, reward, and ownership of 

the strategy among oth ·r ·. 'I h' ·tud f und out that inadequate funding within the energy 

sector Kenyan pnru ·tutal· v as one of the major challenges affecting strategy 

implementation proce \ ith a mean score of 4.13 and a standard deviation of 0.85. The 

findings concw· with the findings of Thompson and Strickland (2007) who noted that to 

implement any strategy, necessary adequate resources must be available whether 

financial, physical, human or technological hence lack or inadequacy of any of these 

might be a challenge. 

Communication is the flow of information within the organization. It helps ensure that 

goals are understood, instructions are disseminated and feedback from various units and 

personnel is received. Lack of proper communication mechanisms and channels can 

hinder execution of strategy in the organization. Noble (1999) noted that the consensus 

about a company's strategy may differ across levels hence the members involved must 

have access to the same information for clarity purposes and coordination. From the 

stud re ult the re pondents in the energy ector para tatals indicated that lack of clear 

under tanding of the trateg being implemented wa one of the major challenge of 

trat g_ implementation\ ·ith a mean of 3.67 and a tandard de iati n f 0.70.Th re ult 

r veal d that lack f ufticient c mmunication w a maj r challeng m th 

impl m nt ti n pr \\lith am an or of . 4 and a tandard deviation f 1.1 0. 



Organizations need to have proper t m and processes to support the strategies being 

implemented. A proces i a gr up I r latcd activities contributing to a set objective. The 

support sy tems could b in term fin[! nnation systems, financial systems, performance 

management ·y ·tem \ reward terns, up to date technological systems. Poor systems 

and proce e make it difficult to monitor implementation and take remedial actions 

when problems arise. From the study results the respondents indicated that lack of proper 

systems and processes to support the implementation of strategy was a major challenge 

with a mean score of 3.46 and a standard deviation of 1.06.Lack well formulated 

processes and support system was a major barrier to effect implementation in the Kenyan 

parastatals in the energy sector. 

Culture is a set of assumptions in terms of shared beliefs, values, and norms that 

members of an organization share in common (Pearce and Robinson, 2007). Organization 

culture is an important factor for the success of the organization strategies being 

implemented. Lack of strategy supportive culture might hinder effective implementation 

of strategy. From the results from the lack of supportive organization culture was hown 

a one of the major challenge that act as an obstacle to effective strategy implementation 

of the Kenyan par tatal in the energ ector. Thi concur with the finding of A a 

(1 92) \ ·ho erved that lack of ompatibilit b tween trateg and cultur can lead t 

high or niz ti nat n.: i t nee t chan and dcm ti ati n, " hich n in turn fru trat th 

imp! m ntati n tr tcgy. I h top m, nagcm nt h uld h nee ultiv, h.: and imp e a 

rti ' ultur rth ucc fth niz tina \\hoi . 
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Organizational structure plays a ita! r m the strategy implementation process. 

According to Boseman and Ph tak ( l rganizational structure stipulates how work is 

divided and assigned to p pi , and ho the activities of the people performing their 

duties are c rdinut d in an rganization. From the study findings lack of appropriate 

organizational tructure ' as identified as one the major challenges in the implementation 

of the energy ector Ken an parastatals. In addition the respondents indicated that 

functions such as monitoring, planning, coordination and sharing of responsibilities being 

not well defined also posed a challenge in the implementation process. This then agrees 

with Owen (2002) comments that strategy and structure need to be matched and be 

supportive of each other in order to achieve the set objective. 

Organization leadership plays a major role in strategy implementation process. The top 

management commitment is vital in offering the strategic direction of the organization. 

According to Chapman (2004) strategy implementation requires efficient and effective 

leaders to guide the rest of the employees through the achievement of the strategic goal. 

From the stud findings lack of top management commitment and poor leader hip was 

indicated a one of the factor that hinder effective strategy implementation with a mean 

core of 3.08 and a tandard deviation of 0.97.In addition there pondent indicat d that 

rganization' p licie wa a challenge in the implementation f trateg . p Iici 

·tipul t how certain activitie in th organizati n ar upp d t handl d h nc 

irnplic th t tratcg_ ·upp rtivc p lici h uld b ~.:nl{ r ~.:d r r 

trot y imp! m nt ti n. 



Resource availability is a key factor in th imp! mentation process. According to Barney 

(1991), firm resource includ 11 capabilities, organizational processes, firm 

attributes, information. kn \ I d 1 , ntrolled by a firm that enable the firm to conceive 

and implement strutegie that improve its efficiency and effectiveness. Inadequate 

capacity in term of human re ource skills, inadequate funding, poor reward systems, 

poor strategy support s stems and processes were indicated as some of the challenges 

that affect strategy implementation in the energy sector Kenyan parastatals. The resource

based view of the firm predicts that certain types of resources owned and controlled by 

firms have the potential and promise to generate competitive advantage and eventually 

superior firm performance (Barney 1991). The study findings confirm that inadequacy of 

resources posed a major challenge in the implementation of strategy. 



CHAPTER FIVE 

SUMMARY, ON L ION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter provide, the ummary of the data findings, conclusion, recommendations 

limitation of the tud . area of further research and implication of the study on theory, 

practice and polic . 

5.2 Summary 

The objective of this study was to determine the challenges of strategy implementation of 

the Kenyan parastatals in the energy sector. The study found out that the major 

challenges that affect the strategy implementation among the Kenya parastatals in the 

energy sector include: inadequate funding; lack of clear understanding of the strategy 

among those who need to implement it; lack of sufficient communication; lack of Proper 

systems and processes to support the implementation of strategy; lack of supportive 

organizational culture; lack of appropriate organizational structure; poor reward systems; 

inadequate capacity ; and political influence or interference. 

Other major challenge included: un upportive organization policie ~ lack of top 

managem nt commitment or poor leader hip~ monit ring, planning, coordinating and 

b ing n t well d fined; la k of takeh lder im hem nt; t ff 

to ch ng . In , ddition the tudv c tabli . h d that m f th t atcg_ 

ppli d t other dcp, rtmcnt and th, t th 

ch ll n m tly wi 

s 



5.3 Conclusion 

Effective strategy implem ntati n i a cry important stage for the success of any 

organization. l I w vcr. m ·t rganizations encounter various challenges in the strategy 

implementation pr ce ". Ba ed n the study findings it was concluded that the energy 

sector Kenyan parastatal are faced by various challenges in their strategy 

implementation. 

The major challenges are: inadequate funding; lack of clear understanding of the strategy 

among those who need to implement it; lack of sufficient communication; lack of Proper 

systems and processes to support the implementation of strategy; lack of supportive 

organizational culture; lack of appropriate organizational structure; poor reward systems; . 

inadequate capacity ;political influence or interference; unsupportive organization's 

policies; lack of top management commitment or poor leadership; monitoring, planning, 

coordinating and sharing of responsibilities being not well defined; lack of stakeholders 

involvement and staff resistance to change. 

5.4 Recommendation 

Fr m the finding and conclu ion, the tud r commended that in order for th Ken an 

par tatal in the energ ector to effecti el implement their corporate trategi and 

rninirni7. th trateg_ imp! m ntati n chall ng then th r i n d [I r impr m nt f 

omc or aniz ti n I fact rs that pia · a vital r I for uccc ful impl mentati n. 
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The success factors recommended B r th K nyan pa:rastatals in the energy sector include: 

ensuring that flnancinl rcsour 'cS r a oil abl and are timely ; have clear communication 

policy that ca cadc fr m th • l ~ management to the junior staff; involve all the 

stakeholder ; huv tratcg linked to financing; have top management communicate the 

vision on trateg being implemented; establishing the use of information technology to 

enhance communication; cultivate strategy supportive culture and involvement of all 

employees in strategy implementation so as to reduce staff resistance to change . 

Other recommendations that will help the Kenyan parastatals include: ensure minimal 

political interference ; have proper measures and checks to monitor strategy 

implementation process : have proper organizational structure in place ; reward systems 

should be linked to performance ; ample time should be allocated to strategic plans 

drafting ,the govemm nt should disburse funds to parastatals in good time ; stakeholders 

should be involved in strategy formulation and its implementation ; have clear 

responsibilities for people involved in strategy implementation and coming up with 

proper communication and feedback channels. 

5.5 Area for Further tudie 

Thi tudy ought to determine the challenge of trateg implementation f the K n an 

para tatal in the nergy ector. The re earch r ha recommended that there i need f r 

~ imil r tudi to carri d ut in other c t r K nyan p r tutal a thi ' ill help in 

c mpari n fth tindin . 

5 



No research can be considered an nd to it If. Research findings always lead to more 

research openings with a vi ' t bri ging the xisting knowledge gap. From the findings 

of this tudy, it i instru 'tiv' that more research work be conducted on the effect of 

strategy implcm ntnti n n performance of Kenyan parastatals in the energy sector with a 

view of det rmining whether trategy implementation impacts on the performance of the 

Kenyan para tatal in the energy sector. 

5.6 Limitation of the Study 

The study focused on senior officials from the various energy sector Kenyan parastatals 

and strategy implementation challenges is like asking for a self-evaluation of the 

organization they work for hence the respondents were hesitant in filling up the 

questionnaire. It is therefore expected that some of the responses were likely to be biased 

on some of the issues that the respondents thought that they are sensitive and might affect 

the corporate image of the organization. This was hence minimized by assuring the 

respondents that the information was to be used solely for academic purposes. 

Also, the tud was carried out in only the energy ector and was limited to only the 

Kenyan para tatal due to time constraint. The study wa also limited to determining the 

challenge of trategy implementation whereas trateg implementation i ju t n f the 

tag in th trateg management proce . 

5. 7 Impli ati n f th tudy on P li y Pra ti nd h 

ny i k ' t nomi h th lind in I r thi tudy h 

th 

ht ill 

in th r in min u ' ith pr 

I m nt ti n in th 



The findings of this study has formed part f th action plans that will help in enhancing 

proper implementation of trat 1 i in th Kenyan parastatals in the energy sector and 

other government tat ' corp rati n . 

The finding of thi tud are of great importance to the Kenyan government, other 

government tate corporations, energy sector regulators and other policy makers in 

government, " ho design strategies and are keen to ensure effective implementation of 

these corporate strategies. 

The findings of the study have added to the body of knowledge and provided a reference 

material for future researchers on related topics. The findings of this study will be 

valuable to researchers and scholars in authenticating previous research, examining the 

influence of context and helping in theory building in the area of strategic management. It 

has also formed a basis for further research. 
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APPENDICES 

pp ndi. 1: Letter of Introduction 

Telephone 020.2059162 

Tdc:rams:"Vamly", Nairobi 

Telex . 22095 Varsoty 

DATE ..... .!.d .. 'f .. 1.\..:?..t lit 

UNIVERSITY OF NAIROBI 
SCHOOL OF BUSINESS 

MBA PROGRAMME 

TO WHOM IT MAY CONCERN 

The bearer of this letter .. .. J.1J.h(}..f~-:f:: .. .... \'jy~.l.~~l ....... t:'\.~')!\N.L\'A .. 

Registration No ....... t. .~.l.\. '-~-n.~ .1.~~ L~ .............................. . 

PO. Bod0197 
Nnirobi, Kenya 

is a bona fide continuing student in the Master of Business Administration (MBA) degree 

program in this University. 

He/she is required to submit as part of his/her coursework assessment a research project 

report on a management problem. We would like the students to do their projects on real 

problems affecting firms in Kenya. We would, therefore, appreciate your assistance to 

enable him/her collect data in your organization. 

The results of the report will be used solely for academic purposes and a copy of the same 

will be availed to the interviewed organizations on request. 

Thank you. 

1 



ppcndi II: Questionnaire 

This qucstionnair t' d ''igncd to generate information on challenges of strategy 

implementation f th Ken an parastatals in the energy sector. All information 

vohmteered will trictl remain confidential. 

SECTION 1: GENERAL INFORMATION 

1. Name of the respondent (optional) -----------------

2. Gender Male [ ] Female [ ] 

3. Age bracket: 

Below 25 years 

41- 50 years 

[ ] 25 - 3 0 years 

[ ] 

[ ] 3 1 - 40 years 

Over 50 years [ ] 

4. Level of Education 

Undergraduate University degree [ ] Post graduate degree/diploma [ ] 

PhD [ ] Others specify __________ _ 

5. Designation (Optional) -----------------

6. How long has our organization been in existence since its establishment? 

Le s than 5 ear [ ] 5 - 1 0 ears [ ] 11 - 15 year [ ] 

16-20 year [ ] Over 20 year [ ] 

7. H w long ha you been in our current po ition? 

L th n 

11 - 1 ya 

5 - 7 year [ ] - 1 0 year 

\ cr 1 • ar ( ] 

[ ] 

. I niz ti n ap ly trut 'Y in its m n ' mcnt'. cs I 1 

2 

l 1 

[ ] 



SECTION 2: CHALLENGE FA lNG TRATEGY IMPLEMENTATION 

9. To what extent do you n unt r each of the following challenges in your strategy 

implementation? I at n a point cale, where 

Not ut all Little extent 3- Moderate extent 4 = Great extent 

5 - Ver great e.·tent 

Strategy Implementation challenges 1 2 3 4 5 

Inadequate funding 

Lack of top management commitment/Poor leadership 

Staff resistance to change 

Political interference/influence 

Organizational culture 

Inadequate capacity 

Lack of appropriate organizational structure 

Lack of sufficient communication 

Lack of clear understanding of the strategy among those who 

need to implement it 

Poor reward systems 

Lack of stakeholders involvement 

Monitoring, planning, coordinating and sharing of 

re ponsibilitie being not well defined 

Lack of Proper y tern and processe to support the 

implementation of trateg 

Organiz ti n' P licie 

Oth r p cify ......... 

. rc m t of th chall n 'C unique t ) ur d p rtmcnt or t w II? 

PI t ly. 

• niqu t m I p rtm nt [ I pl tt thcr d p.trtm~nt I I 



11. Are the strategic implementati n chall nges mentioned above widespread among 

other organizations in your ct r'. 

• Arc wid spread [ ] Are faced by only a few organizations [ ] 

12. What uggcstions uld u gi e that would help your sector and other firms to 

avoid or minimize the' trateg implementation challenges? 

······························ ································· ..............
.............................. . 

·············································································
······························· 

·························· ···· ···············································
······························· 

·················· ··· ······ ····· ···· ········································································ 

13. Please give any other documents you may have regarding the subject of this research. 

THANK YOU FOR YOUR CO-OPERATION. 



Appendix III: List of nyan tate Corporations in the Energy Sector 

No. State Corporation 

--
1 Energy Rcgulnt r mmission 

f---

2 eothennal De elopment Company 

3 Ken a Electricity Generating Company 

4 Ken a Electricity Transmission Company 

5 Kenya Nuclear Electricity Board 

6 Kenya Pipeline Company Limited 

7 Kenya Power and Lighting Company 

8 National Oil Corporation of Kenya Limited 

9 Rural Electrification Authority 

Source: Report of the Presidential Task force on Parastatal Reforms (2013) 


