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ABSTRACT

In today’s ever changing turbulent environment, thajor determinant of an organization’s

success is the successful implementation of itdesiy. Strategy implementation is the action
aspect of the strategic management process thnobgih strategy is translated into action and
involves change. Strategic implementation alsorestes the issue of how to put formulated
strategy into effective within the constrains o thrganization’s financial and human resources,

time and its capabilities.

This study sought to find out the challenges ddtstyy implementation at KTB. The objectives
of the study were to determine the challenges Ka&#$ in implementing their organizational
strategies and to establish how the organizatiengase about overcoming these challenges in
their strategy implementation. The study adopterhase study research design as it sought to
gain an in-depth understanding of the specific lenges in implementing the organization’s

strategy.

A total of four senior managers who were mainly dieeision makers were interviewed using an
unstructured interview guide. The study showed #tructure, culture, policies and leadership
were the major challenges to their strategy implaateon as elaborated in the study. The study
also found out how these challenges were respotwlesthd recommendations were made on

alternative solutions.



CHAPTER ONE: INTRODUCTION

1.1 Background

Strategic Management is necessary for managingaeship between an organization and its
environment. Today’s environment has not only beeancreasingly competitive but uncertain,
complex, interconnected and fast changing. Orgaioizs are therefore required to think and
plan in advance and yet be flexible enough to ipomate changes as they evolve in this ever
changing environment. This has led to modern orgdions whether private or public, profit or
non profit — driven today to engage in Strategioiigement as a basis of formulating their goals

and monitoring their performance.

Strategic Management is a systematic approach tmagr and increasingly important
responsibility of general management to positiod eetate the firm to its environment in a way
which will assure its continued success and makeseture from surprises. Strategy
implementation is the process of which the straisggalized by applying what was formulated

(Ansoff, 1965).

Most of the current successful firms believe thabdy management is as a result of a good
strategy and good implementation of the same withttanslation of strategy organizational
structure and design, resources planning and theagesnent of strategic change. A good
strategy is one that enables an organization ec#fkely match the organization’s strength and

weaknesses to the environmental opportunities laneats.



The challenge to strategy implementation arises fiacck of understanding the strategy and also
ineffective communication, poor planning, unclearelg and flawed vision may be a hindrance
to strategy implementationTherefore good strategies are only as good asareeguccessfully

implemented.

Strategy implementation challenge is to create reesef fight fits between strategy and the
organization’s competences which include capaéditind structure, between strategy and the
following components- budgetary allocation, intérisapport system, reward structure and
corporate structure. The four soft S (Staff, St@bared values and Skills) are considered key to
business success (Thomson and Strickland, 1992¢y further point out that one of the make-
or-break determinants of successful strategy imptgation is how well management leads the

process.

Therefore leadership of strategy implementatiorygla centre role becoming a challenge to
strategy implementation. The other factor that@f a manager's approach to strategy
implementation which the above authors have naedahallenge to strategy implementation is
the context of the organization’s situation whidelude the seriousness of the firm’s strategic
difficulties, the nature and extent of the strateghange involved, the type of strength of any
ingrained behavior that has to be changed, thadiahand organizational resources available to

work with, the firm’s culture and overall work clate.



1.1.1 Strategy Implementation Challenges

According to Johnson & Scholes (2002) strategy lemgntation is concerned with the
translation of strategy into action. The ways ihich this is done can be thought of as the
‘strategic architecture” of the organization andcaassful implementation of strategy is likely to
be dependent on the extent to which these variongponents work together to provide, in
themselves, competences which other organizatiodsdifficult to match. Such components
include; leadership, organizational structure amsigh, systems like information systems,
organizational culture, resource planning and thggstics of implementation. All the above

components are in fact a challenge to strategi¢tementation.

Implementation of strategy is an integral part wategic management so that the process and
content of strategy should take the need and chexbiof implementation into account. A
major challenge for the strategic manager is t@ fddvelop an organization which is able
simultaneously to meet stakeholder expectationdewbuilding capabilities and competences
which provide bases of internal efficiency as veaslmeeting the needs of customers better than

competitors within a changing environment (Macmmilend Tampoe, 2000).

Johnson & Scholes (2002) note that a challengeaonagement is the extent to which they see
their strategy developing essentially on the batia finely tuned responsiveness to changes in
their business environment. If implementation leg strategic plan in any organization is poor

all other elements of strategic management becoweeste of time and effort.

The outcome of strategic planning is only a seplains and intentions. By itself strategic
planning provides no actions and no visible changeke firm. To effect the changes the firm

needs appropriated capabilities like trained andivated managers, strategic information, fluid



and responsive systems and structures. Theretovever well thought out a strategy may be, it
has little value unless it can be implemented éffety and within an appropriate time - a

window of opportunity (Ansoff, 1965).

Not many organizations implement their strategiescessfully. The factors responsible for
successful strategy implementation are met withllehges which at times result in serious
failures and hence do not experience the desirembmes and/or intended benefits. Challenges
which occur during the implementation process dftrategy are important areas of research
because even the best strategy would be ineffeftiv@ implemented successfully. Despite the
fact that challenges to successful strategy impfgatien are many, challenges have not been
thoroughly and widely investigated, there are sp@inent issues that have been indentified in

many studies.

According to Pearce Il and Robinson, Jr (2002)fitts¢ concern in the implementation of a good
strategy is to operationalize that strategy thraughhe organization through; annual objectives,
functional strategies and organizational polici@$e above authors use McKinsey Framework
which suggests that managers focus on six compsnémt ensure effective strategy
implementation; they include Structure, Systemsar&th values (Culture), Skills, Style, and

Staff.

Thompson and Strickland (1992) also note that egsaimplementation entails converting the
strategic plan into action and then into resuli$iey point out that strategy implementation is
successful if the company achieves its strategiectibes and targeted levels of financial
performance and that the keys to successful impitatien are to unite the total organization

behind the strategy and to see that every relexetntity and administrative task is done in a



manner that tightly matches the requirement fastiate strategy execution. They have also
concurred with Pearce and Robinson (1998) on tmepooents of Leadership, Organization
Structure, Culture, Policies and Procedures andteB8ys are a challenge to strategy

implementation.
1.1.2 Kenya Tourist Board

Kenya Tourist Board was established as a stateocation through legal notice no. 14 ofi 9
February, 1997. The Kenya Tourist Board (KTB)nsoaganization representing Kenya'’s public
and private tourism sectors. The organizatiorheaged with the responsibility of marketing and
promoting Kenya as a preferred tourist destinatioternationally, while encouraging
development of Kenya's domestic tourist market. fosters quality service and sustained

excellence of tourist facilities and amenities.

To effectively carry out its mandate KTB has depeld a strategic direction which embraces
vision, mission, guiding principles and stratedigeatives. They have highlighted that structure,
system, leadership and management styles, shaiasbvend skills all combine to determine the

extent to which KTB strategic plan is effectivetygplemented.

The mandate of KTB also include establishing pubbtations services to address issues
concerning the image of the tourism industry in ¥aemnd facilitate the resolutions of conflict

within the industry, initiate education and awarprogrammes on tourism locally and abroad,
develop and maintain professional personnel to dethl issues that adversely affect Kenya’s

image in the tourism industry.

Tourism being a dynamic industry is not witholtallenges. This means KTB must be
prepared to respond to these challenges by antimgphem through the Strategic Plan. It is on
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this basis that KTB has prepared this Plan to ec#as mission, further its mandates, achieve
better results with fewer resources and resporetfely to the rapid changing circumstances

(Grieves Cook, 2008).

In addition KTB works with national and regional tlaorities to ensure protection of the
environment and wildlife and also works closelyhwfarious relevant organizations to promote
quality of service and excellence. Kenya Touristail is primarily funded directly by the

Government of Kenya through direct exchequer releaa share of the Catering Training and

Tourism Development Levy and bilateral donors.

Kenya Tourist Board has become a regional leademhbracing and using ICT in the promotion
of tourism. Through a major joint with the Europdamion they developed and launched one of
the continents’ largest and most detailed destnatvebsite — www.Magicalkenya.com which
has since gone on to several awards and becomeatth@'s most popular online resource for

Kenyan Travel.

According to Cook (2008) tourism plays an importesie in the Socio-economic development
of Kenya. It is an important global economic ity which contributed about 3.7 per cent to
the International Gross Domestic Product (GDP)JA2 In Kenya, tourism accounts for about
10% of GDP making it the third highest contribusdter Agriculture and Manufacturing, and
Kenya's third highest foreign exchange earner aféer and horticulture, generating 18% of

export revenue.

Kenya's tourism sector however experienced a dedfirthe 1990s due to internal and external
factors, especially insecurity. The slump led ttealine in revenue and a loss of jobs in both the

formal and informal sectors. In 2003 KTB througle eassistance of the Kenya Government and



the European Union put in place a Tourism MarketdRery Programme (TMRP), which
consisted of an integrated consumer focused campaigelected European Markets. Tourism
being one of Kenya’s largest foreign exchange earfiéde United States of America still stands
as the third largest market for Kenya's inboundrétamarket, behind United Kingdom and
Germany, respectively. With Americans spendingehrmes that of the European traveler, the
American Market holds a very strong standing in y&s tourism. That is why KTB has been
working hard to market the country in the Unitedt8$ regardless of the Travel Warning as a

result this has bore fruits.

Between 2003/4 and 2004/5 there was an increatfeedboK Grant from Kshs. 190 million to
Kshs. 420 million respectively. Kenya Economicn&y (2008) points out that the tourism
sector sustained an upward growth in 2007. Thatcpearned an estimated Kshs. 65.4 billion
in 2007, representing a 16.4 per cent over the K&&2 billion for 2006, making tourism not
only a socio-economic driver but one of the largegegories of international trade. Foreign
travel earnings expanded by 23.6 per cent from K&8s6 billion in 2006 to Kshs. 61.3 billion
in 2007. International arrivals improved by 13&r gent from 1,600.6 thousand recorded in
2006 to 1,816.8 thousand in 2007.This was attribtecontinued aggressive marketing by KTB
in the traditional markets and in the Far East. TThprovement was also supported by the
growing conference tourism and the launch of newrison circuit as value addition to
complement the traditional products of beach antillii@. The increase in the number of
international arrivals was also as a result of ioo&d product development and diversification

of tourism coupled with a growth in sports tourism.

According to the country’s new policy blue printiSibn 2030” (2008) tourism was identified as

a leading sector in moving the economy forwardnafecelerated rate. This is to be realized by
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turning the country into one of the leading longil@urist destination, creating new high value

niche products and investing in new conferencdifigs.

Tourism has been identified as one of the sectwas dre expected to contribute significantly
towards poverty alleviation and employment creatas set out in the Economic Recovery

Strategy for Wealth and Employment Creation 200872 0K, June 2005)

The sector has negatively been impacted by a aumbfactors which include deteriorated
infrastructure, funding of tourism marketing pragraes, insecurity, inefficient immigration
procedures and problematic cross-cutting issuds asicocial and ethical issues, unemployment,

poor management of the environment and health- A% (Ongong’a, 2008).

Kenya Tourist Board come up with further specifijextives which were; to build a consensus
among stakeholders on the way forward for the $ourisector, develop effective action
programmes for addressing critical constraints aehallenges facing the tourism industry in
Kenya, design action programmes for effective dfidient exploitation of the potential tourism
market opportunities, and deliberate and agreeppnog@riate strategic direction from KTB for

the 2005-2007 plan period.

1.2 Statement of the Problem

Strategy formulation is relatively easier sincesiabstract but implementation is harder because
it involves changing leadership, looking for resms, changing the culture of the organization,
its structure, technology, processes and procedukdscmillan & Tampoe (2002) noted that

implementing strategy successfully is very difficuhe more radical the degree of change, the

more difficult it is. Far-reaching and radical oga affects all facets of the business. Change



affects people and the success of implementatitinatly depends on carrying the people in the

organization along with the new strategy.

According to Mintzberg (1995) structure and strgtegist interdependently, each influencing
the other. He explains that there are certainlgsiwhen the Structure is redesigned to carry out
a new strategy. In this case organizational strecplays a vital role in the implementation of
strategy and thus a great challenge. The authoalkasoted that Culture is a major challenge to
strategy implementation as it permeates many aliaspect of strategy-making. According to
him the most crucial realm is the way people areseh, developed, nurtured, interrelated and

rewarded in the organization that has a great ilnpathe successful strategy implementation.

On the other hand strategy itself may pose a aig#leto its implementation like a wrong
strategy, the formulation process may have beemglyadone thus not able to be implemented
under the prevailing circumstances or may be thetegfy was not clearly communicated and

understood by people who are mandated to impleihent

Pearce and Robinson (1998) note that successaiegyr implementation depends in large part
on the firm’s primary organizational structure.Ustures help identify the firm’s key activities
and the manner in which they will be coordinateddtbieve the firm’s strategic purpose. They
use one of the early widely accepted frameworks ithentify the key factors that best explain
superior performance — the McKinsey Framework. Adow to the framework, the key
components that may challenge the implementationswhtegy include — Leadership,
Organizational Structure, Systems, Shared Valuadt{f@), Skills, Style and Staff. They
emphasis that Structure is the basic way the firdifferent activities are organized and that

Leadership encompasses the need to establish estiwdf Style as well as the necessary Staff



and Skills to execute the strategy. Lastly, Celtigralso a challenge to strategy implementation
as culture is the shared values that create th@shof individual behavior and the tone of the
organization. Since organizations do not openmateacuum, it will be of great interest to find
out whether the above challenges are faced by KiTiBeir strategy implementation and how it

deals with them.

Whereas Strategic Management Process has beenywekdarched by various scholars in
Kenya (Aosa, 1992; Kombo, 1993; Awino, 2001; Muai2004 ;) and continues to attract a lot
of attention due to the enormous challenges faoaly, a few studies ( Aosa, 1992; Awino,
2001; Koske, 2003) have been done on the chatenf strategy implementation. There are
various studies that have been done in this arelfa @si those of Koske (2003), Michuki (2005),
Ateng (2007) and Kung'u (2007) on the challengestadtegy implementation both in private
and public sectors. These studies mainly highéidhthe following challenges of strategy
implementation — Organizational Leadership, StmgtuCulture, Policies and Procedures,

Resources and Communication which in this caserglasant to this study at KTB.

Some of the main implementation challenges includenaging resources, managing
information, managing technology, managing changk analysis by paralysis where managers
do not know when to stop analysis and start imptegate®n. Good strategies may be written but
very little may be achieved in their implementatiofihe failure of strategy implementation can
be attributed to a number of challenges which matyhave been addressed adequately at the
formulation stage. Common challenges in implemenaare uncontrolled factors in the
environment, unsupportive organizational structamed culture, unsupportive process and
procedures, resistance to change, inadequate cesoand also the leadership involved in an

organization. It was of interest to establish Waketsuch challenges were characteristic of KTB.
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Various studies have been done both in the priaai public sectors on the challenges of
strategy implementation in Kenya but none has baéeme on KTB. Considering that the

organization operates in a very unique industrycWwhs mainly natural resources based, the
tourism industry, this calls for a research studytloe challenges the organization faces when

trying to implement its strategic plan.

The study had two research questions to answer;

i)  What challenges was KTB facing in their strategplementation?

ii) How did the organization deal with these challeffiges
1.3 Obijectives of the Study

i) To determine the challenges faced by KTB in thieategy implementation; and

i) To establish how KTB dealt with the challenges thitetheir strategy implementation.
1.4 Importance of the Study

This will benefit the Kenya Tourism Industry stakelder i.e. Travel Agents, Tour operators,
Hoteliers, Airlines, Communities, NGOs, The Kenytli College and a host of private sector
organizations involved. They will be able to idgnthe challenges on Strategy Implementation
and their impact on their business as they worlkttogr with KTB and anything touching KTB

concerns them directly in the tourism industry

Government Agencies especially the Ministries ofiffam, Finance, Trade and Planning: which
are concerned with the tourism industry in Kenylaisgolicy makers may use the results to

formulate positive national policies on a framewodncerning the tourism industry in Kenya.
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Future researchers and current scholars in usiagsthdy as a source of reference on the
challenges and successful responses to strateiaipf implementation challenges — act as a

basis for further research.
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CHAPTER TWO: LITERATURE REVIEW

2.1 The concept of Strategy

The word strategy came from the Greek word straeghich means a general. At that time,
strategy literally meant the art and science ofating military forces. Today, the term strategy
is used in business to describe how an organiz&tigoing to achieve its objectives and mission

(McCarthy, Minichiello and Curran, 1996).

Mintzberg (1991) states that there is no singleéyamally accepted definition, different authors
and managers use the term differently, but accgrttirhim, he defines strategy as the pattern or
plan that integrates an organization’s goals, pEdicand action sequences into a cohesive whole.
He further illustrates that a well-formulated sty helps to marshal and allocate an
organization’s resources into a unique and viabistyre based on its relative internal
competencies and shortcomings, anticipated changd® environment; and contingent moves

by intelligent opponents.

According to Johnson and Scholes (2002) strategybeaseen as the matching of the activities
of an organization to the environment in which jecates. This is sometimes known as the
search for strategic fit. They go on to statelfertthat strategy can also be seen as building on
or “stretching” an organization’s resources and petances to create opportunities or to

capitalize on them.

Strategy can be seen as a multidimensional cortsapembraces all the critical activities of the
firm providing it with a sense of unity, directiomnd purpose, as well as facilitating the

necessary changes induced by its environment (HaWajluf, 1996). On the other hand Grant
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(1998) states that strategy is not a detailed plaa program of instructions; it is a unifying

theme that gives cohesive direction to the actasdecisions of an individual or organization.

Ansoff (1965) views strategy in terms of market gmdduct choices. He defines strategy as a
“common thread” among organization’s activities aheé market. Thompson (1997) defines

strategy as means to ends; these ends concernrh@sp and objectives of the organization. He
further adds that they are things that businessethé paths they follow and the decisions they

take in order to reach certain points and levelsuatess.

Steiner et al (1982) define strategy as a unified eategrated plan that relates the strategic
advantages of the firm to the challenges of tharenment and that is designed to ensure that
the basic objectives of the enterprise are achiéwenigh proper execution by the organization.

Strategy has got to do with the effective manageraeohange and how to manage resistance to

change and develop the capacity of the organizadioaceive change.

Strategy is the pattern or plan that integratesrganization’s major goals, policies and action
sequences into a cohesive whole. A well-formulatedtegy helps marshal and allocates an
organization’s resources into a unique and vialbstyre basted upon its relative internal
competences and shortcomings, anticipated changhs environment and contingent moves by

intelligent opponents (Quinn, 1980).

Mintzberg (1991) proposed that senior managersdcdalelop an “umbrella strategy” within
their organization, which would involve them only setting broad guidelines or goals. An

umbrella strategy would allow scope for sub-strat@gvelopment within departments.

Thompson and Strickland (2001) define strategy garae plan management is using to stake
out market position, conduct its position, attractl please customers then compete successfully

14



in order to achieve organizational objectives.ratggy is a determination of the basic goals and
objectives of an enterprise, the adoption of thaerees of action and allocation of resources

necessary to carry out these goals (Chandler, 1962)
2.2 Strategic Management

Thompson (1997) defines strategic management ascags which needs to be understood more
than it is a discipline which can be taught. the process by which organizations determine
their purpose, objectives and desired levels diratient; decide on the action for achieving
these objectives in an appropriate timescale, aeduéntly in a changing environment;

implement the actions; and asses progress andsesul

According to Pearce and Robinson (1998) strategicagement is a set of decisions and actions
that result in the formulation and implementatioh ptans designed to achieve company’s
objectives. They also view that strategic managémaxolves the planning, directing,
organizing and controlling of the company’s strgteglated decisions and actions that reflect a
company’s awareness of how, when and where it gdhoampete, against whom it should

compete and for what purpose it should compete.

Strategic Management is concerned with complexitsiray out of ambiguous and non-routine
situations with organization-wide rather than ofieraspecific implications: It includes strategic
analysis, strategic choice and strategy implemematlohnson and Scholes, 1999). They go
ahead and break down the above as follows - stcaéeglysis is concerned with understanding
the strategic position of the organization in tewh#ts external environment, internal resources
and competences, and the expectations and influErstakeholders. They define that strategic

choice involves understanding the underlying bagading future strategy, generating strategic

15



options for evaluation and selecting from amongrtheStrategy implementation is concerned
with the translation of strategy into organizatioaation through organizational structure and

design, resource planning and management of sicatkgnge (Jonson and Scholes, 1999).

Harvey (1988) defines strategic management as@gsaf formulating and evaluating business
strategies to achieve future objectives. Therefttre management of a strategy in any
organization will involve processes which need ¢onianaged well from its conception stage to

the evaluation stage.

According to Porter (1980) strategic analysis aglament in the strategic management process
that assesses the impact of the external environroaganizational capability and stakeholders’
expectations. It is concerned with understandirggdifferent forces affecting the organization

and its choice of strategies.

Different organizations in different contexts arkely to expertise different aspects of the
strategic management process (Johnson and ScH®&88). They observe that one firm’s
challenge may be developing competitive strateghero one’s challenge may be building
organizational structures capable of integratinmglex global operations. They further state
that, yet other firm’s challenge may be understagdheir competences so as to focus on what
they are especially good at; and lastly other fimmesy be developing a culture of innovations.
Therefore, according to the above authors, strategorities need to be understood in terms of

the particular context of an organization.

Thompson and Strickland (1992) define strategic agament as a process by which managers
choose a set of strategies for an enterprise. elmedude selection of corporate mission plus

major corporate goals, analysis of the organiz&icexternal competitive environment to

16



identify opportunities and threats, analysis of tinganizational internal operating environment
to identify organizational strengths and weaknessesell as selection of strategies that build on
the weaknesses in order to take advantage of ttenak opportunities and counter external

threats plus strategy implementation.

Strategic Management is the art and science ofdtatimng, implementing, and evaluating cross-
functional decisions that enable an organizatioactueve its objectives (David, 1997). He states
that strategic management process consists of stages namely strategy formulation, strategy

implementation and strategy evaluation.

According to Thompson and Strickland (2001) striat@ganagement is a managerial process of
forming a strategic vision, setting objectives fitng a strategy; implementing and executing the
strategy and then overtime initiating whatever ective adjustment in the vision, objective,

strategy and execution are deemed appropriate.

2.3 The Implementation of Strategy

Strategy implementation is concerned with the fedim of strategy into organizational action
through organizational structure and design, resoynlanning and management of strategic

change.

According to David (2003) strategy implementatisnoiten called the action stage of strategic
management. He further notes that implementatioansmenobilizing employees and managers
to put formulated strategies into action. This ansidered to be the most difficult stage in
strategic management; strategy implementation regupersonal discipline, commitment and

sacrifice.
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Strategy implementation requires organizationsotonfilate and establish annual goals, devise
policies, motivate employees and allocate resousceshat the formulated strategies can be
executed. Strategic Implementation include; devalpp strategy supportive culture, creating an
effective organizational structure, budget prepanato realigned to the expected strategy and
also linking employee compensation to organizatiggeaformance. As all the above include
involvement of organization’s employees, interpaedoskills are critical for a successful

strategy implementation.

Pearce and Robinson (1995) define strategic impiéatien as internal operations driven
activity involving organizing, budgeting, motivaginculture building, supervising and leading to
“make the strategy work”. They further suggests,thimategy implementation includes building
a firm capable of carrying out strategy succesgfudllocating ample resources to strategy
critical activities, establishing strategy suppgetipolicies, instituting best practices and
programs for continuous improvement, installingteyss, tying reward structure to achievement

of results, creating a strategy supportive corgocatture and exerting strategic leadership.

McCarthy et al (1996) point out that even in thethe&f circumstances, excellent plans provide
excellent result only if they are well implemented@hey further states that, even as plans are
being formulated, managers must include the remares that will foster good implementation

in the future.

Mintzberg (1997) notes that since effective implatagon can be a sound strategic decision,
ineffective or debatable choice successful, it ssimportant to examine the processes of

implementation as to weigh the advantages of adailstrategic alternatives.
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Thompson and Strickland (1989) point out that sgatimplementation includes the full range
of managerial activities associated with puttinghsen strategy into place, supervising its
pursuit and achieving the targeted results. Theyhér note that by the term strategy
implementation they mean acting on what has todreednternally to put the chosen strategy

into place and to actually achieve the targetedlt®s

The implementation of strategy involves resour@ping — the logistics of implementation and
changes in the organizational structure and de3iga.implementation of strategy also requires

the managing of strategic change (Johnson and &ht$99).

According to Hill and Jones (2001) once a compaay thosen a strategy to achieve its goals,
that strategy then has to be put into action thmpudesigning appropriate organizational
structures, designing control systems, matchingtesyyy, structure and controls and managing

conflict, politics and change. To them, all the @bas strategic implementation.

Howe (1993) defines strategic implementation aadivity that embraces all those actions that
are necessary to put a strategy into practiceattiens may include identification of the key
tasks to be performed, allocation of those tasksdaviduals, providing for co-ordination of
separated tasks (Leadership), the design and laigial of an appropriate management
information system more broadly. Glueck (1988) diea such actions into three categories
namely - Leadership Implementation, Organizationaiplementation and Functional

Implementation.

The new strategies are selected because theyapffartunities and potential benefits, but their
implementation, because it involves changes andyingk. Implementation of strategies should

seek to maximize benefits and minimize risk (Readl Buckley, 1988).
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2.4 Challenges in Strategy Implementation

According to Pearce and Robinson(1995) strategylementation includes building a firm
capable of carrying out strategy successfully, callimg ample resources to strategy critical
activities, establishing strategy supportive pekgiinstituting best practices and programs for
continuous improvement, installing systems, tryregard structure to achievement of results,
creating a strategy supportive corporate cultured aextorting strategic leadership.
Organizational elements that are fundamental meamstitutionalization of the firms’ strategy
are; structure, leadership, culture and rewardrfféeand Robinson, 1991). According to Aosa
(1992) he classifies the above elements into twoaiya Structure and Process. He pointed out

that structure incorporates Leadership, CultursoReces and other Administrative procedures.

Thompson and Strickland (1992) assert that “fitthwstrategy need to be created internally as
concerns structure, organization skills and disithiec competence budgets, support systems,
rewards and incentives, policies and procedurescattdre. They further illustrate that, the

better the “goodness of fit” among these adminiisteaactivities and characteristics, the more
powerful strategy execution is likely to be. Thegve noted that equally important, managers
must do things in a manner and style that creates rartures a strategy-supportive work

environment and corporate culture. In deciding liowmplement strategy managers have to
determine what internal conditions are needed trabe the strategic plan successfully. Then

they must create these conditions as rapidly adipah
2.4.1 Leadership

Learned et al (1969) define leadership as the tol@rovide the necessary motivation and

demonstrate management values of the strategy titagtt are critical to successful strategy
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implementation. Therefore for any firm to succeedtheir strategy implementation, good
leadership is of paramount importance, in addifiesders need to motivate their employees

since these employees are the driving force bednrydsuccessful strategy implementation.

The strategic leader must build and lead a teamasfagers and establish the goals or objectives.
Styles will vary enormously, as will the leader dmd or her managers must be clear about
where the organization is going and how they armgdo get there(Thompson, 1997). In
addition goals and objectives are major reasons evhgnizations exist. Therefore getting a
leader who will be able to drive the firm’s emplegetowards the same is very important for
strategy implementation. As a result an orgarorais challenged to get a leader with a clear
vision, who is eloquent and consistent, committeel] informed and who is able to use astute

power.

According to Thompson and Strickland (2003) whatdkie circumstances, effective leadership
will reflect attributes that include; staying orptof what is happening through close monitoring,
promoting a culture of “esprit de corps” ( mobifigi employees) and motivating them to high
performance levels, keeping the organization respento changing conditions (learning

organization), exercising ethical leadership, tdoswhat you say and taking timely corrective
action when change is apparent. They further dtaé strong leadership is almost always
essential for effective execution, and exertingetakarge leadership, being a “spark plug”, ram-
rodding things through, and getting things done dmaching others are difficult tasks.

Leadership will involve encompassing the need taldish an effective style as well as the
necessary staff and skills to execute the strategyhis in itself is a challenge to strategy

implementation.
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The above in turn will need a leader who is conmedittnd understands very well the vision and
mission of the organization for it to be able tow&drom the current position to the intended

position.

2.4.2 Organizational Structure

According to Robin and Coulter (1996) structur@iganizations refers to the formal framework
by which tasks are organized and coordinated. 1@zgton structure and administrative
systems constitute the managerial infrastructurethed firm. An effective managerial

infrastructure is critical for the successful implentation of the strategies of the firm.

The central problem in structuring today is na tine on which most organization designers
spend their time by dividing up tasks. It is oneeofphasis and coordination on how to make the
whole thing work (Mintzberg and Quinn, 1999). Theyther note that an organizational

structure appropriate for the efficient performané¢he required tasks must be made effective

by information systems and relationships permittogrdination of subdivided activities.

McCarthy et al (1996) note that strategy followsusture, distinctive organizational
performance for good or ill, is almost entirelyundtion of deeply engrained repertoires. The
organization within its marketplace is the wayétgfrom moment to moment — not the way it

thinks it might act or ought to act.

Organizational structure involve building an orgation capable of successful strategy
execution, and this is not easy for it will invela lot of restructuring of the current structure
and in turn may result into resistance cause deasigd to strategy implementation ( Thompson

Jr, and Strickland 111, 1992). According to Johnsord Scholes (1999) structure is a means to an
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end (improved performance). All too often it i€seas an end in itself. An appropriate choice of

structure can impede an organization’s strategies.

Hills and Jones (2001) state that the role of degdional structure is to provide the vehicle
through which managers can coordinate the actvibiethe various functions or divisions to
exploit fully their skills and capabilities. Impteenting a strategy successfully depends on

selecting the right organizational structure anadtic system to match a company’s strategy.

Matching structure to strategy requires makingtsggcritical activities and organizational units

the main building blocks in the organization stuet

2.4.3 Organization Culture

Organizational culture is the “deeper level of basssumptions and beliefs” that is shared by
members of an organization that operates uncorslgi@nd defines in basic taken-for-granted

fashion an organization view of itself and its eamiment (Johnson and Scholes, 1999).

Johnson (1992) argues that in the context of tigarozation or company it is the change of
behavior that matters most, and really the idea mha@anagers can engineer change in belief
systems is rather fanciful. Johnson also sugdkatshe organization is embedded in a cultural
web of stories and myths, rituals and routines, [®yl8) power structures, control systems,
organizational structures, and all of these togeshapes the paradigm. A paradigm is basically
a formula for what the organization is and whataes and what the people in the organization
think are the recipes for its success or otherwide. author further offers some advice on how
to avoid strategic drift which include creating apen and communicative culture where

challenge of the status quo is encouraged, frequenbf external consultants and outsider input
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to challenge established mindsets and the condegmddyment of symbols of change rather than

tradition is engaged in.

Robins and Coulter (1996) define culture as thedéumental values, beliefs, attitudes and
patterns of people in which a firm operates. AbS8p) states that it is important that the culture
of an organization be compatible with the stratbging implemented because where there is
incompatibility between strategy and culture, ihdaad to a high organizational resistance to
change and de-motivation of employees, which im tinustrate the strategy implementation

effort.

According to Thompson (1997) to a great extentcthlure of the organization is dictated by the
strategic leader. The attitudes and behaviorgople are affected as well as their willingness to
accept responsibility and take measured risks.ud@dr illustrates that the strategic leader may
have very clear or specific values which influertie or her style and the culture of the

organization.

Thompson and Strickland (1992) point out that ewsganization has a unique culture, it has its
own special history of how the organization hasnbeenaged, its own set of approaching
problems and conducting activities, its own mixnednagerial personalities and styles, its own
established patterns of “how we do things arouné’hés own legendary set of war stories and
heroes and its own experiences of how changes It instituted. Therefore culture becomes
a major challenge to strategy implementation sihedll have to be shaped to fit the strategy
and change will be involved in the way things aoa&l— changing the status quo. The authors
use the McKinsey 7-S framework which states thatesth values are the core of 7-S framework

because they are heart-and-soul themes around wigehization rallies.
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They define its main beliefs and aspirations, uglmg concepts of “who we are, what we do,
where we are headed and what principles we withdstr in getting there”. They bond the

corporate culture and give it energy.

Perhaps the most obvious tool for strategy implaatem is to reorganize or to shift personnel
in order to lead the firm in the desired directiofihe logic behind this approach is that the
organization structure should foster the skill @etl outlook needed for the strategy to succeed

(McCarthy et al, 1996).

2.4.4 Organization Resources

David (2003) defines resource as both materialramdan that an organization has at its disposal
for implementation strategy. Aosa (1992) furthefimkes resources as the availing of material

and human resources required for the strategy immgaeation.

According to Ansoff (1965) the operating level mhave the resources needed to carry out each
part of the strategic plan. Alexander (1985) poioig that once a strategic option has been
selected upon management’'s attention turn to etiauahe resource implications of the
strategy. Taylor et al(1986) note that there sthdug staff development programs to build
capacity, reward and incentive systems and perfoce&valuation programs that will motivate

and identify capability gaps.

Every enterprise has limits — perhaps severe limas its resources. The amount of capital, the
number and quality of key personnel, the physicatipction capacity, or the adaptability of it
social structure — none of these is boundless. tfibky issue is how to use these limited
resources to the best advantage. We must devisategy which is feasible within the inherent
restraints (McCarthy et al, 1996).
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According to Thompson and Strickland (1992) depgvstrategy-critical organization units of
the funds needed to execute their part of theegfi@iplan can undermine the implementation
process. They also note that keeping an organizaticthe strategy implementation path thrusts
a manager squarely into budgeting process. Ngtmonkst a strategy implementer oversee “who
gets how much” but the budget must also be putthegevith an equal concern for “getting the

biggest bang for the buck”.

2.4.5 Organization Policies

McCarthy et al (1996) define policies as broad, egah guides to action that outline the
framework within which objectives are established atrategies are selected and implemented.

They further stress that policies should flow l@djiz from the organization’s philosophy.

According to Pearce and Robinson (1991) policiesdarectives designed to guide the thinking,
decisions and actions of the managers including thdse involved in the strategy
implementation. It is clear that policies estdbliadirect control over actions and provide

uniform handling of activities.

Implementing strategies requires that policies @of@llowed are clearly spelt out during the
implementation process without operating withinaawum. Guidelines, rules, procedures and
ideal framework must be set up as the basis oteglyaimplementation failure to which

implementing a strategy may be difficult.

Thompson Jr. and Strickland 111(1989) state thatnges in how internal activities are conducted
and administered this will be a strategy implemiotachallenge since policies act as a lever for
institutionalizing strategy supportive practicesl @perating procedures on an organization wide
basis therefore pushing day-to-day activities endkrection of efficient strategy execution.
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Policy helps to shape the characters of internalkkwadimate and to translate the corporate
philosophy into how things are done, how peopletiaated, and what the corporate beliefs and
attitudes mean in terms of everyday activitiesm8golicies may be rigid therefore posing as a

challenge to strategic implementation.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Research Design

The study examined a single social phenomenoruoitanamely Kenya Tourist Board,
therefore the research design adopted was a eabeddsign which was most appropriate for
this study. The research was meant to determaehhllenges faced by KTB in their strategy
implementation and it was also aimed at givingradepth account of how the organization has
been responding to these challenges. Accordingatke1995) this is the appropriate form of

study as its concerned with the complexity andipaler nature of the case in question.

The case study design enabled the researchemageper insights and better understanding of
the research problem since the researcher wascapéther systematically all factual

information necessary with every specific focus wocial phenomenon in question. The study
also provided a vehicle through which several gatie methods were combined, thereby

avoiding too great a reliance on one single apgroac
3.2 Data Collection

The study relied mainly on the primary data whiaswollected through unstructured questions
to four senior managers using an interview guidleis was to extract as much relevant
information as possible. The interview guide wasagated by reflecting on the objectives of the
study and the research questions that the studgeedsng to answer. These interviews were a
key to gaining insight of KTB particularly with rerience to obtaining first hand information

from the persons involved in the setting of theamigation’s strategic plans.
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3.3 Data Analysis

The nature of the data collected was qualitativ@civwas collected through in-depth
discussions, thus it consisted of ideas and therfiks.data collected was analyzed using content
analysis, which is an approach to the analysiofithents and text that seek to quantify content

in terms of predetermined categories and in a Byatie and replicable manner.
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CHAPTER FOUR: FINDINGS AND ANALYSIS

4.1 Introduction

This chapter deals with the analysis and interpicetaof the findings of the study, challenges of

strategy implementation at KTB.
4.1.1 Mandate of KTB

Before any research is done on KTB, one needs derstand the importance of tourism in the
Kenyan Economy, prompting KTB to work out ways afeccoming any challenges to their

strategy implementation, especially their interctzdllenges. The objectives of the study were to
determine the challenges faced by KTB in theirtegg implementation and to establish how

KTB has been overcoming them.

Kenyan tourism sector is committed to providing hhiguality facilities and services for
enjoyment by citizens and visitors alike, while rgeiat the same time an instrument for
promoting the economy and livelihood of the peopil&Kenya with particular reference to job
creation, raising human living standards, earnorgign exchange, encouraging investment and
sharing of benefits with the local communities. this way, tourism has become a rational basis
for safeguarding sustainable conservation of Kenyalique assets of beaches, wildlife and

culture for enjoyment by present and future genanat

Kenya Tourist Board was established as a StatedCatipn through Legal Notice no. 14 on the
19" February 1997. Its primary mandate is to promatdmarket Kenya as a tourist destination
both locally and internationally. In order to flilfits objectives, KTB developed a strategic

direction which embraced the vision, mission andligg principles plus strategic objectives.
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During the strategy implementation there were emgés both internal and external that the
Board faced. This was partly due to the uniquenéske industry in which the Board operates
and also due to the exposure to the ever changidg@amplex environment. This study focused
mainly on the internal challenges which includezhdership, resources, culture, structure and

policies.
4.1.2 Objectives of Kenya Tourist Board

Currently alongside its normal annual marketingnpléne Board is implementing a Tourism
Sustainability Plan (TSP), funded by the Kenya Goreent. The objective is to sustain the
gains made since TMRP whist ensuring the longen teustainability and growth of Kenya
Tourism. Some other significant milestones achdev®y Kenya Tourist Board include
promoting and developing new and emerging markatsughout the world, diversifying the
range of marketable tourism products to compliméet traditional products of wildlife and
beach, and encouraging domestic tourism among Keny@ther objectives include destination
image building and enhancing organizational effectess by embracing information

communication and technology.

4.2 Strategy Implementation Challenges at KTB

Strategy implementation is the most important drstrategic management and this is what
makes a firm to succeed or fail in their stratggan. Therefore strategy implementation has to
be embraced by the whole organization from thefoxecutive to the lowest staff level. In

today’s competitive and uncertain environment oizgtions are faced with a lot of challenges

in trying to implement their strategies. The stumhglertook to find out challenges faced by KTB
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in trying to implement their strategies and camewith the following challenges; leadership,

culture, structure, resources and policies.

4.2.1 Resources and Strategy Implementation

The study found out that KTB has drawn and expectontinue to draw its financial resources
from four main sources: financial support from @evernment through the Ministry of Tourism
and Wildlife, a 50% share of funds collected froime tCatering Training and Tourism
Development Levy, Grants and loans from Developnirartners such as the European Union,
Tourism Trust Fund and individual Donor Governmaeantd institutions, and finally contribution
in cash and kind from the Kenyan private sectoe Tritky issue was how to use these limited
resources of finance to the best advantage. Resa@llocation from the Government which is
allocated as per the financial year is not helpgpecially when the Board has activities that are
overlapping into the next financial year. The Goweent needs to have long term plans in their
funding of the Board instead of the annual buddgtg for the Board to operate efficiently and
overcome finance as a challenge to strategy impiéatien. Also the Board should sensitize
other development partners and private companidbedf importance in their involvement of

the Board funding.

Since the organization’s mandate is to market andpte the whole country plus take care of
the organization’s overheads, the funds are nougm@osing a great challenge to strategy
implementation. There were challenges in receivthgse budgeted resources from the
government due to the government change of poatidunid State Corporations. In their funding

of the Board, the Government should consider thar@and its contribution to the economy of
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the country and come up with better ways of oveliogniinance as a challenge to the Boards’

strategy implementation.

According to this study another resource that welsadlenge to strategy implementation was the
human resource. The organization is not a largeconsidering that the total number of staff is
less than 100 in the four departments namely Marfgefinance, Procurement and Logistics,
and the Human Resources and that it's the onlyodiis kind in the country. Therefore getting

experienced and professional human resource toemmait the strategy became a great
challenge. The human resource challenge focusecbsihn—cutting which meant reducing the

number of staff, as a result the remaining staffen@/erworked and demoralized leading to low

morale and unproductive.

Human resource is one of the major contributorsht® success of any organization and the
Board should look at the gains of employing experesl, professional and enough staff to run
the Board and overcome human resource as a challengtrategy implementation. Also the

Board should do some benchmarking in countries suith Boards to analyze and see how such

countries overcome the human resource factor aalenge to their strategy implementation.

4.2.2 Organizational Structure and Strategy Implematation

Organizational structure in organizations is themial framework by which tasks are organized
and coordinated. The organizational structure ptaysry important role in the implementation
of a firm’s strategic plan. The study found outtthi@e organizational structure at KTB was a
great challenge to their strategy implementationrimy the strategy implementation, most
employees who had been reporting to the higheceffiere now required to report to their heads

of department and this was a great challenge as aidkem were unwilling to embrace the
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change, therefore affecting the strategy implentemaMatching structure to strategy requires
making strategy-critical activities and organizatb units the main building blocks in the
organizational structure and as a result, orgamizak structure will not be a big challenge to

strategy implementation.

This means building an organization capable of es&ftil strategy execution, but it is not easy
for it involves a lot of restructuring and re- emgering of the organization. Managers also find it
a great challenge to adjust to the new structurielwbreates assistants and supervisors below
them to coordinate the activities of various fuot in order to exploit fully their skills and

capabilities.

Procurement procedures were also a challenge gswbee to be followed according to the
organizational structure resulting in too much titagen in implementing the strategy. The
organization should select the right organizatiostalicture and control systems to match the
organization’s strategy in order to successfullplement the strategy. Organizational structure
and administrative systems constitute the mandgefiastructure of the organization and an
effective managerial infrastructure is critical fdahe successful implementation of the

organizations’ strategies.

The findings were that the Board also introducedopeance contract to monitor and evaluate
the strategy implementation and to confirm thatdapartment were conforming to their ISO
certification. Since the organization is the oahe of its kind in the country, there had been no

proper job allocations and evaluations which becaroeallenge to the strategy implementation.

The Board should seek the assistance of a consuiten and come up with proper job

descriptions and evaluations so that employeeswaage of what is expected of them, and their
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jobs should match with the organizations’ stratqgans, this will assist in the overcoming of
organizational structure as a challenge to strategplementation. Employees with a lot of
experience and limited education, are very impartanany organization, therefore the Board
should come up with matching in house trainings alsd where possible employees should be
encouraged to go back to school for further studiss will assist employees to understand the
importance of having a proper organizational stmectin the organizations’ strategy

implementation.

4.2.3 Organizational Culture and Strategy Implemenrdtion

The study set to find out if culture at KTB was laalkenge to the organization’s strategy
implementation. When the Board came up with thatstyic plan and its implementation, this

meant that change was going to take place. Thedd8 and behavior of employees were to be
affected as well as their willingness to acceppoesibility and take measured risks. Most
employees were used to the old culture and wawlt@daintain the status quo; they felt that with
the new changes they were going to lose their iyemiith the organization as they were

expected to change their attitudes, patterns, feebied values. Therefore culture became a

challenge to strategy implementation since it faldet shaped to fit the strategy.

Board should create a conducive working environntenimprove on production and assure
employees that they are not only employees of thar® but partners with same goals and
objectives which needs to be implemented and aeliewear for change in state corporations
which hampers strategy implementation, such aseofployees being comfortable with the
status quo should be overcome by sensitizing ereplowyn the importance of their contributions

to the Board and reassuring them of their job sgcas they move along in the organizations’
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strategy implementation, therefore dealing well hwitulture as a challenge to strategy

implementation.

4.2.4 Organizational Leadership and Strategy Implerantation

Generally it was observed that effective leaderskvps very important to strategy

implementation since a leader had to stay on topwbét was happening through close
monitoring of activities, mobilizing and motivatirgmployees to high performance levels plus
keeping the organization responsive to changinglitions. The study found out that leadership
at the Board had been embracing strategy implermentaintil the Government started

appointing executives in acting capacity, thereforeaking the continuity. This was because
when executives were appointed as acting, they n@rso sure of their stay tomorrow therefore

their consistence, commitment and their knowledgé® organization become questionable.

The change in leadership becomes a great challenggategy implementation since a leader
may be appointed in acting capacity and as sodmeéhe rolls out the way forward someone
new comes to take over taking the organizatiorep Behind. The new leader may come in with
new leadership styles which will take employeesetito adjust to, therefore becoming a
challenge to implementation. Since leadership me®lencompassing the need to establish an
effective style as well as the necessary staff skils to execute the strategy, it embraces
continuity. Therefore, for any organization to ceed in their strategy implementation, good
and continuous leadership is of paramount impodaimcaddition leaders need to motivate their

employees since employees are the driving forcendedny successful strategy implementation.
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4.2.5 Organizational Policies and Strategy Implemeation

The findings were that organizations operate inuapertain and fast changing environment.
Therefore policies established indirect control rosetions and provided uniform handling of
activities. The study found out that policiestes KTB were very important since these were the
general guides to action that outlined the framéweithin which objectives were established

and strategies were selected and implemented.

During the strategy implementation, some of thegmsd which any organization find to be a
stumbling block to strategy implementation sho@etonsidered and any that does not add value
to be modified or done away with. Policies actadever for institutionalizing strategy
supportive practices and operating procedures argamization’s wide basis, therefore pushing
day-to-day activities in the direction of efficieatrategy execution. There should be proper
reward systems to employees to boost their moratgjvate them and make them feel the
ownership of the organization. Therefore policiedl wot pose a great challenge to strategy

implementation.

4.3 Organization’s response to Strategy Implementain Challenges

This was the second part of the research studychwiias to establish how KTB dealt with the
challenges faced in their strategy implementat®inategy implementation included building a
firm capable of carrying out strategy successfudligcating ample resources to strategy critical
activities, establishing strategy supportive pefigicreating a strategy support corporate culture,
creating a strategy supportive structure and ertpstrategic leadership. During the study, the
above factors (resources, structure, culture, kshgeand policies) contributed to the challenges

of strategy implementation at KTB.
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4.3.1 Resources

The Board came up with business plans specific @oheof the four departments, which

embraced budgets and procurement procedures. isgarces were limited, procurements had
to go through several stages for approval. The @daltowed the procurement Act 2005, of

which the procedures were followed without fail.cBadepartments came up with its strategic
plan which was aligned to the corporate one, theghegave in their detailed quarterly and
annual reports on how they had spend their budgelfrcation resources for the year and any
variations had to be explained to the finance mana@n auditing committee was set up to
monitor, evaluate and confirm that all funds weredi effectively to achieve the intended

objectives.

Given the scale and competitiveness of internatitmaism and the limited funding available to

promote Kenya, the promotional and marketing stnatead to be one that was clearly focused
on the best prospects and utilized the most effeand cost efficient methods of reaching the
potential customer. The Board put in place staffedlopment programs to build capacity, reward
and incentive systems and performance evaluatiograms that were to motivate their staff and

identify capability gaps.

4.3.2 Structure

The organization developed strategic plans speadifidor each department and re-aligned its
structure to match the organization’s strategys thias not easy as it involved a lot of
restructuring of the current structure. Therefaehedepartment was aware of the organization’s

strategic plan showing them where the organizatias at that particular time, were it intended
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to be in future and what was expected of eachquéati department, as organizational structure

and administrative systems constituted the manalgafrastructure of the organization.

The departments were mandated to monitor and eeatha strategy implementation process
and report of any challenges it faced in theirtettg implementation to the chief executive and
the board. In order for the organization to haffieient performance of the required tasks, the
appropriate structures were made effective by médion systems and relationships permitting

coordination of subdivided activities.

To ensure that employees were relevant to theeglyaimplementation, job evaluation and
specification had to be done, deficiencies idesdifand where necessary staff training was
carried out and new employees were hired. Chargygagement concept had to be employed

and old employees were taken through change mareajgarocess for each to adhere to it.

4.3.3 Culture

The study found out that the Board had to educatpl@yees on the importance of changing
their organizational culture to avoid strategicftdfvhich included creating an open and
communicative culture where challenge of the stajus was encouraged. Frequent use of
external consultants were encouraged and considen@at from employees to challenge
established mindset and the constant deploymensyrabols of change rather than tradition

were engaged in.

The Board encouraged employees to air their pelsopaion openly without fear or

intimidation. The findings were that culture hadcttange and employees were now performing
their roles in the strategy through the individwalrk plans. The management was tasked to
embrace team work among employees and to remimal tihat it was the change of behavior that
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mattered most, and really the idea that managetddnengineer change in belief systems was
rather fanciful. The organization had to avoidatdgic drift by creating an open and
communicative culture where challenge of the stgtus was encouraged in order to overcome

culture as a challenge to strategy implementation.

4.3.4 Leadership

The findings were that, strong leadership was alrabvgays essential for effective execution of
an organization’s strategic plan in any organizatémd that goals and objectives are major
reasons why organizations exist, as a result gettiem and making sure they were achieved in
the time frame set was very important. Theref@gpite the changes in leadership at the Board,
departments had strong policies and procedureswthey followed, monitored and evaluated to
make sure that they were following the right pathathieve their objectives at the same time
they were able to implement the organization’stsgiia plan. The chief Executive was required
to develop a set of actions that were tied to thgamization’s strategic plan, this included

realigning structures which involved hiring of mataff to suit the goals outlined in the strategy.

Having a Chief Executive in acting capacity for leord time does not allow for reasonable
amount of time for redesigning structures to hawe impact. Therefore, the Board should avoid
such situations as this short duration does n@ giChief executive the opportunity to formulate
and implement his/her action plan, on which tharfgrmance would be judged. Other than
providing stability and continuity in the organimat, such an arrangement will not enhance
result-driven leadership and provide for propercexige succession, unlike if they had a Chief

Executive who was appointed and given a time frafrteree or five years on contract basis.
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4.3.5 Policies

Generally, it was observed that policies help tapghthe characters of internal work climate and

to translate the corporate philosophy into howdhkiare done, how people are treated, and what
the corporate beliefs and attitude mean in termevefyday activities. The management team

evaluated all company policies and any that waaddo be a hindrance to any progress and did
not add any value to the smooth running of the mmgdion was eliminated or modified to match

with the strategic plan.

Proper policies on the reward of performers wetaldished to give employees morale and
motivate them to higher production. The Board campevith general guides to action that were
outlined to the framework within which the Boardsbjectives were established, strategies

selected and implemented, the policies flowed lalgidrom the organization’s philosophy.
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND

RECOMMENDATIONS

5.1 Summary

The objectives of the study were to determine ehngiks faced by KTB in their strategy
implementation and to establish how KTB dealt vihkse challenges. The findings indicated
that organizations operate in a very complex, uagerand diversified environment and KTB
was no exceptional. The study found out that resesyboth financial and human resources were
a challenge to strategy implementation as they vsesrce. The other challenge to strategy
implementation was the organizational structuré &sd to be modified to fit with the Board’s
strategy. Challenges were also evident in the rorgdonal culture, leadership and the
organizational policies. The Board came up witlichamism to overcome the challenges as per

the observation and discussion of the study in tendpur.

5.2 Conclusions

Strategy implementation is a continuous proces<hvinequires monitoring and evaluation at
each stage. It's also concerned with the tramslatf strategy into organizational action through
organizational structure and design, resource plignand management of strategic change.
Therefore there is need for all leaders at alllet@ embrace strategy implementation and come

up with solutions to any challenges to strategylem@ntation.
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5.3 Recommendations

Strategy implementation challenges cannot be ightme any organization since overcoming
them will result into the proper strategy implensitn. To make the strategy work will involve

a lot of organization’s activities like organizingudgeting, motivating of employees, culture
building and good leadership to make the strategrkwSince KTB is a state corporation and the
government is aware of the role it plays in theri®u industry and the role tourism plays in the
country’s economy, the government should incretssleudgetary allocation to the Board for it to

fulfill its mandate without a lot of straining.

The Board should employ a proper consultant firrdtaw up employee job evaluation and
description since this is the only Board of itscim the country and getting experienced and

professional employees to match the jobs can bg ehlallenge.

Since leadership is the role to provide the necgssmtivation and demonstrate management
values of the strategy traits that are criticabtmwcessful strategy implementation, the board of
directors should come up with a plan of continuagd avoid long periods of the top executive

seat being left to acting personnel.

Policies are very important to any organizatioreythare directives designed to guide the
thinking, decisions and actions of the managersudieg all those involved in the strategy
implementation. Therefore the Board should comewigln strong, practical and employee

friendly policies which will add value to the opeams of the organization.
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5.4 Limitations of the Study

The study whose objectives were to find out thdlehges faced by strategy implementation at
KTB and establish how they were dealt with hadinstation. The interviews were meant for
senior managers, who were mostly the decision rsakeadl this posed a big challenge since most

of the time they were either in critical meetingsatside the country on official duties.

The other limitation was that since KTB was theyoahe of its kind in the country, there is
limited benchmarking locally. Therefore most of ibenchmarking is done in the overseas

country which in turn becomes very expensive.

5.5 Suggestion for Further Studies

Tourism accounts for 12 per cent of GDP in Kenyakimg it the third largest contributor after
Agriculture and manufacturing. It is Kenya’'s thindjhest foreign exchange earner after tea and
horticulture, generating 18 per cent of export nexee Therefore the Board which is mandated to
market and promote Kenya as a country should lebestdurther on how best it can be handled
to fulfill its mandate. The challenges faced by B®ard in trying to implement its strategies

should be researched and results implemented er twdthe Board to achieve its objectives.
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Interview Guide

What are the broad Objectives of the Strategic R08/9 — 2010/11? What role do you
play in attaining these objectives?

. In an effort to implement these Objectives, whaioacplans have you put in place?

. Are the Strategic Objectives general or specific elach department? If they are
departmental, what actions have you put in placemasie sure that each department is
doing what it is supposed to do to implement tha'8 broad strategy?

. Was it necessary to acquire new employees or refian old ones? What key
competencies were required from the employees?

. What challenges did you face in terms of employeerdié, behavior, and general
approach to work during the Implementation? Howyaid go about them?

. How do you ensure that mismanagement of funds areezlement does not take place?
. What challenges may you have faced when Implemgatitrategy aligned Structure?

. Does the structure support communication for im@etation?

. Does the Organization have a documented rewardy¥olow does the policy (if any)

support the Implementation of Strategy?

10.Comment on the various challenges that may have faeed on each of the following

during strategy Implementation.

- Leadership

- Culture

- Resources
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11.What actions were put in place to deal with eacthe$e challenges?
12.What is your general comment on strategy managegaémentation challenges in the

private sector?
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