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ABSTRACT

Organizations prepare very excellent strategieschvhin most cases are never
implemented for various reasons. Translating graténought into organization action is
the most difficult phase of strategic management\aithout successful implementation
of strategies the organization will not achievedtgectives. The main purpose of this
study was to establish the challenges of strateggle@mentation at the University of
Nairobi and also to determine the measures takdedbwith these challenges. The study
was modeled for a case study design which is atgtiaé analysis involving a careful
and complete observation of data. The case stilmyesd an investigation to retain the
holistic and meaningful characteristics of rea¢ ldvents. The study used both primary
and secondary data where primary data was colldoyedgse of face to face interview
between the researcher and the respondents. Ontliee hand, secondary data was
obtained from University of Nairobi documents sashthe strategic plan, service charter,
performance contracts, ISO certification documemisnual reports and annual
performance evaluations. The data was qualitatialglyzed using content analysis
techniques in order to give in-depth findings & 8tudy. The information was evaluated
and analyzed to determine its usefulness, cretyipdonsistency and adequacy. In coding
gualitative data the researcher read all the resgmnidentified key information and
related it to emerging patterns. The outcome was tompared in order to get more
revelation on challenges of strategy implementatiorihe University of Nairobi. The
findings provided an insight on how public univées should carry out a successful
strategy implementation. The study found that sespects of culture, structure, unsound
reward systems, and insufficient communicationsamame of the major challenges faced
by the University of Nairobi in its strategy implentation. Other challenges include;
resistance to change, poor strategy leadershigtimgipolicies and procedures and the
external environment. It was established that théséisity of Nairobi has a five years
strategic plan (2008-2013), which laid down fourimgoals and sets four objectives to
be achieved within the planed period. They inclupiegviding facility for university
education, participating in the discovery, transiis and preservation of knowledge,
conducting examinations and granting academic awdtdvas further established that
the University of Nairobi adopts a formal strateglanning process which involves
members of the management team with other membessafi being represented by
respective trade unions. The study further fountitbat the formality adopted by the
university in its strategic planning resulted irdostrategic document (strategic plan),
whose time horizon is five years. Various methodsrewnfound to be used by the
university in its strategy implementation. Theylute, change management, carrying out
training for staff, improving on information tecHogy, and culture change among
others. Conclusions were drawn and specific recomaaions made Overall findings
showed that University of Nairobi has been effextin implementing its strategies. If
adopted findings of this study will help organipais to manage their strategies as well as
successfully implement them. Among the recommeandatwere; the university involves
all its staff in strategy implementation to enage ownership, Management avails
resources needed for strategy implementation, ifgestrategy critical value chain as
well as focusing on a lean, flat responsive, amibwative organization structure among
others.
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CHAPTER ONE
INTRODUCTION

1.1 Background of the study

Strategy is the direction and scope of an orgaizatver the long term that achieves
advantage for the organization through its configjon of resources within a changing
environment and to fulfill shareholders’ expectaidJohnson and Scholes 2002). Most
organizations have strategic plans. However Straiggns do not ensure organizational
success. In as much as strategies would be btjllidiey do not ensure effective
performance. Organizations are environment sergimg) environment dependent. They
manage in areas faced with changes in the exterma@onment since the environment is
turbulent and ever changing. Selznick (1957) argiine$ there is need of matching
organization’s internal factors with the externavieonment, popularly known as the

strategic fit.

The success of an organization does not come dxyceh There is a clear and compelling
vision and strong commitment to achieve set objesti Everyone needs to understand
the business of the organization and its futuredtion, which is essential for success in
today's turbulent and sometimes hostile environmestrategy determines how
organizations respond to the environment arounchtt&irategy is therefore essential in
providing the direction and focus of any organiaatilt specifies how an organization
will move from its present situation to its desielfuture and how it will achieve its
competitiveness in the market. According to Brygtb895) strategic management is a

process which involves formulation, implementatioayiew and control of strategic



plans. Pearce and Robinson (1997), argue that§icahanagement process moves into
organizational action once corporate businessegfied have been agreed upon and long

term objectives set.

Strategy implementation is important since it bed the gap between strategy
formulation and its success. Poor implementatioaroppropriate strategy may cause it
to fail (Kiruthi, 2001). Failure of strategy cans@ from strategies that fail the test of the
environment- strategy-capability match, failure ¢ouple strategy development and
implementation and poor implementation processat&gy implementation though
deemed difficult is a critical phase of organiza#b survival (David, 1997). After a
comprehensive strategy has been formulated, difiisuarise during the subsequent
implementation process. According to Ngumo (20@®)ategy implementation though
considered heavily demanding cannot be overlookedry organization that seeks to
achieve its goals. The University of Nairobi musérefore endeavor to implement its
strategies if it has to remain competitive in tddagver changing and turbulant

environment.

1.1.1The Concept of Strategy Implementation

Strategy implementation refers to a set of decssimmd actions that result in formulation
and implementation of long term plans designed doiewve organizational objectives
(Pearce and Robinson, 2007). It is defined as theegs that turns strategies and plans
into actions to accomplish objectives (Pride andrrdfia 2003). An excellent

implementation plan will not only cause the sucoafsan appropriate strategy, but can



also rescue it (Hunger and Wheelen, 1994). Aos82)18tates that once strategies have
been developed, they need to be implemented arydatfeeof no value unless they are
effectively translated into action. Successfultsgg implementation involves creating a
series of fits, hence between strategy and streictskills and competencies, budget
allocations, reward systems and corporate cultpodicies and procedures (Bryson,
2005).

Harrington (2006), strategy implementation is acpss of putting in place strategies,
policies, programs, and action plans that allovirra to utilize its resources in order to
take advantage of opportunities in the competigBweironment. Scaap (2006) defined
strategy implementation as those senior level lestiie behaviors and activities that will
transform a working plan into reality. Althoughrfioulating a consistent strategy is
difficult for managers, implementing it throughdbe organization is even more difficult
(Hrebiniak, 2006). David (2003), states that botanagers and employees should be
involved in implementation decisions and adequateraunication between both parties
is important. According to Godiwalla et al (199Tphe human element of strategy
implementation plays a key role in successful imm@atation and it involves both

managers and employees of the organization.

David (1997) observes that organizations that do ume a strategic management
approach in decision making, resource allocatioaften based on political or personal
factors such as overprotection of resources, enplaas short run financial criteria,
vague targets, reluctance to taking risks and latksufficient knowledge. In

organizations that are well managed there existdaionship between strategic planning



and planning done by managers at all levels (Mirtgland Quinn, 1991). David (1997)
indicates that strategic plans are of a commansligigificance in strategic management.

They provide a channel for effective communicatathin organization and outside.

1.1.2 The Higher Education Sector in Kenya

Higher education in Kenya goes back to 1922, when then Makerere College in
Uganda was established as a technical college996,1Royal Technical College Nairobi
was established and in 1963 it became UniversititleGe of Nairobi. In 1970, the
University of Nairobi was established being thatfiuniversity in Kenya. In the 1970’s
the number of Kenyans in need of University edwratixceeded the capacity of the then
only University of Nairobi and since then UniveysiEducation in Kenya has
continuously expanded with the rise in student kmemt. Expansion of Universities,
diversification of programmes, and setting up oWwnéniversities and Campuses has
since been the norm rather than the exception.sdhi&al demand with respect to Higher
Education in Kenya has intensified continuously &émd can be proved by the constant
rise in enrolment in both public and private Unsiges as well as the continuous

establishment of Self Sponsored programmes in € ulnliversities.

Financing Higher Education in Kenya was origindtlye, with the public purse meeting
both tuition and living allowances (Weldman, 199bhe rationale for free education in
Kenya was based on among other things the despeotade highly trained manpower
that would replace the outgoing colonial managershe economy. In 1974, the
government introduced University Students Loan 8wheo provide full loans to

students. The scheme failed due to lack of legstesms to recover matured loans from



loanees. In 1995, the government established thghddiEducation loans board (HELB)
to administer the students’ loan scheme. The schease empowered to recover all
outstanding loans given to former University Studesince 1952 and establish a
revolving fund to lend to needy Kenyan studentshigher education thus reducing

pressure on the exchequer.

Higher education in Kenya is run by the Commisdmmhigher education (CHE) which
was introduced in 1995, under the provisions of Wméversity Act. Its major functions
includes; accrediting universities, promoting ttgeatives of University education which
are, development, processing, storage and disseanna knowledge for the benefit of
society, advising the Minister on development ofblpu Universities as well as
cooperating with the government in planning of Wmsity education. It also examines
and approves proposals for courses of study andseaegulations submitted to it by
private universities. According to Sifuna (1998)nlyo one CHE function, the
accreditation of private Universities has beennitsin preoccupation since it became
operational in 1986. The politicization of planniramnd development of University

education has effectively denied the commissiomasdate.

The government’s action in decision making has niad#ficult to play an active role in
public Universities budgetary matters. The creatidrjoint admission board has also
affected CHE statutory requirement of making retjoites related to admissions to public
Universities, as well as maintaining standards ¢ourses and examinations. The
increased demand for higher education is a coringpdactor to lack of planning. Sifuna

(1998) revealed that rapid expansion of Univergithucation was in response to the



demand for higher education. The demand for higdercation has consistently increased

as Kenyans and the people of this region have pita hope in higher education.

1.1.3 The University of Nairobi

The University of Nairobi is the oldest university Kenya. It originated in the Royal
Technical college of East Africa, which was esttidd in 1956. In 1960, the Royal
Technical College was affiliated to the UniversifyLondon as a constituent college. In
1963, it became the Nairobi University College &wabsequently the University of
Nairobi in 1970. From the first 215 who joined theyal Technical College on 23
April, 1956 today there are 52,000 students erdoifethe University of Nairobi. Of
these students 16,000 are government sponsoredB@&000 are self sponsored. The
University of Nairobi is not only the largest publuniversity in Kenya, but it also has
the largest number of self sponsored studentSpitgate wing” is larger than all private
Universities in Kenya combined. With its 52,00Qd&nt’'s enrolment, the University is
one of the largest universities in Africa today.olffers the most diverse range of
academic programmes in East and Central Africdnak over 100 schools, faculties,

institutes and departments distributed in six gake

The University of Nairobi developed its first fiyears strategic plan in 2005. The plan
has since been reviewed twice in 2007 and 201CGctisply. The reviews were due to
critical changes that had either occurred or weqgeeted to occur in the University's
internal or external environment. There has theesb@en need to align the plan with the
changes and keep it relevant and valuable. The 2846w was as a result of changes

that occurred in 2008, particularly government sespecific standard documents and



sector performance standards that streamlined apprto performance contracting for
public institutions. The review re-aligned theastgic plan to vision 2030 and the new

constitution.

This was a corporate level strategy from whichtauait lower level were expected to
develop their own strategic plans in a descendmdgro The process is cascaded down to
the colleges, administrative units and basic opmrat units. Today each functional unit
has a strategic plan which is directly linked te thwerall university strategic plan. The
basic logic here is that the strategies of the idiate higher unit becomes the strategic
objectives for the immediate lower units. Changeghie external environment of the
university created new opportunities and challergjése, hence the need to review its
strategic plan and recast it. In the review, raiv#erature was consulted, such as
government legislation, policy documents, pertingmitersity policies and programmes
and pertinent reports. Key stakeholders were afgeniiewed, who includes staff,

students, suppliers and the general public amdmgy st

1.2 The Research Problem

For organizational success strategy implementatideey. According to Thompson and
Strickland (1990), strategy implementation is aterplay between several forces where
the chosen strategy is the centerpiece. Strategyementation is hard and time
consuming as David (2003) points out that work begit implementation. Organizations
large and small worldwide spend billions of money strategy formulation and
management recognizes the importance of implementanly as an afterthought. Raps

and Kaufman (2005) argue that there is a low ssfakegnplementation rate of only



between 10 and 30 percent of the intended strategieldwide. Contributing factors for
this includes dwindling resources, rapid technalagchanges and advances that require
an increasingly adaptive and sophisticated worldootganizational culture, poor reward

systems, poor policies, and poor leadership amtmgre

The environment in which organizations implemematsgies is unpredictable and in
most cases very dynamic. All organizations mustiggiie with the challenges of a
changing environment. Inspite of the effort the \émsity of Nairobi has put in the

strategic process, strategy implementation is atithallenge. This is evidenced by the
fact that it is yet to achieve its world class ssatvhich has been its main objective in its
2005-210 strategic plan and now in 2008-2013 gjratplan. Again according the

evaluation of past performance report as speciifedhe 2008-2013 strategic plan
customer satisfaction index was rated at 68.62gpéerd@ his is an indication that there are

challenges hindering the institution from achievir@ percent performances.

A number of studies have been carried out on tladesiges of strategy implementation. .
Koske (2003) studied strategy implementation aactltallenges at Telkom Kenya Ltd
Ngala (2010) studied challenges of strategy implaaten at | & M bank Ltd; Gakii

(2010) did a study on challenges of strategy impeletation at the Kenya Revenue
Authority. Ocholla (2010) studied challenges ofasdgy implementation at Kenya
medical research institute. Essajee (2011) stucladlenges of strategy implementation
at the first community bank of Kenya. Ngari (201studied challenges of strategy

implementation at Heritage insurance company lichite



The context and concepts in which the above studiere carried out differ. After
reviewing the above and other similar studies edraut in the past none of them focused
on strategy implementation in Public Universitiesdathe University of Nairobi in
particular, thus giving justification for this styudThe study seeks to answer the following
guestions;

i.  What are the challenges of strategy implementagiothe University of

Nairobi?
ii. How does the university deal with the challengek strategy

implementation?

1.3 Research Objectives
The objectives of the study were to:
I. Establish the challenges of strategy implementa@abnthe University of
Nairobi.
ii.  Determine the measures taken to deal with strategiementation challenges
at the University of Nairobi.
1.4 Value of the study
The study facilitated theory building in the ardastrategy implementation process at
University of Nairobi. It tries to validate theetretical perspective that informs the
challenges of strategy implementation. This hefpddvelop appropriate policies to deal
with issues that emerge and also deal with futtregeggic plans development.
Secondly, the study benefits other public ingbig, particularly public universities

seeking to improve formulation and implementatidrih@ir strategic plans. Institutions



implementing their strategic plans will find thigidy useful by providing insight into the
implementation process.

Thirdly, the study adds to the pool of knowledgefukto other researchers for reference
in areas of strategic plan implementation. It thene seeks to enrich the study of

strategic management. It also help identify acédarther research.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter deals with the review of literaturkiated to the study. Literature on the need
for organizational strategy, strategy formulatiowd amplementation process, competitive
strategy, implementation challenges, measuresrtoimplementation challenges and the
theoretical framework for strategy implementation.

2:2 The Concept of Strategy

Strategy is the pattern or plan that integratesrganization’s major goals, policies and
action sequences into a cohesive whole. A well tdated strategy helps to marshal and
allocate an organization’s resources into a unanekviable posture based on its relative
internal competencies and shortcomings, anticipateahge in the environment and
contingent moves by intelligent opponents. Chand®962) in defining strategy
pioneered the idea that structure follows stratégsoff (1965) on his part focused on
strategy- capability gaps, where analysis is danestablish where the organization is,
where it is anticipated to be and the strategiaddipts for repositioning itself. Strategy is
about achieving competitive advantage through beliffgrent, thus deriving a unique
value, and having a clear and enactable view ontbgeesition yourself uniquely in your

industry (Porter, 1985).

According to Johnson and Scholes (1998), Busin&gss$egy is the direction and scope of
an organization over the long term; which achieadsantages for the organization
through configuration of resources, through a @mging of involvement to meet the

needs of markets and to fulfill stakeholders’ expgons. Strategy is the game plan
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management has for positioning the company in ligsen market arena, competing
successfully, pleasing customers and achieving daminess performance (Thompson
and Strickland, 1990). Strategy is what a compdags and how it positions itself
commercially and conducts the competitive battled Richard, 1995). Strategy is the

commercial logic of a business that defines whiyra €an have a competitive advantage.

Mintzberg and Quinn (1998) introduced the five Bfsstrategy, that is, strategy as a
plan, as a pattern, as a ploy, as a position and perspective. As a plan strategy
specifies a consciously intended course of actiror@anization wishes to take. As a
ploy it specifies the maneuvers intended to ouawtbmpetitor by an organization. As a
pattern strategy emerges from a stream of actieveldped by an organization in the
absence of intentions and without any pre-concepdod as a perspective strategy
reveals the way an organization perceives the amitgiorld. This holistic approach

brings out the various angles that an organizatopts in achieving its goals.

Johnson and Scholes (1993) give different appemdoo strategy. They include a
cultural approach, which views strategy as a pattéroehavior arising from the culture
embedded in the organization, natural selectiorere/the organization is pressurized to
adapt to environmental changes, rational approdarevdeliberate planning systems are
put in place in determining organizational strategyd political approach which
stipulates that strategy emerges from trade-inadi¥idual and organizational demands

and interests to strike a balance.

Tempoe and Macmillan (2000), view strategy in @asi aspects which are; strategy as a

statement of intent where it is seen as a clatibosof a corporate purpose as defined in

12



the organization’s vision and mission statemerntafegy as fit between capabilities and
opportunities where strategy matches the capiaiildf an organization and its abilities
to achieve success and strategy as a respotysiviliieaders where leaders define

strategies that influence the daily activities nfogganization.

2.3 Strategic Management Process

Strategic management process is not complete wtiteffective implementation of an
organization’s strategy. This is crucial and hetieereason why the process and content
of strategy needs to incorporate all forms of immatation. According to Ansoff (1990)
strategic management is an organized approachdvestenanagement to reposition the
organization in a turbulent environment and in aanea that will ensure success. Ansoff
points out the organization’s capabilities agams$tirbulent environment and how a firm
strikes the balance in order to remain competiime stay in business. According to
David (1997) strategic plans serve as communicati@mnels which allow for cascading
of information to lower units of an organizatiomding to participation by all employees.
Thompson et al (2007) introduces the aspect ofadegfic plan and states that it enable a

company to cope with challenges in the industry twedcompetitive forces.

Jonson and Scholes (1993) define strategic managemnethe basis of deciding on the
strategy to be adopted and how it will be execuldds is evident in the organization’s
strategic analysis, where strategic options chosadh enhance the organization’s
competitive position. It highlights major phase strategic management which an
organization must follow diligently if it wants &ucceed. Strategic management consists
of the entire organization’s focus on both shod &mng term goals. Organizations must

engage management staff to take charge of strategm@agement process. This involves

13



strategic planning, which is the process of devielp@and ensuring consistency between
the organization’s objectives and resources ancchtanging opportunities (Robison,
1997). It documents a system of doing businessiéaals to greater profit and growth.
Strategic planning turns an organization’s missidn achievable goals as contained in
the strategic plan.

2.4 Strategy Implementation

Pearce and Robinson ( 2005) defines strategic mmgaation as a set of decisions and
actions that result in the formulation and impletaéion of long term plans designed to
achieve organizational objectives. David (2003)cdbss strategy implementation as an
action stage of strategic management. Mintzberg@8{L%oined the term’ crafting
strategy’ to suggest that it is ones involvementimusiness that will determine the
success of strategies formulated. According to Tieom and Strickland (2003), there are
no ten step checklist, no proven parts and few r@aecguidelines for strategy
implementation. Strategy implementation is thetleasrtered, most open ended part of
strategic management. The best evidence of wiga nd not to do come from personal

experience or case studies and the window theg 8ahconsistent.

Kimeli (2008) points out that different businessagiices, different competitive
circumstances, different work environments, cubliungolicies, competitive incentives,
different mixes of personality require customizgugbr@ach to strategy implementation.
One therefore needs to use best judgment and chedgeiques proficiently in order to
effectively implement strategies. Implementation ssccessful if the organization
achieves its strategic objectives and targeteddesefinancial performance. Thompson

and Strickland (2007) argue that what makes styair@glementation too demanding is

14



the wide scope of managerial activities that havebé attended to, the many ways
managers can tackle each activity, the skills thetkes to launch the activities and the
resistance to change that has to be overcome. Adexg1995) identifies planning and

communication as two major obstacles to successfategy implementation.

The McKinsey 7-S Framework is a management modldhscribes seven factors that
help organizations determine the way in which tbpgrates. Managers should take into
account of all the seven factors in order to swsfodly implement strategy. Alexander
(1991) argues that one reason why strategy impl@atien fails is that practicing
managers and supervisors do not have practical Isxadeguide their actions. In the
absence of adequate models, they attempt to implestetegies without understanding
the issues to be addressed to ensure successe (1989) argues that there is need for
comprehensive conceptual models related to strameghementation. Various conceptual
frameworks were developed with key implementatiaotdrs. They include, Stonich
(1982), Buckley (1988), Galbrath and Kazanjian @98uckley and Reed (1986) and
Hrebiniak and Joyce (1984). These were the fimgtlementation frameworks to appear

in the field of strategic management.

They all consist of similar factors like stratefprmulation, organizational structure,
culture, people and communication control systeimgheir research, Miller and Dess
(1996), Thompson and Strickland (2007), Atandi (®OInade reference to these
implementation factors. Thompson and Strickland 99 point out that the

implementation stage of strategic plan is purelynimtstrative where managers ensure a

15



fit between the chosen strategy and the organizalticulture. Here culture is seen as the
employees shared beliefs and values which dictaeptttern for actions within the
organization. Mulcaster (2009) identified elevencés that should be incorporated into
the process of strategy implementation. He namegntlas, time, opposing forces,
politics, perception, holistic effects, adding waluincentives, learning capabilities,

opportunity cost, risk and style.

Strategy should be effectively operationalized mstitutionalized in the organization for
effective implementation. Operationalization dewaldh working out the strategy by
ensuring that the organization’s daily activitiemyrk efforts, and resources are directed
towards implementing the strategy. It involves deping operational plans and tactics
through which an otherwise abstract strategy wallitmplemented. David (2003), states
that both managers and employees should be invaivénd implementation decision and
adequate communication between all parties is itapbfor successful implementation.
Organizations need a strategy, but they need gicatieinking even more. They do not
need complicated concepts or anyone to tell themt Wieir strategy should be. Most of
them use a disciplined approach to help surfaceoaganize what they already know as
owners and operators about their business. Applying knowledge is the gist of

operationalizing strategy.

Institutionalization of strategy is matching stgateo the institutions of the organization.

Thompson and Strickland (2007) argued that theasstane of strategy implementation

is building an organization capable of carrying the strategy successfully. Strategy is
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never complete until it gains commitment of orgatian’s resources and become
embodied in its activities. There is an urgent néadinstitutionalization of strategy

because without it, the strategy will be undermin&irategies should appeal to
employees and attract their support thus makingntioevn the strategy and create a
commitment so essential for making it successfuhstitutionalization of strategy

involves, setting of proper organizational climagdevant for strategy implementation,
developing operational plans, appropriate orgaitimat structures in which various parts
of the organization are interrelated or intercotn@@@nd periodic review of the strategy

is done to find out whether it is relevant.

According to Machuki (2005), good strategies onlyagantee success if they are
translated into action and action that yield acalelet results. Periodic review is important
because even a carefully developed strategy megecto be suitable if events change,
knowledge becomes clearer, or if environment willt rbe as originally thought.
Conflicting empirical results founded upon contiragttheoretical premises indicate that
strategy implementation is a complex phenomenortrate€)y therefore, should be
effectively operationalized and institutionalized ithe organization for effective
implementation. Given the competitive environmehe tcritical determinant in the
success and survival of the firm is the successiplementation of strategies. Delicate
and sensitive issues are involved in strategy implgation such as resource
mobilization, restructuring, culture change, tedbgaal change, process changes, policy
and leadership changes. If implementation is nigicé’ely managed, the strategic plan

may amount to being a mere “white elephant” athng more.
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2.5 Challenges of Strategy Implementation

Strategy implementations often pose a number oflestges which arise from sources
that are internal and external to the organizatiarticular challenges that will face
strategy implementation will depend on the typeoofanization and the prevailing
circumstances. Thomson (1995), states that inrgiirozations, at all levels, there exists
a natural resistance to change. Employees feehtdmed with changes of the unknown
and they get concern with loss of jobs or statuxofding to Thompson and Strickland
(1998), the same is true of the management stdieyTpoint out that organizational
culture and change must be the leader’s top pyi@arguing that if managers see the need
for change, give this change priority and use #gaired time, then the organization will
change and strategy implementation will succeedThompson and Strickland (1998)

further argue that leaders’ involvement in strategglementation is crucial.

According to Kaplan and Norton (2004), the main semu of poor strategy
implementation are; vision and strategies that ao¢ achievable, not linked to
departmental, team and individual goals, long amortsterm resource allocation and
feedbacks that are tactical but not strategic. Téheyot mention leadership style as a
barrier. Beer and Eisenstat (2000) state that Ishge influences strategy
implementation. Galpin (1998) points out that wimbakes the difference between
successful and unsuccessful strategy implementadidine way management motivates
and educates its people. Kaplan and Norton (2@0due that the most important driver
of success in strategy is top management leadessilip, and not the tool itself, that

leadership style has a larger effect than the @inalyand structural strength of the tool.
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They refer to the experience of leaders that hawnaged a successful strategy

implementation and emphasize communication asatiges$t challenge.

Most organizations formulate strategies that areléned with undue complexity and are
bogged down by principles that are similar to thoBeompetitors. At implementation
problems occur and their success depends on havaridshow well plans are put into
action. Strategy may fail if the design of the argation context is inappropriate for
effective implementation and control. The stratefgguld be compatible with the internal
structure of the organization, its business, pediciprocedures and resources. Awino
(2001) identified four challenges affecting sucédsstrategy implementation as; lack of
fit between strategy and structure, failure to impeew skills, inadequate information
and communication systems. Koske (2003) observadtiiere are many organizational
characteristics that constrain strategy implem@ntatThey are connecting strategy
formulation to implementation, resource allocatioratch between strategy and structure,

linking performance and pay to strategies and trg@atrategy supportive culture.

Kim and Mauborgne (2005) identified; failure toesgoming the four organizational
hurdles, which are cognitive, motivational, reseu@nd political hurdles, failure to
understand the customer, inability to predict emwnental reaction, overestimation of
resource competence, failure to coordinate, lacksefior management commitment,
failure to obtain employee commitment, underestiomabf time requirements, failure to
follow the plan, failure to manage change and pmwnmunication as major challenges

of strategy implementation. Aosa (1992) observeat tack of compatibility between
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strategy and culture can lead to high organizatioresistance to change and
demotivation, thus frustrating strategy implemantat Strategy implementation often
encounters challenges because of deep-rooted aulbiases. It is the strategist's
responsibility to choose a strategy that is confpbatwith the unchangeable part of the

corporate culture (Thompson and Strickland, 1989).

People working in organizations sometimes resigp@sals for change thus making it
difficult to implement strategy (Lynch, 2000). Tmsay occur due to fear of economic
loss, inconvenience, uncertainty, and break in m@breocial patterns (David 1997).
According to Freeman (2003) there are a numbertrategly implementation pitfalls
which include isolation, lack of stakeholder conment, strategic drift, dilution, and
isolation, failure to understand progress, inatiatigue, impatience and not celebrating
success. Sometimes strategies fail because thesymapéy ill conceived. The importance
of confronting reality comes into focus once onddsuan execution culture across the

wider organization ( Bossidy and Charan, 2002).

Drazin and Howard (1984) pointed out strategy dcstire alignment as a precursor to
the successful implementation of business stradedibey argue that changes in the
competitive environment require adjustments to tleganizational structure.

Inappropriate systems of structure are one majaleitge of strategy implementation.
According to Johnson and Scholes (1999) successfitiegy implementation is a factor
of organizational structure, resource allocatiord astrategic change management.

Chandler (1962) observed that structure followatsgy in the sense that structure is
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deliberately adjusted to embrace strategy pursyethé organization. He emphasized
matching structure to strategy. Mintzberg (1990hatedes that ‘structure follows

strategy as left foot follows right foot'. It iseéhefore important to check that the existing
structure does not constrain the strategies bemgemented. Pearce and Robinson
(2002) argue that structure can enhance or inkitategy implementation. David (1997)
indicates that structure determines resource dimtavhich also has an impact on

strategy implementation.

2.6 Measures to Challenges of Strategy Implementatn

For successful strategy implementation organizatishould evaluate the challenges,
failures and obstacles as well as strengths thdreasl them without bias. Organizations
should take appropriate measures to mitigate tlafleciges they face in implementing
strategies. There should be tight fit between thategyy and how an organization does
things. These involves creating a series of tightbktween organizational skills,
competencies, strategy and organizational cultstegategy and reward systems, strategy
and budgets, strategy and internal policies andccquhares, leadership and support

systems.

Organizations should train their strategy implereenton strategy formulation and
implementation. The training should focus on manag® staff because if an
organization is to realize successful strategy @m@ntation, the people involved should
be of relevant and right skills. Proper analysisuiti be done to determine the relevance,

type, frequency and length of training as wellfas ¢osts involved. Management should
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undergo continuous training to be updated on neweldpments in the business
environment. Those with specialized roles in vasiateas should be given a leading role

to play, in order to improve the performance anchgetitiveness of organizations.

On resources organizations should be linked to étsdgnd allocation of resources
should be based on key issues and priorities iteshtiAccording to Thompson et al
(2007), the funding requirements of a new strataggt drive how capital allocations are
made and the size of each unit’'s operating budgderfunding organizational activities
central to strategic success impedes strategy megiation. Resources needed for
implementation should be readily available, rangirgn finance, material to human.
Control measures should be taken during implemientaOrganizations should realize
the importance of realigning organizational cultuvgh what is needed for strategic
success. Culture therefore has to be changed. &ifateulture change has to be led by
management since this task cannot be delegateti¢o staff. What management say and
do plant the seeds of culture change. It is theeebmly management that has the power

and organizational influence to bring about changaulture.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter describes the research design, diéztoon and the various techniques for
data analysis used in the study.

3.1 Research Design

The study was modeled for a case study design.rdoapto Kothari (1990) a case study
is a form of qualitative analysis which involvegareful and complete observation of a
social unit be it a family, a person, a culturadwgs, or an entire community or institution.
The study focused on strategy implementation chg#le at the University of Nairobi.
The results provided an insight on how public Ursitees should carry out successful
strategy implementation in order to remain competitin the current turbulent and

sometimes hostile environment.

Yin (1994) also points out that a case study allawsnvestigation to retain the holistic
and meaningful characteristics of real life eveiitss a method of study in depth rather
than breadth and lays more emphasis on a limitechbeu of events and other
interrelations. Previous studies of similar nattmave successfully used this method
Kandie (2001),Koske (2003), Muthuya (2004), Mach(&®05), Olali (2006), Atandi

(2010) and Miako (2011) among others.
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3.2 Data Collection

The study used both primary and secondary datapiihery data was collected by use
of face to face interview between the researchel @spondents. The respondents
included the deputy vice chancellors, the principallege of health sciences, dean,
school of Business, Registrar administration, DoecStudents Welfare Authority,
Assistant registrar, Deputy vice Chancellor Redeamd Extension’s office, who were
considered to be key informants. Secondary data eained from organizational
documents such as the strategic plan, service eshgperformance contracts, 1ISO
certification documents, annual reports and anpagbrmance evaluations.

The nature of data collected was qualitative usinginterview guide. It consisted of
open ended questions which elicited specific resesnfor both qualitative and
guantitative analysis. The questions formulatedewstandard and hence the responses
were homogenous. The interviewees were managers wdre involved in strategy

formulation, and also tasked to oversee the impiegati®on process.

3.3 Data Analysis

Data obtained was qualitatively analyzed using @oeintanalysis techniques. Weber
(1990) points out that the best content-analytistldies use both qualitative and
guantitative methods. The information was analyzaed evaluated to determine its
usefulness, credibility, consistency and adequ@ontent analysis technique was used
because it assisted in making inferences by obmgtidentifying specific information

and relating the same to occurrence trends.
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According to Mugenda and Mugenda (2003), the maipgse of content analysis is to
study existing information in order to determinectéas that explain a specific
phenomenon. In coding qualitative data, the rebearead all the responses, identified
key information and related it to emerging patterfise outcome was compared in an
attempt to get more revelation on the processes ahdllenges of strategy
implementation at the University of Nairobi. Camt@nalysis has in the past been used
successfully by Kimeli (2008), Kiplotich (2008), idjuna (2009), Atandi (2010), Ndonga

(2010) and Maiko (2011).
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CHAPTER FOUR

FINDINGS AND DISCUSSIONS

4.1 Introduction

The study intended to achieve two objectives; tmldsh the challenges of strategy
implementation at the University of Nairobi anddetermine measures taken to handle
the challenges of strategy implementation at thévéreity of Nairobi. An interview
guide was designed to solicit data from the Unitgsstop management who included
the Deputy vice Chancellor administration and fe&rDeputy vice Chancellor academic
affairs, Principal College health sciences, Dwe&tudents Welfare Authority, Director
Institute of Computer science, Registrar adminigtna Registrar academic affairs and

Dean, school of business.

A systematic qualitative description amountingémtent analysis of data was conducted
in order to give in depth findings of the study.eT$tudy established that some aspects of
culture and structure, staff demotivation due tesaumd reward systems, insufficient
communication, and alignment of resources to gsats major challenges faced by the
organization. Others included resistance to chapgey strategy leadership, existing

policies and procedures as well as external enmieon.

This chapter will discuss strategy implementatibtha University of Nairobi, evaluation

of past performance, challenges of strategy impfgat®n at the University of Nairobi

and finally the measures taken to mitigate thelehgks of strategy implementation
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4.2 Strategy Implementation at the University of Naobi

University of Nairobi developed its first five yeastrategic plan in 2005. In this plan, the
university charted its strategic direction to wocldss status. The plan provided a basis
for the first performance contract the universighed with the government, preparation
for 1ISO 9001:2008 Certification and various perfarmoe improvement initiatives. In
2007 the plan was reviewed and recast producinguhent 2008-2013 strategic plan.
The review sought to realign it with vision 2030daaddress new challenges, while

strategizing to consolidate the achievements optbegious plan.

The strategic plan was reviewed again in June 2@lGespond to the emerging
challenges and opportunities. In particular theiewvplan is aligned to government
sector specific performance standards and the m@stitution. It also addresses critical
issues of quality, relevance, access, equity, ocustadocus and competitiveness. This
plan like the previous one is cascaded to loweramanal units at the University of

Nairobi. The 2008-2013 strategic plans laid doaur fmain goals and set four objectives
to be met within the planned period. The goalsudetl; providing facilities for

university education, participating in the discoyetransmission and preservation of
knowledge, conducting examinations and grantinglaeac awards, co-operating with
the government in the planned development of usiseleducation and determining

who may teach and what may be thought and howytleahought in the university.

In order to achieve the planned change, UniversityNairobi has been undergoing

transformation by way of reforms, revitalizationnmanner in which it conducts business
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with considerable emphasis on producing qualitycatlan. The institution has set up a

reorganization strategy designed to aid in facirggdhallenges of transformation.

4.3 Evaluation of Past Performance

According to the information extracted from the Wity of Nairobi Strategic plan
2008-2013 the following evaluation report is docubed. Alongside other public sector
institutions, the University of Nairobi was put wrdgerformance contract in 2005/2006.
The performance of the University was rated “veopd'. In the same year, it was rated
number one in all the departments and state carpnsaunder the ministry of education,
all public universities inclusive. In 2008/2009¢thniversity was ranked the best public
university and the second best performing stat@aration nationally. In independent
international ranking (Webometric and 41CU) thevarsity is rated as a top institution
in Kenya and the East African region. The majok tafsthe University is to maintain this
rating while aiming to be among the top ten uniitEs on the continent. This therefore

means that there are challenges it must overcome.

According to a customer satisfaction survey caraaetiby the Strategic Business Option
research in 2009, the customer satisfaction indexte university was 68.62 percent.
This was a good achievement and further improveneeriieing sought in order to
achieve a world class status. A service charterdiss been developed and is being
implemented at all levels. University has also sedulSO 9001-2008 certification.
Through sensitization and training, staff now aéherore to rules and regulations than

they did in the past. Staff discipline has alsonowved significantly. Further, the state of
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ICT has also improved significantly in recent tim@sis is important since ICT is a
prime mover of performance improvement in the ursig. Investment in infrastructure
also increased significantly over time. Stalledjgcts, particularly buildings, have been
completed and new ones started. Various assetslware procured and old ones given
facelifts. This was as per the 2005-2010 stratgi@ns and part of the 2008-2013

strategic plans.

4.4 Challenges of Strategy Implementation at the Uwersity of Nairobi

Implementation challenges arise from sources thatedéher internal or external to the
organization. They may also be operational or tustinal challenges. Particular
challenges that will face strategy implementatiolh depend on the type of strategy, type
of organization and the prevailing circumstancdse $tudy found out that the University
of Nairobi has a well formulated strategic planwéver, implementation of the strategic

plan faces a lot of challenges as the study estedudi

Internal challenges includes; organization cultuogganization structure, internal
communication, inadequate financial resources, umsoreward systems, insufficient
human resource skills, resistance to change andethergence of trade unionism.
External challenges include; competitions from othaniversities, stakeholders’
perception, change in technology, external enviremia turbulence, government

policies and procedures and economic turndown.
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4.5 Discussion

Organizational culture is the organization’s wdydoing things. It consists of norms,
values and beliefs that are held over time in therge of doing business. The match
between strategy and culture is crucial for sudaéssrategy implementation. The study
wanted to find out whether or not such match exastsl if it does not how challenging is
it to effective strategy implementation. The Umsity has a mix of values and beliefs
that have been propagated over time by people wlhe@ thad senior management
positions. The aspects have been instilled int@rotdrganizational members and have

been defined asthe way of doing things around here”.

The study found out that some aspects of cultuoenpte negative attitudes amongst
employees. A culture of WE vs. THEM relationshipswated, where the strategic plan
is regarded by other officers as ‘their plan’. Tigsparticularly true of middle level

managers visa vis top management. One respondamiegoout that resistance from

junior members of staff was the most serious chgiemanagement faces in strategy
implementation. The study also found out that thweas a lot of peer pressure from the
staff, particularly the long serving ones who domgis the way they have been used to

despite the changes in the business environment.

Respondents were unanimous that there is a culfuresistance to change that is less
adaptive and less concerned about the importancbarfges in the work environment.
This was attributed to the historical and tradiibperception by individuals in the

organization. It was confirmed that there are ¢hstaff members who are comfortable

30



with the status quo, including some of the infligniop managers in the institution thus

posing a serious challenge to strategy implememtati

Organizational Structure is another internal @rade the university faces in strategy
implementation. It deals with the roles, resporiisibs, boundaries, processes and
procedures as well as relationships of the vanmsstions. University of Nairobi has an
organizational structure which is dictated by tteure of business the organization is
engaged in. It was however established that sorpects in this structure impede
successful strategy implementation. The task oelbging the strategy takes place at the
centre of the institution. The job of implementimdalls to the various functional areas.
According to Chandler once a strategy has beenlaj@s®, it is necessary to consider the
structure needed to carry it out. It might requebdra resources or new personnel or
equipment which would alter the work of an orgaii@a making a new organizational

structure necessary.

Lack of autonomy in decision making among midekeel managers raises questions on
the positioning and definition of some of the fuaos in the structure. For example,
decisions on staff matters raises conflicts betweious departments hence leaving the
issues unattended. This leads to low morale towastiategy implementation by
employees. It was however established that the ddsity’'s current organization
structure supports implementation of strategiesudmmnted in the university’'s master
plan. Most respondents indicated that the currentture in the University is clear with

senior managers having roles that are clear toyemer The study found out that the
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University recently created the positions of twopDiy vice chancellors, research and
extension and student affairs respectively, in otdemprove on service delivery and fill

gaps in the structure.

Another challenge to strategy implementation isenmal communication. Most
respondents maintained that the university keepspan door policy. While this is true,
the research established that not all staff is foeprovide feedback to management for
effective strategy implementation. Internal effeeticommunication is crucial in,
training, distribution of knowledge and Ilearning istrategy implementation.
Communication and corporation among diverse paditis within an organization is an
important element in maintaining organizationabgity and adaptation to change. The
study sought to establish whether, insufficient ommication impairs effective strategy
implementation. It became clear that while Univgr&if Nairobi’'s strategic plan was

well formulated; the manner in which it was comnuatéd was a problem.

According to respondents, some officers are narawf the institution’s strategic plan
or even its contents. This gives an indication thatvision and mission of the institution
remains unclear to some of those expected to ingaiémme strategic plan. Findings also
reveal that the overall objectives of the instdatihave been replaced by departmental
and team goals which at times do not match withitiséitution’s vision and mission.
Insufficient communication about the strategy hesrbthe greatest challenge to strategy
implementation. The study found out that the puepofthe activities imposed on the

officers is not provided and hence they cannot lihk tasks at hand with overall
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organizational direction. Most respondents howepemted out that the university
management has made every effort to ensure thatglloyees are aware of the strategic

plan, the university vision and mission as welbbgectives.

Inadequate financial resources are yet anothéiecige. Before strategy implementation
begins managers need to determine what resourdebavneeded and then consider
whether the current budgets can provide those ressuThe study found out that
inadequacy of financial resource is a challenge tie university’s strategy

implementation. Underfunding of organizational wtis impedes strategy

implementation. The study indicates that UniversifyNairobi operations have been
affected by dwindling resources, against the bamkgid of an increasing demand for
higher education. Public universities have now tampete for scarce government
resource. The alignment of these financial res@utoethe new strategies is a major
challenge since university of Nairobi has not babte to marshal financial resources

enough to support new strategies.

The diminishing capability of the exchequer to toare meeting fully the financial
needs of public universities, largely due to budgepressure on the government and the
shift towards the provision of free primary educatand subsidized secondary education
have led to a policy that devolves greater respitgi of financing higher education to
each university. Overreliance on resources gergethteugh private sponsored programs
is currently the trend. This overreliance expodes tniversity considerably as was

experienced in 2008 after the post election viadert is also likely that module two
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intakes will either plateau or decline in the faeable future thus leading to further

financial challenges.

Over the years university of Nairobi has been apagyaon a deficit budget except for the
last three years since July 2010 as indicateddaratinual financial reports. This situation
complicates the financial management of the unitseesd impairs the achievements of

the desired objectives.

The other internal challenge is Unsound Reward é8ystin order to ensure effective
strategy implementation the skills and competenokegmployees is key. The study
established that University of Nairobi has a pduoslalled and competent staff and a lot
of funds have been channeled towards updating $k#is. It was however found out that
implementation problems emanate from lack of maoiwvafor staff. Findings revealed

that staff is highly de-motivated and demoralize@drds achieving the grand objectives
of the institution. The respondent pointed out tha reward system in the University is
not one of the best. However most of them werekgtocpoint out that every effort is

being made to ensure proper remuneration for staffecially during this error of trade

unionism.

Salary review in the university depends on theneaac state of the country since it is a
government corporation and particularly a non prefitity. However when it comes to
strategy implementation employees expect much rttwae just a salary. For instance

they expect job security, good medical scheme, teetbpension scheme, training and
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development opportunities for themselves and ttigidren, good working environment
and clear promotion procedures. In the absenc# tifese aspects the university will not
implement its strategic plan in a timely mannerwdwer according to respondents the
university management has tried to improve the rdwaystem particularly the
allowances where it has the ability to improve gsits internal resources without

necessarily involving the government.

An insufficient human resource skill is the otheternal challenge to strategy
implementation facing the university. Increasinglsstication of the Kenyan economy
demands more skilled personnel to meet the neettseahore enlightened market. The
global trend is that knowledge based and value ngdddconomic activities are
increasingly becoming the stimuli of economic growit therefore means that national
economies are relying on higher knowledge to expartisustain their economic niches
and competitiveness in the national and globalar&echnological advances require an
even adaptive, strategically agile and sophisttcateorkforce. Employers demand
workers with increased technical expertise, pratsg&ills and enhanced abilities to learn
as technologies emerge. Findings of the study kst that the organization’s

management has the requisite skills for successfategy implementation, but there is.

Resistance to change is also an internal challéog&rategy implementation. Some
respondents indicated that lack of lower manageroemmitment and resistances from
staff were some of the main challenges of strategylementation at the University of

Nairobi. According to respondents, resistancettisbated to failure of management to
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include all staff in the formulation stage of itsategy and to only surprise them with a
shift of responsibility during implementation. Thesult is conflict of interest, fear of the
unknown and mistrust hence poor implementation. @spondent pointed out that it is
not possible to involve everybody in strategy folation as the university works in

committees, forgetting that committees do not imm@at but individuals and

departments do. Everybody should also not be irgin strategy implementation, they
argue and this is dangerous in achieving orgamzalti objectives. There is need to
continuously review and improve employee skillsonder to match the ever changing

technology.

An organization’s ability to marshal the human reses needed to support new
strategies and steer them to appropriate orgaaimdtiunits has a major impact on
strategy implementation process. For example gedlimanagers who are assigned
clerical duties permanently while other departmeats inadequately staffed is a
management problem. Another example is where wsityespends huge sums of money
to buy desk top computers while what staff needadops to enable them work from a

client’'s premises. A new strategy

The emergency of trade unionism among traditionalbn-unionized staff and the
increased number of unions in public universiteegat another major challenge. This has
greatly influenced focus on terms and conditionsa¥ice for the staff. The University
of Nairobi has three trade unions, University acaidestaff union, University non

teaching staff union and Kenya union of domestic aillied workers union, all
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representing employees of three categories, tegataif, middle level management staff
and shop floor staff respectively. It therefore msedhat practically all the staff are
represented by a union and hence no clear cutduxists as to who represents the
university management when negotiations are beanged out. There is, therefore need
to strategize on how to deal with this new phenasnein order to avert constant strikes

and conflicts in the workplace.

Leadership, politics and corporate governance $® @ challenge to strategy in the
University. Leadership is the ability to influenpeople to follow you and the following
here should be voluntary and not forced. Leaderstyig is a critical element in strategy
implementation in an organization. At the top mamagnt, the University of Nairobi
leadership is well spelled out. However at thetsgia unit and operational levels
leadership still remains a problem. According te tespondents university of Nairobi
has faced leadership challenges. Soegartmental heads lack the necessary exposure to
influence other employees to undertake strategyementation in the organization The
University is also currently training departmenttalads on leadership skills both on the
job and in colleges. Some respondents indicatetdl¢adership skills are tested during

recruitment of all forms of managers.

The external challenges faced by the University M&irobi during strategy
implementation include; competition from locallycorporated and foreign institutions of
higher learning. The most popular strategy useddrgpetitors is an increase in student

numbers and academic programmes. The internatianking of universities compounds
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the competition which has significant implicatioor fthe strategic positioning of the
university. In the recent past the most salientuieaof university education in Kenya has
been the rapid growth in the number of institutiamsl enrolment. Foreign universities
have made inroads into the Kenyan economy in latgebers thus making competition
more intense. There is also the aspect of gloealds in the industry which remains a
major challenge. Today the University of Nairobsigrounded by many universities and

university campuses especially around main camiburs the name of competing.

Stakeholders’ perception is the other externallehge. While internal stakeholder’s
perception of the university is fairly positive,cathe external perception is improving,
there is still a challenge. The negative exterrakception is largely informed by past
incidents of students’ unrest. It is therefore clisat some external stakeholders have not
internalized the positive changes in students’ telmaand this perception affects the
image of the university.

There is also the challenge of negative publicathin the press, print media and public
opinion websites. Unsubstantiated allegations abgaminations cheating, sex scandals,
substandard research and incompetence of the aitwvgraduates, as well as irrelevant
courses being offered are quite common with thevélsity of Nairobi. The perception
of declining quality of education as well as thstitutional crisis associated with them
and the mentioned changes has been the subjechsideration and debate since 1990’s
is yet another challenge. However research and shops as well as commissioned
studies by various stakeholders have generatedmiatmon and understanding on

stakeholder’s perception.
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The other external challenge is Changes in Teclgyoldhe world of information
technology is fluid. It keeps changing thus callifty an update to keep pace. This
requires an increasingly adaptive and sophisticatadkforce. Factors such as economic
downturn, decline in exchequer releases, inadeqtiatding, limited philanthropy,
corporate and alumni contributions and the need#le&p tuition fees affordable, have
seriously diminished financial resources for pulligversities education and imperiled
its accessibility and affordability. The univeyswas reported to be hampered by factors
necessary for automation. Training of staff to emebrhigh class information technology
is a challenge due to inadequate finances and rasifitance to change. One respondent

pointed out that resistance was mainly due todéahange in technology.

External environmental turbulence is also a chgketo strategy implementation in the
University. In one instance the respondent pointed that external environment

turbulence and future uncertainty is a major cingléeto strategy implementation in the
institution. For example the diminishing capabilitiythe Exchequer to continue meeting
fully the financial needs of public universitiesdaly due to budgetary pressure on the
government and the shift towards the provisionreé fprimary education and subsidized
secondary education. This has resulted into apthiat devolves a greater responsibility

of financing higher education to each universitg aence posing a serious challenge.

Diminishing performance of the Kenyan economy \uh&ads to lack of job creation for

graduates is also an challenge to strategy imgiation. This leads to many

unemployed graduates. As a result society now gumessthe relevance of university
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education. Respondents reported this questioniagept the University of Nairobi with
challenges that requires it to focus on its margdatethe economy and the need for
greater efficiency and effectiveness in the fulfiéint of the mandates. Respondents
pointed at slow pace of some of the reform iniiesi especially for donor funded
projects as a challenge. This is due to stringentquiures leading to delay in reforms,
delay in amendments, and lack of supportive infuastire for ICT in Kenya as well as

challenges of public sensitization on the reforms.

High cost of university education is yet anothlealtenge. This prevents deserving and
gualified students from accessing university edaoatThe need then arises for the
university to realign its planning and future degrhent to the national goals of
increased accessibility and affordability of highestucation. Increasing demand for
higher education by qualified high school graduates cannot secure admission to the
public universities due to limited facilities posgst another challenge. Only very few
students who qualify for university education secadmission into public universities.
At the national level, therefore there is a growimgssure on public universities to
provide greater access to their programs withoaotpromising their academic standards

and to provide support services to sustain a higghesit throughput.

Other External Factors include; government poliaesl procedures, clients who are

more versed in technology than the institution,neeoic crisis that require university

departments to cut down on their expenditure.
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4.6 Measures taken to mitigate challenges of stragg implementation.

The challenges the University faces are a reminse®f what most organizations face
when implementing changes. The University mustetfoge find ways to deal with those
challenges for effective and successful strategplementation, otherwise the well
formulated strategic plan will achieve nothinge tthallenges to strategy implementation
are numerous but the management of the Universigble to overcome most of them

hence the reforms are implemented. Some of themsfare still ongoing at the moment.

The following are measures the University of Nairabhdertakes to deal with internal
challenges;On the problem of organizational structure, theversity has tried to

decentralize its decision making process by stteghg the decision making capacity
of many managers. This is against what used to drafefore the implementation
process began, where all the decisions were madembagagers at the central
administration. The institution is also working orodalities to flatten the organization

structure further as well as balancing it withsgan of control.

There is theeffect of culture misfit which has been felt in tlaetire university and the
measures taken include constant transfers to depaffecers who may have stayed in the
same branch for too long. In a circular recently tice chancellor warned against any
employees using vernacular in their workplace whikcharging their duties. Training
has also been mounted to create awareness on poetaimce of strategy implementation.

The institution is now hiring qualified employeesorhi private and public sector.
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Willingness of organizational staff to accept changnd take on the challenge of

introducing and executing new strategies is thienalie aim of the organization.

The challenge of Lack of Financial Resources hss laken handled by the university. A
change in strategy nearly always calls for budgatl@acations and resource shifting. A
according to one respondent units not importanthae prior strategy, but now have a
bigger and critical strategic role have been givene people, new equipment, additional
facilities and above average in their operating getisl More resources have been
devoted to quality control and technological impment. A visible action to reallocate

operating funds and move people to new organizakionits is now a catalyst to the

successful implementation process.

On the aspect of Unsound Reward Systems, properdygded reward structure is
management’s most powerful tool for mobilizing argational commitment to

successful strategy implementation. To obtain eyg®#e energetic commitment and
unwavering loyalty, management has to be resourcafudesigning and using

motivational incentives both monetary and non-manetAccording to one respondent,
the university follows laid down rules and procexiuto ensure uniformity and avoid
biasness in staff promotions and other reward systd@here is the issue of constant staff
training as well as rewarding those who do well pBasis is put on annual staff appraisal
programs which act as a record on employee perfucearhis tool to a small extent is

used to determine who should be promoted. Thisabse the tool is only limited by
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government policies and procedures that dictateptred in which one should serve

under a certain level before they qualify for praioi.

The university has also developed a scheme ofcgewhich spells out the minimum
qualifications which must be met before any reoneiit or promotion. The scheme
popularly known in the university circles as thegika report is an important document
used for staff promotions and other remuneratidhg. said document was prepared by a
committee chaired by Prof. M.M. Kagiko to flash @é previous university promotion
which was pegged on existence of vacancies. Inpit@gious practice staff stagnated in

one grade for too long due to lack of vacancigbénestablishment.

To deal with external challenges to strategy im@etation the University has put in

place several measures.

Increased Autonomy is indeed one such measuregdvernment has directed that state
corporations must embrace modern busimaasagement practices. To this end, state
corporations boards have been accorded relativenanty in running their respective
organizations, including the appointment of the e€hexecutive officers and other
management staff. In addition, each public univgnsow has its own chancellor. These
changes are meant to revitalize the universitiegiljng them greater autonomy and
freedom of operation. The University of Nairobitéking this opportunity to reposition

itself as a major player in the knowledge industry.
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To deal with the challenge of rapid technologidaarges the university has embraced
high speed internet connectivity (undersea fibf@edaand national fibre backbone. The
landing of the fibre cable into the East Africamgio; has seen a reduction of internet
bandwidth costs to about 10 percent of what it wia8008. This reduction has enabled
increased access to ICT services in the univergitych can be harnessed for efficient

and productive services.

Rapid technological advances have now transforthedway people live and work
within the university The university has also takaivantage of these technological
advances to enhance the quality of university aoéderogrammes and hence the

competitiveness of the university’s graduates ajtb market.

4.7 Discussion

Respondents were unanimous that though the professategy implementation is not
easy, university of Nairobi must successfully inmpéant its strategic plan if it has to
survive in today’s competitive environment. Thisinsline with the theory of strategic
management where strategy implementation thougime@edifficult (David, 2003),
marks a critical phase in an organization. Compatedstrategy formulation all
respondents concurs that real work begins at ifleémentation stage. Management is
required to show results for that which they haue ip paper, hence a call for them to
successfully implement strategic plans. AccordingchRrd (2009), by whatever methods

strategies are selected, there will come a timewawery organization will need to put its
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strategies into practice, therefore to implememnth Nothing stands still in strategy,

including organizational policies.

The findings further revealed that strategic plaase helped university of Nairobi to
strategically position it. This is because the smvnent in which it operates is dynamic
and requires strategy for it to succeed. The Unitye of Nairobi has to embrace
strategic implementation as a management tookfreénce to the environment in which
the University of Nairobi operates, respondentseaésd that strategic plans have
provided a road map to practice management inlaulemt environment in a way that
leads to success in accordance to Ansoff (1998degfic management theofrom these

arguments it is evident that the findings concuhwheory to a large extent.

According to Richard (2009) several implementapoogrammes can be carried out, but
the most preferred is the incremental implemenapicmgrammes which are used where
there are conditions of great uncertainty. Herelementation is characterized by small
changes and short time spans within the generategic direction implied by the
organizational strategy. University of Nairobi makese of an action plan matrix, which
is a plan on periodic implementation process ofstingtegic plan.

The University also uses annual performance catstras an implementation tool with
contractual activities for each unit or departmemtved out of the five years strategic
plan. Incremental implementation programme ensubes university implements its
strategy in piecemeal and gradually in line witl #vailable financial resources per year.

This is to ensure that strategy is implementediwighgiven and financed budget.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5. 1 Introduction

Strategy implementation is concerned with plannimgt choice of strategy was put into
effect and managing the change required. This geoefull of serious challenges. The
objectives of this study were to determine the fizacthat the University of Nairobi
adopts that hinders strategy implementation. Thagpter summarizes the findings of the
study and conclusions are drawn. It also has recamdations for policy and practices as

well as suggestions for further research.

5.2 Summary of findings

This section dwells on summary of the findings otg#d from data analysis. The first
objective of the study was to establish the chghsnof strategy implementation at the
University of Nairobi. From this study the reseancliound that University of Nairobi
takes various tasks for effective strategy impletaggon. For example one question as to
whether University of Nairobi is open to change agement, all the respondents were
emphatic that without embracing change universibuld not be where it is currently.
This is an indication that university managemerosimitted to strategy implementation
as a tool of change management.

On the question as to whether Teamwork is encodragd practiced in the University of
Nairobi, respondents pointed out that this is aber®d as an important management
aspect. One respondent pointed out that the Uniyesperates in form of committees

and hence teamwork. Emphasis was laid on the irapocet of team players to remain
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committed and keep confidential information for ragement use only. In order to
deliver efficiently and effectively teams were coitied into an annual performance
contract by the top management. For example alutfieManagement teams of Students
welfare Authority were found to have signed onerygerformance contract with the
SWA secretariat. According to one respondent parémce contract is a commitment by
members of the team to achieve specific objectvegkh are within their means and

within a period of one year.

Respondents pointed out that university of Nairwbistriving to achieve its desired
position; the advancement of the whole institutitekes precedence over the
advancement of any single unit and the progresspfingle unit fits into the plan of the
whole. The university’s diversity must inform thatiee planning effort to build on
synergies that will transform the university of MNdai into a truly world class university.
According to respondents, the strategic plan assuthat the need for change is a
genuine concern for all stakeholders, that the eongarties will seekappropriate
solutions, and that they are capable of workingetogr for a common good. The

university has taken cognizance of these issuesempbnded to them adequately.

Overall, the critical strategy implementation areasre identified as management
commitment to strategy implementation, achievem@nstrategic objectives through

teamwork, training and sensitization of staff aratggy implementation, development of
strategic plans, signing and fulfilment of perf@ante contract tasks and the use of

internal auditing systems for constant reviews evaluation of strategy implementation.
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The second objective of the study was to determrigasures taken to deal with strategy
implementation challenges at the University of Nair Study findings indicate that the
University has undertaken various measures towlilthe challenges. On the question
as to how the University is dealing with the problef rapid technological changes,
respondents pointed out that the university hasraoald high speed internet connectivity
and national fibre backbone. From the findings @svelear that university is committed
to advancement in technology. Respondents alsedstaat the university has invested
heavily in the training in information technologyhch the acquisition of related
equipment.

The question on what plans the university has puplace to ensure adequate skilled
manpower, respondent pointed that a lot of emphadid on the skill during human

resource procurement. There is also constant mguofi staff in all operational areas.

The study also established that University of Naimdopts a formal strategic planning
process which involves members of the managemant,tevhile other staff members are
represented by respective trade unions. The studiielr found out that the formality

adopted by the institution in its strategic plamnresulted into a strategic document (the
strategic plan), whose time horizon is five yedrswas established that university of
Nairobi adopted various methods in its strategylementation. These include; change
management, carrying out training, improving oroinfation technology and attempting

to undertake culture change among others.
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The study established that a review of the strategy taking collective action was not
initially in place but is now being carried out the evaluation and monitoring team on a
quarterly basis. Annual reviews are based on quanrteviews. Annual implementations

are carried out by use of performance contractsesigoetween the university and the
government of Kenya. To ensure effective implem@mainternally the contracts are

signed between the university management and #pecéve schools and colleges. The
contracts are further cascaded down and signedeketundividual employees and the
university in that order. The items in the annuatf@grmance contracts are picked from
the strategic plan to ensure successful implementatf the same over the five years

plan period

The second objective was to determine the measiale=n to deal with strategy
implementation challenges at the University of Nhir It was noted that even though the
university had developed strategies that, upon emphtation would position it
completely within the dynamic operating environmeihie respondents pointed out a
number of challenges faced during strategy implaatem. The study found support for
this. The challenges range from internal to extemmstitutional behavior. Some of the
challenges established includes, resistance togehdack of motivation, high degree of
staff turnover, organizational politics, change leadership, slow dissemination of
important information (poor communication), inadatgiresources and unclear policies

among others
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5.3 Conclusion

In conclusion, it is clear from the findings of ghstudy that for any organization to
survive the turbulent environment, it must put iage necessary efforts to respond to the
changes in the environment. All these challengas ma@ke an organization fail in
implementing its strategic plan and hence not zeaits vision. It will also be very
expensive for an organization to abandon a statelgin because of challenges. This
study proposes that an organization should be mpoyactive than reactive in dealing
with challenges to strategy implementation. Strataganagers should seek to detect
challenges before they arise and take appropra@iena The organization must direct all
its resources and systems towards strategy implkatn@m challenges, with special
emphasis on those that have greater impact in daechieve its objectives. It is
however important to note that there is no one lvemy of dealing with strategy
implementation challenges. The effort should beegtowards deploying a combination

of the above listed strategies.

The overall findings of the study showed that, théniversity of Nairobi has been

effective in implementing its strategic plan. Howevthere are challenges affecting the
process which include; challenges of culture, $tm& procedures and processes,
resistance to change, corruption, inadequate irddom, non motivated staff, mismatch
between the workload and available personnel inesa®partments among others.
Information system in place was noted to be effigibut its interpretation, acceptance,

and adoption among the implementers were nece$saiy to achieve its objectives.
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Findings further revealed that the said challeradfect other organizations as well. They

are therefore not unique to the University of Nhairalone.

5.4 Limitations of the Study

This study though deeply researched could not leen finalized without limitations.
For completeness and better understanding of tipdcations of research findings, it is
crucial that the limitations of this study be highted. The study covered a period of
three months and this duration could not allow risgearcher to collect enough data for
comprehensive analysis. It only focused on thergxdéstrategy implementation and the
challenges encountered thus ignoring other impodesas like effectiveness of strategy
implementation, the effect of turbulence in the immvment on implementation of
strategies. The effect of government control omatsgy implementation was also not

studied.

The other limitation that the researcher encoudtevas the presence of organizational
rules that do not allow release of informationtte public hence it was difficult to obtain
some of the useful information. Even after getiihgarance from the Vice Chancellor to
collect data some of the information would not bleased to the researcher. Most of the
organization’s activities are also not recorded nvhecomplished hence results would
not be subjective as respondents gave what thejdwemember.

The other limitation noticed during the researcts weaccessibility of some respondents.
The Director Students Welfare Authority only deleghthe interview to the customer

relations and the Chief personnel officer. Givingimaccurate information by some
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managers for fear of victimization or contradictimgpinagement was also evident. For
example it was not possible for a senior managexgtee that the reward system was a
challenge in strategy implementation even when esgon on their faces indicated
otherwise. Some of the respondents were unableaade enough information since
their position in management does not warrant themdo so. For others there was a
feeling that the study would be used to changesthtus quo in the organization thus

affecting their current positions.

The researcher established that there was deficieinskills in the workforce which led
to a gap between management expectations and rdegst in action. For example
Students Welfare Authority pointed out that agearmyl demotivated staff was major
weakness in discharging its operations. This magkategy implementation very
difficult. Lack of awareness among some managess avaajor limitation. The absence
of a separate monitoring and evaluation departmest yet another limitatiorDue to
limited resources the study also collected datanfeo section of management team as

opposed to all members of the organization padrtyimanagers and supervisors.

5.5 Recommendations for policy specific to Universi of Nairobi

Empirical evidence from this study indicates thae tUniversity of Nairobi has

documented all tools necessary for successfulegtyaimplementation. This includes
formulation and documentation of annual objectiyesicies and functional strategies. It

has gone a head and institutionalized its strabggghanging its policies, organizational
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structures and training of staff. The study reveddat organizational culture and

procedures now support strategy implementationléoge extent.

For University of Nairobi to fully implement its domented strategy it is recommended
that it obtains enough resource, particularly fmahresources. It should formulate
financial plans and policies that will enable thastitution access funds for
implementation of the strategic plan. The findilmgsthe study reveal that the challenges
encountered during strategy implementation evelytwairks against the implementation
team. It follows that when issues concerning teent are ignored, the implementation
process is bound to be affected. It is therefocmmamended that the management of
University of Nairobi be on the lookout on strategyplementation issues with the main
focus being to empower and strengthen the implemtent team and empowerment
includes providing enough resources

Respondents were divided as to whether the untyenmsvolves her staff in strategy
formulation. It was however apparent that some led thanagers see the strategy
document after if has been fully formulated and/thee required to implement it in their
respective units. This is perhaps the reason whystfategy is not implemented fully. It
is important to note that separation of strategyettgment and implementation may lead
to a situation where critical issues may be left @uconsideration during formulation
phase. The institution should ensure that the stadf especially that involved strategy

implementation discuss the strategies already fatad for them to own the process.
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The main task of strategy implementation is toralige activities and capabilities of the
organization with its strategies. The average perémce of University of Nairobi in
strategy implementation may be attributed to latktand coordination among various
departmental strategies. The university should Bwaoler to align departmental strategies
with its corporate strategy. It should also ensha there is congruence and coordination
at the level of functional strategies. This willsene that the university implements its
programmes as documented in its corporate straasgwyell as ensuring that there is

harmony in implementation of departmental strategie

University of Nairobi is an organization operatingder planned activities. For it to
implement its strategic plan effectively, it is bbgirecommended that it should evaluate
its plan over the implementation period, considersuccesses, failures and then change
course.

The university should be specific while looking ledw it can undertake measures to
mitigate its challenges. It should set clear gaallsw university management board and
the senate to delegate authority for the managewofeparticular departments, expedite
decision making process, allow corporate managersohcentrate on corporate level
strategic decisions and avoid rigid and unsupperbureaucracy. Corporate managers
include the Chancellor, the Chairman of the couri¢ite Chancellor and the Deputy

Vice Chancellors as well as principals of varioaBeges.

The University should identify, strategy criticahlue chain, which is the main building

block in the organization structure and decide howch authority to centralize at the top
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and how much to delegate to line managers. It shdetide on how to deal with inter-
departmental coordination and collaboration to ngjtleen internal competencies and
capabilities. It should also create external catabion with the outside world

particularly institutions of higher learning. Thenersity must identify its core business

and work towards achieving a competitive edge endilwrent competitive environment.

In today’'s competitive world the focus of organiaat is a lean, flat, responsive and
innovative organization structure. University ofifd@di has to consider cutting down on
its bureaucracy and recognize the fact that thessagy tools of organizational design
are those where managers and employees are empotweneake individual judgment.

Re-engineered work processes and procedures,issifedl work teams, incorporation of
internet technologies and networking with the aldgio improve existing organizational

capabilities as well as create new avenues shautdédUniversity’s ultimate goal.

Higher education faces increasing expectations, adeisy and experiences serious
resource shortages. Planning must therefore tageizance of these challenges and
respond to them adequately. Due to greater nee@ddoountability and sensitivity to
stakeholders’ needs, the University finds itselfhwgreater responsibility while the level
of financial support from the government is decre@sn real terms. The University
should therefore have greater autonomy as welleaast its mission, vision and core
values. This has been achieved by recasting th8-2003 strategic plan’s vision and

mission. The institution is further compelled taadhout a new strategic direction guided
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by a shared vision, strategic thinking and agilityshould also be aware of its position in

the world context and try to maintain and impravieirther.

On culture and resistance to change, the Unives$sibuld recognize the fact that when
an organization culture is out of tune with whanéeded for strategic success, the culture
has to be changed. Successful culture change meudtiven by top management. Only
the top management has the power and organizatiaiha¢nce to major changes in the
organization’s culture. Management is thereforeimegl to think strategically and create
a paradigm shift in realizing that there is alwayiser ways of doing things. Change in
technology, procedures and policies such as rewality, job evaluation, unbiased
promotions and open door policy are necessary m@tndival tools to employees. Changes
however, should be introduced gradually but at eeptaster than the competitor to
minimize resistance to change. To overcome chaderassociated with resistance to
change, strategic change is often implemented sdbwaer base. According to Richard
(2009)* Strategy is the art of the possible’. More congidtg more explanation and more

monitoring of reactions are therefore involvedhrstprocess.

The very prospect of change confronts establishesitipns in an organization. Both
formulation and implementation inevitably raise spiens of power within the
organization. Such forces can provide obstacleh#émge and wreak havoc in the change
management process which is a major ingredienttreteg)y implementation. In an
organization individuals do not like the consequsnof strategic change and seek to

resist the proposals for change as they considen tio be the cause of their problems.
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University top management should therefore takegeshaf change management since

they are the drivers of strategy implementation.

On training the University should invest more onargening employees’ skills.
University needs to understand that successfulestyamplementation is only possible if
employees involved have the right and relevantissKilhe training should be frequent,
content oriented, and adequate to support grovitmtexd strategies. Respondents pointed
out that the university is very passionate abaaff staining and colossal sums of money
are allocated to this cause every year. On ressuiheeUniversity should link strategy to
budgets and this should be able to act as a toalekpurce allocation. The resources
required for successful implementation of strategguld be readily availed. They range

from financial, material to human capital.

On staff motivation, the University should recognthe fact that motivational techniques
build a wholehearted commitment and a winningwatgétamong employees. There is also
the aspect of well structured reward systems thetognizes each employee’s
contribution and rewards them accordingly. The @rsity should understand that a well
designed reward system is management’'s most poweadal for mobilizing
organizational commitment to successful strategyl@mentation. Individuals will make
rational decisions in strategy implementation eyt will include in this process their
personal goals which are not necessarily the samdhase of the organization.
Implementation therefore needs to ensure that tlserensistency between personal and

organizational goals.
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More importantly, senior management support tatsgy implementation efforts is
crucial. There should be fully flagged support fromanagement to plan and support
strategy implementation. Strategy implementatioedn& be considered not just as a
single event with fixed and rigid plans, but rathsera series of implementation activities
whose outcome will shape and guide the strateggl{eRd, 2009). The full strategy will

not be ‘known’ in advance but will ‘emerge’ outtbie implementation process.

Communication process in the organization shouldrifenced to ensure that all the staff
is aware and they understand the contents of theegic plan so that goal congruence
can be obtained. This will also ensure that s&fhvolved from formulation stage thus
developing a strong sense of ownership and supgbrthe implementation stage.
Whenever the vision is cledhe staffs do not view things as imposed on tharydther

they embrace it and long for it to reach completion

5.6 Suggestions for further research

It is generally believed that no research is an gndtself. What this research has
achieved in this area of study is minimal thus meqg further research. From the
knowledge gained from the study, the researcheomewends the following which

should act as a direction for further research.

There is need to undertake further research itegtyamplementation in both public and

private universities in Kenya. Across-section ststhpuld be conducted so as to make

comparisons between various public Universitiewel as private ones. This will reveal
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hidden problems common to the entire higher edowasiector. It will also reveal
mitigating factors which can deal with the challesgof strategy implementation,
variances that have taken place and a comparisibntin@ current data done. Evaluation
of such research work from time to time is alsogasfed to ensure that they conform to
the emerging challenges in the environmehte study can also be replicated in
University of Nairobi, focusing the views of lowlewel managers and other general staff.
The suggested studies if carried out soon can pwlgectivity as well as validate the

findings of this study.

There is need to study the practices adopted tduaea progress towards strategy
implementation in organizations as they provideedback to inform revision. Further,
adoption of such progress report will validate fineings and make it possible for future

researchers to undertake studies along the same lin

The most critical phase of strategic managememtgss is translating strategic thought
into organizational action. Once a strategy hasnbiemulated, they need to be
implemented and without successful implementatiba, vision of the organization can
never be realized. This study reveals in theditee review that most well designed
strategies fail at implementation stage. In thigard, similar studies of strategy

implementation challenges should be carried oother organizations.
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APPENDIX1: INTERVIEW GUIDE ON CHALLENGES OF STRAT EGY
IMPLEMENTATION AT THE UNIVERSITY OF NAIROBI.

PART A: Strategy Implementation

1. Does University of Nairobi/ your college/ schbalve a strategic plan?

2. | am aware that your college/ school is linkeml the University’s central
Administration. Are your strategic goals linked tioat of the University corporate

strategy?

3. Does the central administration support youmplementing your strategies? How
has the college/ school management been able fwdupe strategy implementation in

the school/ college?

4. Is the University of Nairobi open to changgemms of management? What has been

the management style in the University of Nairobi?

5. Does University of Nairobi recognize and make of abilities and skills of staff in

the organization? How sensitive are they to theleyges’ problems?
6. Increased sophistication of the Kenyan econosmahds more skilled personnel to

meet the needs of a more enlightened public. Whaaispdo you have to ensure that the

University/ College has adequate and skilled margr@w
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7. For any strategy to be implemented there shdaddteamwork: Is teamwork
encouraged and practiced in the University of Nafito Does your employer put more

emphasis on individual success or teamwork?

8. Is planning one of the ingredients of strategianagement at the University of

Nairobi? How are plans being implemented in thenization?

PART B: Challenges of Strateqy implementation and masures taken

9. How has the University of Nairobi been implenegiits strategies?

10. What are some of the serious challenges tleaingtitution has been experiencing in

strategy implementation? What are the main cauisttese challenges?

11. Is there a communication problem in the Uniig?Ps Do the university employees

have the right information to enable them implenstrdategies?

12. Does the University have the right facilities communication to staff? What are

some of the communication gadgets in use in tharozgtion?

13. How often is feedback on strategy implementatiommunicated to your employees?

14. Does the University have adequate space faaciisities? What are some of the

plans you are likely to put in place to ensure adég space?

15. Does University of Nairobi always make use pbrapriate technology to improve
efficiency? What are some of the appropriate teldgyin use at the University of
Nairobi? How is the University dealing with theatlenge of rapid technological

changes?
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16. Does University of Nairobi operate on a fuliyn€tional structure? How can you
relate your organizational structure with the sggtimplementations in your schools/

colleges?

17. Most organizations have been affected by catpogovernance issues, would the
University of Nairobi be listed as one of the ongations which have suffered corporate
governance challenges? What measures has the sityvaut in place to deal with issues

of corporate governance?

18. Is corruption a major challenge in your orgation? Kindly mention a few areas of
your organization which are prone to corruption‘hafVmeasures have you put in place

to curb corruption?

19. Are employee representatives involved in sgrate®rmulation? What role do they

play in the implementation process?

20. What factors have influenced the speed of implgation of the strategic plan?

What major challenges do you encounter in the m®o0é strategy implementation?

21. To what extent are employees committed toeggaimplementation? How does the

University avail the resources committed for impéation of the strategic plan?
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