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ABSTRACT

As the operating environment changes drastically wuthe forces of globalization,

internationalization and advancements in infornmatiechnology, organizations too
have to develop appropriate strategies that wolilgh aheir operations to this

changing environment. Firms must therefore conktamperate plans to tap the
opportunities in the environment and handle theedts therein. Strategy

implementation is the process of transforming setyat intentions into actions which

maximize firm value. Successful strategy implemeaitais as critical and difficult as

the strategic choice. The objective of this stuslytd determine the challenges of
strategy implementation by Kenya Golf Union. Thedstconcluded that the tenure of
the chairperson of the KGU was too short to allowgl term planning. This led to

development of short term plans. The study furtb@mcludes that the Union had
limited financial capabilities and resources. Thadg further concludes that the
Union faced a breakdown in the communication. Tinéol faced a breakdown in its

communication as the strategies formulated werewsdit communicated to staff to

promote their implementation. The study further clodes that in response to the
challenges above, the union made several strategiesling seeking assistance from
the Government. The Union further developed cleaponsibility and accountability

for the success of the overall strategy projeatlbarly demarcating what each staff is
supposed to do and given clear deliverables. Inerortb promote strategic

implementation at the Union, the study recommeidsé the tenure period for the
chairperson be extended to a period of five yeHng. study further established that
the Union lacked financial and human capital capggtio implement the strategy.

This study therefore recommends that communicgtimeess be well managed and
have staff involved in the process of strategy fdation and implementation to

reduce resistance during implementation.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Firms are dependent on the environment for therresource materials and a market
for their goods and services. The environment isthf both the internal and
external environments. The internal environment stitates the factors in the
organization which are to a great extent underdinect control and manipulation of
the organizations management. Such factors inclodganization technology,
physical infrastructure of the organization as wedl its human and production
resources, among others. It is these resourcesthibabrganization utilizes in its
leadership and management strategies to tap oopihertunities in the environment
and handle subsequent business threats. The dxtermieonment of the organization
on the other hand includes the remote, industmal the operating environment

(Ansoff, 1988).

Firms must therefore constantly operate plans { ttze opportunities in the
environment and handle the threats therein. Thi®nly possible if formulated
strategies are effectively implemented. This isalbse more often than not the
external operating environment tisrtbulent. This means it is rapidly changing; it is
unpredictable as well as surpriseful. This turbaéeexerts pressure on the Firms to
change not only their strategic planning scheméstoategy implementation as well.
Effective strategy implementation requires thanfirmatch their internal capabilities
with the pressure in the external environmentufailto which they would lose their
business survival positioning (Ansoff, 1988)idtan executable plan of action which

describes how an organization would achieve adtaission.



Strategy implementation should indicate the compeadvantage or the unique
position that a company will develop vis-a-vis @smpetitors through its resource
mobilization and the scope of its decision. Syneasgthe last element of strategy and
it is the joint effect that is sought from the camp’s resources employment and
company scope of decisions. Porter (1996) alsoucaptstrategy implementation as
the actual creation of a unique and valued positiorolving a different set of

activities as a response to the environment.

The study was founded on the theory of resourcedaew and opens systems. This
study premised more on the resource based thedtiy. theory is interwoven with
other theories such as open systems theory, andndgncapability theory.
Organizations are open systems which draw theimmaterials from the environment.
Firms utilize their resources to transform the raaterials into finished products and
services which they in return release back intogheironment. The open systems
theory which states that there is no one orgammathat exists in a vacuum, all
organizations are influenced and also influence eéngironment in which they
operate. The rational systems perspective focusesrocture as a significant tool for
the efficient achievement of organizational goals.emphasizes the role of
management in deciding such structures and detergnihe specific goals that are to
be achieved.

The Kenya Golf Union has witnessed a lot of chanigéle recent past as it struggles
to increase the uptake of golf in the country. $alvetrategies developed have not
been successfully implemented leading to pertigemestions which has remained un
answered. First, the process of strategy implenientdnas un necessarily dragged
thereby leaning some strategies not implemented atr halfway implemented. This
study therefore seeks to establish some of thelectyds affecting strategy
implementation and response strategies to thediehes.
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1.1.1 Concept of strategy

Strategy is the long term plan that describes tivection and scope of the
organization designated to attain a specific gdathe organization (Thompson
&Strickland, 2007). Itis a deliberate searchdqulan of action that could be used to
turn the business around and create a competitivandage for the organization.
Strategy must recognize and deliver the notion that basis of differentiation
between the organization and its competitors inadact is the competitive edge of
the organization. Strategy therefore must tackdestinategic problem — the mismatch
between the internal organization capability ansl éxternal environment. This

mismatch will create a competitive disadvantagetierorganization (Aosa, 1992).

Successful strategy calls for doing many thingsl vaeld integrating all of them
(Kamwere, 2007).The organization must thereforeatifely relate to and serve the
environment. This is because organizations usatsnfrom the environment and
translate these inputs into outputs which they rageslease to the external
environment (Porter, 1996).Strategy formulation mbe, married to strategy
implementation to ensure success. Strategy is anermnality and unity of all the
enterprises decisions, also permitting the apptinabf powerful analytical tools to
help enterprises decisions, and also help companéese and redirect their strategies.
Strategy can help the organization establish l@mg tdirection in its development

and behaviour (Kamwere, 2007).

1.1.2 Concept of Strategy | mplementation

Strategy implementation is the action phase of #teategic management

process. The strategy implementation stage mafidenbre complicated stage of the



strategic management process, as it requires memnageconvert strategies into
actions that would ultimately maximize performandéhe manager's ability to
manage and motivate the team, communicate the nvisiod goals, monitor
performance, as well as detect and rectify issues itimely fashion, plays a

significant role in the success and effectivendéssrategies (David, 1997).

Lacking the ability to effectively implement thestrategies and convert them into
positive results means that these strategies hane tp waste. It is of no use to the
business to have innovative and valuable stratediesanagers lack the skills and
capabilities to implement them. It is also needkessay that the capabilities of the
employees, as well as the resources and procek#es lousiness, play a vital role in
undertaking the tasks required to achieve the tifec of strategy implementation

(Mungai, 2007).

During strategy implementation, managers shouldsicen the organisation as a
whole, and its ability to accept strategies andqgpar to a high standard to realise the
fruition of objectives and tasks. Gaining an untierding of the business' ethical
standpoint, the organisational culture and strectas well as any controls, allows the
manager to gain a clear view of how strategiesale integrated into processes. It is
also very important for managers to be able torljle@nvey and communicate the
tasks required of employees to be able to achibeer@quired targets and results
(Johnson & Scholes,2002).Thompson & Strickland R0@ve identified various

tasks required by managers to perform in ordemguee that the implementation of
strategies is effective and lead to business sacCHsese tasks are: Building an
organisation with the competencies, capabilitiesl eesource strengths to carry out

the strategy successfully, developing budgetseersimple resources into those value



chain activities critical to strategic successwall as establishing strategy-supportive

policies and procedures.

Installing effective communication and operatingsteyns that enable company
personnel to carry out their strategic roles susfodly is part of strategy implantation.
At the same time tying rewards and incentives ® dbhievement of performance
objectives is part of a good strategy executiorc@ss. Lastly implementation calls
for creating a strategy-supportive work environmemtd corporate culture and
exerting the internal leadership needed to drivplémentation forward and to keep

improving on how the strategy is being executedtfé?p1985)

1.1.3 Sports Organisationsin Kenya

The Government of Kenya, through the ministry oftpdas been at the fore front of
supporting the sporting fraternity because theosastviewed as a vibrant engine for
social economic development (Nyaumao, 2032yious bodies have been set up to

facilitate sports such as Kenya National SportsncouAthletics Kenya, National Olympic

Council of Kenya, Sports Stadia Management Boardrayst others all aimed at harnessing
the sports . The ministry of Education ensures #tathe primary and secondary level of
education, physical education is mandatory in otdenstill the sporting culture amongst the
growing children. School competitions in all typgfsgames including swimming, athletics,
football, volleyball, hockey etc are encouraged padicipation starts right from the grass

root, climaxing at the national competitions. (B@®H05)

Different federations exist in support of varioysoss, Kenya Football Federation
(KFF) which manages the football clubs in Kenyahlétics Kenya (athletics) etc. It
is through these bodies that different sports lgaesvn and the tapping of individual

talents has been harnessed. This growth not opg hiee individual but contributes



enormously to both the image of the country atititernational scene as well as
economic gains. Individual team members for ingtawbo represent the country in

various sports such as athletics bring in huge atsoaf money in form of winnings.

Boit (2005), observes that sports personalitiesehalso continued to steer
development of sports in Kenya as the case of tineia Tegla Loroupe Peace Race
(TLPR) which is a peace building initiative. Itused as a mobilizing tool to bring
the warring communities of the Greater Horn of édriRegion. These peace races
have been used to build trust among the warringneonities in Northern Kenya,

North Eastern Uganda and Southern Sudan.

Corporate organisations have joined the sportingido in supporting sporting
activities as evidenced by events such as the &tdndhartered annual marathon,
which brings together members from the professianaha and participants who run
for personal achievements and fun annually in Mai(Standard Chartered Annual
Report, 2005). Another good example is the Safaritewa Marathon sponsored by
Safaricom Ltd , which also serves as good forumldaal tourism with a larger

national circuit that embraces a unique concepafing in the wild (Keino, 2006)

1.1.4 Kenya Golf Union

The first attempt to form a Golf Union in East Afi similar to Golf Unions in the
United Kingdom and other parts of the Commonweditiok place at a meeting
convened by the late Mr. A. C. Tannahill and heldNairobi Golf Club [now Royal
Nairobi Golf Club] on 7th July, 1923. There wereartden representatives present
from golf clubs in Kenya, Tanganyika and Ugandae Tdte Major J. D. Leonard took

the Chair and the late Mr. A. C. Tannahill actedHasorary Secretary.



A formation committee was appointed and includedaddition to the two names
mentioned, Mr. W. T. Shapley and Mr. F. S. Duniwdis finally decided to name the
Union “The Golf Union of East Africa” and it is fro this original venture that the

present Kenya Golf Union owes its origin (Ndegw@)2)

The KGU was set up in 1928 to act as the natiog@mlesentative of all golfing clubs
in Kenya. The KGU's tasks include promotion of tgme and maintaining the
international standards of the game in the coutryannual general meeting of the
Kenya Golf Union is held each year in May. The m@ty at this meeting is to elect
the Chairman and the Executive Committee. The HikexuCommittee is then
responsible for the work of the Union subject te @eneral Council. The day-to-day
issues which arise are entrusted to the Executorarfiittee, but all decisions of this
Committee are subject to review by the General CibuiSince its formation,
however, the work of the Union has grown to sucheatent that it has become
necessary to form permanent sub-committees workivithin the Executive
Committee to deal separately with such matteraues r(interpretation and approval
of local rules), The Junior Golf Activities, Golfalent Foundation and The Kenya
Open Championship. The Union does not interferé wie domestic affairs of Clubs,
all it is concerned with is the organization of thgme as a whole, the arranging of
certain events and tours by visiting teams andngivadvice to clubs when asked

(http://www.kqgu.or.ké.

1.2 Research problem

Strategy implementation is the process of transiognstrategic intentions into
actions which maximize firm value. Successful siggtimplementation is as critical

and difficult as the strategic choice. It requicemsideration of the resources to be



used, human resource requirements, structure,msystend other variables. Among
strategic management studies that have been deng,few have focused on the
implementation aspect of strategies of sportingaoizations the world over.
Furthermore, these few ones have laid their focasenon other contexts other than
the golf context in Kenya. Biggs & Shah (1999) itiieed strategy implementation
challenges to include financial, environmental asmtial concerns in business
decisions. Wallace (1999) undertook research onllSamaerprise Development in
Kenya while Tamer (1998), looked at the Internai@ation Process of Firms. They
highlighted challenges affecting strategy impleratioh such as globalization of

markets and production, lack of financial suppani] poor infrastructure.

Muambula (2002) found out that despite existingigg@é on financial support for
Smes, very few entrepreneurs receive financial wlen they need it. Basic physical
and communication infrastructure required for eenimodevelopment are in poor
shape in most parts of Kenya. Access to informaitdrastructure is considered an
indispensable condition for widespread socio-ecanafavelopments in this age of
globalization (Cogburn &Adeya, 2000).All these rasdes shed more light on
implementation challenges in other sectors othen tsporting, which is the concern
of this study. Kenya is a country with unparallelggendour, enchanting landscape
with unique splashes of rich flora and fauna. Thereo doubt that Kenya can be a
powerhouse in golf tourism. Undoubtedly, our weathedeal for golf all year round.
In spite of having all these unparalleled competitadvantages, the country is yet to
optimally reap from the lucrative global golf togam-a sector worth over £10 billion
(US$17.5 billion).There is therefore a need for teategy that seeks to infuse
innovative golfing concepts to position Kenya asuaparalleled golfing destination

where players get an incredibly richer package wWmild allow them to sample the



unique beauty that the country has to offer. Howeéwamplement a successive golf
strategy is not as easy as formulated. Severaleciygls abound as discussed above.
This, therefore, necessitated a study on the girateplementation challenges facing
Kenya Golf Union; thus leading to the question: \Waee the specific challenges of

strategy implementation by KGU?

1.3 Resear ch objective

The objective of this study was to determine theallehges of strategy

implementation by Kenya Golf Union.

1.4 Value of the study

This study would especially be helpful KGU and othienilar organizations operating
in Kenya. It should be particularly helpful to tbeganizations’ strategic teams and
managers of multi-programme golf Unions whose rasflities include formulating

and implementing strategies.

For future researchers, this study would providethieoretical foundations for further
related studies. This research would also addedtily of knowledge of the existing
research, and act as a point of reference for durtesearch. The study would
identify problems encountered during the reseanchthis would be a pointer on how

to deal with such problems in research relatetiécctrrent study.

For government, which is a key stakeholder of K@&1¢, study findings would enable
policy makers address the challenges facing gadf sygort. It would help government
come up with the best ways of implementing the igglfsport in various areas
especially in schools. It would also hopefully po®/the methodology to be used for

further research related to this one.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This Chapter highlights the major issues relatmgtrategy implementation and the
accompanying challenges. The chapter also coverth#oretical underpinning of the

study, sporting organisations in Kenya, as wethassummary of the chapter.

2.2 Theoretical Underpinning

Theories underpin the foundations upon which retear built. This study premised
more on the resource based theory. This theortéswoven with other theories such
as open systems theory, and dynamic capability ryheDOrganizations are open
systems which draw their raw materials from theimmment. Firms utilize their

resources to transform the raw materials into Hieds products and services which

they in return release back into the environment.

However, while undertaking this, firms must con#iiarmodify their resource

capability requirements to be in sync with the uleint environmental demands.
Given that settings in which the managers operidfer denvironmental influences on
firms is relevant to strategy implementation wittand without the organization.
Strategy executors should be prepared to shifturess from one area to another in
support of new strategic initiatives and prioriti€ghis is because a change in
strategy almost always require budget reallocatig¢eamwere, 2013; Aosa, 1992)
How well the strategy implementers links the budgktcations to the needs of

strategy can either promote or impede the execytimtess. Depriving strategy-
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critical groups of the funds required to executeatspy can undermine the
implementation process (Kamwere, 2013). Dynampabdities theory complements
the premise of the resource-based view. If an arg#ion is perceived as a bundle of
resources and capabilities, dynamic capabilitieslesstore the processes of
transforming firm resources and capabilities intdpats that stimulate competitive

advantage.

This study is further founded on the open systdrasry which states that there is no
one organization that exists in a vacuum, all oiggtions are influenced and also
influence the environment in which they operatecdkding to (Wren, 1994), Open

Systems theory provides managers with metaphorsjirtelogy and explanations

about how organizations function. It has dominaaeda framework for managerial

behavior and organizational analysis. The rati®sdtems perspective focuses on
structure as a significant tool for the efficiechevement of organizational goals. It
emphasizes the role of management in deciding strolctures and determining the
specific goals that are to be achieved. Hencefdbes is on formal structures, the
specificity of goals, and the formalization of msiland roles. Open systems reflected
the belief that all organizations are unique int fs@cause of the unique environment
in which they operate and that they should be sirad to accommodate unique

problems and opportunities (Daft, 2001).

Environmental influences that affect open systearslme described as either specific
or general. The specific environment refers tortaavork of suppliers, distributors,

government agencies, and competitors with whichsaness enterprise interacts. The
general environment encompasses four influencdsetnanate from the geographic
area in which the organization operates. The opstesis theory assumes that all

large organizations are comprised of multiple setmys, each of which receives
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inputs from other subsystems and turns them intputsi for use by other subsystems.
The subsystems are not necessarily representeeldaytchents in an organization, but

might instead resemble patterns of activity.

2.3 Strategy | mplementation

Various perspectives that explain the concept ditejy have been proposed by
various writers. Strategy is the long term plan thescribes the direction and scope of
the organization designated to attain a specifial g the organization. It is a
deliberate search for a plan of action that cowldubed to turn the business around
and create a competitive advantage for the orghoizgdThompson & Strickland,
2007; Burnes, 1996). It is the determination of thesic long-term goals and
objectives of an enterprise, and the adoption afrsms of action and allocation of
resources necessary for carrying out these gdailsnés, 1996) defines strategy as
the match between an organization's resources kild and the environmental
opportunities and risks it faces and the purposéshes to accomplish. The purpose
of strategy is to provide directional cues to tinganization that permit it to achieve

its objectives while responding to the opportusitd threats in the environment.

Strategy implementation is one of the componentgrategic management and refers
to a set of decisions and actions that result enftmmulation and implementation of
long term plans designed to achieve organizatiobgctives (Pearce & Robinson,
2003). Strategy implementation is the process bichvithe organization’s chosen
strategies are put into operation .Implementingrateygy is a tougher and more time
consuming challenge than crafting it (Nyaumao, 208rategy implementation is

one of the components of strategic managemertepses and refers to a set of
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decisions and actions that result in the formufatod implementation of long term
plans designed to achieve organizational objecti{ffesarce & Robinson, 2003)
According to Hill and Jones (1999), implementingagtgy requires the allocation of
roles and responsibilities for different aspectshed strategy to different managers
and sub units within the Sacco. Strategy is noynatplemented through an

organization’s structure.

Strategy implementation includes considerationsvbb would be responsible for
strategy operationalisation, a suitable organipasittucture that should support the
implementation of strategy, the need to adapt th&tems used to manage the
organization), the key tasks to be carried out@eslred changes in the resource mix
of the organization (Johnson & Scholes, 2002). Adicg to Aosa (1992), once
strategies have been developed, they need to bermapted; they are of no value
unless they are effectively translated into act®accessful strategy implementation
involves empowering others to act on doing all gsimeeded to put strategy into
place and to execute it proficiently (Thompson &icland, 2003).The most
important outcome that leaders, managers and piargimuld aim from successful
strategy implementation is real value added throgggd achievement and increased
stakeholders satisfaction. Aosa (1992) argues ithatimportant that culture of an
organization be compatible with the strategy bemglemented because where there
is incompatibility between strategy and culturecan lead to a high organizational
resistance to change and demonization which in tan frustrate the strategy
implementation effort. When culture influences thetions of the employees to
support current strategy, implementation is stieeigeéd. According to Thompson and

Strickland (2003), it is the strategy implemente&sk to bring the corporate culture

13



into alignment with the strategy and keep it theree a strategy is chosen. It is
important to align strategy with organization res@s. Once a strategy option has
settled upon, management attention turns to evafuéite resource implications on
strategy. It is therefore possible to implemerdtsigies with resources available and it
is not possible to implement strategy which recuirere resources than can be made
available. As much as possible, the leadership@forganization should fill relevant

positions with qualified people committed to therpe efforts.

Leadership is also one of the most important efgsmeaffecting organizational
performance. Leadership ensures that unity andctibre of strategy as well as
teamwork is sustained towards goal attainmenivéder, poor implementation of an
appropriate strategy may cause that strategy toAmiexcellent implementation plan
would not only cause the success of an appropsiaé¢egy, but can also rescue an
appropriate strategy. Strategy implementation isrdfore crucial to effective
management and leadership. Nyaumao (2010) posats ahbrilliant strategy that
cannot be implemented creates no real value. Bfeeghplementation begins during
strategy formulation when questions of “how to d®’ ishould be considered in
parallel with “what to do?”Alexander (1985) idere# inadequate planning and poor
communication to unsuccessful implementation ofatetries. Other hurdles to
implementation are ineffective coordination of immlenting activities, insufficient
capabilities of employees, inadequate training giteelower level employees, lack of
clear responsibility being fixed for implementatiand lack of support from other

levels of management (Akwani, 2001; Nyaumao, 2010).
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Thomson and Strickland (2003) states that strategptfementation challenge is to

create a series of tight fits between strategy #med organization’s competences,
capabilities and structure, between strategy andgétary allocations, between
strategy and policy, between strategy and intesoaport system, between strategy
and the reward system and between strategy andcdingorate culture. The

implementation process covers the entire managaetalities including such matters
as motivation, compensation, management appraimghtantrol processes. Strategic
implementation is concerned with both planning omthe choice of strategy can be
put into effect, and managing the changes requiheghlementation needs to be
considered not just as a single event with fixedigid plans but rather as a series of
activities whose outcome would shape and guidestita¢egy. The full strategy cannot
be known in advance but only emerge out of the emmgntation (Quinn,

1988).Implementation is a six step process thusisem, activate, install, ensure,

adjust and recognize. The success of strategy meiéation depends on both the

selection of an appropriate strategy and convethagstrategy into action.

Communication and coordination largely depend @nptinciple during formulation.
In order to enhance value chain linkages and synesgme key issues needs to be
emphasized and understood. This is to disallow aogfusion or ambiguity,
communicate clear judgments, assumptions, contaigerand possibly the choices
made during the strategy formulation and implententgphase. Most strategies need
adequate resources allocation if they are to bdeimgnted successfully. Resource
allocation process should be based on the conwibuif the proposed resources
towards the fulflment of the mission and objectiveof the organization.

Implementation planning is key to successful imgatation. The aim is to use a

15



forma planning system for the development and impletation of strategies related
to the mission and objectives of the organizat@uinn (1988) suggested three ways
in which strategic planning can assist firms namelymmunication process
throughout the organization by setting out reviewl alanning thinking, to find new
strategic insights by posing new questions outsmenal operations and to assist the

presentation of alternatives and possible radieglsmof viewing strategic issues.

Strategy implementation and control are crucialeatp of implementation because
information can be used to assess resource abhocaltioices, to monitor progress on
implementation and to evaluate performance of iddi&l managers as they go about
the achievement of their implementation tasks.t&gjia control is deals with tracking
a strategy as it is being implemented, detectirdplpms or changes in its underlying
premises and making necessary adjustments andotoiitie principal tasks of
implementation include building a capable orgatzg allocating ample resources
to strategy critical activities, establishing st supportive policies and procedures,
instituting best practices and mechanisms for ocootis improvement, relying on
middle and lower level managers to get things danstalling support systems
enabling personnel to carry out their strategiesasuccessfully, tying rewards and
incentives tightly to achievement of key objectiveseating supportive culture and
exerting strategic leadership (Thompson & Stric#l@003). Strategy implementation
is demanding because of the number of managetiaitees required to be attended
to, the many ways managers can tackle each actitigyskill that it takes to get a
variety of activity, the skill that it takes to gaetvariety of initiatives launched and
moving, and the resistance to change that hasdmome (Thompson and Strickland

(2003). Akwani (2000), posits that to be considezéidctive a chosen strategy must
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be implemented successfully. David (2001) points tbat strategy implementation
are an activity which focuses on efficiency in argations. It is an operational
process that requires special motivation, leadprshills and good coordination

amongst staff and stakeholders.

2.4 Challenges of Strategy | mplementation

Strategy implementation can pose a multiplicityligmges. The challenges may be as
a result of sources that are internal and extam#the firm. Challenges that would
face strategy implementation would depend on thee tpf strategy, type of
organisation and prevailing circumstances. Many llehges in strategy
implementation can be avoided if strategy develagmés coupled with
implementation. Involving key people especially gaowho would play a role in
implementation in the development stage is imparsanthat critical implementation
issues are not left out of consideration duringetigement. Kamwere (2013), Aosa
(1992), Johnson and Scholes (2002), and Akwanil(R@@ntified several challenges
in strategy implementation. These include; the amai strategic communication
from top to bottom, and competing activities thistract attention from implementing
decisions. Other challenges include lack of cleafindion of key employees’
responsibility changes, a lack of participationtieé formulators of strategy in the
implementation process and lack of effective comication of management
expectations during the process of strategy imphatien. Insufficient resources, a
mismatch between strategy and structure, and gyraied performance as well as

resistance to change can also create implementatiattes.
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One of the first frameworks for strategy impleméota was McKinsey's 7S-

framework, which laid the foundation for a wide ganof similar concepts (Feurer et
al 1995). It identified seven factors (figure 2.#jat are essential for strategy
implementation namely: strategy, skills, sharedigg] structure, systems, staff and

style (Feurer et al., 1995).

Figure 2.1: The Mckinsey 7S Model

Source: John A. Pearce I1 & Richard B Robinson, JR, (1991)

The framework is based on the assumption that agehan strategy will require a
change in the organization’s skills and sharedesland this in turn will determine
the requirements for the remaining factors (Feeteal 1995). Higgins (2005) then
worked on McKinsey’s 7S model, to formulate the ¢iigg’ 8S Model. The 8S model
differs from the 7S model in two primary ways: Res®s has replaced Skills as one
of the Contextual ‘S’ since an organization cansatcessfully implement strategy
without marshalling additional resources such asagypinformation, technology and
time. They refer to the experience of leaders that haapaged a successful strategy

implementation and emphasize communication asatiges$t challenge.
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According to Kaplan and Norton (2004), the main sesu of poor strategy
implementation are; vision and strategies that moé achievable, not linked to
departmental, team and individual goals, long dmaftsterm resource allocation and
feedbacks that are tactical but not strategic. Tdeeypot mention leadership style as a
barrier. Beer and Eisenstat (2000) state that Ishge influences strategy
implementation. Galpin (1998) points out that whadkes the difference between
successful and unsuccessful strategy implementaisorthe way management
motivates and educates its people. Kaplan and Nq2604), argue that the most
important driver of success in strategy is top nganaent leadership style, and not the
tool itself, that leadership style has a largeeeffthan the analytical and structural

strength of the tool.

Cocks (2010) pointed out that implementation is moerely a matter of
operationalizing the strategy by exercising commawer resources, employees and
their work. Forster and Browne (1996) point outtttis approach assumes a logical
and hierarchical distinction between strategy fdation and implementation, with
implementation delegated to a subordinate statuth@sesponsibility of “middle
management” (Cited in Cocks 2010). Here, implenmtentds seen as more mundane

and detailed compared with creating a grand desighvision of the future.

Successful strategy execution depends on doingoa gab of working with and
through others, building and strengthening competitapabilities, motivating and
rewarding people in a strategy- supportive manaed, instilling discipline of getting
things done (Arthur et al., 2007). Li et al. (2008w strategy implementation as a
dynamic, iterative and complex process, which is\gosed of a series of decisions

and activities by managers and employees — affelsjed number of interrelated
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internal and external factors — to turn stratedang into reality in order to achieve

strategic objectives.

Al- Ghamdi (1998) researched 15 implementation j@mis and found that six
strategy implementation problems were experiengeavier 70% of the sample group
of firms. He further states that problems with iempkentation often occur when
companies concentrate on new strategy developrmehirathe process forget their
main line of business that underlie within previgdsrmulated business strategies.
Downes (2001) states that the kinds of executicstambes most companies run into
fall into two categories: problems internal to tteanpany and problems generated by
outside forces in its industry. These internal amternal issues are affected by the

extent of flexibility companies have to launch stgac initiatives successfully.

Hrebiniak (2005) recognized the difficulty of segy execution and the reward from
doing that correctly. He discussed various facttrat can lead to incorrect
implementation of any strategy. Additionally, Hnelak's research survey of 400
managers contributed to the identification of addal factors that may cause
challenges to successful strategy implementatiooludted: Lack feelings of
"ownership" of a strategy or execution plans amé&eyg employees; not having
guidelines or a model to guide strategy- execuétiorts; lack of understanding of
the role of organizational structure and desigtihéexecution process; inability to

generate "buy-in" or agreement on critical executsteps or actions; lack of
incentives or inappropriate incentives to suppowcetion objectives; insufficient

financial resources to execute the strategy ( Gitel- Ghamdi 2005).

20



Corboy and O’Corrbui (1999) views the challenges“dsadly sins of strategy
implementation” and go on explaining them as foBow lack of understanding of
how the strategy should be implemented, customealssgaff not fully appreciating
the strategy, unclear individual responsibilitiashe change process, difficulties and
obstacles not acknowledge, recognized or acted,ugioth ignoring the day-to-day

business imperatives.

Okumus (2003), found that the main barriers to ittn@lementation of strategy

include; lack of coordination and support from othevels of management and
resistance from lower levels and poor planningvias. Sterling (2003 identified

various reasons why strategies fail as such aspaoted market changes, lack of
senior management support, effective competitqareses to strategy, application of
insufficient resources, failure of buy-in, understang and or communication,
timeliness and distinctiveness, lack of focus, doadl strategy poorly conceived
business models. Sometimes strategies fail bechageare simply ill conceived. For
example business models are flawed because of ind@sstanding of how demand

would be met in the market.

Companies do not find difficulty with formulatiorf a strategy; the difficulty comes
with implementation as it is not easy to implemeistrategy (Sterling (2003) cited in
Koyana (2009). As a result Sterling (2003) statest & study that was undertaken
showed that only 30% of strategies are properlylemgnted by companies and this
obviously needs improvement. One of the key impedits to strategy execution lies
in the shortcomings and challenges of functionddigsed organisations where

cooperation among many, if not all, functions isessary (Cocks 2010).

21



Challenges that occur during the implementationcgss of a strategy are an
important area of research because even the batggst would be ineffective if not
implemented successfully (Nyaumao, 2010). There arany organizational
characteristics which act to constrain in stratdgylementation. Insufficient
leadership attention poses a great challenge ttemgntation of strategy. Much of
the time firm managers view the strategy develognpeacess as a linear or finite
initiative. Ineffective leadership may, also, cdmite to a large extent a challenge to
strategy implementation. Leading strategy implemgon requires a balancing act -
the ability to work closely with partners in orderbuild cohesion and support for the
firm's strategy, while maintaining the objectivityquired in order to make valuable
decisions. Strategy implementation frequently fdile to weak leadership, evidenced
by firm leaders unable or unwilling to carry ougttifficult decisions agreed upon in
the plan. To compound the problem, partners withéfirm often fail to hold leaders

accountable for driving implementation (Noble, 1294

The challenge that most organizations face igrtesition from strategy formulation
to strategy implementation. David (2009) draws rdite to the fact that, “the
transition from strategy formulation to strategypiementation requires a shift in
responsibility from strategists to divisional antghétional managers. It is therefore
obvious that strategy implementation is the keyllehge to the organizations today.
According to Johnson et al. (2003) some of thelehges include: availability of
resources; leadership style; organization cultcoeporate structure; lack of focus and

failure of buy in by implementing team.
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For strategy implementation to be successful, Trsamget al (2006) proposed a nine
staged process. These are: Staffing the organmzatith the needed skills and
expertise, consciously building and strengthenitigtesgy-supportive competencies
and competitive capabilities, and organizing therkweffort. Creating a company
culture and work climate conducive to successfulatsgy implementation.

Developing budgets that steer ample resourceghote activities critical to strategic
success. Ensuring that policies and operating pliires facilitate rather than impede
effective execution. Using the best-known practides perform core business

activities and pushing for continuous improvement.

The most important problem experienced in strategytementation in many cases is
lack of sufficient communication. Clear understaigdof a strategy gives purpose to
the activities of each employee and allows thetmtowhatever task is at hand to the
overall organizational direction (Nyaumao, 2012)esBurce allocation of an
organization is dependent on the kind of structbee organization has. There is no
one optimal organization design or structure fogieen strategy or type of an
organization (David, 2003). Pearce & Robinson (30@fntified reasons why
strategies fail. These include; anticipated macketnges, lack of senior management
support, effective competitor responses to strategyplication of insufficient
resources, failure for buy in, understanding andnmaoinication, timeliness and
distinctiveness, lack of focus and bad strategyvel as poorly conceived business

models.

Sometimes strategies fail because they are sintiptpmceived. At the basic level,

strategy is about managing change and resistanceange can be considered the
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single greatest threat to successful strategy imehgation. Strategic change
constitutes the movement of an organization frosnpitesent state towards some
desired future state to increase its competitiveaathge (Hill and Jones, 1999). The
behavior of individuals ultimately determines theeeess of failure of organizational
endeavors and top management concerned with stratedits implementation must
realize this. Change may also result to conflictl aesistance People working in
organizations sometimes resist such proposals aa#e nstrategy difficult to

implement (Lych, 2000).

Failure to align management processes and strgcwith a newly adopted strategy
frequently results in a stall out of implementatiefforts, as members of the firm
direct individual behaviors to align with the fignhistoric rewards system, and not
the newly stated strategy. Organizational politingd unavoidable aspects also remain
another key challenge in strategy implementatioorte? (1985), states that it is
important to overcome the resistance of powerfalgs because they may regard the
change caused by new strategy as a threat tooiwveipower. The implementation of
strategy often encounters rough terrain becausdeeply rooted cultural biases.
Creating an organizational culture which is fulprimonized with strategic plan offers

a strong challenge to the strategy implementeaddeship abilities.

Resource insufficiency is another common strategylementation challenge. David
(2003) argues that allocating resources to padicdivisions and departments does
not mean that strategies would be successfully @mphted. This is because a
number of factors commonly prohibit effective ressguallocation. These includes

overprotection of resources, too great emphasissioort run financial criteria,
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organizational policies, vague strategy targetfjctant to take risks and lack of
sufficient knowledge. Structure, culture, procedund processes, resistance to
change, inadequate motivational tools among othezssome of the challenges to

strategy implementation (Nyaumao, 2010).

2.5 Responsesto Challenges of Strategy | mplementation

For successful strategy implementation organizat&hmould evaluate the challenges,
failures and obstacles as well as strengths thedreasl them without bias.
Organizations should take appropriate measuresitigate the challenges they face
in implementing strategies. There should be tightdtween the strategy and how an
organization does things. These involves creatingedaes of tight fit between
organizational skills, competencies, strategy arghmizational culture, strategy and
reward systems, strategy and budgets, strategynéechal policies and procedures,

leadership and support systems.

Organizations should train their strategy impleraenton strategy formulation and
implementation. The training should focus on manag® staff because if an
organization is to realize successful strategy @mm@ntation, the people involved
should be of relevant and right skills. Proper gsialshould be done to determine the
relevance, type, frequency and length of trainisgwell as the costs involved.
Management should undergo continuous training tageiated on new developments
in the business environment. Those with specialibdes in various areas should be
given a leading role to play, in order to improke performance and competitiveness

of organizations.
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On resources, organizations should be linked tgyétsdand allocation of resources
should be based on key issues and priorities ii@htiAccording to Thompson et al
(2007), the funding requirements of a new strareggt drive how capital allocations
are made and the size of each unit’'s operating déudignderfunding organizational
activities central to strategic success impedestegly implementation. Resources
needed for implementation should be readily avielatanging from finance, material
to human. Control measures should be taken durmmementation. Organizations
should realize the importance of realigning orgatanal culture with what is needed
for strategic success. Culture therefore has tohamged. Successful culture change
has to be led by management since this task cdoendelegated to other staff. What
management say and do plant the seeds of cultumageh It is therefore only
management that has the power and organizatioftaéncte to bring about change in

culture.

2.6 Summary

Various researches have revealed a number of pnshdé strategy implementation.
These include unawareness or misunderstanding eofsttategy, poor or lack of
communication, weak management roles and unaligngahizations systems. Other
challenges include; structures and resources, tnuede capabilities, competitive
activities, power culture and uncontrollable fastor the environment. Leaders have
a vision and they move people and organizatiordirgctions they otherwise would
not go. In a competitively chaotic environment, oeesential contribution of a

strategic leader is to provide a clear vision, i and purpose for the firm.
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No organization can hope to perform the activitieguired for successful strategy
implementation without attracting, motivation aretaining talented managers and

employees with suitable skills and intellectualafaipties.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter covers the research methodology ofsthdy. It includes the research

design, data collection and data analysis.

3.2 Research design

This research was conducted through a case studgording to Mugenda and
Mugenda (2003), a case study allows an investigat® retain the holistic and
meaningful characteristics of real life events. it (2004) notes that a case study
involves a careful and complete observation ofaaaiits. It is a method of in-depth
study rather than breadth and places more empbadise full analysis of a limited
number of events or conditions and other interi@tat (Mugenda and Mugenda,
2003). Data collected from such a study is moréd and up to date. It involved an
in depth investigation of strategy implementatiomaleenges facing Kenya Golf
Union. This research design was successfully usedelated studies (Nyaumao,

2010, 2005; Kweri, 2011 & Grace, 2012)

3.3 Data collection

The study used primary data using personal interviene guide was developed in
line with the objective of the study. The researdnérviewed senior management
team because of their involvement in strategy imgletation at the Union. The exact

officers interviewed included: the chairperson, &/ichair person, Secretary and the
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treasurer. The interview guide enabled the researthcollect qualitative data. This
was used in order to gain a better understandidgaamore insightful interpretation

of the results from the study.

3.4 Data analysis and presentation

Content analysis was used to analyze the datactedldrom the respondents since it
was qualitative in nature. Kothari (2004) defirentent analysis as any technique
used to make inferences through systematic andctlgeidentification of specified

characteristics of messages. Kothari (2004) algmaens content analysis as the
analysis of the contents of documentary and vematerial, and describes it as a
gualitative analysis concerning the general impoft message of the existing

documents and measure pervasiveness.
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CHAPTER FOUR

DATA ANALYSIS, RESULTSAND DISCUSSION

4.1. Introduction

This chapter presents the analysis and findinghefstudy. First the chapter brings
out the challenges encountered in strategy impléatien by Kenya Golf Union.
Secondly it highlights the proposed measures tbaldcbe adopted to overcome the

identified challenges.

The study targeted senior management team becéadiseirinvolvement in strategy
implementation at the Union. All the four targetednagers responded by scheduling
for an interview with the researcher thus givingeaponse rate of 100%. The high
response rate was due to the simplified intervievdeg with unambiguous questions.
Secondary data from publications at the Union was ased. The use of secondary
data was necessary to support the data collectedigh interviews with the five

senior managers.

4.2 Demographic Information

The respondents were requested to indicate theitipas at the Kenya Gold union.
From the responses, the interviewees included Hagrperson, vice chair person,
Secretary and the treasurer. These were key resq@ason at the Union as they
actively participated in the process of strategynialation and implementation hence

were better placed to provide data relevant forstady.

The study further sought to establish the periad tihhe respondents had worked at the
Kenya Golf Union. From the responses, the intereiesvhad worked at the union for
between three to five years. The interviewees hsal served the Union in different
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capacities and hence had a clear understandindiefphenomenon of strategy
implementation and the challenges that come witfihts shows that they were well
versed with the operations of the Union and follogviheir key position, they were
involved in strategy formulation in one way or dmat hence were better placed to

provide information necessary for the completiohis study.

4.3 Challenges of KGU Strategy | mplementation

The study further sought to establish the challergfeKGU strategy implementation.

From the responses, the interviewees identifiedralber of challenges to the process
of strategy implementation. First, the respondargee required to indicate the extent
to which organizational culture affected strategyplementation. These are discussed

below:

4.3.1 Communication Challenges

From the findings, the interviewees indicated tinetre were established systems of
communication supporting the implementation of iggjf sport strategies at the
Union. The interviewees indicated that KGU norméaigld a monthly Board meeting
where they assessed the progress of the Unionsigiirset objectives and goals. The
other challenge facing the implementation of sgateat KGU included
communication challenges. The interviewees indtdbat the Golf sport has been
perceived by the general public as a game forittte it has been difficult for the
KGU management to demystify the myth and mysteay gjolf is a rich man sport.
Another challenge noted by the interviewees indlutimited capacity of KGU to
develop golf across the country. The Union reliezhvily on the fees from the

member clubs which was not sufficient to run itei@ions. In some instances, this
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money from such fees came in late thus delaying phecess of strategy

implementation.

4.3.2 Organization Structure and Policies

Another key challenge was in the policies, ruled gnidelines governing the tenure
period of the chairperson’s position. For instartbe, respondents indicated that the
Chairman of the Union only serves for one year uptnich he has to seek fresh
election. This happens so fast and nothing muchbeaachieved within such a short
period. Therefore, there arise issues on priordies preferences of various chairmen
as soon as they assume office. For instance, tee@hairperson was serving in the
union for the four year but the other years; he daved as Hon. Secretary for two
years, Vice Chairman for one year and current gsathe Chairman. Therefore, this
culture of the organization that the chairpersanes only for one year derails long

term strategic planning and implementation at thebl.

Another challenge that the Union has encounteredsirstrategy implementation

involved limited resources in terms of funding. Tinéerviewees indicated that the
strategies formulated required huge sums of mort@ghwvas not available thereby
derailing the implementation process. In some istg, the interviewees noted that

the money was received late than expected.

4.3.3 Leadership Challenges

The interviewees also identified leadership asalehge. From the interviews, it was
established that the tenure of office bearers wastsand at times not enough to
formulate and fully implement strategies. With @eming in of a new chairperson,

there is always some change of some strategiedopevkt by previous leadership
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even if they were good. This has pulled back thkas there is no strategy that can
be formulated and implemented within a year. Eaddér as they join leadership

comes in with a separate leadership styles.

4.3.4 Human Resour ce Challenges

The union did not have many employees. There weteally two employees as at the
period of the study and one of them is the segrétathe board. Both employees are
highly involved in the process of strategy formidatand implementation. The union
also has subordinate staff that total six. Howetrez interviewees indicated that apart
from the secretary to the Board, the rest of th@leyees did not fully support and

own the process of strategy implementation henbgrdéain implementation.

The respondents also identified limited staff biotimumbers and skills to execute the
strategy implementation process. This slowed dowen grocess of implementation
thereby leading to missed targets. The intervieweésd that the employees had been
very supportive on strategy implementation althotiggre was generally some laxity
as the office bearers did not understand the neenhployees. The recruitment policy
was well structured and was not compromised leatlinpe recruitment of able and
qualified staff. However, these employees deradigdtegic implementation process
through lack of understanding of the Union’s sigatadirection and limited support
from the executive. The employees reward and mindwais based on key
performance indicators and direct deliverables. Titerviewees noted that the
process of strategy implementation involves charfgegm the status quo.
Implementation of strategies involves uncertaintyd aisk which always makes

employees shy away and resist any planned changes.
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4.4 Response Strategiesto the Challenges | dentified

The study further sought to find out the ways inickhKGU respondents to the
challenges of strategy implementation. First, titerviewees indicated that the Board
had developed committees with wide membership #mdtsring them in such a way
that they report to the board. This made it edsiethe board to operate as it received

well synthesized information for faster and quatdigcision making.

The interviewees noted that the KGU had developksircresponsibility and
accountability for the success of the overall stygtproject. This involved limiting
the number of strategies pursued at any one giwes thus allowing the Union time
to concentrate on the few strategies. To overcohee dhallenges of financial
resources, the Union has attempted to approac@avernment for support but they

have not been successful.

4.5 Discussions

The study established that the organization stractespecially as regards the
chairperson’s tenure exposed the Union to greategly implementation challenges.
The chairperson’s position was elective after evamg year making the term too
short to achieve meaningful milestone in strategglementation. These findings are
consistent with the findings by Hrebiniak (2005atthack feelings of "ownership™" of
a strategy or execution plans among key employeekey challenges in strategy
implementation; not having guidelines or a modejuale strategy- execution efforts;
lack of understanding of the role of organizatios#ducture and design in the
execution process; inability to generate "buy-im"agreement on critical execution

steps or actions.
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The study further established that the Union faaeoreakdown in communication
especially among different implementing stakehaddris happened especially in
communication of the golfing sport to the rest @rigans who perceived the sport to
be a game for the rich only. In addition, somefstiad not clearly understand their
role in strategy implementation thus presentinghhigsistance. These findings are
consistent with the findings of Alexander (1985)onidentifies inadequate planning
and poor communication to unsuccessful implemeamatif strategies. In order to
enhance value chain linkages and synergy, someaskegs needs to be emphasized
and understood. This is to disallow any confusiorambiguity, communicate clear
judgments, assumptions, contingencies and possitdychoices made during the

strategy formulation and implementation phase.

The study also established that the Union facedeleship challenges which could not
allow long term strategy implementation as the égadespecially the chair only
served for one year and then they had to seelecgi@h or vacate the office. This did
not present them with adequate time to formulatd Bmplement strategies. As
Nyaumao (2010) posits, leadership is one of thetrmportant elements affecting
organizational performance. Leadership ensuresuthit and direction of strategy as
well as teamwork is sustained towards goal attaeint. Beer and Eisenstat (2000)
state that leadership influences strategy impleatemt. Kaplan and Norton (2004),
argue that the most important driver of successstmategy is top management
leadership style, and not the tool itself, thatdkrahip style has a larger effect than the
analytical and structural strength of the tool. @kis (2003), cited in Muniu (2010),
found that the main barriers to the implementatainstrategy include; lack of
coordination and support from other levels of mamagnt and resistance from lower

levels and poor planning activities.

35



Successful strategy implementation requires regsurdgoth in terms of human
resources and other non human resources. The sstalylished that the union did not
have adequate and well qualifies strategy implearentResource insufficiency is
another common strategy implementation challengavid (2003) argues that

allocating resources to particular divisions angafaments does not mean that
strategies would be successfully implemented. Thisecause a number of factors
commonly prohibit effective resource allocation.e$h includes overprotection of
resources, too great emphasis on short run finkodtaria, organizational policies,

vague strategy targets, reluctant to take risks kac#t of sufficient knowledge.

Structure, culture, procedures and processes,tarses to change, inadequate
motivational tools among others are some of the llanges to strategy

implementation (Nyaumao, 2010). Successful styagegcution depends on doing a
good job of working with and through others, builgliand strengthening competitive
capabilities, motivating and rewarding people ist@tegy- supportive manner, and
instilling discipline of getting things done (Arthat al., 2007). Corboy and O’Corrbui
(1999) views the challenges as “deadly sins oftesgsaimplementation” and go on
explaining them as follows: a lack of understandifichow the strategy should be
implemented, customers and staff not fully apptéwja the strategy, unclear
individual responsibilities in the change procedsficulties and obstacles not

acknowledge, recognized or acted upon, and ignothg day-to-day business

imperatives.
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CHAPTER FIVE

SUMMARY, CONCLUSIONSAND RECOMMENDATIONS

5.1 Introduction

This chapter provides summary of the findings frohapter four, conclusions and
recommendations of the study based on the objectif¢he study. The objective of
this study was to determine the challenges ofeggaimplementation by Kenya Golf

Union.

5.2 Summary

The study established a number of challenges aftgpatrategy implementation at
KGU. Key among these included: first, the tenuréhef chairperson of the KGU was
a challenge in itself because they were only cotedhfor one year period upon
which they were to seek re-appointment or vacateatffice. This could not allow

long term planning because even if long term plaese developed, the new coming
chair person may not find them to be feasible hekeep changing them. This
brought about short term thinking among the leddpras they were not sure of being

re-appointed come the following financial period.

Secondly, the Union faced the challenge of limite@dncial resources. The Union
depended on fees collected from golf clubs whiclimmés came in late and at the
same time, the fees were not enough. This meanthteaJnion did not have enough
resources to roll out activities as put down in gteategic plan until the resources
were availed. In addition, the Union has tried segKor sponsorship and support

from the Government.
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The study also established that the Union did raatehsufficient staff capacity to
implement the laid down strategic plan. As at theetof the research, the Union only
had two staff members who were not well trainedstvategic management and thus
were not well conversant with the strategies ofuh®sn. In addition, the Union faced
a breakdown in its communication as the stratedemulated were not well
communicated to staff to promote their implemenotatiThis in turn led to high

resistance among staff as they wanted to mairttaistatus quo.

The Union also faced the challenges of perceptibara/the golfing spot is perceived
as a game of the rich. This also made it diffidalt the government to sponsor the
spot. At the same time, admission into the spottiag been limited due to the public
perception that golfing is a game of the rich. Tihisurn limits the spread and growth

of the sport countrywide.

In response to the above challenges, the studytifiéeinthe following response
strategies adopted by the Union. First, the Boawd developed committees with wide
membership and structuring them in such a way ttheyg report to the board. This
allowed wide ideas and concepts to grow the golfpgt across the country. KGU
has also developed clear responsibility and acedlity for the success of the
overall strategy project by clearly demarcating iwech staff is supposed to do and
given clear deliverables. In pursuit of this, theiam conducts frequent employee
performance appraisal to determine the performarficemployees. The union also
involved limiting the number of strategies pursuaidany one given time thus
allowing the Union time to concentrate on the favategies. This ensured that the

Union did not undertake more than it can suppodriy one given financial year.
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5.3 Conclusion of the Study

Based on the findings and summary of findings apthee study makes the following

conclusions. First, the union faced a number ofiehges in strategy implementation.
First, the study concluded that the tenure of tie@rperson of the KGU was too short
to allow long term planning. This led to developinefishort term plans. The study
further concludes that the Union had limited finahcapabilities and resources. This
brought about short term thinking among the leddpras they were not sure of being
re-appointed come the following financial periothiSTresulted from limited financial

sources which majorly included fees collected frima club. The Union also had
limited capacity and staff to efficiently implemehte strategic plan. As at the time of
the study, there was only two staff who could rficiently implement the developed

strategy. The study further concludes that the biniaced a breakdown in the
communication. The Union faced a breakdown in @symunication as the strategies

formulated were not well communicated to staff torpote their implementation.

The study further concludes that in response tahalenges above, the union made
several strategies including seeking assistanae ttee Government. To overcome
the challenge of small board size and short termmrphg, the Union had developed
committees who reported directly to the Board. Theon further developed clear
responsibility and accountability for the succe$she overall strategy project by
clearly demarcating what each staff is supposedot@nd given clear deliverables.
The Union further limited the number of strategiessued at any one given time thus
allowing the Union time to concentrate on the favategies. This ensured that the

Union did not undertake more than it can suppodriy one given financial year.
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5.4 Limitations of the Study

The study was limited to the Kenya Golf Union whisha membership organization
with limited support from the Government. Therefaiee findings of this study my
not directly be applicable to other sporting aditad and association in the country

especially with regard to the implementation oatgies.

Some of the respondents were afraid in providirgdhta fearing that the information
provided may be used for other purposes other #tademic. The researcher went
about dealing with this limitation by assuring thiespondents of the strict
confidentiality of the information obtained whichould only be used for academic
study purposes. The respondents also raised the is6 anonymity which the
researcher overcame by assuring them of the cadiegch interview guide and use

of pseudo names to avoid identification of the oesfents.

5.5 Recommendations for policy specific to Kenya Golf Union

From the findings, summary and conclusion above, dtudy established that the
Union did not have long term tenure for its leatlgrespecially the chair person. In
order to promote strategic implementation at théobnthe study recommends that
the tenure period for the chairperson be extendedpteriod of five years. This period

is long enough to allow continued and stable sgsateplementation process.

The study further established that the Union lackedncial and human capital
capability to implement the strategy. This studgréfore recommends that more staff
be employed at the Union to oversee other functilbesmarketing and educating the

public especially on the perception that golfingigame for the rich.
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The study also established that there was a breakdocommunication at the Union
as the strategies formulated were not well comnaiad to junior staff. This study
therefore recommends that communication processdliemanaged and have staff
involved in the process of strategy formulation amtplementation to reduce

resistance during implementation.

5.6 Suggestions for Further Research

Generally, there is no research is an end in itgdlfresearch works are building
blocks for future research. What this researchawseved in this area of study is
minimal thus requiring further research. From timewledge gained from the study,
the researcher recommends the following which ghaat as a direction for further

research.

This study recommends that further research bertaida in other sporting activities
in the country especially Football that has witeelspoor performance over the last
ten years. This would help bring to the fore thalleémges that the Kenya Football

federation faces in the formulation and implemeataof their strategies.

This study further recommends that future resedehundertaken to establish the
challenges that Athletics Kenya face in avoidingletes’ change of citizenship in
Kenya. This country has witnessed a number of tahlehanging their nationality and

then competing against Kenyans and winning thosesta
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APPENDICES
Appendix I: Interview Guide

Section A: Background information

1. Your position at the Union

2. Number of years served in the position

Section B: Challenges of KGU Strategy implementation
a) Organizational Culture

3. Are there established systems of communicationatipg the implementation of

golfing sport strategies?

4. What is the level of involvement of employees iattgy development? How did

this affect strategy implementation?
5. How does the organization deal with new challergjestrategy implementation?

6. What challenges has the existing culture posedmnplementing golfing sport

strategies?
7. How has the KGU responded to these challenges?
b) Organizational Structure

8. Is the organizational structure supportive of gafiappropriate for strategy

implementation? Please explain.

9. What challenges has the existing structure posecthptementing golfing sport

strategies? How has the KGU responded to thestengak?
¢) Resour ces and Capacity
10.Has the KGU build enough capacity to support gglfport strategies?

11.Do the available resources, i.e. physical, techyiodd, financial and human
support golfing sport Strategy implementation 3.a0Mthallenges have resources
and the existing capacity brought about in impletimgngolfing sport strategies?

How has the Golf Union addressed these challenges?



€) Employees

12.How have employees influenced strategy implemenkK@u? Has there been
resistance from employees when seeking to implerstrategy? Give details.

Please explain.

13.Is the Golf Union’s recruitment policy supportivé implementation of golfing

sport strategies?

14.What other challenges have employees posed in imgsiéng golfing sport

strategies?
15.How has the Golf Union handled these challenges?
16.How has employee rewards affected strategy impléateiGU?

17.Do existing policies, procedures, rules and adrivmtive practices support

Golfing sport Strategy implementation? Please empla

18.Is there good coordination and sharing of respdlitgs towards Golfing sport

Strategy implementation? Please explain.

19.1s there a performance evaluation system to sup@aifing sport Strategy

implementation? Give details.

20. How does the Golf Union ensure proper utilizatminfunds and resources in

implementing golfing sport strategies?

21.What other challenges has the Golf Union facedniplémenting golfing sport

strategies?
22. What has been the response by the Golf Uniohdset challenges?

23.What other suggestions would you like to give thauld help your Golf Union

minimize Golfing sport Strategies implementatiomi#gnges?

24. Please give any other comment you may have regaroihplementation of

Golfing sport Strategic decisions at your Golf Umio
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