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ABSTRACT

Strategy is concerned with harnessing an arraypbsites and seeming contradictions-the long
term and the short term; vision and execution, reslerelationship and internal operations and
economic constraints and social purpose (Wilso@820Public service organization are not for
profit making but are formed to offer public semsc they too like private firms have strategies
to better their operations and service deliverye Ttlea of a strategy in view of a public
organization is to improve performance in termsftéring efficient and effective services to the
public of a country. Recently there has been dedleemove by the Kenya government to
implement numerous strategies designed to achisi@n2030 inched in the three pillars which
includes social, economic and political. The coymnvisions being a middle level income by
the year 2030. With this vision the country folloasnulti-pronged approach in reaching this
milestone. Organization has been tasked with amoos authorities to develop and implement
their visions and missions and develop strategidme with new public management initiative
and the countries vision. Bowman and Asch (198T¢chthat Strategy implementation is crucial
to effective strategic management. It is the mameye responsibility to ensure that an
appropriate strategy is both formulated and impleee for without the latter, precise
formulation is of little use to the organizatiomhéimportance of people in the implementation
process should never be underrated. An organizateyndevelop brilliant strategy to achieve its
goals, but without proper execution is like a fadtbfield without goal posts. Improved
performance can only be realized when strategieauiated are fully implemented. Successful
strategy implementation is paramount to an orgaiozgo achieve its long term goals; success
is generally measured by an organizations abitityrtplement its strategies on time. In order to
implement strategies successfully an organizat@as tb be holistic in its approach to its main
function and all stakeholders; it is with this r@athat an organization has to develop elaborate
programs and procedures to guide managers in gyratgplementation. The objective of this
study is therefore to evaluate strategy implementatt teachers service commission its
challenges as well how to address them effectivAlycase study was used to achieve the
research objective, primary data was collected gusimerview guide and administered to
directors of seven departments in TSC to famileangith the questions and later personal
interview was conducted with the respondents tb Up the interview guide. The study
established that TSC is moderate in executionsadtitategies considering challenges that it faces
has a public organization. The study further ndteet TSC faces both internal and external
challenges in implementation process. These indiudek of inadequate resources, poor
communication, lack of strategy-structure and caltfit, ineffective leadership, low employee
morale, organization politics, stakeholders intemfieges and industrial actions. The study
provides possible remedies to future challengesoider to ensure successful strategy
implementation in TSC.
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CHAPTER ONE: INTRODUCTION

1.1Background of the study

An organization’s strategy must be appropriateit®resources, circumstances and objectives.
The process involves matching the companies' gitatelvantages to the business environment
the organization faces. One objective of an ovamailporate strategy is to put the organization
into a position to carry out its mission effectivednd efficiently. A good corporate strategy
should integrate an organization’s goals, polica®] action sequences (tactics) into a cohesive
whole. Organizations employ strategic planning asag of moving towards their desired future
state. Strategic planning, more than anything ekseyhat gives direction to an organization

(Mintzberg, Quinn & Ghoshal, 2009)

Overall the role of ideology in the developmentstfategy in the public sector is probably
greater than that in commercial organizations Johm@sd Scholes (1993) Strategic management
has to accept the restrictions that ensue fromettie®e basic facts about public provision of
services. Given these, what would then strategioagement signify? Strategic management
belongs to the rational theory of organization d@nshares with other approaches within this
branch the weakness that it cannot be said todidyhdescriptively accurate. It is easy to point
out that strategic management is political, raisegh resistance and may end in organized
chaos. Strategic management provides overall diretd the enterprise and involves specifying
the organization’s objectives, developing poliaesl plans designed to achieve these objectives,
and then allocating resources to implement thespldhompson and Strickland (2007) opined

that strategic management focuses on the totatige as well as the environment in which it



operates, the direction management intends it &l hmanagement’s strategic plan for getting
the enterprise moving in that direction and the aganial task of implementing and executing
the chosen plan successfully. According to Ans@fi87) strategic management is concerned
with the broad, long term future of an organizataod the way it will prepare for change to the

extent that change is perceived as being a neggssaequisite of future continued success.

A public service is not merely a business areaits avmulti-purposes firm in the market. First,
it is an activity undertaken by a political bodyyvgrned often through democratic politics.
Second, its provision is regulated in public lawcaiments, meaning that the civil servants or
bureaucrats providing these services have to atttirwthe framework of rule of law. Third,
many of these services are partly or wholly fin@hbg taxes, that is, by means of the budget
Lane and Wallis (2009). Many public-sector orgatiazes are in monopoly or quasi-monopoly
situations and they may be in these situationsusecthey provide services which are required
by the public but are difficult to provide througiarket mechanisms. Their role in providing
public service is problematic from a strategic pah view because they may not be able to
specialize, and may not be able to generate s@plisom their services to invest in
development. In the public sector the notion of petition is often different. It is usually
competition for resources inputs; therefore thedneedemonstrate value for money in outputs
becomes particularly important. Indeed many ofdeeelopment in management practices in the
public sector, such as changes to internal mapeformance indicators, competitive tendering
and so on are attempts to introduce elements opettion in order to encourage improvement

in value for money.



1.1.1 Concept of the strategy

A strategy of an organization describes the way dhganization will pursue its goals, given the
threats and opportunities in the environment ane thsources and capabilities for the
organization. Chandler (1962) “Strategy is the wdeteation of the basic long-term goals and
objectives of an enterprise and the adoption ofsasiof action and the allocation of resources
necessary for carrying out those goals” Strategthésdirection and scope of an organization
over the long-term which achieves advantage foradtganization through its configuration of

resources within a changing environment to fulftbkeholder's expectations (Johnson and

Scholes, 2005).

Strategists are the individuals who are most resiptan for the success or failure of an
organization. According to Ansoff and McDonnell €19, it is through strategies that a firm will
be able to position and relate itself to the envinent to ensure its continued success and also
secure itself from surprises brought about by th@nging environment. He further argues that
this can be done by firstly, positioning of thenfithrough strategy and capability planning in its
rightful competitiveness, and secondly, use of tiwa¢ response through issue management and
thirdly, Systematic management of resistance dustrgtegic implementation (Ansoff and
McDonnell, 1990).The term strategy has further beefined as the organization mission,
fundamental purposes, overall corporate objectased basic policies. strategies are therefore
short-term and long term effective organizationadlg in both competitive and non-competitive
environments. Strategies are a paradigm, which séaat at some envisaged focal point or

vision, the different activities of the strategwesuld begin to add up towards the mission.



1.1.2 strategy implementation

Strategy implementation involves operationalizinig strategy by efficiently and effectively
matching structure, culture, policies and lead@rshistrategy and institutionalizing the strategy,
building a capable team, providing leadership alhacating resources to strategically critical
activities and where possible a system to rewahiesements (Yabs, 2007). Traditionally it is
believed that strategy implementation and execusdass glamorous than strategy formulation,
and that anyone can implement and execute a wealnuiated strategy. Therefore
implementation and execution has attracted lesstadh than strategy formulation or planning
(Alexender, 1991). Unlike strategy formulation, aségy implementation is often seen as
something of a craft, rather than a science, andceggearch history has previously been described
as fragmented and eclectic (Noble, 1999). It isthat surprising that, after a comprehensive
strategy or single strategic decision has been dtated, significant difficulties usually arise

during the subsequent implementation process.

The best-formulated strategies may fail to prodsiggerior performance for the firm if they are
not successfully implemented, as Noble (1999) n@é&stegy implementation as got numerous
challenges that as to be overcome by the implenweitehe strategy as to be achieved in
totality, Inadequacy of any form of resources, saslinadequate funds, equipment and facilities,
and human resources skills and experience, is o#tefbig challenge during strategy
implementation. Swartz (1995) argues that the ehgk to management is that it might need to
recruit, select, train, discipline, transfer, praenand possibly even lay off employees to achieve

the organizational strategic objectives. A studyl®fcompanies by Beer and Einsenstat (2000),
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found among others six challenges to realizing rategy that they coined “six killers of
strategy”, these are: Top down or laissez-fare semanagement style (9 of 12), Unclear
strategy and conflicting priorities (9 of 12), Ameffective senior management team (12 of 12),
Poor vertical communication (10 of 12), Poor cooadiion across function, business, or borders
(9 of 12), Inadequate down the line leadershigskihd development (8 of 12)

Employees saw the overall problem rooted in fundaalemanagement issues of leadership,
team work and strategic direction not in the commeitt of people or their functional
competence. Successful implementation needs mareaheader; it requires team work from a
leadership group that through dialogue and collao@mn stays connected with the knowledge

embedded in lower level.

1.1.3 Education Sector in Kenya

The education sector comprises of ministry of edangMoE) and ministry of higher education,
science and technology (MoHEST). The role of MoBigrovide quality education and training
for all Kenyans, while the role of MOHEST is to fiaulate, promote and implement; higher
education policies and strategies; science teclygoémd innovation policy and strategy and
strategies; technical, industrial, vocational, amdrepreneurship training (TIVET) policy and

strategy.

According to cheserek and mugalavai (2012) Kenyalsication sector has achieved many
milestones since independence. however due toeciggs of high population and unsustainable
utilization of resources, Kenya is faced with mamallenges that require urgent reforms to be
able to sustain the ever increasing demand for aotun; free and compulsory education; and

education for industrialization in line with thesion 2030 and constitution 2010 current Kenyan



policy espouses universal education, with equabdppity for all. Education sector receives the
biggest share of government allocation in ordecdter for its ballooning budget because the
ever expanding education needs in Kenya. Kenyauotlyruses the 8.4..4 system of education
which is eight years in primary level ,four yearssecondary level and four year in university
level. This system has been with a lot of challengad therefore the need by stakeholders
recently to try and change to a new system thdtgailalong with the vision 2030. Kenya can

revert back to the old British system 7.4.2.3 @ thee newly proposed 2.6.3.3.3 system.

Teacher education in Kenya is provided to meetddgm@ands of following levels: pre-primary,
primary, secondary and tertiary level. The inséitutoffering training include: ECDE and
DICECE training centers, primary teacher educatemtieges, diploma teacher education

colleges and the universities.

1.1.4 Teachers Service Commission.

Teachers Service Commission (TSC) is a body cotparstablished on®1July 1967 by act of
parliament cap 212, laws of Kenya (Legal notic&of 2 of 1967 section (14) of thé §chedule

of in the TSC Act provides that “the commission nweth the consent of the minister employ
such officers, servants or agents as may appettdde necessary for efficient discharge of its
functions. The commission employs secretariat stafferform teacher's management functions
which include registration, recruitment, deploymeaemuneration, promotion and discipline of
teachers. It also maintains teacher's standard. F&8€ now developed into a dynamic
organization that managers 270,000 teachers semimyer 22,000 public institutions. It has

over 3000 secretariat staff stationed at the heatiens, 47 counties and 86 TSC units.



Teachers Service Commission effectively serves @vé;000 teachers who are geographically
distributed all over the country serving in over,d00 primary schools and 3,000 secondary
schools and related tertiary institutions. To seaham all the Commission has established units
at all provincial and district levels as per theammendations of the National Committee on
Educational Objectives and Policies of 1976. Then@assion shall keep under review the
standards of education and training of personsriagtéhe teaching service and the supply of
teachers and shall advice the national governn@ntsatters relating to the teaching profession.
In order to remain focused on the needs of itstdi@nd respond to environmental changes, the
Commission has defined its vision and mission “B$fective Service for Quality Teaching”

and its mission being:

1.2 Research problem

A definition of strategy implementation provided Wyuohui and Eppler(2008) defined

implementation as a dynamic, iterative and complecess, which is comprised of a series of
decisions and activities by managers and employee$fected by a number of interrelated
internal and external factors — to turn stratedang into reality in order to achieve strategic
objectives. As mentioned by many researchers, |[bahtly formulated strategy does not have

any value if it is not put into practice.

This research will contribute to the body of knodge in the area of strategy implementation.
It's often argued that more research has beenecaott in the area of strategy formulation than
on its execution, despite the neglect by acadensci@and consultants more challenges are
experienced in practice in the course of strategylementation. To put the formulated strategy

into practice a number of actions on different lexad the organization are needed. According to



Hill and Jones (1999), the main components of tloegss for strategy implementation are the
design of governance and ethics, the organizatistinatture, the organizational culture, and the
organizational controls this study seeks to advakwmewledge on strategy implementation

process, its challenges and possible ways to mahagearound these components.

The study in order to understand the importancstmaitegy implementation and its challenges
sought the inputs of strategy makers in teachess’/i®® commission. Every manager is a
strategy maker or strategy implementer for the sargwy have authority (Thompson and
Strickland, 1992). Once implemented, the resultshef strategy need to be measured and
evaluated, with changes made as required to keeplém on track. Control systems should be
developed and implemented to keep the firm on tr&tkategy implementation requires the
presence of certain requirements. These includéoriacthat emanates from the external

environment and factors emanating from internalremment.

In their research, Bartlett and Ghoshal (1987) ébthat in all the companies they studied “the
issue was not a poor understanding of environmdotaks or inappropriate strategic intent.
Without exception, they knew what they had to dhirt difficulties lay in how to achieve the
necessary changes”. Strikingly, organizations ttailmplement about 70 per cent of their new
strategies (Miller, 2002). This study will explasaccessful strategy implementation, challenges
to strategy implementation and suggested remediesuth challenges as well as the link
between strategic implementation to organizationfopmance. How does TSC implement

strategies?



1.3Research objectives
The research objectives are:
1) To identify strategy implementation process at TSC.

2) To identify challenges facing strategy implememiaiit TSC.

1.4Value of the study

The study would be of great importance to teach&gs’ice commission on implementation of
their policies and programs as it leads into uridading factors that affect implementation
process as well as their challenges this will emgddlicy makers institute better and effective
implementation strategies. This study will alsodbédbenefit to the ministry of education, trade
unions, county governments and other public insbihs that have similar operations as

teachers’ service commission.

The study would also be useful to the entire reguith similar organization as Kenya teachers’
service commission and with similar predicamenbemg the largest employers with diverse
stakeholders. The study will reinforce their untlamding of strategic challenges facing such an
organizations and possible remedies to deal wigmthThe study has contributed to the existing
pool of literature and will be useful to future easchers and scholars as a reference material in
buildup of knowledge in areas touching strategy lenentation and challenges towards its

execution.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

In this chapter, past literature that exists orategies, strategic management, strategic
implementation and performance will be summarized @sed to gain more insight on the topic
of study and what others have said on the same.tBpst a theoretical foundation of the study
is looked into before literature review on stratagylementation and challenges affecting

implementation, as well as managing those challenge

2.2 Theoretical foundation of the study

Strategy does not exist in a vacuum, and has botmftuence on and is influenced by the
culture of the organization, its structure andgheple it employs. How you want people to act is
driven by strategy: how they actually act dependseward systems, control mechanisms, and
the climate of the organization. Strategy manageras to get all these things in harmony, and
ensure that the strategy the organization is faligws appropriate. An implementation effort is
ideally a boundary less set of activities and doetsconcentrate on implications of only one
component, e.g. the organizational structure. tfigreat importance to integrate soft facts as
well in the reflection of the implementation prosel is the consideration of soft and hard facts
together that ascertains that cultural aspectshanthn resources receive at least the same status
as organizational aspects. Altogether, such arghatee interpretation allows an important

scope of development for implementation activi{feagini, 2007).
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Recently there has been a resurgence of interegieirrole of the firms’ resources as the
foundation for firm strategy. Resource-base thé®rgnportant to the ultimate implementation of
the organization strategy. Proponents of the resshased view generally assume that there is a
strong link between having strategic resourcesfandperformance (Coff, 1999) According to
Barney and Hesterly (1996), the core principleh® tesource-based view is that resources and
capabilities can vary significantly across firmsidathat these differences can be stable. If
resources and capabilities of a firm are mixed degloyed in a proper way they can create
competitive advantage for the firm. Harmonizing gloitation of existing resources with the
development of the resources and capabilities danpetitive advantage in the future is a subtle
task. To the extent that capabilities are learned perfected through repetition, capabilities
develop automatically through the pursuit of a ipatar strategy. The essential task, then, is to
ensure that strategy constantly pushes slightlphéyhe limits of the firms capabilities at any
point of time. This ensures not only the perfectbdicapabilities required by the current strategy,
but also the development of the capabilities remglito meet the challenges of the future. The
idea that, through pursuit its present strategynadevelops the expertise required for its future
strategy is referred to by Hiroyuki Itami as “dynamesource fit” Grant (1991). The theory of
dynamic capabilities, which according to contributimade by Teece et al. (1997) argue that
dynamic capabilities enable organizations to iraegrbuild, and reconfigure their resources and
competencies and, therefore, maintain performantethe face of changing business
environments. Empirical testing concerning the uefice of dynamic capabilities on firm
performance has been hampered by difficulties deggrtheir description, operationalization

and measurement and by their assumed tautologiedianship with firm performance

11



2.3 Strategy implementation and performance of anrganization.

Strategy implementation is the process by whichtagies and functional policies are put into
action through the development of actions planslgjoprogrammes, budgets, procedures,
structures, cultures, motivation, communicatiorgdiership, allocation of resources, working
climate and enforcement. In other words, strateggiémentation is inward looking and calls for
the use of managerial and organizational tools itectl resources towards accomplishing
strategic results. Strategy implementation is saide successful if the organization achieves its
missions and objectives through the envisaged imak policies (Sababu, 2007).The key to
successful implementation are to unite the totghoization behind the strategy and to see that
every relevant activity and administrative taskd@ne in a manner that tightly matches the

requirement for first —rate strategy execution (fipson and Strickland 1992).

Hussey (1998) stated that action must be the eodupt of planning, for without actions
planning is a pointless and empty activity. All thenefits of mental simulation, careful analysis,
the integration of a more facts into decision mgkiand of the involvement and greater
participation of managers in defining the futuretloé company—become ghostly shadows that
lack substance and vanish in the harsh light dftye&o company anywhere in the world has
ever added a single penny to its profit from makptans: the rewards are only realized when
plans are implemented. Although there has beennaiderable research into the success and
failure of planning system, much less attentionbeen given to the implementation of strategy.

Bonoma (1984) suggests that when a company firalsith strategy as not produced the right

12



outcome, it is as likely to assume that the stsategvrong as it is to recognize that the problem
may have been a failure to implement this ofterd léa change of a perfectly appropriate
strategy, which is hardly the way to effective &ggic management. For all the energy and
resources invested in the pursuit of the perfeatesyy, it's surprising to consider how little etfo

is directed towards implementation. Most strategsésmble in the implementation phase,
regardless of their merit. Managing the processnplementation is often more difficult than
coming up with the strategy in the first place higas that cannot be translated into action serve

little purpose (Allio, 2005).

According to Hill and Jones (1999) the main compaseof the process for strategy
implementation are the design of governance andtsgtlihe organizational structure, the
organizational culture, and the organizational aust.As effective public managers know
organizations move into the future by decisions awctlons not by plans if plans are not
implemented in a very purposeful way then the stji@s will not take hold no matter how
compelling and or inspiring the planning processat8gic management must provide for the
implementation of strategies through vehicles swsh action plans, budgeting process,
performance management system, change in orgamzatructure and programs and project
management. These and other “management leversiisa@ by effective managers to drive-
macro-level strategies down into organization tsuee that major decisions are designed to

advance these strategies or at the very leasbasestent with them

A major part of an organization strategy for afiagn its objectives concerns how the

organization is structured. The structure of aranization is reflected in how groups competes

13



for resources, where responsibilities for profitsd aother performance measure lie, how
information is transmitted, and how decisions aw@en In addition to clarifying and refining

strategy through the delegation of authority arspoasibility, the structure of the organization
can either facilitate or inhibit strategy implematinin (Byars, 1991). John and Richard (1982)
posited that Successful strategy implementatioreddp in large part on the firms’ primary
organizational structure. That structure identikey activities within the firm and the manner in
which they will be coordinated to achieve the firsisategic purpose. A primary organizational
structure comprises the firms’ major elements, comemts, or differentiated units. Such a
structure portrays how key tasks and activitiesehbeen divided to achieve efficiency and

effectiveness.

Managers find it difficult to think through the ationship between a firm’s culture and the
critical factors on which strategy depends. Theyickjy recognize, however, that key
components of the firm- structure, staff, systepemyple, style- influence the ways in which key
managerial task are executed and critical managemelationship are formed. And
implementation of a new strategy is largely conedrwith adjustment in these components to
accommodate the perceived needs of the strategyseQaently, managing the strategy-culture
relationship requires sensitivity to the interactizetween the changes necessary to implement
the new strategy and the compatibility or “fit” tsefen those changes and the firm culture (John

Richard 1982).

Byars (1991) also observed that a critical ingnetie strategy implementation is the skills and

abilities of the organization leaders. A leaderais individual who is able to influence
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employees’ actions and decisions. Another areantefrest in organizational leadership is the
complementary relationship between manager sefeatid organization strategy. Many contend
that without a linkage between manager selectioth stnategy, an organization risks either
sacrificing a well planned strategy to a manageo vehill suited to implement or hiring a key
manager without a clear rationale for a particulaoice. The primary dependent variable in
Noble and Mokwas (1999) study is implementationcess, which they define as the extent to
which an implementation effort is considered susfitdsdy the organization. At the individual
level, role performance is a critical outcome whiley define as the degree to which a manager
achieves the goals and objectives of a particudbr and facilitates the overall success of the
implementation effort. Noble and Mokwas findingsggest that an individual manager’s
implementation role performance will influence theerall success of the implementation effort.
Both, strategy commitment and role commitment wa&newn to influence role performance

(Guohui and Epper 2008).

Another component to achieving successful impleateort is motivation. Thompson and

Strickland (1992) asserted that the conventionalvvis that a manager's plan for strategy
implementation should incorporate more positiventhagative motivational elements because
when cooperation is positively enlisted and rewdrdpeople tend to respond with more
enthusiasm and effort. A manager has to do morejtist talk to everyone about how important
strategy implementation is to the organization faitwell-being. Talk, no matter how inspiring,

seldom commands peoples best effort for long. To @mployees sustained, energetic
commitment, management almost always has to benesfol in designing and using incentives.

The more the manager understands what motivatesdinbhtes and the more he or she relies on
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motivational incentives as a tool for implementisgategy, the greater will be employees’
commitment to carrying out the strategic plan. Bsthategy commitment and role commitment,

were shown to influence role performance

The execution of strategy ultimately depends onviddal organizational members particularly
key managers. And motivating and rewarding goodfoperance by individuals and
organizational units is key ingredient in effectivatrategy implementation. If strategy
accomplishment is a priority is a top priority, théhe reward system must be clearly and tightly
linked to strategic performance (John and Rich&@82). The only dependable way to keep
people focused on strategic objectives and to naakéeving them “a way of life” throughout
the organization is to reward individuals who agbig¢argets and deny rewards to those who
don't. for strategy implementers,” doing a good”joleeds to mean” achieving the agreed —on
performance targets.” Any other standard undermimggementation of the strategic plan and
condones the diversion of time and energy intovdigs that don’t matter much. The pressure to
achieve the targeted strategic performance shoeldiryelenting (Thompson and Strickland

1992).

Communication is critical component in the impletagion process as noted by Sababu (2007)
that in organization strategy implementation, comioation flows in three directions,
downward, upward and lateral. Downward communicai® the transmission of information
from managers to their juniors, upward communicatitappens when junior employees

communicate their ideas, suggestions, commentscantplaints to the management, while
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lateral communication is the transmission of infatimn from one person to another at the same

level in an organization

2.4 challenges in strategy implementation

A study of 12 companies by Beer and EinsenstatQRGdund among others six challenges to
realizing a strategy that they coined “six killefsstrategy”, these included Top down or laissez-
fare senior management style, Unclear strategycandicting priorities, An ineffective senior
management team, Poor vertical communication, Boordination across function, business or

borders, Inadequate down the line leadership skiltdevelopment.

David (2003) argues that allocating resources tiquéar divisions and departments does not
mean that strategies will be successfully implem@ntSuch factors as overprotection of
resources, too great emphasis on short-run finkarmeiteria, organizational policies, vague
strategy targets, reluctant to take risks, and lakclsufficient knowledge may inhibit proper
implementation. A study done by Ikavalko and Aa¢in(2001) on the middle managers’ role in
strategy implementation- middle managers view dt#te problems in strategy implementation
include unfeasibility of the strategy, weak managetirole, lack of communication, lacking
commitment to the strategy, unawareness or misgtateting of the strategy, unaligned
organizational systems and resources, poor codioimaand sharing of responsibilities,
inadequate capabilities, unexpected obstacles, etngp activities, delayed schedule,
uncontrollable environmental factors, and negligeat daily business. (Alexander 1991; Giles
1991; Beer &Eisenstat 2000). All these issues carsiimmarized and more clarified in the

following subheadings.
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2.4.1 Ineffective Leadership

The leadership strategy process is what makes tlsndss strategy come alive in the
organization. A leadership strategy bridges thelggtpveen strategy and performance. It clarifies
how many leaders an organization need, the tydeaafers needed, where they are needed, as
well as the type of skills and behaviors requiredt is to succeed in its performance goals

(Pasmore, 2009)

Effectiveness of strategy implementation is, astida part, affected by the quality of people
involved in the process (Govindarajan, 1989). Hguality refers to skills, attitudes, capabilities,
experiences and other characteristics of peopleinext) by a specific task or position (Peng &

john, 2001).

Keith, Cliff, and Andrew (2005) noted that just hase the CEO or chairman believes that a
particular pathway should be pursued, not all efdther leaders in the organization may concur
with the direction being promoted. Depending onrthture of the leader, the position they hold,
or their exposure to contrasting external develagmeit is not surprising that the vision,

mission and strategy are viewed differently. StaidieCranfield school of management indicate
that over one third of the world’s top directorsddeaders ,irrespective of country, location,
sector or gender, hold contrasting views from tloeileagues concerning the future nature,
shape and positioning of the organization. Suclesoived strain lends itself to unproductive
tensions among the leaders. To not pursue a cahanenshared vision leads to organizational

dysfunctionality, short termist and in fighting.
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Alexander (1985) found that ineffective coordinatmf implementation activities was one of the
causes of failure. Beer et al (2000) mention thaliguof direction, which describes multiple
ways in which senior management can be ineffecanior management sometimes bypasses
middle management, and directly obtains informafimm and gives orders to the lower level
employees, causing ineffective communication limetghe implementation team. Additionally,
this causes a situation in which conflicts are dediand value-adding discussions on decision-
making are lost. Finally, Beer et al (2000) sttt feadership in many teams does not make the
necessary trade-offs they face during the impleaigmt. Instead, they create vague strategic

objectives which do not provide effective directionimplementation.

2.4.2 Ownership of the Strategy

The second reason for failure of strategy implemugon is ownership of the strategy and related
implementation activities. Giles (1991) names owhgr as the most important reason for
failure. If the strategy is not owned by the empley involved in the implementation, it may lead
to counter implementation, which causes the orgdioz to move in the wrong direction.
Moreover, when key people in the formulation of thteategy are not participating in the
implementation, ownership is lost in many casessicey the increase of time needed for the
implementation, or overall failure of implementatiQAl-Ghamdi, 1998; Alexander 1985). The
other way around, when the affected employees aadagers are not at all involved in the
formulation of the strategy it is also more difficéor them to feel ownership of the strategy

(Alexander, 1985).
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2.4.3 Lack of Resources

Lack of resources, i.e. time and people, is anatha&son for failure of strategy implementation.
For one,implementing strategy, in most cases, took moree timan expected or planned
beforehand (Al-Ghamdi, 199&lexander, 1985). In the research of Alexander §)9%8ome
executives even stated that top managenueterestimates the time needed to complete a
strategy implementation. Time is pressured everenigrioritiesare not set correctly. It should
therefore be clear to all employees involved in ithplementation, which activitiekave most
priority for execution. This includes implementatiactivities but also regular work and other
projects. If priorities are not defined properly,could either cause loss of attention for the
strategy implementation or loss of attention fa tegular work and other projects. Both could

lead to problems in the organization (Beer et @@ Al-Ghamdi, 1998; Alexander, 1985).

2.4.4 Ineffective Communication

Sababu(2007) identified several barriers to comeatiun during strategy implementation, such
barriers arise from individual biases, status d#fees in message interpretation, inappropriate
channels of communication, too many intermediarfear of criticism, selfishness and poor
supervision, physical barriers such as inaudibk#tings and physical distance. Poor or
ineffective communication, i.e. top-down, bottom-ampd across functions and divisions, could
negatively affect the strategy implementation. Whrdarmation is not flowing effectively from
bottom to top, top management may not be awarealfi@ms jeopardizing the implementation
of the strategy, and therefore, not able to respmnthese problems (Beer et al, 2000; Al-
Ghamdi, 1998; Alexander, 1985). The informationwfladoes not only include people

communicating with each other but also informasgatems through which management
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is monitoring the implementation efforts. These @r some cases, also not providing adequate

information towards top management (Al-Ghamdi, 998

2.4.5 Organizational Structure

Factors relating to the organizational structure #we second most important implementation
barrier according to Heide, Grgnhaug & Johannes&0@2) study. Drazin and Howard (1984)
see a proper strategy-structure alignment as assagce precursor to the successful
implementation of new business strategies (Nob®®9L They point out that changes in the
competitive environment require adjustments to adhganizational structure. If a firm lags in
making this realignment, is may exhibit poor pariance and be at a serious competitive
disadvantage. When an organization changes stratieg\yexisting organization structure may
become ineffective (Wendy, 1997). Symptoms of ieetive organizational strategy include too
many levels of management, too many meetings atkriy too many people, too much
attention being directed toward solving interdeqamtal conflicts, too large a span of control,
and too many unachieved objectives (David, 199fanges in structure should not be expected
to make a bad strategy good, or to make a bad rearggapd, or to make bad products sell
(Chandler, 1962). "In the face of complexity andltiple competing demands, organizations
simply can't handle decision-making in a totallyiamal way. Not surprisingly, then, a single
blunt instrument like structure is unlikely to pethe master tool that can change organizations

with best effect."”

21



2.4.6 Organizational Culture

Burne (1992) Culture defines how those in orgammatshould behave in a given set of
circumstances. It affects all from the most semmanager to the humblest clerk. Culture
legitimizes certain forms of action and proscribéser forms. Cultural impact underestimation

is a challenge to strategy implementation wherotiganization encounters rough going because
of deep-rooted cultural biases. It causesstance to implementation of new strategiesaaibe

in organizations witldefender cultures. This is because they see chemtf@eatening and tend
to favorcontinuity and security (Wang, 2000). It is theasggy maker’s responsibility @hoose

a strategy that is compatible with the sacred athangeable parts of thgrevailing corporate
culture (Thomson and Strickland, 1989). Changing@ayanization’s culture téit new strategy

is usually more effective than changing strategfjttexisting culturgDavid, 1997).

2.4.7 Organizational politics

According to Robbins, Judge and Vohra (2011) Ralitbehavior in an organization consists of
activities that are not required as part of anvialial formal role but that influences or attempts
to influence the distribution of advantage and dvsatage within the organization. Political
behavior is outside specific job requirement. fjuiees some attempts to use power bases. It
includes efforts to influence the goals, criteria, processes used for decision making.
Organizations are made up of individuals and growipis different values, goals and interests.
This sets up the potential for conflict over thdo@dtion of limited resources, such as
departmental budgets, space, project responssiliand salary adjustments. Organization
politics can be positive or negative, organizatien suffer most when some individual use

politics to further their interests rather than theals of the organization. Politics in an
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organization is as a result of individual behavior organizational culture or internal
environment.

Some factors that contribute to politicking in argamization includes issues of promotions
especially when they are not based on performahoelividual or even the use of performance
is far from perfect, less trust within the orgami@a, more pressure on employees to perform and
organizational culture. Organizational politics cdme detrimental to the successful
implementation of a strategy if competing interesthin the organization try to undermine
others in carrying out their duties. Organizatioolitics are tactics that strategic managers
engage in to obtain and use power to influencerozgéional goals and change strategy and

structure to further their own interest (Hill armhés, 1999)

2.4.8 Employees motivation

Motivation can be defined as the process of inftugm people as individuals or groups to
accomplish specific objectives. Motivation explainly some people work hard and others do
not. Objectives and strategies, and policies hdtle thance of succeeding if employees are not
motivated to implement strategies once they arentitmted (Sababu, 2007). According to
Robbins, Judge and Vohara (2011) motivation is ghecess that accounts for an individual
intensity, direction and persistence of effort todvattaining a goal. It is probably safe to say the
best known theory of motivation is Abraham Maslowisrarchy of needs who hypothesized
that within every human being there exists hienaroh five needs which are physiological,
safety, social, esteem, and self actualizationhat brder. In order to implement strategy the
organization needs to have a reasonable committoethie achievement of the goals by those

charged with ensuring that the enterprise succeaasnotivation on the part of those managers
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is a most important part of implementing stratelylotivation may be accomplished by the
reward-punishment system, part of which may beelhko the planning control system. A
motivation system may use positive ( bonuses, ptimmoetc) or negative ( demotion etc)

incentives (Bowman & Asch, 1987).

2.5 Managing challenges to strategy implementation.

There are many challenges to strategy implememtdtmtter & Schlesinger (1979) posited that
there are six strategies overcoming the resistacagimunication, participation, facilitation,
negotiation, manipulation and coercion. McKinseydelodescribes the seven factors critical for
effective strategy execution (Kaplan, 2005). Itntiiees the seven factors as strategy, structure,
systems, staff, skills, style and shared valuethi#f web of factors is perfectly aligned together
the organization will be successful in strategy lenpentation. Brannen (2005) survey based
study concluded that in order to improve execuientain issues have to be tackled. These
include inadequate or unavailable resources, pawnnwunication of the strategy to the
organization, ill-defined action plans, ill-definextcountabilities, and organizational/cultural
barriers. Culture is a factor during strategic lienpentation that need to be managed in order to
realize results as Johnson and Scholes (2002) fouhdhat during implementation of any
strategic change there will be a tendency towardgia and resistance to change due to the fact
that people tend to hold an existing way of doinigpds and existing believe about what makes
sense. Managing strategic change must thereforessithe powerful influence of paradigm and

cultural web on the strategy followed by the orgation.
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Munyoroku(2012) on the study of the role of orgaion structure on strategy implementation
among food processing companies in Nairobi notatwinen a structure’s elements are properly
aligned with one another, the structure facilitatftective implementation of the firm’s
strategies. The study further observed that dewaogpn organizational structure that effectively
supports the firm’s strategy is difficult, espelsiabecause of the uncertainty in the rapidly
changing and dynamic competitive environment. Comgation is key to the employees
understanding the new corporate strategy and #uewrate interpretation of the organization’s
goals and objectives. Further, open communicat®neffective in reducing employees
resentment and resistance. An effective and compse communication plan, with feedback
loops for employees to air their concerns, must ibeplace from day one (Attaran,
2000).Facilitation is a key strategy in confrontingplementation challenges. Dowd (1998) cited
that managers must provide support during the imptgation/change process. Making one
available, providing adequate information, beingsipee, actively listening and showing
personal interest and respect are strategies thiadgers can use to help minimize the frustration

of those coping with change.

Leadership is paramount in strategy implementatbeercoming ineffective leadership style or
lack of it is critical. In this case all leaderg amportant to driving the organization forward pTo
management as well as middle level managers is riammo to be fully involved in
implementation process. Floyd and Lane (2000) eatexd the findings of prior research into ten
managerial roles, According to their categorizatimp management has decision-making roles
of ratifying, directing, and recognizing. Middle magers’ role is to communicate between the

operating and top levels of management in the fasfmhampioning, facilitating, synthesizing,
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and implementing. Mugo (2012) on strategy impletagon at the city council of Nairobi noted

that of important is tying rewards and incentit@achievement of performance objectives and
good strategy execution creating a strategy supeodgnvironment and corporate culture and
establishing the internal leadership needed tcedmplementation forward and keep improving

on how strategy is being implemented.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter outlines the overall methodology thas used to carry out the study. It deals with

research design, data collection techniques anbdadstof data analysis.

3.2 Research Design

The researcher used a case study form of reseasihnd Kothari (1990) observes that a case
study enables the researcher to conduct an in-depéstigation of many different aspects of a
phenomenon. He further argues that a case stuayp@verful form of qualitative analysis and
involves careful and complete observation of aaoiterest be it a person, family, cultural

group or an entire community and/ or institutions.

3.3. Data Collection

The researcher used both primary and secondarycdi¢ation methods. Interview was used to
collect Primary data from seven departmental maisaden interview is a purposeful discussion
between two or more people (Kahn and Cannell, 19879 interview method of collecting data
involves presentation of oral-verbal stimuli anglyein terms of oral-verbal responses (Kothari,
1990). A well prepared interview guide was droppeefore the interview to help in
familiarization of the questions by the responder@scondary data was collected through
already documented materials such as in-houseaqatiblns, in-house training materials, policies

and Website
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3.4 Data Analysis.

Content analysis was used to analyze qualitativae. deing a case study, content analysis was
the most useful tool. Content analysis is the syatee qualitative description of the composition
of the objects or materials of the study (Mugendd Blugenda, 1999).The researcher through
use of qualitative data analysis techniques andlyze information and contents collected in a

systematic way in order to come up with useful dwsions and recommendations.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION .

4.1 Introduction

This chapter presents the analysis and findingb@fstudy. Qualitative data analysis technique
was used to analyze the data. The objective of shigly is to understand the strategy
implementation process at the teachers’ servicenusesion, its challenges and how to overcome
those challenges. A total of 10 respondents bo#ufi@nd their deputies of six departments at

teachers service commission were interviewed.

4.2 Response profile

The respondents comprised of directors and thsist@asts who are conversant with the strategy
formulation and implementation at TSC. There yedrservice in the TSC ranged from 5 years
to 35 years. Six of the directors have worked foe fto fifteen years, while the other four
directors are over sixteen years in service, tnikcates that three fifth of the respondents have

worked for less than fifteen years.

4.3 Strategy implementation

The respondents indicated that the commission haseay®ar strategic implementation period
although the implementation may not sometimes beeaed due to reasons that have been
identified by the respondents such as, non -avéitialef funds due to much reliance on the
treasury, laxity on the implementing officers dwetheir non-participation in the formulation
stage and some strategies may be overtaken bytysgenties that may come up and impede

their implementation. Strategies at the teacheesVise commission are formulated by the
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commissioners with inputs from top management ef ctbmmission. On the question of how
does TSC implements its strategies the respondaditsated that the formulated strategies are
converted into operational plans on year to yearsband cascaded down to the departments for

implementation.

On the question of how the management has beent@lsigpport strategy implementation the
interviewees pointed out that the management ussalirces to ensure that the implementation
process is successful, it also ensured that tree@mstant supervision on the implementers.
Training and sensitization is another way the mansnt as deployed to create awareness and
motivate the implementers, It has also been ablmkostrategic objectives and individual work
plans which is also linked to performance contramned between employees and the

organization which is assessed on yearly basis.

Teachers’ service commission is an organizatioh witwvell written vision and mission that are
adhered to the latter. The vision and mission ag# displayed on notice boards and in every
division they are well displayed on the walls. TSfp tmanagement requires all the staff to
understand the vision and the mission of the omgdiain. The respondents were asked how the
organization vision and mission are communicatedndustrategic implementation process.
Communication is critical in the implementation gess for it enhances connection between the
implementers and the top level management; it esalidedback to be acted on time a
communicated back. They indicated that all straegupport the vision and mission of the
organization. The operational plans are linkedpcgic policies which are then translated to the

employees’ work plans showing the specific targbet are designed in achieving strategic
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objective. Communication in the organization ioal®ne through the use of circulars, memos,
workshops and seminars in order to communicateesssof strategic importance to the

employees.

The respondents were asked whether employees Hyeiriuolved in the implementation
process.7 out of 10 agreed that employees areifuthlved in the implementation process they
indicated that although the formulation is donetlyy management the implementation part is
executed by the employees who must be integratedrader for them to carry out the
implementation, the integration is done by the ofsthe work plans which are drawn from the
departmental operational plans which in turn aevrfrom the strategic plans. It means that in
their day to day activities, employees work towaittks achievements of the strategies. In order
to ensure that all employees are involved in thelé@mentation process, they are required to fill
a quarterly performance report that as to be asddsg their supervisors and the same used to
give the progress of the employees as well as ¢heexement of the departmental objectives.
The three respondents who disagreed that emplogezsnot involved in the process of
implementations misunderstood the question to nfeamulation of strategy which they said
only top management are involved in the initiast of strategy making, these they argue will
impede implementation because they will not ownfthal product and the sense of ownership

is not there.

The study found out that other factors that areessa&ry for successful implementation process
included sourcing of funds to make sure there ishmrtage when the process starts. Information

communication and technology infrastructure werentoeed by respondent as being an
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important component for any strategy to be achieVéey indicated that in order to encourage

employees to achieve more they should be well wradbknd trained.

4.4 Challenges of strategy implementation.

The environment in which the TSC operates is one wiinynchallenges as can be attested by
the respondents who all accepted that the orgamizéhces numerous challenges. The study
found out that funding has been mentioned as thebeu one impediment to strategy
implementation, changing environment, resistancehenge by employees, lack of capacity to
implement strategies, organization culture, lackpfper communication as well as unhealthy
competition among the departments and teams task&dimplementation process are other
challenges it faces. The style of strategy implet@mn employed at TSC are top-down/laissez-
faire leadership style which has several challengleish includes poor communication, weak
co-ordination across departments, ineffective sema@anagement team, and inadequate down the
line leadership development. If these are not cbdnig will affect the performance of the

organization.

Funding being one of the factors that hinder propgriementation of strategies should be a big
concern to the organization. An organization thirely relies on the government funding will
basically not able to carry out its operations @ffesly. Its budget is subject to approval by the
governments which may not approve all the priatigyns by the commission. This in itself will
see other important project shelved for lack ofdinRespondent also noted the changing
environment as having an effect on the implemematif strategies. Since the dispensation of

the new constitution in 2010 the commission as dbeae to the spirit and letter of the
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constitution, in this regard it has to devolve mfsictions to the 47 counties this makes the
process of strategy implementation more complex tam@& consuming. Communication of
strategy is important to successful implementatias a challenge given the operations of the
organization, such a large organization requireslaborate communication mechanism that all
participants appreciate, the commission has notfust utilized new technological means of
passing information to all, from the respondentslear that top management don’t encourage

the use of social sites as a means of communicatidgnteracting with their staff.

Employees of an organization are an important nesothat an organization has in carrying out
its operations. Such people must be well equippeldoaepared to handle all manner of activities
that are required of them. From the study it's apptthat employees are not well motivated to
go extra mile in fulfilling their duties, this isud to lack of enough facilities such as computers,
printers and other equipments necessary to wodcifkely. Other reasons given are that there is
lack of proper capacity building in terms of traigiand other team building activities, issues of
low morale due to poor pay and other incentivesalse a cause of ineffectiveness by the staff.
Proper bondage amongst the staff working in differ@epartment is also lacking this make

cooperation among departments difficult for theyage in unfair competition that leads to

slowing down of strategy implementation.

The respondents were also asked to explain theniaagaon structure and how it fits to the
leadership of the organization. Most of the resgonsl said that the organization structure is a
tall structure where commissioners are at the fapestructure acting as the board of directors

with CEO involved in day to day running of the angaation assisted by seven directors who are
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heads of departments, the biggest impediment eftffue of structure is that it causes rigidity
and inflexibility in the decision making and thevef the leadership is bureaucratic in nature.
Decisions in this type of structure are slow arpdown making it harder for feedbacks from the
lower levels of the organization to reach the tognagement. Respondents also indicated that

there is lots of duplication of duties in tall stture.

On the question of what external factors pose ehgls to strategy implementation the
respondents mentioned trade unions such as Keatyanal union of teachers (KNUT), Kenya
union of post primary teachers(KUPPET), Kenya priynschool heads association(KEPSHA),
Kenya secondary heads association (KESHA), paresocations, County governments,
national treasury ,non-governmental organizatiatiaér factors included political interferences,
Technological advancement and increased awareheghts of teachers leading to litigations

from aggrieved parties as some of the externabfachat affects strategies in the organization.

Political interference has been cited by the redpathas being a major external deterrent to
strategy implementation, three years have passex® the new constitution requirement that
new commissioners be appointed to replace thedirestired ones but only three have been
appointed so far because of political patronage @&nhas affected most strategies being
implemented, political upheaval will significanidyfect strategic objectives of organization even
change of government will change the prioritiesogfanization and TSC is not an exception.
Trade unions such as KNUT and KUPPET are othereatdactors that have been mentioned
by interviewees as having significant challengestrategy implementation. Numerous strikes

and court battles have been carried out by teachaescent times against the government this
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has a direct impact in the operations of teachengice commission whose mandate is to offer
services to teachers, strategy implementation gy dlganization is constantly rejected by
teachers unions claiming that they were not coadult the formulation of those strategies and
therefore will prevent implementation by filing awt case or calling their members to go on a

strike.

4.5 Addressing strategy implementation challenges.

The study found out quit a number of challengesntathe organization, these challenges are
both internal and external in nature though theaoizption has to deal with these challenges it
may have not been very successful in combatingzén®us challenges it faces, because some
challenges are out of control of the organizatitntiherefore imperative to look for practical
alternatives to counteract the various impediméntstrategy implementation. The researcher
sought to understand who are responsible for magagjrategic challenges. The response was
unanimous that the commissioners, CEO and direchoes the individuals responsible in
mitigating those challenges. Most respondents ©bWi0 rated effectiveness of the management
in addressing implementation challenges as beingdenade, while good, very high and low each
got one response. This means that on average thagement has been able to ensure smooth

strategic implementation despite those challenges.

Strategy implementation is about managing changkrasistance to change, the respondents
pointed out that it is imperative for the stafflte well sensitized on the strategy. In order fer th
employees to perform better and not resist the ggmibrought implementation they should be

involved in the formulation as they will be the enperforming the implementation. In this
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regard the middle level managers who are in mastscéhe executioners of the strategy should
be brought in board from the drafting of the stggtéo its implementation so that they can point

out what is required for its execution.

The other important challenge that needs constagtticis the communication of the strategy to
all the affected parties. Communication is keyhe effective management of change. Rationale
for strategic changes should be communicated t&evsmot only in newsletters and speeches
but also in training and development programs, ithespecially important in decentralized firms
where a large number of employees work in far-flonginess units (Wheelen and Hunger 2008
) Communication can be done in various forum wite employees and other stakeholders to
seek their inputs as well as to inform them of dhanges that will come as a result of the
implementation of the strategy, they will also bada to know what the consequences of non
implementation will be in future to the organizatiand benefits the organization will reap from
successful implementation. Through communicati@ntanagement will avoid constant battles
from the unions and other stakeholders who wikkdhly or indirectly affected by the actions of
the organization. Unions especially KNUT and KUPP#&€ed to be well integrated in matters
that will affect their members in order to minimizases of strikes and other industrial actions
that may distract implementation process; this waflly be done through dialogue and

negotiations with them in all strategic issues Hratof importance to them.

The respondents also cited lack of funding as bamgbstacle to strategic implementation. This
is due overreliance on the treasury to releasesfimdbe used in such projects, most of the time

they will delay in releasing those funds this self is a precursor to the delayed implementation
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and eventual collapse of the entire strategy. rtteoto address this challenge the management
as to step up its negotiation skills to convince treasury the need it as and how it will be
affected if such funds are not released on timis.dtso necessary for the organization to start it
own strategic piggybacking which is a way of loakiior others sources of revenue to make up

the differences between its expenses and the rewveiseived from the central government.

Strengthening the monitoring and evaluation oftegg is an important component in ensuring
that the strategy is implemented in time and withim allocated resources. One tool that is being
mooted to ensure proper evaluation and contrdh@brganization activities is the enterprise risk
management( ERM) or risk management framework, hvhsca corporate wide, integrated
process for managing the uncertainties that cowddatively or positively influence the
achievement of a corporation’s objectives( wheederd Hunger,2008) another important
mechanism that need be strengthened is the usmmdasdization of procedure through ISO
9001 certification which require a firm to separd@cuments, design inputs design process,
design output and design verification , as welp@agormance contracting which is the one that is

currently in use to ensure objectives are met.

Another challenge that the respondent identifiedrganization culture, because an organization
culture can exert a powerful influence on the bérasf employees, it can strongly affect the
company’s ability to shift its strategic directioA.problem for a strong culture is that a change
in mission, objectives, strategies, or policieaas likely to be successful if it is in opposititm

the accepted culture of the organization (Wheetehtdunger, 2008) the interviewees noted that

organization strategy and the organization cultnost of the time are incompatible. The culture
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of the organization as the tendency of resistirange, this begs the question how best can new
strategies be introduced without resistance. Any strategy that has to be introduced to the
organization should be compatible with the orgaimraculture, if not it is recommended the
management has a responsibility of looking at waysvhich organization culture can be
modified to fit the organization strategy. Orgami@a culture can be modified by training of
employees, introducing new divisions to implemem¢ hew strategy, partner with another
organization to carry out the strategy or entirelitsource the whole strategy to a specialized
organization that can execute it well within thgppstated time and with limited cost or change

the strategy to fit the organization culture.

Organization employees are the people tasked witplementation of the strategy, the
management and the board of directors should dewatoincentive program to reward those
employees whose performance are above board. Qegem learning is another way that the
organization can ensure that its members havedipaisite knowledge and skills necessary to
perform effectively. It's important for the managemh to encourage the staff to learn more by
enhancing the organization library to be well egegh with the right materials for their studies,
motivating employees by refunding certain percemtafytheir tuition fee and providing some
with special scholarship and tying them to senesdiganization for a duration of time this will
help managers to be more exposed to the outsidd wod when they back will be able to apply

the same knowledge to improve the performanceebtiyanization.

The study also found that leadership has been orexdias being a challenge to the success of

strategies at the organization. It is through trganization leadership that a strategy comes into
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being as they are involved in its formulation. Tpgr@blem with most managers according to
respondents is lack of commitment, this createcuwan for employees to do activities the way
they please, without direction and supervision neyaployees will do those activities that is
deemed to be easy and consume lesser of theirotimequire less reasoning, in this way those
activities that are critical to the achievementaddtrategy may not be performed on time as they
are delayed to later date. Strategy leaders mustuadable for coaching, directing and

motivating employees to use their skills and ab#iteffectively and efficiently.
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND RECOMMENDATI ONS

5.1 Introduction

This chapter presents the summary, conclusion andmmendations for further study. The
objective of this study was to determine strategyplementation at teachers’ service

commission, challenges and ways on how to addhese tchallenges.

5.2 Summary

The studyfound out that it's the responsibility of the conssioners to formulate strategies.
After formulation it's delegated to the directorfstibe seven departments for implementation, at
this stage the employees are fully involved inatgdtheir training and holding of forums to
educate them on the content of strategy as welloaseek their inputs on how to ensure
successful implementation. The study found out thatstrategies are not implemented on time
owing to the issues such as resources constrénkspf proper communication of the strategies,
political patronage, and lack of employees’ papttion in the initial stages and the stall

structure of the organization which slow decisicakimg.

Regarding the effectiveness of the management tthay Sound out that the management is
moderately effective and apart from the normal lelngles they face they been able to smoothly
implement most strategies formulated. Therefors ithperative to have a well focused

leadership and very effective top management wleoatte articulate strategic issues to the

employees and have the capacity to deal with emgigsues whenever they arise.
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The study findings indicate that in order for thanagement to be successful in implementing
their strategies they should ensure that all engdsyare involved in the formulation of the
strategy from the onset to their implementatiors thill change their cultural mindset, make
them understand better and ensure that resistanacminimized and this will even make
implementation more easier and cost effective siheg will be less effort to be put in terms of
training. Top management should be willing to coape amongst them to prevent some
individual micro managing issues of strategic intaoce leading to organization politics which

may hinder smooth operations.

5.3 Conclusion

In conclusion the strategy implementation is treitationalization of a strategy so that it guides
decision making and action on a day today basik wiview to realize long term goal of an

organization. Various factors are critical to st implementation which also pose challenges
to achieving strategic objectives, these includesganization culture, financial resources,

leadership, motivation of employees, organizatidructure and communication which are

internal factors and are under the control of tremagement and political, economic, legal and
technological factors which are partly beyond tbatml of TSC management. Although there

were measures to mitigate the aforesaid challetiggswere less effective. From the study it is
clear that alternative practical ways of proacyvelentifying these challenges and putting

measures to ensure they are properly managed egssagy.
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5.4 Recommendations

Regarding strategy implementation at TSC the stedpmmended that proper participation of
employees and all stakeholders in the processrafegly formulation and implementation is

necessary. Although it is impractical to have alppfoyees be involved in strategic formulation it

is noteworthy to include representative numbehoté who will be involved in the execution of

the strategy in formulation son that they will hetptraining and guiding the others. It also

recommends ensuring that other sources of fundiof as donor funding to avoid overreliance
on government funding which most time cannot béhfarming. The study further recommends
the strengthening of monitoring and evaluation toditegy implementation this ensure constant

review of the progress of the entire whether itkiaving its objectives or not.

Another important recommendation is for the top aggment to increase interactions between
them and implementers of strategy this means tlserenstant communication in all directions.
Middle level managers and other employees beingtioe tasked with implementation require
to be integrated in formulation to eventual implemagion of strategies; the top management
have to find ways that those who will be directlifeated are incorporated for smooth
implementation. Follow up of strategy implementatie the duty of top managers, hence they
should be in a position to identify loop holes @odrect them before it affects the entire process.
The study also recommends the organization to baskx on capacity building of its members;
this is through encouraging education of its em@ésy and other in-house training and

workshops meant to impart knowledge on them.
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The study agrees with wheelen and Hunger who itglicihat organizing a company’s activities
and people to implement strategy involves more thiarply redesigning a corporation overall
structure; it also involves redesigning the waysjale done. It is critical to redesign jobs at the
organization through job enlargement, job rotat@on job enrichment to ensure that activities
are done best by those who are capable and havertiiessional merits in them. It also
recommends identifying abilities and performancéndividual and ensure they are promoted to
encourage them to even achieve more as well avatetothers to work extra hard. Motivating
and rewarding good performance is a good ingredientensure successful strategy
implementation. The study further recommends thatleyees working in different departments
must be able to collectively work together as antefop management must strive to ensure that
synergy exist between departments in order to haioosly work as one to achieve desired

results.

Leadership and strategy are inseparable, poor rglagewill negatively impact on the strategy
formulation and implementation. It is the recomnmegti@h of this study that strategy must be
well formulated and clearly communicated to impletees. It is the responsibility of top
managers to lead in strategy implementation by ramguhat employees are well coached and
supervised to realize the goal of the strategygiams and guidelines have to be well written
and issued to respective parties to enable thery aat implementation with speed and accuracy
required. Middle level managers have to be givemgrs to be able to act on challenges that may
arise during implementation, this will improve dg@on making. Another strategic issue raised by
the interviewer is how the structure can affectgtrategy; most respondents indicated that TSC

structure being a tall structure slow decision mgkand affect communication as well. The
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study recommends the adoption of social media gstavéasten communication between the top
management and lower level staff because it aliotesaction between the parties to take place

instantly and this will the management in gettingdback faster.

The study also revealed that the external factaws lindrance to effective strategy
implementation; the study recommends participatofnall stakeholders in formulation of
strategies to gain their cooperation while impletmgnthe same. Formulation of a strategy is
said to be more technical and time consuming moae implementation and if all parties are
involved in its initial stages it will help to awbresistance. Trade unions, county governments,
treasury, parents associations and NGOs who norraedl concerned about the effect of certain
actions of TSC management need be fully involved eéeery action that is to affect them
whether directly or indirectly .the study furtheecommends that the organization carry out
stakeholders’ analysis to collect their views aatsgic issues of concern to them and be able to

know how best to address them.

Finally the study recommends paradigm shift in orgations operations in order to be able to
measure the success of every strategy implemefRi®@dthe organization to understand its
internal strategic factors and familiarize itselfttwits environment it has to use strategic
management tools such as organization analysisSAM@T analysis respectively. The study
further recommends the use of balance score cardndasure the performance of the

organization activities.
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5.5 Limitations of the Study
This study was to evaluate the strategy implememtadt the TSC. The researcher interviewed
the Top management at TSC. This presented a liontaf the study as it left out the employees

and other stakeholders whose inputs could have dideenefit to the study.

Another limitation is timing constraint, the resglagr had a dead line to meet and hence could
not interview other senior officers who were busiyinlg the time of collecting data, and this was
delegated to their assistants this in itself caafféct the quality of information gathered and

therefore compromised the outcome of the study.

5.6 Suggestions for Further Research

This study was done at TSC. Every organizationffisceed different by external environment

such as political interferences, technological, necoical, social and legal factors. Every

organization is unique internally in terms of enyges’ culture, organization structure,

leadership and the way they finance their operatidrhe mandate of TSC may also be a
different component that makes it a unique fromerrsince its size and scale of operation is

substantially big.

A similar study should therefore be done in othemmissions and public organizations that

share similar orientation as TSC. This will shedrenbght on the implementation strategies,

their challenges and the way they manage them.
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APPENDIX I: INTRODUCTION LETTER

TO WHOM IT MAY CONCERN

The bearer of this letter Renson Lesaidimu Lolgisoi

Registration No. D61/60175/2013.

Is a bona fide continuing student in the masteBakiness Administration (MBA) degree
program in the University of Nairobi.

He is required as part of his coursework assessmesegearch project report on a management
problem. We would like the student to do their pobjon real problems affecting firms in Kenya.
We would, therefore appreciate your assistanceable him collect data in your organization.
The results of the report will be used solely foademic purposes and a copy of the same will

be availed to the interviewed organization on retjue

Thank you.

PATRICK NYAMBUTO

MBA ADMINISTRATOR

SCHOOL OF BUSINESS

52



APPENDIX II: INTERVIEW GUIDE

SECTION A: BACKGROUND INFORMATION

1. Department
2. Designation
3. Years of service in TSC

4. Years of service in current position

SECTION B: STRATEGY IMPLEMENTATION AT TEACHERS SERV ICE
COMMISSION
5).Who is responsible for the formulation of stgas at the TSC?
6) How does TSC go about implementing the formdiateategies?
7) (a) what is the duration for strategy implenagion?
(b) Are the strategies implemented withingtipulated time?
(c) If not what causes delayed implement&tion
8) How has the management been able to suppartgyranplementation at TSC?
9) How are TSC vision, mission and key policiesmomunicated during the strategy
implementation process?
10) (a) Are the employees fully involved in the lerpentation process?
(b) Explain your answer above.

11) What are other factors that influence straiegylementation at TSC?
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SECTION C: CHALLENGES FACING STRATEGY IMPLEMENTATIO N AT
TEACHERS SERVICE COMMISSION
12.) (a) Are there challenges facing strategy im@etation at TSC?
(b) If yes what are they?
13) What is being done by the management to adtiiess challenges?
14) (a) Explain the Organization Structure emptbyed what kind of leadership there is to
support the organization structure?
(b) Do they pose challenge to strategy an@ntation?
15) (a) What external factors pose challengesrédeg)y implementation at TSC?

(b) How are they addressed?

SECTION D: MANAGING THE CHALLENGES OF STRATEGY IMPL EMENTATION
AT TEACHERS SERVICE COMMISSION

16) Who are responsible for managing challengesrategy implementation?

17) What measures has the management put in {aaesure the barriers to effective strategy
Implementation are managed effectively?

18) What is the level of effectiveness of managimg challenges of strategy implementation at
TSC?

19) Have the measures that have been put in figcthe management ensured a smooth
strategy implementation?

20) What would you recommend be done to improeegyy implementation at TSC?
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APPENDIX 111.LIST OF DEPARTMENTS

Departments at TSC as at July 2014

1 Human Resource Management

2 Administration

3 Teacher Management

4 Finance

5 Accounting

6 Internal Audit

7 Information, Communication and Technology
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