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ABSTRACT

Many oil and gas companies especially the BG Gilgp(British Multinational olil
and gas company) are reluctant to proceed witllitleng of exploration wells due to
lack of natural gas terms in the current model pobidn contract which has a bias on
oil terms. Need for new, breakthrough technologieg can help find, develop and
produce more oil and gas. This creates a majondrdunce for oil and gas companies
to effectively drill oil and gas in developing eamnies like Kenya. The study sought
to determine the challenges of strategy implemamtaby Tullow Company, to
achieve this objective, the study used a case stiidyullow Company and the
primary data was collected using an interview guigg sought answers through open
ended questions gathered from the intervieweesdpyi data was collected from all
the three interviewees as planned. These incluéggértmental heads of Finance,
Marketing and Operations. Data analysis was doimgguntent analysis. The study
concludes that the main challenges facing Tullowm@any in strategy
implementation include failure to involve the locabmmunity, insecurity and
political instability. These challenges accordingthe findings are a key hindrance
towards the realization of strategy implementatiBoor means of communication
between the head office and the drilling pointstethck of effective coordination of
activities and information flow. To deal with theskallenges, Tullow Company in
intends to engage with the local communities thiotrgining. This will enable them
to understand and cooperate with other employed@siltdw since they feel as part of
the process. Oil producing communities must feelitale benefits both through
employment and through local tenders for goods sewices. The revenue that
Kenya derives from oil must be shared out betwdennational government, the
county government and regional committees whereothis found. The government
should consider reducing barriers through creatingnabling environment in order
to provide conducive environment for attractingdband international partners. This
is because investors play an important role intorggob opportunities and domestic
tourism, this play an important role in growth astelvelopment of an economy. The
study recommends that the legal and regulatory dvaonk in Kenya should be
improved. A new version of Kenya's petroleum lawswast revised in 1986.
Currently; it is being drawn up, notably in the higof new environmental
requirements this will create a new upstream reguland strengthen a number of
other bodies, with the aim of leaving the ministrycharge of policy and creating a
petroleum directorate responsible for ensuring ttmhpanies stick to the terms of
their contracts. The existing National Oil CompaiNOCK) should be the joint
venture partner with oil companies in Kenya. Thedgtlimited itself to a case study
of Tullow Company and thus the findings obtainedrot however be used to make
generalization for all the international oil dmi§ companies in Kenya.



CHAPTER ONE
INTRODUCTION

1.1 Background
Today's competitive environment requires carefulalgsis in designing the

organization structures and culture most suitabléuild and sustain competitive

advantage. Strategic planning is critical to bussnsuccess. Different from classic
business planning, the strategic planning involis®n, mission and outside-of-the-
box thinking. Strategic planning describes whereogganization wants to go and is
important to an organization because it providesease of direction and outlines
measurable goals. Strategic planning is a tool ihaiseful for guiding day-to-day

decisions and also for evaluating progress and gthgnapproaches when moving
forward. The firm’s strategy is implemented in aaobing environment, successful
implementation requires strategic control to steerfirm through an extended future
time period. The overriding concerns in executitrgtegies and leading a company

are survival, growth and prosperity (Thompson amiti8and, 2002).

This study is informed by resource dependency theogsource based theory
proposes that actors lacking in essential resowéseek to establish relationships
with others in order to obtain needed resourcegafrations attempt to alter their
dependence relationships by minimizing their owpeaelence or by increasing the
dependence of other organizations on them. Withiggerspective, organizations are
viewed as coalitions alerting their structure amdtgrns of behavior to acquire and
maintain needed external resources (Pfeffer an&n8al2003). The theory of

Explicitly Formulated Strategy emphasizes thattsgp is smallest set of choices to

guide all other choices of an organization (Erici\d@n Steen, 2012).



The history of oil marketing in Kenya began in 190itially kerosene was the main
import in tins but later gasoline was importedimstand drums as well. Oil and gas
marketing has been dominated by international oihganies with BP and Shell
carrying out exploration work in the 1950s with firet exploration well being drilled
in 1960. Other international oil and gas companidso have ventured into
exploration work include Exxon, Total, Chevron, Wds@e and CNOOC.(Deloitte
2013). In the recent past the government has eagedrlocal companies to enter into
the industry. The major ones are currently involuednly oil marketing and they

include National Oil, Kenol Kobil, Hashi Energy ahidss Petroleum.

The discovery of oil and gas in Kenya has attractedhy drilling companies who

have shown great interest in extracting the ressuand are now engaged in cut-
throat competition for drilling wells. Extractionf ahese resources will have
significant impact on the economy as they are pnynsources of energy and are
important inputs in the production processes. Aisg lin oil prices for example,

invariably leads to increases in production cosigtvwould result in increases in the
prices of consumer goods and services. Howevert ofa$ese oil and gas drilling

firms are international and are unfamiliar with tbeal Kenyan environment in terms
of culture, the people, the politics, technologyl amfrastructure among others. This
raises the need for the oil exploration and dglloompanies to implement strategy in

order to counter challenges and thus effectivelyeae their vision and mission.

Tullow Company plays an important role of drilliog and gas in Kenya. As Tullow
Company tries to carry out its operations it's fhosith various challenges for
example inadequate camp facilities, material s®rggrds and work areas for
contractors, language barrier, technology. The gednoil prices in the international

market just when the firm was gearing up to go primduction have introduced a new



twist into the already complicated oil marketingvieonment. In the local Kenyan
operating conditions, the new constitution has tecawo levels of government, the
county and the national. The county governmentssami-autonomous with powers
to enact their own legislations. Many times the rdgulegislations and county
economic agenda are at variance with the natioma$.oThese bring confusions as to
how to comply with both differing legislations. Tdee challenges slow down the
company’s operations and might impact negatively itn strategic goals and

objectives.

1.1.1 Strategy | mplementation
Thompson (2005) asserts that strategy implementasiahe process of allocating

resources to support the chosen strategies. Tlosegs includes the various
management activities that are necessary to pategl in motion, institute strategic
controls that monitor progress, and ultimately aehiorganizational goals. In trying
to manage the implementation and execution of a&tegjy, the organization should
take into account operations of the organizati@nertsure that they are in line with
the strategies to shape the performance of the lmaseess activities in a strategic

manner (Strickland, Gamble and Jain, 2008).

Strickland et al. (2002) points out that succesduhtegy implementation are
important for an organization. Without implemendati even the most superior
strategy is useless. The notion of strategy impteat®n might at first seem quite
straightforward: the strategy is formulated anchtitds implemented. Implementing
would thus be perceived as being about allocatisgources and changing

organizational structure.



Transforming strategies into action is a far maseplex and difficult task. Strategy
implementation assists the organization to reailigevision and mission since it
involves actual deliberation of the strategic plarhe significance of strategy
implementation realization of the set targets andlg that lead the firm towards
achieving its vision this is achieved through ailignthe organization and resources to

the set strategic plan (Porter, 2008).

1.1.2 Challenges of Strategy | mplementation
A myriad of challenges face strategy implementatibese challenges are as follows:

This study has however discussed the followinglehgks: poor planning, resources,
poor leadership and management commitment. AccgridirDooley et al. (2000) the
process of putting together or identifying of stgies suitable for the firm to
implement is often flawed as the planners are ofteinsincere to themselves about
the company’s situation and needs as well as taagds that are required to steer the
company forward. Beer (2000) puts forth that thmesglanners sometimes fail to be
realistic in the strategy identification and leadevho are overly ambitious may
wrongfully develop strategies that unachievabléheir bid to beat competitors in the
same field. For this reason the strategies thatvateen are often way too difficult to
achieve and some do not reflect the needs thdirtheequires to move in the right
direction. When organizations adopt such weak amdalistic strategies, they end up

making fruitless efforts without success (Dooley dndge, 2000).

Sometimes lack of resources and facilities is a lahallenge in strategy
implementation. This is common to most organizagtitmn effectively implement a
strategy the organization should allocate adequeseurces to ensure successful
strategy implementation. On the other hand, theeedreater need to involve partners

in the initial stage of planning in order to enstlreir support that leads to success in



this undertaking. Hrebiniak (2006) argue that & thanagement of the firm is poor
and does not care to work with all stakeholdersiasttad take it upon themselves to
do the planning without consulting others, the empéntation process is often

doomed as it will lack the goodwill of the stakedtenls.

Rumelt (2001), indicated that incompetent leadé@noorganization tend to view the
process of implementation as ending at the wrisitagge and are unwilling to put any
efforts in the difficult stage of the process whishalways the implementation and
involves a strenuous task of decision making. Tdhallenge is worsened by the
failure of the stakeholders to demand accountglildm such leaders. Prahalad and
Hamel (2002), assert that in order to take imparsa@ps towards the success in the
implementation process of strategies, there musa lgeneral move by the people

involved towards adopting the proposed changes.

1.1.3 Tullow Company Kenya
Tullow oil Plc is a multinational oil and gas exmtion company founded in Tullow,

Ireland with its headquarters in London, United gdom. It has interests in over 150
licenses across 25 countries with 67 producingd$iehnd in 2012 produced on
average 79,200 barrels of oil equivalent per daym& 2013). Its largest activities
are in Africa and the Atlantic Margins, where itshdiscovered new oil provinces in
Ghana, Uganda, Kenya and French Guiana. The Geoaptering its next phase of
growth with a major focus on Africa and the Atlanklargins basin, where Tullow is
already a dominant player following exploration segs in the named countries

(Some, 2013).

Tullow’s main production comes from six countriesAfrica as well as the Southern

North Sea and Asia. Ghana'’s offshore Jubilee eitifivhich was discovered in 2007



and started production in December 2010 is Tulldargest discovery. In Kenya, the
company discovered more than 250 million barrelsibfat the Ngamia 1 and Twiga
South wells in the Lokichar basin in North Eastiéenya. It also made a discovery at
Kenya's Etuko 1 well, while the Sabisa 1 well itniBpia encountered oil and heavy
gas. The company, with partner Africa Oil, plangliil about 10 wells in Kenya and
Ethiopia to explore the Turkana Rift Basin. Oil ages resources are among the few
resources Kenya has that attracts internationainbsis Companies for instance
Tullow. Global business has attributed to increasempetition as more Companies

seek opportunities for untapped resources.

1.2 Resear ch Problem
Implementation of strategy is one of the ways tal dath challenges in the business

environment. Successful implementation of strategyables the organization to
realize its vision and mission however, it is nasye the organization has to ensure
that its strategy is compatible with its goals aijectives. This involves putting
resources and people together and working towaelsttategic organizational goals.
Reed & Buckley (2001) posit that implementationstfategy is a way in which an
organization match its resources, structures,gagdrship and culture with the vision
and the mission. This provides a clear directiod anguide in realizing successful

strategy implementation.

Many oil and gas companies especially the BG Gilgp(British Multinational olil
and gas company) are reluctant to proceed withltitiang of exploration wells due to
lack of natural gas terms in the current model pobidn contract which has a bias on
oil terms. Need for new, breakthrough technologieg can help find, develop and
produce more oil and gas. This creates a majondrdunce for oil and gas companies

to effectively drill oil and gas.



Tomaz and Pucko (2010) carried out a study on #utofs of effective strategy
implementation of 46 Slovenian companies in Kenyavas concluded that poor
leadership was the biggest challenge towards giragecution. Gestion (2009) also
investigated on the challenges of strategy impldatem among law firms in Asia
and the findings revealed that strategic planniegains a top priority among
successful law firms. Salem (2005) did a study bea éxtent to which strategy
implementation problems recurred in the Saudi Aaali*etrochemical Industry Two
of the implementation problems were linked to hunedements in the process of
implementation. Research results indicate the heedffective management support
systems for staff employees, strategy-structurgnalent, effective compensation
systems, and top management involvement in ordefatditate the process of

implementation.

Studies have been done on challenges facing sgrateglementation in Tullow
Company: Anyango (2007) examined the challengestrattegy implementation: a
survey of multinational manufacturing companieskKienya. The findings revealed
that high staff turnover, fear of change cultuestraint and inadequate staffing were
the main challenges facing strategy implementat8ome (2013) did a study on the
factors that attract Tullow Company to invest ihasid in Kenya. The results showed
that some of the challenges faced by Tullow Compaese lack of clear polices on
oil and gas exploration and poor infrastructureediggment. Lomunan (2014) studied
stakeholder involvement in the realization of sgit objectives at Tullow oil,
Kenya. The results showed that proper stakeholdesliement led to increased
efficiency and reduction of costs in their openasipas a result of greater cooperation
and or reduced stakeholder conflicts. Kagu (20B4¢minine the challenges facing oil

marketers in Kenya in the implementation of elauttgpayment systems as a strategy



to enhance performance. The findings revealedal&tof adequate funds, competent
staff and resources was a major hindrance towatdgegy implementation of

electronic payment system.

From the above studies, none has so far examinecdchhllenges facing Tullow
Company in strategy implementation and ways of lvesg these challenges. This
study therefore attempts to answer the questioratvene the challenges facing

strategy implementation by Tullow Company Kenya?

1.3 Research Objective
To determine the challenges of strategy implemamtdty Tullow Company Kenya.

1.4 Value of the Study
The study findings have informed Tullow Company arbder international oil and

gas companies drilling or prospecting to drillamld gas in Kenya. They have learned
on the importance of strategy implementation ascdntribution towards achieving

their goals and objectives. They have also leatheathallenges that face oil and gas
companies when they prospect for oil and gas inylleand possible ways of dealing

with these kinds of challenges.

The policy makers and the government might use filgings of this study to

encourage and promote international oil drillingnganies to implement strategies in
order to effectively cope with the local environrhand work towards realizing the
goals. The government can also use the findinghisfstudy to identify some of the
unanticipated challenges faced by oil and gasimyilcompanies. This will help in

putting up a regulatory framework to ensure that émvironment is conducive for
drilling oil by international companies. The stuligs contributed to the existing

literature. It has also added more information be thallenges facing strategy



implementation by oil and gas companies and how tiesolve these challenges.
Researchers interested in this line of study migdg the findings of this study as a

reference point for further research.

1.5 Chapter Summary
This chapter has provided the background of thelystwhich brought out the

conceptual discussion on the relevance of strategyementation in a dynamic
environment. This part critically reviews how theganization should adapt itself in

order to survive in both the external and the imd#éenvironment.

The background also captures the theories thatosufus study; these theories are
deemed to be an essential part in the backgroume shey give a basis and support
the variables under investigation. These theoriesrasource dependency theory and
institutional theory. In the background, that stindyg also contextualized the study by
explaining some of the current challenges thatowllCompany Kenya face as it
undertakes its operations in Kenya and how it redpdo the various challenges in

the external environment.

To effectively communicate to the reader, the sthdg discussed the following
concepts: strategy implementation and challengesti@tegy implementation. In
addition, the study has discussed the situatiotysisaof Tullow Company Kenya to
give a clear picture of its current situation, afgerations, history and organizational
structure. The problem statement shows the conakgiscussion, its motivation of
this study, global and local studies that havearted in this field, knowledge gaps
and research questions. The research objectivédbémis stated to guide the entire
study. The value of the study has also been disdussterms of theory, policy and

practice.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction
This chapter covers the theoretical foundation)lehges of strategy implementation

and ways of dealing with these challenges, empinesiew and summary of the

literature review and knowledge gaps.

2.2 Theoretical Foundation
This section covered the theories that support shigly, these theories include:

resource based theory and institutional theory.

2.2.1 Resour ce Based Theory
According to Pfeffer and Salancik (2003) actorskiag in essential resources will

strive to establish relationships with others td e resources. This theory is
important to the study because it demonstrategxtent to which a firm can go to
acquire resources to execute its plans in ordeactueve its goals. Organizations
attempt to alter their dependence relationshipsnbymizing their own dependence

or by increasing the dependence of other orgaoizsitbn them.

Organizations depend on multidimensional resourtssor, capital, raw material
among others. Organizations may not be able to comtewith countervailing

initiatives for all these multiple resources. Hemrganization should move through
the principle of criticality and principle of scaésc Critical resources are those the

organization must have to function (Pfeffer ancaeik, 2003).

The challenge for organizational survival occurd paly because organizations
depends on their environment, but also becausenkiEzonment is not dependable

(Porter, 2008). The environment change as resoameéslow and new organizations

10



enter and exit. As the surrounding circumstancesng®, organizations face the
prospect of either not surviving or adapting inpasse to these environmental
challenges. The diversification of an organizatorctivities does not reduce its
dependence on the environment, but merely alterséture of the interdependence
and structures of organizational dependence so ithet more readily managed

(Pfeffer and Salancik, 2003).

The assumptions of this theory are that organimatioomprise of internal and

external coalitions which emerge from social exgenthat are formed to influence
and control behavior. The environment is assumedawain scarce and valued
resources essential to organizational survival.sAsh, the environment poses the
problem of organizations facing uncertainty in @se acquisition. Organizations
work toward two related objectives these are aaggicontrol over resources that
minimize their dependence on other organizationd @ntrol over resources that
maximize the dependence of other organizations hemselves. Attaining either

objective is thought to affect the exchange betwerganizations, thereby affecting

an organization’s power.

2.2.2 Institutional Theory
North (1991) argues that organizations are infleendy normative pressures,

sometimes arising from external sources such astdite, other time arising from
within the organization itself. Under some condigp these pressures lead the
organization to be guided by legitimized elemersf standard operation procedures
to professional certification and state requiremevitich often have the effect of

directing attention away from task performance.

11



Adoption of these legitimized elements, leadingstamorphism with the institutional
environment, increases the probability of survivaktitutions vary widely in their
consequences for economic performance; some ecemamavelop institutions that
lead to growth and development, while others dgwvélstitutions that stagnate later.
North first explores the nature of institutions anglains the role of transaction and

production costs in their development (Weyland,5)00

Thelen (2003), argues that institutions createinicentive structure in an economy,
and organizations will be created to take advantsigéhe opportunities provided
within a given institutional framework. North (199@osits that the kinds of skills and
knowledge fostered by the structure of an econoiilyshape the direction of change

and gradually alter the institutional framework.

2.2.3 Open Systems Theory
Boje and Gephert (1997), posit that an open systéenfaces and interacts with its

environment, by receiving inputs from and delivgroutputs to the outside, is called
an open system. They possess a permeable bouhdapermits interaction across its
boundary, through which new ideas are readily debrand thus allowing the
integration and dissemination of useful ideas (@Ghgton, 1994). This makes it
easier to cope with the changes in the externar@mwent which they operate. As
the environment influence the system, the systeso ahfluence environment.
Allowing the open system to ultimately sustains vgio and serves its parent

environment, and so have a stronger probabilitystovival.

The environment consists of four influences thaioate from the geographic area in
which the organization operates (Gortner, Juliamame Bell, 1997). These are:

cultural values, which shape views about ethicsdetdrmine the relative importance

12



of various issues. Economic conditions include eooic upswings, recessions,
regional unemployment, and many other regionalofacthat affect a company's
ability to grow and prosper. Economic influences/rdectate an organization's role in

the economy (Hatch and Mary, 1997).

Pfeffer (2003), argued that the legal or politiesdvironment effectively helps to
allocate power within a society and to enforce laWee legal and political systems in
which an open system operates can play a key rolgetermining the long-term

stability and security of the organization's fut(@ortner, Julianne and Bell, 1997).

Hatch and Mary (1997), these systems are respendim creating a fertile

environment for the business community, but they @so responsible for ensuring
regulations pertaining to operation and taxatiomt thhe needs of the larger
community are addressed. On the other hand, quafligducation is an important
factor in high technology and other industries ttexjuire an educated work force.
Businesses will be better able to fill such posiidf they operate in geographic

regions that feature a strong education system.

This theory shows that the organization is an apetem that may be affected by the
changes in both the external and internal envirarinhe organization gets its inputs
from the external environment and generates itpuiutThis process might be
complex to achieve if certain factors in the enwirent inhibit or accelerate this
process. In this case, due to changes in the edXtemnvironment for example
competition and technology that has acceleratedpetition in the oil industry; it is
advisable for Tullow Company to adopt strategiesrnder to cope with this kind of

competition.

13



2.3 Strategy | mplementation
Pearce and Robinson (2004) strategy implementasiotne translation of chosen

strategy into organizational action so as to aahistrategic goals and objectives.
Strategy implementation is also defined as the mamm which an organization

should develop, utilize, and amalgamate organimatistructure, control systems, and
culture to follow strategies that lead to compeditiadvantage and a better
performance. Organizational structure allocate<igperalue developing tasks and
roles to the employees and states how these tasksodes can be correlated so as
maximize efficiency, quality, and customer satifitacthe pillars of competitive

advantage.

Well designed and formulated strategies might bsucacessful if they are not
properly implemented. Strategy implementation ispassible unless there is stability
between strategy and each organizational dimersioh as organizational structure,
reward structure and resource-allocation processtegy implementation poses a
threat to many managers and employees in an oagamz New power relationships
are predicted and achieved. New groups formal disasenformal are formed whose
values, attitudes, beliefs and concerns may ndinloevn. With the change in power
and status roles, the managers and employees mplpyeiconfrontation behavior.

The study has discussed some of the challengesotiyanizations faced during

strategy implementation.

Strategies implementation is challenging and teslimumost firm managers due to
complexity and risks involved. Most managers prédgparticipate in the formulation
of a strategy rather than its implementation beealsiccess in strategy

implementation is not a guarantee. Unsuccessflidtegly implementation may
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negatively impact on the organization this may eethe organization to losses

hence failure to achieve corporate goals (PearddRaiinson, 2007).

According to Thompson and Strickland (2002), stpatémplementation is about
managing new opportunities. The strategy that aseh should be one that optimizes
the resources available in order to achieve orgdéiorzal goals and objectives.
Strategy Implementation has also been defined fas ptocess that turns strategies
and plans into actions to accomplish objectivesaddresses who, where, whom and

how to carry out strategic implementation procesxsssful.

Galbraith (2000), explains that adequate commuioicabetween all parties is

important for successful implementation. Elemehts require consideration during
the implementation process include annual objestiy®licies, resource allocation,
management of conflict, organization structure, agamg resistance to change and
organizational culture. In developing policies dgrithe implementation process,
methods, procedures, rules and administrative ipesciare established. He further
argues that, strategies which are implemented nviini organization should support

the culture associated with the firm.

Leaders should be at the forefront in dealing ws#nsitive issues in strategy
implementation such as resource mobilization, westiring, culture changes,
technological changes, process changes, and légulerganges. If implementation is
not effectively managed, the strategic plan may beffruitful (Beer and Eisenstat,
2000). Visionary form of leadership is essentiamotivating and inspiring through
steering the organization to undertake changes hwhi® necessary in strategy
implementation. The top level management shoultivedé team spirit and act as a

vehicle in strategy implementation process. Thedieidevel managers need to team
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up with top managers in implementing strategy. t8gw implementation may

necessitate leadership changes through transégngments, demotions, promotions
hiring and training. Some of these are necessarpaee way for the desired
leadership. Corporate culture entails beliefs amdues members of a certain
organization share through unity in enhancing cdibjpi#y with strategies being

implemented in the organization. According to Reerand Robbinson (2007),
organizational leadership and management’s rodmssiring that culture and strategy

are compatible and working together to achieve mirgdional goals and objectives.

2.4 Challenges Facing Strategy | mplementation
There are various challenges that hinder strategylementation in an organization

and this might interfere with the mission and theion of the organization if
immediate action is not taken to counter these lehgés. These include

Organizational structure.

Organizational structure is one of the challendest face organizations during
strategy implementation. This is because the sitracof the organization has to
accommodate the set goals and the objectives. Trbetige of the organization
should be compatible with the strategies in pldé® management and the employees
should be aligned in a way that enhances effectv@dination of activities in a
manner that accommodates various changes in theement. The structural setting
of the organization should be flexible to allow keange of ideas and concepts that are
essential for successful strategy implementatidre dontrols in place should support
the designed strategies to create an enabling @magnt for successful strategy

implementation.
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Bloisi (2007) highlights importance of structure @snean of getting people work
towards common goals thus acting as facilitatopumsuit of organizational goals.
Looking simple but organization will have to makeesthat employees identify with
organizational thoughts and willingly forgo persbirgerests. Thus putting greater
burden while designing structure which accommodataployees and harnesses an
environment where staff takes organizational gaalsheir own and share believe of
being valued through their work, hence good stmgcghould provide right blend of
command and control plus employee independenceutitieeling of resentment that

hinders organization pursuit of its mission.

Superior structure promotes cultural values; catvintegration and coordination as
it seeks to strengthen relationship of individuatsl tasks. Jones (2007) notes that
from this relationship emerge norms and rules doning to improved
communications and common language that improas fgerformance. Contrary to
Jones, Turner (2006) points to structure as primaagon why organization struggle
with cultural change as these structure often beapfe in old styled formations

which are not aligned to new business philosophies.

According to Turner (2006) one-to-one communicaiocan be fraught with
challenges and misunderstandings. By communicgturgosefully and focusing on
results and relationships, businesses can levaff@etive communication strategies
to effectively implement strategy. An open commatimn environment is one in
which all members of the organization feel freest@re feedback, ideas and even
criticism at every level. Leaders who are commiti@@pen communication build an

environment of trust that can be the foundatiorstmcess.
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An inclusive communication strategy is one in whéotplicit steps are taken to ensure
that all employees feel they are involved in dexisi that affect their day-to-day
work. Organizations with a secretive communicatevironment shut people out,
which can stifle involvement and result in lostadeand opportunities. Employee
involvement is a key factor that affects employatsgaction and success. Effective
communication plays a key role in training, knovgedlissemination learning during
the process of strategy implementation. Commuranai pervasive is most aspects
of strategy implementation since it relates to claxpvays of organizing processes,
organizational context and implementation objediwich, in turn, have an effect
on the process of implementation. Communicationrié&x@ are reported more

frequently than any other type of barrier for exéamgtructural barriers (Mullins,

2007).

To effectively achieve strategy implementation,ldwl Company recognizes that, in
these demanding times, it is important to contima&ntain an open and transparent
communication with shareholders and potential itvss This is achieved through
meetings, presentations, investor conferences dntioa events with institutional

investors and sell-side analysts.

Organizational culture includes the shared belieilstms and values within an
organization. It sets the foundation for stratefgyr a strategy within an organization
to develop and be implemented successfully, it migly align with the

organizational culture. Thus, initiatives and goaisist be established within an
organization to support and establish an orgamimati culture that embraces the

organization’s strategy over time (Turner, 2006).
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Culture is a major hindrance towards strategy imnmeletation. To succeed in this, the
organization should create an environment that eoisn employees to the
organization’s mission and that makes them feel fodable. To reinforce the
importance of focusing on strategy and vision, melgiccess. Develop some creative
positive and negative consequences for achievingobmachieving the strategy. The
rewards may be big or small, as long as theyhit gtrategy above the day-to-day so

people make it a priority (Wernerfelt, 2001).

According to Beer and Eisenstat (2000) part of walt alignment and strategy
implementation is process implementation Processdsde utilizing technology to
facilitate goal attainment and the results a compsuhooking for when working with
customers to meet their needs. While most of the the hard problems and needs of
an organization get met, the culture becomes ntglén the process. That is where
processes come into place and strategy implementagradually comes into

existence to uphold and maintain organizationaliceland strategies.

When culture aligns with strategy implementation, aaganization is able to more
efficiently operate in the global marketplace. Grdtallows organizational leaders to
work both individually and as teams to develop tegi initiatives within the
organization. These may include building new paships and re-establishing old
ones to continue delivering the best possible ptsdand services to a global market.
Flexible, strong and unified cultures will approathategy implementation and affect
implementation in a positive manner by aligning lgoaGoals can come into
alignment when the organizational culture work$omus on productivity and getting

the organization’s primary mission accomplishedi{ldp2001).
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Thompson (2005) posits that resources are one ®fk#y hindrances towards
successful strategy implementation. The organimatfwuld set aside sufficient funds
and enough time to support implementation. Oftare costs are underestimated or
not identified. True costs can include a realigtoe commitment from staff to

achieve a goal, a clear identification of expensssociated with a tactic, or
unexpected cost overruns by a vendor. Additionaipployees must have enough
time to implement what may be additional activitidet they aren’t currently

performing (Jones, 2007).

People serve as key strategic resource; therefasedssential for organizations to
effectively utilize the know-how of their employeés employees to boost its core
competence. The management is charged with theomstplity of allocating

employees to their most useful tasks as well asdowating and integrating activities

of participating employees and functions (Thomp&fg2).

Pearce and Robinson (2004) indicate that as prdvide the formulation and
planning part of the strategy implementatitieré is also a need to choose the
right people for the right responsibility. lormpant in this context is not to
throw away important knowledge by the wrong allawaor by to little connection
of employees. Thus a certain degree of freed®nmecessary to leave room for
experiments by the employees and develop ticitya to solve challenges.
Sometimes adjustments of some resources to impttoweprocess are necessary,
therefore the management should monitor the pradessly to intervene at the right

time (Buchanan and Huczynski, 2004).

It is worth noting that resources; facilities andahces are important in strategy

implementation. They serve an important purpose assisting in strategy
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implementation. The top management should also ggvweards and recognition to

performing employees to encourage and motivate tioenork harder.

Thompson and Strickland (2002) argue that mostrozgéons fail due to lack of

proper coordination in the organization. Team mambeust trust and respect each
other. There must be open communication and angikess to accept input from
others. Since in all teams there are conflictinglgodecision-making must be based
on a collaborative approach. Collaboration ensute® no one person, group,
organization or institution is fully in charge afyghing, but rather, many are involved
and shoulder a certain amount of responsibilityisTdauses the strategic planning
process to be more challenging and speaks to tleel f@ more discussions,

negotiations and coordination in the handling ddies.

Mullins (2005), argues that cooperation is anothetner in the strategic process. In
the absence of cooperation is competition. Coojmraincludes partnering with
others in terms of resources, capabilities, and psdencies in pursuit of mutual
interests for the advancement of goals. This coatlwn of efforts in production,

purchase, or distribution is a form of joint behefery fundamental to success.

In any organization, country or initiative, all mbars must be organized in such a
manner as to ensure that overall strategic obgstare achieved and each individual
makes a contribution. Thus, coordination is vifdl.departmental plans and budgets
must be coordinated to ensure they are workingthegeto achieve organizational

aims. Coordination makes sure that all workersagepmhrtments know what they need
to achieve and when. In this way, work flows fromealepartment to another without

obstruction (Rumelt, 2001).
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2.5 How to Deal with Strategy | mplementation Challenges
To successfully deal with strategy implementatithen organization should allocate

adequate resources for instance time to ensureessfot strategy implementation.
The process of implementation requires disciplpianning, and motivation; the top
and lower level management must work together tdsvaralizing goals and
objectives. The firm's management should createqaake time in explaining the
importance of strategy implementation to the emgésy to ensure that they

understand its importance (White, 2006).

According to Thompson and Strickland (2002) theaaigation should uphold and
implement effective communication from top to battoThis is meant to enhance
interaction and involvement of the middle level mgement, the employees and the
top level management. Successful strategy implestient depends on the level of
involvement of middle level managers since thegpteeland interact with employees
directly and thus understand the challenges thatethployees face during strategy

implementation. Communication should be emphasiizgthg implementation.

To deliberate on strategy implementation, the n@ddlvel managers must be fully
involved in strategy implementation. Managers forpart of the strategy

implementation process since their motivation tasaa successful implementation
increase since they see themselves as an imppe#raf the implementation process.
The organization should adapt a flexible organizetl structure that can effectively
accommodate the changes in the environment. Thgosét and objectives should be
compatible with the strategy in place. Some of tteategy implementation

instruments include the balance score card whicha ipopular and prevalent

management system that considers financial as agelhon-financial measures. It
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provides a functionality to translate a companyfategic objectives into coherent set

of performance measures (Noble, 2001).

Organizations succeed or fail in implementing thstiategies primarily because they
do not first evaluate their available resourcessdreces include money, people and
time. Evaluating resources means that your busicessiders all of the constraints
and accelerators that can help it to implemenstitstegies. This includes budgeting,
human resources and skill sets, the corporate reultnd the reliability of key

stakeholders. Assessing these things upfront hieépbusiness to identify gaps and to

put measures in place to deal with potential hgche

Thompson and Strickland (2002), explain that orgatmdns should invest in
technological infrastructure that gives an orgatimza valuable assistance in
implementing new policies, procedures and initegivFirms make use of technology
to enhance and maintain communication and accollityafor the all relevant
managers and operational employees throughoutidnege process, and to keep track
of implementation and performance goals and thehiewement. Technology is

instrumental in strategy implementation and executi

Team work plays an important role in strategy immatation. A highly motivated
team work together and encourage each other iredaoki organizational goals and
objectives. In building up an effective team, itingportant that the team members
share the same vision and mission. This binds therfocus and work towards
achieving similar goals and objectives. It eastewbrk in a team since through one
can share ideas and information that is usefultiategy implementation (Rumelt,

2001).
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2.6 Empirical Studies and Knowledge Gaps
Thompson and Strickland (2002), studied the chg#erof strategy implementation

in service firms in United States. A survey of 9&magers operating manufacturing
firms was carried out. The results found that matghoetween the strategy and

capabilities of the firm was the greatest challenge

Ortega (2010) argued that lack of resources wasyarkpediment towards successful
strategy implementation. According to the white grapf strategy implementation of
Chinese corporations in 2006, that 83 percent efghrveyed companies failed to
implement their strategy smoothly, and only 17 patdelt that they had a consistent

strategy implementation process (White, 2006).

Nyambane (2012) did a study on the challenges dastrategy implementation of
blue Ocean strategies in large indigenous bank¥enya. The study used a
descriptive survey research design. Primary dats wellected through semi-
structured questionnaire from 45 managers. Thdtsesoncluded that the challenges
of strategy implementation include organizationalture, organizational structure,

resources and capacity building, leadership antiseranagement.

Mbogoh (2014), investigated the challenges of immaeting corporate social
responsibility strategies by commercial banks imy& a cross-sectional research
design was used and primary data was collected asstructured questionnaire. Data
was collected from 35 respondents that were coresida sufficient representation of
the whole population. The results concluded thae tbhallenges affecting
implementation of CSR strategies by commercial banklude macro-environment

challenges, industry specific challenges and athallenges.
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Polle (2012), studied the challenges of strateggiementation facing audit firms in
Nairobi, Kenya. The study adopted a descriptivevesurand primary data was
collected using an interview guide. Six (6) semnagers were interviewed and the
findings observed that there were several chalenigeing audit firms in the
implementation of strategy, mostly due to insuéfiti financial resources and

technology to execute their duties.

The review show that organizations operate in aadyn environment that keeps on
changing. To survive in this kind of environmentmis must adopt and implement
strategies as way of responding to these changee shey depend on external
environment for their inputs. This conclusion isnsistent with the findings and
assumptions held by resource dependency and iistidl theories. Some studies
have been done on challenges of strategy impleti@mtehowever none of the
studies have attempted to determine the challefagésy strategy implementation by

Tullow Company Kenya and ways of dealing with thelsallenges.

2.7 Chapter Summary
This chapter covered the theories that supportdtudy which are; resource based

theory, institutional theory and open systems thedihe resource based theory
postulated that by Pfeffer and Salancik (2003) na&med that organizations attempt
to alter their dependence relationships by miningztheir own dependence or by
increasing the dependence of other organizationthem. Organizations depend on
multidimensional resources: labor, capital, raw ariat among others. Institutional
theory on the other-hand argued that organizaties influenced by normative
pressures, sometimes arising from external souscest as the state, other time
arising from within the organization itself. Opegs&ms Theory was put forth by

Boje and Gephert (1997), posit that an open systéenfaces and interacts with its
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environment, by receiving inputs from and delivgroutputs to the outside, is called

an open system.

The study also discusses the importance of strategfementation and its relevance
in enabling the organization to realize strategylementation. Strategy has been
defined as a translation of chosen strategy ing@mzational action so as to realize
strategic goals and objectives. The literature dlas discussed the challenges that
face an institution during strategy implementatsmme of the challenges emanate
from the external environment while other challengere inherent within the
organization. However, ways of dealing with thesed& of challenges have been
discussed as a way of enabling the organizationsuovive in the external
environment. Some of these challenges involve hegeurces and finances while
others require improving working relations betweke employer and the employee

as well as environment conservation.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction
The chapter gives the research methodology thaused to achieve the objectives of

the study. It comprises of the research desigra dallection tools and data analysis

techniques.

3.2 Research Design
According to Kothari (2004), a research design idetailed plan of how an

investigation will take place, this includes howtalawill be collected, what
instruments will be employed, how the instrumenif be used and the intended

means for analyzing the data collected. The stseyl @ case study research design.

This study will use a case study research designoaling to Goodwin (2012) a case
study is an in-depth investigation of an individoalinstitution whose key goal is to
determine the factors and relationships that letthéobehavior under investigation. A
case study is most appropriate when the studydssinog on a single organization.
This is because it analyzes information in a syatemway to arrive at logical and

plausible conclusions.

3.3 Data Collection
Primary data was used for purposes of data cadkectihis kind of data was collected

using an interview guide that answers open endesstmuns gathered from the
interviewees. Primary data was collected from thdepartmental heads namely;
Finance, Marketing and Operations. This categoryhef respondents was chosen
because they are highly involved in strategy im@etation and thus they are well
versed with the challenges faced by Tullow CompRltyin strategy implementation

for the period that the organization has been inye
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The interview guide contained three sections thesgions include: A, B and C:
section A contained questions on the general indtion about the company and the
interviewees. Section B contained questions on t¢hallenges facing Tullow
Company Plc in strategy implementation. Section dbtained questions on how

Tullow Company Plc addresses the challenges fastiagegy implementation.

To ensure accuracy and reliability of data colldcta face to face interview was
conducted with the three heads of departments #rese¢he Exploration manager, the
Operations Manager and the Marketing Manager. Thisecause they are highly
involved in the process of strategy implementatainTullow Company, Kenya.

Appointments were sought from the departmental $i¢acensure that the interview
sessions are conducted at their convenient timevitlaensure adequate and ample

time to respond to the questions.

3.4 Data Analysis
Content analysis allows researchers to analyzeosmgnitive and perceptual

constructs that are difficult to study via traditgd quantitative archival methods. At
the same time, it allows researchers to gatheelaagmples that may be difficult to

employ in purely qualitative studies.

Content analysis is a class of research methotlseaintersection of the qualitative
and quantitative traditions. Case studies are iogpifor rigorous exploration of
many important but difficult-to-study issues ofargst to organizational researchers
in areas as diverse as business policy and strateggagerial and organizational
cognition, organizational behavior, human resoyrdéeshnology and social-issues
management, technology and innovation managenrmeatpational management, and

organizational theory.
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3.5 Chapter Summary
The chapter provides the research methodologyhatused to achieve the objective

of this study. The study was conducted using a sas#y research design of Tullow
Company Kenya. This research design was considsppdopriate since the study
concentrated on a single organization. With thisigle the study was able to
analyzed information in a more systematic way wHeth to logical and plausible

conclusion. The researcher was able to make ampthdnvestigation that involved a
direct interaction with the interviewees this alexvfor more details and first-hand
information. The interviewer booked and arrangedtfe interviews with the three

heads of departments who were the exploration ne&saghe operations managers
and the marketing managers. The interviewees tuugedor the interviews and

created adequate time to respond to the varioustigns that were posed by the

interviewer.

The interview guide was used for data collectiomansisted of three which were
structure in three sections to allow the resear¢becollect relevant and accurate
information that was intended to answer the resegquestions. The interview guide
was structured as follows: section A that consisbédguestions on the general
information about the company and the interviewegsction B that consisted of
guestions on the challenges facing Tullow CompaleyirPstrategy implementation.
Section C that consisted of questions about thesarea that Tullow Company Kenya
took to counter challenges that faced strategyempintation. Data analysis was done
using content analysis because it allowed the reseato analyze socio-cognitive
and perceptual constructs that were difficult tadgtthrough traditional quantitative
archival methods. The researcher was able to gédhge samples of data that was

difficult to employ in purely qualitative studies.
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CHAPTER FOUR
DATA ANALY SIS, RESULTSAND DISCUSSION

4.1 Introduction
This chapter provides data analysis and findingg there collected and gathered

from the interviews in line with the objective diet study which was to determine the
challenges of strategy implementation by Tullow @amy Kenya. The chapter is
structured as follows: Background information, &ades of strategy implementation
by Tullow Company and ways of dealing with the @dajes Facing Strategy

Implementation at Tullow Company.

4.2 Background Information
The interviewees were asked to indicate the depantrthat they belonged; it was

found that two of the interviewees worked in thee@pions department while one of
the interviewees worked in the Finance departmBoth the Exploration and the
Marketing Manager worked in the Operations depantméile the Human resource
Manager worked in the human resource departmemrisél bategories of interviewees
were considered to understand the challenges thilvilr Company was facing in all
its operations here in Kenya. The findings indic#tat the interviewees were:
Operations Manager, Exploration manager and thé&dfisng Manager. This category
of interviewees was deemed to be experienced ® rgisponses as per the objective
of the study. The study found that two of the imiewvees had worked in Tullow
Company for a period of five years while one of iheerviewee had worked in
Tullow Company for a period exceeding six yearsisias an indication that the
interviewees had worked for the organization feoasiderable period of time. About
the length of service that the interviewees hadegkin their current position, the

findings indicated that out of the three intervieseone of the interviewee worked in
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his current position for a period of four years dahd other two of the interviewees
worked in their current positions for a period jegteeding three years. This was an
indication that most of the interviewees had workedheir current positions for a

period of more than three years.

From the findings the interviewees showed a thdnowmderstanding of the
company’s operations. This was gained through éspes having worked in the
company for more than three years and also bewvawh\ad in the day-to-day running
of the organization. This makes the findings of ttudy a true reflection of the exact

position of the organization.

4.3 Challenges of Strategy | mplementation by Tullow Company
The study found that Tullow Company faced a nunmdderhallenges during strategy

implementation which include the following:

4.3.1 Language Barrier
Language barrier makes it difficult to communicaed interact with the local

communities in arid areas like Turkana since mdsthem could only speak their
mother tongue, Turkana. This posed a major chaleviten seeking for labor since it
was difficult to communicate and agree on importéssues. Rivalry from the
neighboring communities was also an issue thattgtethe smooth flow of activities

by Tullow Company at drilling points.

4.3.2 Uncooper ative L ocal Community
When asked about one of the unanticipated factdrat tinhibit strategy

implementation at Tullow during strategy implemeiata, the interviewees explained
that Tullow ran into difficulties in July 2013 aftpastoralists in the Turkana County

of Kenya rejected the firm’s proposal to move tweav exploration site at the Twiga 2
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oil site in the Lokichar basin. They complainedtttiee ongoing oil exploration in the
region has interfered with pasture land and thatiréu pastures for their animals

would be decimated.

Further, it was revealed that in late October 20d8al communities in Turkana
County staged demonstrations demanding jobs aret bémefits from any potential
future operations in the region, prompting the ftovsuspend drilling and sending the
firm’s share price down. The locals also managedaio entry to facilities and two

oil blocks, resulting in looting and vandalism.

There are rising tensions between the oil compaanesthe local communities that
have already led to protests. There have beentreoemplaints that the oil companies
had not hired a sufficiently large number of woskdrom the local community.
Meanwhile, exploration activities are under wayarnest in Kenya. The country and
its offshore waters have been carved up into bloagkd licenses have been awarded

to explore almost every block in the country.

The interviewees indicated that recently there wereompeting activities apart from
threats that were posed by Turkana community tleat threatened to sabotage
operations at the drilling site besides block aoymf of operations by the oil
exploration company. The Turkana community raisé&dns that they were not
involved in the formal contract as a key playertl®e exploration contract. They
indicated that they were not consulted and inforeeaolut the oil exploration and how
they would benefit since the discovery and subseigpeoduction. Resumption of
drilling was only achieved after peace talks wegesad with local leaders in mid-

November.
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4.3.3 Low and Ever Falling Oil Prices
The other challenge that faced Tullow Company wesfalling oil prices and the

sector as a whole experienced some negative shdeehsentiment. Tullow
recognizes that, in these demanding times, it ontant to continue to maintain open
and transparent communication with shareholders @otdntial investors. This is
achieved through meetings, presentations, investaferences and ad hoc events
with institutional investors and sell-side analydtsvas revealed that over the years
the Investor Relations team and Senior Managemadtnimet some 300 institutions
and the Group participated in 23 investor confeesnand roadshows around the
world. Executive Directors and Senior Managemernt im&itutional investors in the

UK, Europe, Ghana, Asia Pacific, South Africa amaitN America.

The findings revealed that the top management gesviadequate facilities and
resources to assist in strategy implementation.s@hacludes drilling equipment,
communication devices facilities, protective clathiamong other important items

that are needed to ensure a successful drillinggs

This is intended to motivate employees to work axtarder towards achieving the
goals and strategic objectives. These findingdiaeewith the suggestions of Okumus
(2001) who indicated that the management is chargikd the responsibility of

providing both financial and human resources topsupin the process of strategy
implementation. This is also supported with thediings of Pearson and Robinson
(2007) who argued that to ensure successful syratggiementation the management

should provide resources and facilities to enhatregegy implementation.

The company also outsources expertise in orderaeige guidance on key Strategic

Business Units’ strategy. The top management otf@iaing and capacity building
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programs to its employees to enable them to shattpein skills and knowledge in
strategy implementation. The top management organiZor a strategy
implementation committee that is charged with tégponsibility of monitoring and
supervising the process of strategy implementatiimese committees act as an
intermediary between project implementers and dperdbanagement. They report the
progress of the project raising key issues thatdse® be addressed by the

management; this assists the management to maistotsdbased on priority.

The findings indicated that the top management igeal adequate support to
facilitate strategy implementation. Before commenert of the actual drilling

operations, the management conducted a serieg-afriling activities to ensure that
the process was successful. This included conguitatwvith host communities and
their leaders, as well as seeking regulatory amsofrom Government agencies
including the National Environmental Management hawity (Nema). The

interviewees indicated that they got support imtemf resources and facilities that

they needed to execute their mandate.

4.3.4 Bureaucracy and Red Tape
When asked whether Tullow Company is able to mieetdeadline during strategy

implementation, the findings indicated that in moases it was difficult to meet the
deadlines for example the procedures for approwalNational Environmental
management Authority (NEMA) causes delays and hsdbée company from
meeting its deadlines. This regulation is howewgpartant because it safeguards the
local communities and the country from health hdzand to ensure security in the

working environment for the employees and the mamamnt of emergencies.
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The findings indicated that if appraisal confirrhattdevelopment of a discovery will
be commercially and financially viable, the compabggins to work on a
development plan. Development plans involve extenstakeholder engagement and
must consider environmental, social and operati@msales. These plans are approved
by governments and regulatory authorities this cores a lot of time and
bureaucracy and especially in country like Kenyaerghthe government adapts a
bureaucratic structure. The interviewees howevelicated the ultimate aim of
success development is to achieve production afeg environmentally conscientious

and cost effective way.

The findings further revealed that in order to exel Tullow Company must first be
granted a license by the government of the countmyhich it wishes to invest in.

After extensive analysis, exploration campaignspaaned to find oil and gas fields
or, more strategically, open new basins. Whendbmpany makes a significant
discovery, wells are then drilled to determine gtz and the quality of the discovery.
Appraisal wells are drilled to confirm the sizeaohew field or to define the extent of

a geological play over much larger areas.

4.3.5 Internal Factors
Tullow Company faces various challenges in the em@ntation of strategies as it

strives to cope with the external environment, ¢heballenges delay successful
implementation of strategy. The internal challenties face strategy implementation
are organizational culture, social cultural, poéti challenges, inadequate resources,

and leadership and communication barriers.
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4.3.6 Organizational Culture
When asked whether organizational culture was atofa@ffected strategy

implementation, the findings revealed that Susthiegploration success requires
many capabilities and characteristics, includingrldralass geoscience skills, the
ability to operate in difficult environments, stgpiusiness development networks,

and the financial discipline to manage risks effedy.

The findings revealed that self-reinforcing patterof beliefs, thoughts, and
behaviors contribute more significantly to theicsesss than any particular technology
or technique. For example, one of the most sucgegkibal exploration companies
identifies entrepreneurship, teamwork, open compatiun, and respect for
geoscience as key drivers of growth. These firalamg coherent with the suggestions
of Turner (2006) who indicated that organizatiotature includes the shared beliefs,
norms and values within an organization. It sets fitlundation for strategy. For a
strategy within an organization to develop andrbplémented successfully, it must
fully align with the organizational culture. Thusjitiatives and goals must be
established within an organization to support asidl#dish an organizational culture

that embraces the organization’s strategy over.time

The findings found that culture is a major hindmtowards strategy implementation.
To succeed in this, the organization should createenvironment that connects
employees to the organization’s mission and thatesahem feel comfortable. To

reinforce the importance of focusing on strategy aision, reward success. The
findings further found that Wernerfelt (2001) dexgd some creative positive and
negative consequences for achieving or not actgethia strategy. The rewards may
be big or small, as long as they lift the stratagpve the day-to-day so people make

it a priority. Similar, according to Beer and Eistat (2000) part of cultural alignment
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and strategy implementation is process implementaRrocesses include utilizing
technology to facilitate goal attainment and theuhes a company is looking for when
working with customers to meet their needs. Whilesmof the time the hard
problems and needs of an organization get mefgutiare becomes neglected in the
process. That is where processes come into plade stmtegy implementation
gradually comes into existence to uphold and meinteganizational culture and

strategies.

4.3.7 Organizational Structure
On whether the structure of the organization sugriced strategy implementation, the

findings revealed that the company’s workers amd ttapabilities, the value it places
on them, and the motivational tools it uses toraliigese resources. Secondly the
processes and procedures used in the organizdtieninvolves both formal and

informal decisions and the flow of information withthe organization were matched
to the strategic goals and objectives. It was failmadl the company’s formal structure,
its hierarchies, and the division of responsibiligtween its central and local units

enjoyed autonomy and worked as independent units.

4.3.8 | nadequacy of Resour ces
The study findings revealed that inadequacy ofussgs was also a major hindrance

towards strategy implementation. Tullow as an maéonal company engaged in
mega projects that required a lot of capital resesirto implement in terms of
physical, financial, technological, human resour@e®mng others. Sometimes getting
contracts was also a challenge for Tullow Compasyabse most of its competitors
were competitive while some of them had a largatabpase in terms of assets and
experience as compared to Tullow Company for examBlG which is an

international oil drilling and exploration comparmy Britain. These findings are

37



consistent with Thompson and Strickland (2002)y tmelicated that organizations
succeed or fail in implementing their strategiesngrily because they do not first
evaluate their available resources. Resources daclmoney, people and time.
Evaluating resources means that your business demssall of the constraints and
accelerators that can help it to implement itstegi@s. This includes budgeting,
human resources and skill sets, the corporate reulnd the reliability of key

stakeholders. Assessing these things upfront hieépbusiness to identify gaps and to

put measures in place to deal with potential slonings.

Thompson and Strickland (2002), explain that orgatmons should invest in
technological infrastructure that gives an orgatimza valuable assistance in
implementing new policies, procedures and initegivFirms make use of technology
to enhance and maintain communication and accollityafor the all relevant
managers and operational employees throughoutidnege process, and to keep track
of implementation and performance goals and thehiewement. Technology is

instrumental in strategy implementation and executi

The interviewees agreed that Tullow Company wasimga&fforts to link its reward

systems to strategy implementation. This accortbripe interviewees was one of the
ways to motivate employees to perform extra heedet develop a culture of hard
work which is essential in accomplishing the setalgoand objectives. The
interviewees pointed out that a new culture of @anince was inculcated into the
entire system to improve their performance. Therinewees indicated that it tool
sometime for them to cope with the new environnaetd ways of doing things. This

however slowed their productivity and efficiency.
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The findings reveled that Tullow Company reviewed aligned rewards in order to
defuse internal competition for funding that camadeto a suboptimal portfolio.
Reward systems and performance contracts werdigtled to the incentives of all
units with corporate goals. Successful exploraiompanies generally place a high
value on geoscience talent. They often link rewandd performance of the whole
company or exploration group, rather than individaecomplishments. Processes
such as the evaluation of risk are usually simpidely understood, and consistently
applied. Open discussions of successes and fafiacdgate sharing of best practices
and ensure that lessons learned from exploratiotuves are disseminated across the

organization and inform future actions.

The other challenge that hinders strategy impleatamt in Tullow Company is lack
of professionals and competent staff with an adeqeaperience in drilling of oil.
Tullow Company lack laborers and support staffs b@ve an adequate experience in
drilling of oil and gas. Most of the local commue# lack relevance experience in
drilling and exploration, Tullow company have taitr them to be able to work this is
however costly and inefficient for the company. sTi8 a major hindrance towards
strategy implementation. This is consistent witijuanents by Thompson (2002) who
indicated that people serve as key strategic respuherefore it is essential for
organizations to effectively utilize the know-howtbeir employees its employees to

boost its core competence.

The management is charged with the responsibifitgllocating employees to their
most useful tasks as well as coordinating and rategy activities of participating
employees and functions. Similarly, Pearce and & (2004) indicate that as
provided in the formulation and planning part the strategy implementation

there is also a need to choose the righopie for the right responsibility.
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Important in this context is not to throw awmportant knowledge by the wrong
allocation or by to little connection of empéms. Thus a certain degree of
freedom is necessary to leave room for erpemis by the employees and
develop creativity to solve challenges. Somesimdjustments of some resources to
improve the process are necessary, therefore theageaent should monitor the
process closely to intervene at the right time. Tierviewees pointed out that
sustained exploration success require many capebiind characteristics, including
world-class geoscience skills, the ability to opera difficult environments, strong
business development networks, and the financiatigline to manage risks

effectively.

The findings indicated that Kenya had comparatiwesfl-trained human resources
like engineers, but they haven't worked in theiraustry. Similarly, plant operators
will have to be trained since they lack experiemcéhe oil industry. Though there
was lack of expertise skills like are welding tmegteded high skills that were not
available. These findings conform to Leigh (2009)owexplains that organizations
that develop career training and development prograould find success in
maintaining top performers. In particular, youngrkess are interested in knowing
they have a future with their current employer. lDutg potential career paths
provides better opportunities for employees, bunhagers also need the ability to
identify if specific skills have been learned andatvinterests individuals. Training
and development programs assist employees to mahagge by helping them to be
more adaptable to unforeseen events that happémeinwork life. It enables the
employees towards self-help actions on their skit®wledge and behavioral growth
to ensure that they meet the organizational gaadsodjectives and thus improves the

overall performance of the organization.
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On the other hand the findings revealed that theasel by international oil
companies to explore oil and gas in Africa had eased tremendously due to
availability of affordable labor in most parts offrika that had oil. The findings
further observed that involvement of senior manag@nin strategy implementation
and training coupled with communication to all te@aff on the importance of
strategic change was a key move towards overcommosgt of the cultural related

challenges of strategy implementation by Tullow @amy.

The interviewees acknowledged that in order tootiffely cope with the dynamic of
the new environment the management had put uprateycommunication systems
from the drilling points in Turkana in Ngami Il enhance and sharing of information.
This was essential in monitoring and supervisionddfling process to enhance
effective coordination of activities and processHsese findings are in line with a
study by Turner (2006) who pointed out that an op@mmunication environment is
one in which all members of the organization feekfto share feedback, ideas and
even criticism at every level. Leaders who are cdtech to open communication
build an environment of trust that can be the faiiwh for success. Further, it was
revealed that an inclusive communication strateggne in which explicit steps are
taken to ensure that all employees feel they arelwied in decisions that affect their
day-to-day work. Organizations with a secretive oamication environment shut
people out, which can stifle involvement and resultost ideas and opportunities.
Burnes (2007) argue that communication serveskay angredient towards achieving
successful implementation of projects. The top rganmeent should not be self-driven
to impose their interest in the project. They sHosérve the purpose of all the

stakeholders who benefit from the project. Thisiemdd by applying good corporate
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governance practices that open up communicatiomreha for improved decision

making based on mutual agreements.

Mullins (2007) explains that employee involvementd key factor that affects
employee satisfaction and success. Effective conpatian plays a key role in
training, knowledge dissemination learning durinbe t process of strategy
implementation. Communication is pervasive is masspects of strategy
implementation since it relates to complex ways afganizing processes,
organizational context and implementation objediwich, in turn, have an effect
on the process of implementation. Communicationrié&x@ are reported more

frequently than any other type of barrier for exésrgiructural barriers.

4.3.9 Insecurity
Security is also a challenge to Tullow Company esme&mployees who currently live

and work in Kenya. Kenya has had several attac&s fev the last five years that had
intensified the state of insecurity in the countogally and internationally. Key
among them is Westgate attack that happened las{¥@14) that left 67 people dead
and over 100 injured. The other attack took pladte beginning of this year (2015)
at Garissa University College leaving over 147 peagtead most of whom were
students. This have has affected strategy implestientin one way of another since
most of these employees work in fear since the&usty is not guaranteed. One of the
interviewees indicated that sometimes they haddp working when there was an
attack, this highly affected their productivity. her the study found that insecurity
cases were trending at an alarming rate in thehgantparts of the country that were
prone to inter-community conflicts due to scarcsorteces such as water and pasture

for livestock. In addition boundary conflicts bew®wve the Pokot and Turkana
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communities were coupled with frequent cattle mgtlactivities in the area this

inhibited Tullow company from drilling and exploi@ activities.

4.3.10 Lack of Proper Coordination
The other challenge that hinders strategy impleatemt by Tullow Company is poor

coordination of activities, lack of training andckaproper communication channels
were also identified to persist in most implemedbotatstages making staff miss the
priority purpose of the strategy. There was fouodexkist disconnect between the
employees and management and thus the intendetkgstravas not clearly

communicated to the entire organization. The studyer found that majority of the

respondents indicated that poor communication wsgansible for most resistance to
change as majority employees did not understand wha expected of them and
were also afraid of the unknown consequences. Tirediegs are consistent with the
suggesting of Thompson and Strickland (2002) whyued that most organizations
fail due to lack of proper coordination in the angation. Team members must trust
and respect each other. There must be open comatiemcand a willingness to

accept input from others. Since in all teams thanme conflicting goals, decision-

making must be based on a collaborative approachalidration ensures that no one
person, group, organization or institution is fuity charge of anything, but rather,
many are involved and shoulder a certain amounegponsibility. This causes the
strategic planning process to be more challengimd) speaks to the need for more

discussions, negotiations and coordination in gedhing of affairs.

The interviewees pointed out that Tullow Compangethchallenges in coordination
of activities and people. One of the major hindenwas communication breakdown
between the head offices and drilling points. s attributed to the remoteness of

the drilling points in Turkana where there was pcommunication infrastructure. By
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and large Tullow Company has been able to use treegy implementation
committees in devising ways of carrying out reguéardits of implementation

progress.

4.3.1 Poor Value-Chain M anagement
To succeed in strategy implementation, Tullow Conyp@ngages in contractor

management, the findings revealed that the workezhout by contractors and sub-
contractors directly involved in Tullow projectscacinted for almost 80% of the
hours worked. From the records it was found thatAugust 2014, some of the
Tullow’s sub-contractors staged a protest aboutesamnd benefits in Kenya. This led
to a slow-down in activity at some of its sitesisTavent was a strong indication that
Tullow needed to work more closely with its supgi¢o ensure that the same types
of jobs receive the same level of wage. This tnigdea meeting with the ministry of
Energy, county leaders, suppliers and the employdesh led to an agreement on

wages and benefits and this marked the start oéwagew.

The interviewees indicated that as Tullow compamrytioues to explore and appraise
its stage of operations in North West Kenya, rigsvenone location to another after
only a few months. This means that the majorityenfployment opportunities that
Tullow and its contractors are able to offer toadlopeople are short-term. The
findings indicated that the local workers were av&om the outset that they are
employed on short-term contracts. As drilling opierss are completed and rigs are
moved, the contractors and employees will comencead. It was found that in
September 2014 employees in Turkana and some suh@iers of Tullow Company
protested against the end of their contracts thmulted in a slow-down in the

activities of their sites.
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Further, the findings also reveal that Tullow Compaperates as a responsible
business within the national labor laws of its hosuntries. In this case, their
suppliers provided employees with all the statutooyices and benefits required by
Kenya’'s national employment laws. Later, Tullow Gmany resolved these issues
through discussions and negotiations with the Mipi®f Energy and Petroleum,

Ministry of Labor, the County leaders and their@igrs.

To achieve its strategic objectives Tullow Compamyests heavily in the

recruitment, training and development of the locammunity. This is aimed at

ensuring that they have a competent work forceelover their strategic goals and
objectives. One of the interviewees pointed out ghaell-trained and motivated local
workforce creates a safer and more productive tipgranvironment. He argued that
the best ambassadors for Tullow in-country arer thein employees. However, they
insisted that they believed that providing on-tbke-jand classroom training and
scholarships for tertiary education was instrumertelping the employees to create
the next generation of leaders who would drivegbenomic development of the host

countries.

The findings revealed that Tullow Company has ardb@@mmittee that is charged
with the responsibility of supervising, monitoringnd evaluating strategy
implementation. This committee also assists thecktkee Directors in running the
Group in various ways, including managing the de=lyvof the approved budget and
business plan, ensuring effective integration angird) cost and organizational

efficiency throughout the business.

The findings also indicate that the board is coMety responsible for risk

management and each Executive Director is resplenfsibdesignated strategic risks.
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The Executive Committee assists the Executive Boredn running the business. The
Vice Presidents and Business Unit leadership tearasage the delivery of the
Group’s business plan and day-to-day operationspd@ate functions manage
designated Group-wide corporate risks and assurainBeisiness Unit activities and

operational and financial performance.

When asked whether the practiced safety measunes drilling of oil pollutes the

environment, the findings revealed that environméeilth and safety (EHS) was
paramount to the success of Tullow Company sindse @ine of the key business
drivers. The findings further revealed that tiggbst priority is to keep people safe,
including their staff, contractors and local comities. The interviewees indicated
that that was a cornerstone of their approach araimg responsibly. They argued
that they had a unique opportunity in most of time#jor projects to apply world-class

environmental standards and techniques to manageemental footprint.

It was also revealed that high-impact explorati@ampaigns and the significant
expansion in development and production activiiees set to drive change in a
manner that Tullow company managed environmentlthhead safety in ensuring
that the company consistently achieved top quairitdieistry performance standards.
The interviewees agreed that good governance audatery compliance was part of
their key pillars in conducting business. It wageaed that ethical values acted as a

guide to correct actions, protecting value and ax@afe reputation.

The findings maintained that the board had an dveeaponsibility for strategic
leadership, risk management and the stewardshifoclises on making sure that
Tullow is well run, achieves its business plans taiegs a balanced and transparent

approach in all its activities. The Company was wgotted in all aspects of good
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corporate behaviors by putting in place policiesl gmocesses to ensure that the
company complies fully with all legislative and wgtory requirements. The
company fostered responsible standards where tecalirements are inadequate or

non-existent

The findings revealed that retention and successi@taff for critical roles remains a
long-term risk that we manage proactively to mieniimpact to business
performance and continuity. We continue to makedgprogress in this area with
90% of all senior roles having named successiomiapt Of our 2014 job vacancies,

45% were filled internally, indicating a strengteerinternal talent pipeline.

A more consistent approach to talent management hedfged us get a better
understanding and transparency of people’s carespiragions, strengths and
competencies. In order to ensure the long-termasaiility of their business, the
company brings greater focus to core and critigdlssdevelopment, diversity and
future leadership capability. Talent retention lsoaan important part of building a
sustainable business Tullow combines both competiéind fair reward packages,
training and career development opportunities; céiffe performance management
and engagement strategies to help its employee=rain motivated and committed

to the company and each other.

These findings tally with the conclusion made bydlay (2009) who believes that
the future success of the company is based on gavenright talent so managing and
nurturing talent is part of the everyday processrgtanizational life. Implementation
of talent management requires extensive involveraetip management at all levels.
Talent management mindset must cascade from thewitlp the top manager as a

driver. In accordance with Mihelic and Plankar (@pthe talent mindset is defined as
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a deep-seated belief that having better manageat letvels allows the organization

to outperform its rivals in terms of performandeisithe recognition that better talent
pulls all other performance levers. This belief ivates the leaders to strengthen their
pool of talents with the realization that talentnagement is part of the organizational

goals.

4.4 How to deal with the Challenges Facing Strategy | mplementation
at Tullow Company
Tullow Company Kenya should allocate adequate messuto facilitate strategy

implementation. This includes engaging with thealocommunities and training
them in advance before the process of strategyeimg@htation commences. This will
enable them to understand and cooperate with etin@toyees of Tullow since they

feel as part of the process.

The findings indicated the ways of dealing withshehallenges was to ensure that
that there was an engagement between contractoes,local community and
government at national and county level in suchay what the local people see
tangible benefits. Oil producing communities ar@ented to feel tangible benefits
both through employment and through local tendersgioods and services. The
revenue that Kenya derives from oil must be shavatl between the national
government, the county government and regional cilews where the oil was
found. In order to create a conducive environmentdfilling of oil, the government
should consider reducing environment barriers thhoyproviding an enabling
environment for attracting local and internatiopartners. This is because of the
important role that they play in contributing towargrowth and development of a

country.
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4.5 Chapter Summary
The chapter has comprehensively discussed thenfiadihat were collected using

interview guides from three interviewees who wehe operations manager, finance
manager and the marketing manager. This grouptefviewees was deemed to be
relevant in providing accurate and reliable inforioma relating to the operations of
Tullow Company Kenya and the challenges that thexed in strategy

implementation.

The study concluded that the major challenges féoz#d Tullow Company Kenya
were uncooperative local community; they felt aubil contracts, this made them to
resist. Language barrier was a major challengeteltvas communication breakdown
between project implementers and the Turkana contynuhis interfered with

drilling and thus delayed the processes.

The study also concluded that poor infrastructygeor road and communication
network affected communication and cooperation betwproject implementers and
Tullow Company Kenya. This led to increased comrmatin costs and slowed the
process of implementing decisions. The terrain alae unfavorable which made it
difficult to access drilling points this delayedcexation. The bureaucratic nature of
government system consumed a lot of time this @elapprovals and the process of

drilling and thus impacted negatively on strategplementation.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
This chapter provides the summary and also gives tlonclusion and

recommendations of the study based on the studyctg. The objective of the study

was to determine the challenges facing strategyeimentation at Tullow Company.

5.2 Summary
The findings observed that most of the interviewsere qualified and had a relevant

experience on strategy implementation in Tullow @any. The interviewees were:
Exploration manager, the Operations Manager andvihkketing. This category of
interviewees was deemed to be experienced to gsfgonses as per the objective of

the study.

The study found that there were a myriad of chgisnthat impacted negatively on
strategy implementation. The findings observed thatow Company experienced
various challenges that hindered strategy impleatemt. These challenges are
language barrier. It was difficult to communicatedainteract with the local

communities in arid areas like Turkana since mdéshem could only speak using
their mother tongue. This posed a major challengenagiving instructions since it

was difficult to communicate and agree on importasiies.

The other challenge that faced Tullow Company wesfalling oil prices and the
sector as a whole experienced some negative shdeehsentiment. Tullow
recognizes that, in these demanding times, it ontant to continue to maintain open
and transparent communication with shareholders poténtial investors. The

findings concluded that there were rising tensibeswveen oil companies and the
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neighboring communities since they left out in toatract and were not informed of
the expected air pollution due to drilling. Thedbcommunities also felt that their

grazing fields were interfered with.

The interviewees also revealed that sometimes & @ifficult for the company to
meet the deadline due to bureaucracy, proceduepratocols that were involved in
the process of drilling for example the company ttadet a clearances and approvals
from National Environmental Management AuthorityEfMA). These always take

long and thus delay drilling hence affecting tHeedted time lines for the project.

The challenges that face strategy implementati@ncaiganizational culture, social
cultural, political challenges, inadequate resosirceand leadership and
communication barriers. It was revealed that saliforcing patterns of beliefs,
thoughts, and behaviors contribute more signifigatd their success than any
particular technology or technique. For examples of the most successful global
exploration companies identifies entrepreneurstépmwork, open communication,
and respect for geoscience as key drivers of growtrese findings are coherent with
the suggestions of Turner (2006) who indicated trganizational culture includes
the shared beliefs, norms and values within anrozgéon. It sets the foundation for

strategy.

It was also observed that the company’s workersthat capabilities, the value it
places on them, and the motivational tools it usealign these resources. Secondly
the processes and procedures used in the orgamzhis involves both formal and
informal decisions and the flow of information wittthe organization were matched

to the strategic goals and objectives. It was faimad the company’s formal structure,
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its hierarchies, and the division of responsibiligtween its central and local units

enjoyed autonomy and worked as independent units.

The other challenge that hinders strategy impleatamt in Tullow Company is lack

of local professionals and competent staff withadequate experience in drilling of
oil. Tullow Company lack laborers and support stathat have an adequate
experience in drilling of oil and gas. Most of tleegal communities lack relevance
experience in drilling and exploration, Tullow coamy have to train them to be able
to work this is however costly and inefficient ftre company. This is a major
hindrance towards strategy implementation. Thisassistent with arguments by
Thompson (2002) who indicated that people seregsstrategic resource; therefore
it is essential for organizations to effectivelyliné the know-how of their employees

its employees to boost its core competence.

Security is also a challenge to Tullow Company gém@mployees who currently live
and work in Kenya. Kenya has had several attackshi® last five years that have
intensified the state of insecurity in the countogally and internationally. Key

among them is Westgate attack that happened las{¥@14) that left 67 people dead
and over 100 injured. The other attack took pladte beginning of this year (2015)
at Garissa University College leaving over 147 peagpead most of whom were
students. This has intensified a state of fear @mzkrtainty and thus affecting the

process of strategy implementation at Tullow Conypan

The other challenge that hinders strategy impleatemt by Tullow Company is poor
coordination of activities, lack of training andckaproper communication channels
were also identified to persist in most implemedbotatstages making staff miss the

priority purpose of the strategy.
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5.3 Conclusion
The study concluded that the major challenges fda#d Tullow Company Kenya

were uncooperative local community; they felt aubil contracts, this made them to
resist. Language barrier was a major challengeteltvas communication breakdown
between project implementers and the Turkana contynuhis interfered with

drilling and thus delayed the processes.

Poor infrastructure; poor road and communicatiotwoek affected communication
and cooperation between project implementers atldwompany Kenya. This led
to increased communication costs and slowed theegroof implementing decisions.
The terrain was also unfavorable which made italiff to access drilling points this
delayed excavation. The bureaucratic nature of gorent system consumed a lot of
time this delayed approvals and the process dimdyiand thus impacted negatively

on strategy implementation.

Tullow Company Kenya came up with measures to detl challenges of strategy
implementation. These involved engaging the locahmunities in contract dealings
which made them feel as part of the process arglahbanced a sense of belongings.
Tullow Company educated the local community on ithportance of drilling and
how they would benefit from the extracted oil arte tcountry at large. The
government made efforts to mitigate barriers thdtibited investors to invest in
Kenya. This was intended to create an enablingrenwient to attract investors.
Tullow Company Kenya provided adequate resourcdsfaailities to enable its staff
and project implementers to execute their rolec#iffely. Local contractors were
engaged and the local community was educated toleetizem to learn and interpret

national languages.
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5.4 Recommendations
The legal and regulatory framework in Kenya shdoédimproved. It worth noting

that a new version of Kenya's petroleum law wasriagsed in 1986. Currently; it is
being drawn up, notably in the light of new envimental requirements this will
create a new upstream regulator and strengtherméeruof other bodies, with the
aim of leaving the ministry in charge of policy aockating a petroleum directorate
responsible for ensuring that companies stick ® tdrms of their contracts. The
existing National Oil Company (NOCK) should be jbat venture partner with oil

companies in Kenya.

The study recommends that it is important to marlagal expectations; Kenya has
human resources issues to address, including ¢hesion of local communities who
expect to see a share of the oil wealth. The Kegorgernment should manage the
huge expectations of Kenyans; people expect to pems at the pump drop

immediately.

The study also recommends the necessity of keylstddter policies by the Kenyan
government to guarantee an enabling environmeninternational dealings when
engaging and attracting international businessdsetoya. Business partners should
be fairly treated to strengthen ties and relatiggsstocally and internationally. With a
stable stakeholder involvement policy investors icasest locally without hindrances
and Kenya can be able to expand its market globhiligugh attracting foreign

investors.

The Kenyan government should invest on securitpudin, securing the borders,
providing proper training to the military and thelipe force, increasing intelligence

and other security agencies. Foreigners need toob&dent while investing in a
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foreign country and the government should takeéhalinecessary measures to ensure

that foreigners feel safe when engaging in busideats and partnership.

It is important to note that political instabilignd insecurity is threatening not only
the commencement of Kenya’'s oil production, butoaits exit to international
markets on the coast. Kenya's coastal and nortteeascommunities have
longstanding social and political grievances wihhk tentral government in Nairobi.
Internal politics alone has the capacity to craatecurity for the oil industry if
planned pipeline and other downstream infrastrgcture targeted. But there is also
the possibility that these disputes could becortexi@ mix with the incursion of the
Somalia-based militant group Al-Shabaab, delayingl énampering large-scale
investments. Al-Shabaab may be positioning itselfekploit social and political
tensions to win support from local populations oenita’s coast. But if the Kenyan
government is able to advance political devolutmroastal counties, while working
to contain Al-Shabaab in an a political mannernttieere is a strong likelihood that,
with regional and international support, Nairobincaurb the militant group’s
activities, providing the oil industry with relatively secure environment. If
Kenya is to become the transit hub for East Afscail boom then relative stability

and security on the coast must be achieved.

5.5 Suggested areasfor Further Studies
A replicate of a similar study should be conductad the same topic but in

international oil drilling company which is similan terms of size and areas of
intervention then findings can be compared theasa commonalities and unique

factors can be identified.
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Kenya is a middle income economy whereby its l@fehfrastructure is more likely
to improve with time due to the demand to cope with changing needs of its
citizens. Government policies are more likely toampe to accommodate more
investors in order grow and expand the economysd&lemong other factors like
modern technology and communication networks &edylito be improved with time.
These developments will provide a more stable andblng environment for
international drilling firms that intend to condumtisiness in Kenya. Therefore, it is
advisable for future researchers to conduct furtiesearch and establish whether

these findings will hold.

Future researchers who are interested in this féldtudy should investigate the
factors affecting performance at Tullow Company ¥@&nThese findings will shed
more light on the key factors affecting performaat&ullow Company and ways of
addressing these factors in order to boost perfocma

A comparative study should be conducted in anatmgustry other international oil

drilling companies an example would include muliiokal corporations that deal
with either consumer products, manufacturing orkivan This will provide a window

for comparative findings on the challenges facingeiinational firms in strategy
implementation. Then findings can be drawn uporciwvineliable conclusion may be

drawn based on solid facts.

5.6 Limitations of the Study
This study was limited to a case study of Tullown@any therefore; the findings

obtained in this study cannot be used for dire@iegtion in another international
drilling oil company. But rather for making geneézation in all the International oil

drilling firms in Kenya.
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The other challenge that was faced by the reseawas time and cost constraints.
Booking, scheduling and preparation for the intmwprocess consumed a lot of time.
The researcher had to create sufficient time ferititerview as well as handle the
different demands of the process, this was not.easy

The study used an interview guide whose qualitdaif obtained highly depends on
the ability of the interviewer. Some interviewemsvh the natural ability to conduct
and an interview and gather the data well. Thelihked of the entire interviewing
staff having those skills is low. Some interviewsray also have their own biases that
could impact the way they input responses. Thishingjfect the accuracy and the
validity of data and thus interfere with the fingghand the conclusion obtained in this

study.

The other limitation of this study is that the r@s#er cannot draw cause and effect
relationships from case study. This is becausesthey focused on the current
information to answer the research question. Tingirigs obtained in this study might
not be accurate and reliable since they do notigeoa clear picture of the cause of

the current situation.
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APPENDICES

APPENDIX I: INTRODUCTION LETTER

 UNIVERSITY OF NAIROBI
SCHOOL OF BUSINESS
MBA PROGRAMME

Telephone: 020-2059162 P.O. Box 30197
Telegrams: “Varsity™, Nairobi Nairobi, Kenya
Telex: 22095 Varsity

DAE S eteie. . ioon Wi

is a bona fide continuing student in the Master of Business Administration (MBA) degree
program in this University.

He/she is required to submit as part of his/her coursework assessment a research project
report on a management problem. We would like the students to do their projects on real
problems affecting firms in Kenya. We would,_therefore, appreciate your assistance to
enable him/her collect data in your organization.

The results of the report will be used solely for academic purposes and & ‘copy of the same
will be availed to the interviewed organizations on request.

Thank you.

PBATRIC
MBA ADMINISTRATOR S

SCHOOL OF BUSINESS
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Vi.

Vii.

viii.

APENDIX II: INTERVIEW GUIDE

Goal of the Interview Process

To determine the challenges of strategy implememaiy Tullow Company Kenya
and how the company is dealing with these challenge

Section A: Respondent Background interview

Which department do you belong to?

Which position are you in?

What is the highest level of education you haveeaed?
How long have you worked for the organization?

How long have you worked in your current position?

Section B: Challenges of Strategy Implementation by Tullow
Company

What are some of the issues that you face durmatesty implementation?
Are there any unanticipated factors that inhibitglgy implementation process?

Are there competing activities that cause distoasti thus hindering strategy

implementation in your organization?
Does top management provide adequate support dsiriziggy implementation?
Are you able to meet the deadline during strategylémentation?

Are you provided with adequate resource and faaslitduring strategy

implementation

Is your organization able to coordinate activiteasd people during strategy

implementation?
In what ways is culture a hindrance towards stsategplementation?

How does the structure of your organization afategy implementation?
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x. Does Tullow company engage contractors or outsowocéacilitate strategy

implementation
xi.  Does Tullow Company act (operate) responsibly entibst country?
Xii. ~ The organization offers training and developmengpamed to its employees

xiii. ~ The organization had an audit committee that corsdregyular audits of strategy

implementation process?

xiv.  The organization puts in place safety measuredlinsadrilling activities and

functions?
Xv.  The organization maintains ethical standards atadjiity in business?

xvi.  The organization have a talent retention prograrantea succession plan for its

employees

Section C: Measures to deal with Strategy Implementation

Challenges
i.  What strategies do you think would effectively helmvercoming the factors that

affect strategy implementation?

i. How did the management handle any unanticipatetnladitons during strategy

implementation?

iii.  Please, indicate your views on how strategy implaaten challenges should be

resolved in your organization?
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