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ABSTRACT

The capacity of a firm to implement its strategescessfully is an important achievement, be it
public or private, however, many institutions styleyto translate theory into action. Without a
proper implementation process, even the most supstiategy that an organization will have
developed is useless. The notion of strategy imetgation might at first seem quite
straightforward: the strategy is formulated andctligs implemented. Implementing would thus
be perceived as being about allocating resources @dranging organizational structure.
However, transforming strategies into action is aa Mmore complex and difficult task.
Furthermore, there are only a limited number ofcemtual models of strategy implementation
making strategy implementation a challenging taskany organization. The objective of the
study was to establish the challenges encountgreébdebKenya Civil Aviation Authority in the
implementation of its strategies in regulating #wia training institutions. The research design
adopted was a case study. The study used primsmywdach was collected using an interview
guide. Content analysis was used to analyze tHeatetl data. The study found out that staff in
the organization was looking up to the managementdirection on implementation of the
strategic objectives. Training and development g help employees to improve skills in
crafting, formulation and implementation of strategplans. The study found out that
enforcement of KCAA regulations was done througgdrent inspection and annual audit of the
institutions, follow up on corrective actionBhe study found out that KCAA cannot achieve its
objectives due to various challenges that inhitét achievement of its strategy implementation
plans. These challenges include unrealistic tinlecalion to meet targets, communication,
organizational structure, inability to effectivatyonitor the level of implementation of the plan
and poor recording of information, lack of accounitty, ineffective coordination and sharing of
responsibilities, poor planning, recruitment, tragy) management of staff and resources.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

The capacity of a firm to implementing its stragsgisuccessfully is an important
achievement, be it public or private, however, mamstitutions struggle to translate
theory into action. Without a proper implementatiprocess, even the most superior
strategy that an organization will have develogedseless. Johnson and Scholes (2002)
point out that the development and implementatibistaategies by an organization or
government to chart the future path to be takehemihance the competitiveness of such
firms operating in a competitive environment. Hoeewhey observe that many firms
develop excellent strategies to counter and adaphé environmental challenges but
suffer a weakness in the implementation of the satragegies. Transforming strategies
into action is a far more complex and difficultkaMany institutions know their business
needs and the struggles required for success gt faee the challenges of realizing the
goals of such a strategy (Rapa and Kauffman, 200@Bny firms develop excellent
strategies to counter and adapt to the environhehtdlenges but suffer a weakness in
the implementation of the same strategies (Johrewth Scholes, 2002). Strategy
implementation therefore focuses on the distintati@ship between implementation

and other various organizational elements.

The capacity of a firms’ environment to influenbe tsuccess of the strategies developed
and implemented by it is supported by the opereaysheory (OST). The Open Systems
Theory (OST) refers simply to the concept that nigations are strongly influenced by
their environment (Bastedo, 2004). OSTis a modaystems-based changed
management theory designed to create healthy, ativevand resilient organizations and
communities in today’s fast changing and unprebiet@nvironments. As organizations
and communities conduct their business they infteemnd change their external
environments, while at the same time being infleehby external changes in local and

global environments in a two-way influential charky@wn as active adaptive change.
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This study focused on the strategy implementati@mtgss at KCAA and thus sought to
establish the challenges faced during implememaifd CAA’s strategies as spelt out in
its 2014-2019 strategic plan. This study was inkxinioy the fact that in the previous
strategic management studies that have been dendhdve been conducted with focus
on the aviation industry in Kenya. This is espdgiainportant given the unique role

KCAA plays both as a regulator and a service prewid

The Kenya Civil Aviation Authority (KCAA) is one dfhe key institutions that plays a
critical role in the achievement of vision 2030.id’hs due to increased capacity
passengers in the region which necessitates ecoalyniand efficiently planning,
development and management of civil aviation, raoih and operation of safe civil
aviation system in Kenya. However, for KCAA to diacge its services effectively, it has
to ensure that they have put in place strategesvitil guide the Authority in realization
of the desired objectives. The aviation industrioig large extent fostered by the private
sector and corporation investing in new routes gredAuthority should come up with
strategies that will not only affect the growthtbé sector but at the same time it has to
regulate its growth to ensure an efficient andaife planning and management of civil
aviation is achieved. This therefore calls for thevelopment and implementation of
good and effective strategies and appropriategeaent of the organizational structure,

systems, leadership behavior, culture, resourcé€@ammunication.

1.1.1 Concept of strategy

Organizational strategy is the determination @& Hasic long-term goals and objectives
of an enterprise, adoption of courses of action thedallocation of resources necessary
for carrying out those goals. Gole (2005) propoHes strategic management is a
process, directed by top management to determmédutidamental aims or goals of the
organization, and ensure a range of decisions whidhallow for the achievement of

those aims or goals in the long-term, while prawpfor adaptive responses in the short-
term. The three core areas of corporate strategytined by Gole (2005) encompasses:

strategy analysis, strategy development and sirateglementation.



Strategic analysis deals with examining the envirent within which the organization
operates. A company’s strategy consists of thenegsi approaches and initiatives it
undertakes to attract customers and fulfill thedpextations, to withstand competitive
pressures and to strengthen its market positioasdstrategies provide opportunities for
the organization to respond to the various chaélengithin its operating environment.
Firms also develop strategies to enable them sragegic initiatives and maintain a
competitive edge in the market (Porter, 1995). Thee of a company’s marketing
strategy consists not only of its internal iniva@s to deliver satisfaction to customers but
also includes offensive and defensive moves to tewuhe maneuvering of rivals, actions
to shift resources around to improve the firm’'sgderm competitive capabilities and
market position, and tactical efforts to respongrevailing market conditions. Effective
strategy is formulated around four factors. Thase the goals and objectives are simple,
consistent and relate to the long term, thereasopind understanding of the competitive
environment, there is an objective appraisal of rtksources available and that there is

effective implementation (Higt al.,2008).
1.1.2 Strategy | mplementation in Organizations

Strategy implementation is the process of puttitrgtegies and policies into action
through the development of programs, budgets andegures (Bradforet al 2000).
Strategic challenges are those pressures that &xietisive influence on an organization
frequently driven by the organizations future cotitfpe position relative to other
provisions. According to Pearce and Robinson (200ily one in every ten companies
that do an effective job of formulating strategydaqually on effectively implementing
it. For the rest, presumably, the well —crafteditstyy is lost in the press of day- today
tactical concerns or its left to languish in a mepmn the dusty book shelf of the chief

executive officer.

Organizations seem to have difficulties in impletmen their strategies, however,
Researchers have revealed a number of problentsategy implementation. The reasons
for this are varied, but most hinge on the fact gteategy implementation is resource

intensive and challenging (Gurowitz, 2007). None kbss strategic planning remains a

3



top priority among successful private universitiesed on the fundamental notion that an
effective strategy offers unique opportunities foarket differentiation and long-term
competitive advantage. Based on this, many govemhnrestitutions are now asking
which are the best tools and methodologies to enafiéctive strategy implementation
(Beer and Eisenstant, 2000).

1.1.3 Kenya Civil Aviation Authority

The Kenya Civil Aviation Authority (KCAA) is a statagency for the management of
aviation safety in Kenya that was established i822@ith the primary function towards;
regulating and oversight of aviation safety anduség economic regulation of air
services and development of civil aviation; prommsiof air navigation services, and
training of aviation personnel as guided by thevgions of the convention on the
International Civil Aviation Organization (ICAO), elated ICAO standards and
recommended practices (SARPs) and the civil awatiegulations. The object and
purpose for which the Authority as established Ish@) to economically and efficiently
plan, develop and manage civil aviation, regulaite @perate a safe civil aviation system

in Kenya in accordance with the provisions of thel@uviation Act.

The mandate of the Authority is essentially embeduheits functions/responsibilities,
which can be categorized into; Licensing of airvems and production of accurate,
timely, comprehensive and relevant air transpddrimation for planning and decision-
making purposes; provision of the air navigatiorvees (planning, development and
formulation) for the safe and efficient utilizatioof the Kenyan airspace and the
coordination and direction of search and rescueics; establishment and maintenance
of a system of aircraft registration and markingwadl as the registration of rights in
aircraft; securing sound development of the civiaion industry in Kenya and advising
the Government on matters concerning civil avigtigmovision of services and facilities
relating to aircraft accident and incident investign; safety and technical regulation of
civil aviation including certification of aircraftoperators; lastly establishment,
management and operation of training institutioos gurposes of the Authority. The

KCAA therefore, is both a regulating entity andvéeg provision.
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1.2 Resear ch problem

Implementing strategies successfully is vital foy arganization, either public or private.
Without implementation, even the most superior tegwp is useless (Pearce and
Robinson, 2007). The notion of strategy implementatmight at first seem quite
straightforward: the strategy is formulated andntlieis implemented. Implementing
would thus be perceived as being about alloca&sgurces and changing organizational
structure (Beer and Eisenstat, 2000). Howeverstoaming strategies into action is a far
more complex and difficult task. Furthermore, theme only a limited number of
conceptual models of strategy implementation maksitategy implementation a
challenging task for any organization. Many orgations today are developing
appropriate competitive strategies focusing on beeg more competitive by launching
competitive strategies that give them an edge otlegrs. To do this, they need to craft

winning strategies (Porter, 1985).

Implementing programmes vary according to the matfr strategic problems that an
organization faces and Kenya Civil Aviation Authgris not an exception. The world

and specifically Kenya has been forced by the gngwdemand for air transportation

which has been fueled by ability of aviation toevféafe, affordable, fast, and predictable
services. As KCAA implements its strategic plamuanber of factors such as economic,
political and technological have in the recent gast both positive and negative impact
on the industry. This has in turn led to challenfgeghe industry worldwide particularly

for the air operators and regulators. The Kenyatustry is no exception and this has
necessitated a civil aviation regulator and airigaon services provider that responds
to the dynamic industry needs. It is on this bésad the study will seek to establish the

implementation of strategy at the KCAA.

International studies that have been undertakest@tegy implementation challenges
include Aaltonen and lkavalko (2002) study on imnpémting strategies successfully and
established that strategic communication and acsirgtegic actors and structures and
systems alignment with strategy was necessary ffecteve strategy implementation.

Yang et al., (2008) undertook a study on factofls@mcing strategy implementation and
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found out that organizations carried out changesth® organization’s structure,
communicated to employees when and how the stestegill be carried out; provided
incentives for employees to carry out the strategitectively, and assigned people who
are able to be responsible for implementing thésgegies. Bunning (2002) researched
on effective strategic implementation in the pukkctor. The findings were that strategy
implementation in the public sector was hinderedthry bureaucratic environments of

public entities and insufficient allocation of resces.

Local studies that have been undertaken on impl@tien of strategies include; Mugo
(2012) study on strategy implementation at the Cibyincil of Nairobi. The study found
out that corporate strategy in itself, organizapafitics, structure and culture, inadequate
resources, poor communication, resistance to chandeother uncontrollable factors as
major challenges encountered during strategy imeigation. Mbaabu (2012) did a
study on strategy implementation at deposit praedund board Kenya and established
that the formulation of strategies at the fund vlegsthe senior management and the
employees participated in the implementation thotinghstrategies took longer than the
stipulated time to implement. Mbithi (2011) undeko a study on strategy
implementation at Nakumatt holdings limited, Kemyal established that implementation
variables could become roadblocks that undermieeirtiplementation process. Given
the importance of these processes, this study saadhl the gap by seeking answer to
the question: what challenges does the Kenya @widition Authority encounter in the

implementation of its strategies in regulating éivéation training organizations?

1.3 Resear ch Objective
The objective of this study was to establish thallehges encountered by the Kenya

Civil Aviation Authority in the implementation ots strategies in regulating aviation

training institutions.



1.4 Value of the study

The findings of the study were of value to the tiyeas it depicts implementation of
strategies in the organization and the challengesuntered. The findings of the study
were to seek to confirm that organizations tryitanfwith the norm by adopting strategy
implementation that validates them as part of ttgawizational field. The study was of
relevance to resource based theory as it explamaitilization of resources by Kenya

Civil Aviation Authority in order to implement itstrategies.

The findings of the study addressed the knowledge @s it was highlighted in the
implementation of strategy in the organization a@hd challenges encountered thus
enabling the management of the organization to kiiwevchallenges that hinder the

organization in the achievement of its goals.

This study is of benefit to the practitioners amademicians both in the private and in
public sector by having contributed to the existimgdy of knowledge in the area of
strategy implementation. Academicians may use fiigslifor further research, while

practitioners may apply lessons in planning andemgnting future strategies.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

In this chapter literature of relevance to the gtuds reviewed. Key areas of literature
that took center stage in this section includetiie®retical framework. The study further
put into context the strategy implementation precasd the challenges of strategy

implementation.

2.2 Theoretical Foundation
A theoretical framework refers to how the researatrewriter of the report not only

guestions, but ponders and develops thoughts oriédseon what the possible answers
could be, then these thoughts and theories arg@gdingether into themes that frame the
subject (Neuman, 2010). It is the process of ifi@nty a core set of connectors within a
topic and showing how they fit together. This studyl be guided by a number of

theories as discussed subsequently.

2.2.1 The Open system Theory

The open systems theory comes from the relatiortbaipemanates from the operation of
an organization as a system. Organizations aregtiioof as systems with interrelated
subsystems that process various inputs to geneaaieus outputs, pleasing users and
customers in the process. They depend thereforhemnvironment for their survival.
Some modest environmental shifts can easily afterresults of management decision
within organization. As open systems they needcsires to deal with forces in the
world around them (Scott, 2008).

Organizations as open systems remain efficientedfettive by adapting to the shifts in
their environmentThey have to be concerned not only with what hagpéthin and among

its subsystems and people, but also with what heppetside of itself for no organization
operates in a vacuum. The decisions the organizatiake have to fit in two environments

internal and external. These forces influence dmmdiin every organization; however the



most influential force in one organization may hdite impact on other organizations.
Managers continually ought to scan and monitoreheironment. This allows managers to
determine their organizations best response to ranrommental change. The systems
therefore that interact with the environment arereéfore open systems. Open systems
consists of five basic elements of inputs, a tramséation process, outputs, feedback and the

environment (Scott, 2008).

2.2.2 The Resource Based View

The resource-based view stipulates that the fundwhsources and drivers to firms’
competitive advantage and superior performancenaialy associated with the attributes
of their resources and capabilities which are Jakiand costly-to-copy (Peteraf and
Bergen, 2003). Building on the assumptions thatasgyic resources are heterogeneously
distributed across firms and that these differeracesstable overtime. The resource-based
theory argues that any firm is essentially a pdolesources and capabilities which
determine the strategy and performance of the famd, if all firms in the market have the
same pool of resources and capabilities, all finmiscreate the same value and thus no
competitive advantage is available in the indugBarney, 1991). The basis of the
resource-based view is that successful firms willl their future competitiveness on the
development of distinctive and unique capabilitiediich may often be implicit or
intangible in nature. Thus, the essence of strate@y should be defined by the firm s
unique resources and capabilities. Furthermorey#ihge creating potential of strategy,
that is the firm s ability to establish and sustaiprofitable market position, critically
depends on the rent generating capacity of its nyidg resources and capabilities
(Conner, 1991).

The resource based theory suggests that compedidiventage and performance results
are a consequence of firm-specific resources apdbiiities that are costly to copy by
other competitors (Barney, 1991). These resourcek capabilities can be important
factors of sustainable competitive advantage angersar firm performance if they
possess certain special characteristics. They dhmul/aluable, increasing efficiency and

effectiveness, rare, imperfectly imitable and nabsditutable. According to resource-
9



based theory, organizations wish to maintain airgisve product (competitive
advantage) and will plug gaps in resources andhiifpes in the most cost-effective
manner. This theory emphasizes that resourcesaiter the firm are the principal driver
of a firm's profitability and strategic advantagery firm plans and implements various
strategies in order to create competitive advamstagethat they could outperform their
competitors and earn a higher rate of profits imirthndustry. To achieve superior
competitive advantage, Besan&bal., (2003) argue that a firm must create more values,
which depends on its stock of resources and distenccapabilities of using those
resources. For long-term profitability, a firm mestsure its successful strategies and the

created competitive strategies are sustainable.

2.3 Strategy | mplementation Process
Strategic decisions determine the organizationitioms to its external environment,

encompass the entire organization, depend on ifmpaot all of functional areas in the
organization, have a direct influence on the adstiative and operational activities, and
are vitally important to long-term health of an angzation (Grant, 2000). Strategies must
be well formulated and implemented in order to iattarganizational objectives.
Thompson (1993) determined that the strategy imeigation process included the many
components of management and had to be succesatidlgl upon to achieve the desired

results.

Sterling (2003) noted that effective implementatiequires continual monitoring-
progress in implementing the plan of the competitenvironment, of customers’
satisfaction, and of the financial returns generéethe strategy. According to Hill et al.
(2009) the main components of the process foregjyaimplementation are the design of
governance and ethics, the organizational structhee organizational culture, and the
organizational controls. Governance and Ethics pakey role in the process of
implementation; each organization is facing a laggeup of internal and external
stakeholders that need to be satisfied. In fortmgathe strategy of the organization,
management needs to take into account the wistlieseeds of all of these stakeholders;

otherwise they might withdraw their support to drganization.
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Chakravarthy and White (2001) have taken into amrstion that no matter how
effectively a company has planned its strategiespuld not succeed if the strategies
were not implemented properly. Hendry and Kiel @0@lso clarified that the more
ineffective the top management decisions, the muetective are the choices made at
lower levels of management. Similarly, if top masagnt's strategic choices tend to be
successful, it reflects favorably on choices madeother parts of the organization.
Simons (1994) refer to three categories of factioas affected strategic decision-making
process: environmental factors; organizational diagt and decision-specific factors.
Here, environmental factors mean external agenth fs national culture, national
economic conditions, and industry conditions. Oigational factors refer to
organizational structure, organizational cultureucture of decision making bodies,

impact of upward influence, and employee involvetnen

2.4 Challenges of Strategy | mplementation in Organizations
Strategic challenges are those pressures that@&xedtisive influence on an organization

frequently driven by the organization’s future caatifive position relative to other
provisions (Hittet al., 2008). The task of implementing challenging stgetenitiatives
must be assigned to executives who have the skilts talent to handle and can be
counted on to turn decisions and actions into tesalmeet established targets. Without
a smart, capable result-oriented management tdemnplementation process ends up
being hampered by missed deadlines, misdirectedvasteful efforts (Johnson and
Scholes, 2002). Building a capable organizatiothiss a priority in strategy execution.
High among organizational building priorities iretetrategy implementation is the need
to build and strengthen competitive valuable compets and organizational

capabilities.

Wessel (1993) states that most of the barriersradegy implementation that have been
encountered fit into one of the following interreld categories: too many and conflicting
priorities, the top team does not function wellfop down management style; inter-
functional conflicts; poor vertical communicatiomnd inadequate management

development. These categories can be translatedhetfollowing problems: Competing

11



activities distracted attention from implementindhist decision, Changes in
responsibilities of key employees were not cleatbfined, Key formulators of the
strategic decision did not play an active rolemplementation, and Problems requiring
top management involvement were not communicatedy eenough (Pearce and
Robinson, 2007).

Strategy implementation is never an easy thing anynorganizations. The process of
coordinating different stakeholders and harmonizimgjr actions towards the common
goal faces several challenges. Some of the chatergyviewed here include: leadership

styles, availability of resources, corporate c@tand organizational culture

At the firm level, extant research has observed the effective relationship between
strategy and structure is a necessary preconditioime successful implementation of
new business strategies (Noble, 2009). In additmnmatch between appropriate
administrative mechanisms and strategy has beerdftmireduce uncertainty within the
firm and increase effectiveness in strategy implaatgon. An inappropriate organization
structure will lead to either poor decision makintpich may negatively affect the
process of strategy implementation. A vertically teganization structure may involve
more time in getting the decision made which majedf the pace of strategy
implementation. The structure of the organizatibawdd be consistent with the strategy
to be implemented. Moreover the nature of the dmgdions structure to be used in
implementing strategy is influenced by the envirentstability and the interdependence
of the different units. Failure to address issukeshe broad structural design of roles,
responsibilities and lines of reporting can at aimum, constrain strategies development

and performance (Noble and Mokwa, 2009).

McCarthy and Leavy (2009) observe that creatinguoizptional structure and attendance
behaviour change is a formidable challenge to n@ggnizations. Strategy may fail in
practice if the design of the organization contegt inappropriate for effective
implementation and control of the strategy. Accogdio Pearce & Robinson (2002)

structure is the division of tasks for efficientdanlarity of purpose and coordination

12



between the independent parts of the organizatie@nsure organizational effectiveness.
Structure balances the need for specialization wighneed for integration. It provides
the formal means of decentralizing and centraliziogsistent with the organizational

control needs of the strategy. More turbulent anderde environments require

increasingly complex and flexible structures. THeyther identify the existence of

functional strategies which are short-term actgtihat each functional area within a
firm must undertake in order to implement the gratrdtegy. They must be consistent
with the long-term objectives and the grand obyexsti

Thompson and Strickland (2005) note that leadimgdiive for good strategy execution
and operating excellence calls for several actmmghe part of the manager-in-charge.
Managers have to be on top of what is happenitgety monitor progress, ferreting out
issues and learning what obstacles lay in the pltfopod execution. The manager has to
put constructive pressure on the organization ieae good results. Effective leadership
involves restructuring organizational architecturea manner that motivates employees
with the relevant knowledge to initiate value-enting proposals (Dubrin, 2001).
Drucker (1994) captures an environmental scannimajyais that depicts leadership as
that, which should manage the fundamentals likeplggoinflation among others.
Strategic leadership should ensure that valuescaiftdre within an organization are
appropriate for satisfying key success factorssHould lead to environmental-value-
resources congruence. However, leadership is matyal fully involved in the strategy
implementation process because of the many aesvitnvolved which have been
delegated. Limited leadership involvement could ibiththe success of strategic

management in an organization.

Successful strategic plan implementation requirésrge commitment from executives
and senior managers. Therefore, planning requiremémch may be done even at
departmental levels requires executive supportcikees must lead, support, follow-up
and live the results of strategic planning impletagon process. According to
Healthfield (2009), without commitment of senioreextives, participants feel fooled and
mislead. This complements what Rap (2004) claims tthe commitment to the strategic
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direction is a prerequisite for strategy impleméotg so top managers have to show
their dedication to the effort. To implement steptesuccessfully, senior executives must
not assume that lower level managers have the pangeptions of the strategic plan and
its implementation, its underlying rationale, atsl urgency. Instead, they must assume
they don’t, so executives must persuade employedseovalidity of their ideas. Ahoy
(1998) argues that upfront commitment by leadectude an adherence to the full and
thorough process of strategic planning which muéihmate in implementing programs
and services and commit allocations to meet theatibes of the strategic plan at a level
that is doable for the organization and the leVelativity.

Top management goodwill and ownership to drivepfoeess is also critical to effective
implementation of strategy. According to Grund9@2), an organization should among
others have the top management be committed tstthiegic direction the firm is taking.
Strategy implementation leaders must also seceredmmitment and cooperation of all
concerned parties to get all the implementatiorcgsen place. The management of the
organization provides direction to workers as thmysue a common mission in
implementing strategies. The leaders influencer tredationship with their followers in
the attempt of achieving their mission.

Communication allows sharing of ideas, facts, apisi and emotions and above all
provides feedback. In organizational strategy imm@etation, information flows in all
directions; downwards, upwards and laterally (Chapn2004). The employees freely
communicate their ideas, suggestions, commentscamglaints to the management on
strategic objectives. These can be done throughergigprs, joint consultative
committees, suggestion schemes, trade unions pegres. Communication down the
organization or across different functions beconaeshallenge. Making sure that
processes throughout the organization support eglyatexecution efforts can be
problematic in a large organization. Linking ségit objectives with the day to day
objectives at different organizational levels andations becomes a challenging task.
The larger the numbers of people involved, the tgreiie challenge to execute strategy
effectively (McCracken, 2002).

14



Rapertet al., (2002) state that communication and shared urateistgs play an
important role in the implementation process. Irtipalar, when vertical communication
is frequent, strategic consensus (shared understarmbout strategic priorities) is
enhanced and an organization’s performance improvEsey explore vertical
communication linkages as a means by which strategnsensus and performance can
be enhanced. Johnson & Scholes (2002) posit tleasithplest way to communicate the
strategy to the outside world is a general dissatiin of the strategic plan, by making a
version of it a public document, however issuingrass release on the adoption of
strategy documents or delivering a speech or phibljsan article or even an annual letter
by the head of the agency on the strategy of tharozations can also be used. Birnbaum
(2000) indicates that strategy implementation nexguthe transfer of information from
one person to another through specific channelsi@anication allows sharing of ideas,
facts, opinions and emotions and above all providedback. In organizational strategy
implementation, information flows in all directigndownwards, upwards and laterally
(Chapman, 2004).

Implementation of new strategy will be concernedhwadjustments in the structure,
employees, systems and style of doing things irerotd accommodate the perceived
needs of the strategy (Pearce and Robison, 200dp. 2004) suggests the top
managements principle challenge in the culturakexinis to set the culture tone, pace,
and character to see that it's conducive to thatesjic changes that the executives are
charged with when implementing. When implementitngtegy, the most important facet
is the top management’s lack of commitment to ttrategic direction itself. This
commitment is a prerequisite for strategy impleragan. If strategy implementation is
going to realize its full potential of dramaticallygnproving the way companies do
business, changing of the organizational culturstrba considered an integral part of the

process.

The character of a company’s culture or work clieniata product of the core values and
business principles that executives espouse, dmelatds of which is ethically acceptable

and what is not, the company’s approach to peopleagement and its internal politics.
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When a company’s present work climate promotetudts and behaviours that are well
suited to first-rate strategy execution, its cudtdunctions as a valuable ally in the
strategy execution process, otherwise, it becomssirabling block. It is therefore the
strategy implementer’s responsibility to identiffhat facets of corporate culture hinder
effective execution of strategy and this is whdinds competent leadership at the top
(Thompson and Strickland, 2005). Rap (2004) iné&dhat most companies attempting
to develop new organization capacities stumble ahese common organizational
hurdles: competence, coordination, and commitmEmse hurdles can be translated into
the following implementation problems: Coordinatiohimplementation activities was
not effective enough, Capabilities of employees ewénsufficient, Training and
instruction given to lower level employees weredieguate, and Leadership and direction
provided by departmental manager were inadequate.

All organizations have at least four types of reses namely: financial, physical, human
resources and technological resources. Resourcad basw to strategy management
view knowledge, skills and experience of human ues® as a key contributor to firm’'s
bundle of resource and capabilities (Thompson amdk&and, 2005). Johnsoat el.,
(2005) argues that putting strategy into actionascerned with ensuring that strategies
are working in practice. Without adequate resoyreémtegy implementation process
would not proceed as planned. This would thus tesudtalled projects or results being
different from those anticipated. As companies geaand as skills expertise become
recognized as a major asset of the firm, the hergdd efforts in cultivating and
enhancing them becomes significant part of devetogrstrategy (Pearce and Robison,
2007).

The organization needs to have sufficient funds andugh time to support the
implementation process. True costs include realisthe commitment from staff to
achieve a goal, a clear identification of expersesociated with a tactic, or unexpected
cost overruns by vendors (Olsen, 2005). Resoutoeadion is important and equitable
resource allocation and sharing is an importanvigcthat enhances strategy execution.
The resources include financial, physical, humeaohnological and good will resource.
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Effective implementation of any organization’s &gic plan depends on rational and
equitable resource allocation across the orgaoizatroper links should be developed
between the strategic plan and operational actiaitydepartmental levels in order to
necessitate proper implementation of strategiesitBum, 2000).

2.5 Empirical Studies and Research Gap

Govindarajan (2004) addressed the relationship d@mtwthe characteristics of SBUs
general manager and the perceptions of effectigeiresstrategy implementation. He
found out that successful strategic business uaitehgeneral managers with great
marketing/sale experiences, greater willingnessak@ risk, and greater tolerance for
ambiguity. Parsa (2009) investigated the impactsofirce of power on franchisees
strategy implementation process and eventual pegoce. Results from the study
indicate that financial performance of the franebis was affected by the method of
implementation they chose. This study demonstrétas interaction of power sources
and strategy implementation could impact a firmésfprmance and satisfaction and that

proper match between the implementation methodgsrendesired outcomes is essential.

Okumus (2003) framework to implement Strategie®©mganizations found out that the
main barriers include lack of coordination and lawksupport from other levels of
management and resistance from lower levels and plamning activities. Culture is
another challenge to strategy because implementafistrategy often encounters rough
going because of deep rooted cultural biases. Thibecause they see change as
threatening and tend to favour continuity and sécur

17



CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents the research methodologywisused to carry out the study. The

chapter describes the proposed research design¢cal&ction and data analysis.

3.2 Resear ch Design

The research design is regarded as a blue pringsder plan that specifies the methods,
techniques and procedures for collecting and amadythe needed information or simply
a framework or plan of action for the research (@tz 2003). The research design for
the study was a case study. A case study is aepthdnvestigation of an individual,
institution or phenomenon. Case studies allow aeaeher to collect in-depth
information, more depth than in cross-sectionaldiss with the intention of

understanding situations or phenomenon.

Case studies are particularly popular in orgarorati research and are well suited to
capturing the social world of people in understagda real life situation (Babbie and
Mouton, 2004). The study was used to identify thallenges encountered by the Kenya
Civil Aviation Authority in the implementation ofts strategies in regulating aviation
training institutions. The reason for this choicaswbased on the knowledge that case
studies are the most appropriate for examiningptioeesses by which events unfold, as
well as exploring causal relationships and alsovige a holistic understanding of the

phenomena when dealing with only one organization.

3.3 Data Collection

The study used primary data which was collectechgusan interview guide. The
respondents to be interviewed were the Kenya @iviation Authority top management
staff that include Director Aviation Safety and Gety Regulation, Manager Personnel
Licensing, Corporation Secretary, Manager Flight e@gons and Manager

Airworthiness. These were considered to be keyrmémts for this research. Key
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informants are also a source of information that @ssist in understanding the context of
an organization, or clarifying particular issuespooblemslin addition the departments in
which the intended respondents work in were the deyelopers’ and implementers of the
Authority strategies.

The choice of the respondents was very importantha respondents were involved in
the running of the Authority. Furthermore, they nmagvide access to more significant
and useful secondary data as documents, and atheble information. The method to
be used in this study was that of a semi-structureview, in which the interviewer has
a structured plan of investigation, namely a seip®En ended pre-determined questions.

3.4 Data Analysis

The data obtained was analyzed using content asa{ysntent analysis is the systematic
gualitative description of the composition of tHgexts or materials of the study (Hsieh
and Shannon, 2005). It involved observation andilet description of objects, items or

things that comprise the object of study.

Content analysis, as a class of methods at thesedgon of the qualitative and
guantitative traditions, is used for rigorous exaton of many important but difficult-to-
study issues of interest to management resear¢Bartey, 2003). This approach was
more appropriate for the study because it alloweddeep, sense, detailed accounts in
changing conditions. Thus the qualitative method waitable for this research because
the research was conducted within the environmémrevthe implementation initiatives

occurred.
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CHAPTER FOUR
DATA ANALYSISAND INTERPRETATION

4.1 Introduction

The research objective was to determine the siyateglementation challenges faced by
Kenya Civil Aviation Authority in regulating aviatn training institutionsThis chapter

presents the analysis, findings and discussion netlard to the objective.

4.2 Demographic Characteristics

The interviewees comprised the senior and top nemagt of Kenya Civil Aviation
Authority (KCAA). In total, the researcher interwied five interviewees who had been
identified to be interviewed. The duration in whitie interviewees have worked in
KCAA varied from six to twenty five years. This idtes that the interviewees have
worked in KCAA for a longer duration of time and therefore underdt strategy
implementation and challenges in the organizafldre interviewees indicated that they have
been holding the current managerial position foremban five years ithe institution and

therefore considered to be more versed with thgestimatter of the study.

The researcher collected the primary data fromirttexviewees by use of the interview
guide with open-ended questions. The procedurdvuadgersonal interactive interviews
conducted by the researcher. The findings of thdysare presented into two sections
according to the objectives namely; the strategglémentation and the challenges of

strategic implementation.

4.3 Strategy | mplementation

The Kenya Civil Aviation Authority is a member ohtérnational Civil Aviation
Organization (ICAO) which oversees safe and ordedyelopment of civil aviation
world-wide. To maintain and enhance the vital role played bya¥iation industry in the
development of Kenya, efforts should be made tmiakte constraints to its growth. Due to
the increasing role of the aviation industry anel thanges taking place worldwide, KCAA is
looking ahead to ensure that the Kenyan airspasedsre enough to meet the challenges of
air transport in the future.
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The Kenya Civil Aviation Authority is implementirgg5 year strategic plan, a master plan for
Kenya’'s airspace while at the same time ensurirad Hviation safety and security are
maintained.Successful strategy implementation requires leatterfocus on the right
strategic goals, led and championed by senior m&sathat unite an organization behind
the strategy, determines the measures and thetoméssof success and makes sure that
resources-financial, technological and human doxated effectively, the mangers also
ensure that freedom is granted to all parts of dhganization. Individuals, teams,
suppliers, and strategic partners encouraged taréative in finding new ways of
carrying out new goals. Thus top management comemtnof the senior managers
including the Director General has a significarfeetf on implementation of strategy. In
KCAA, the interviewees noted that staff in the gmgation was looking up to the
management for direction on implementation of ttrategic objectives that have been
included in the strategic plan, management of nessuand improved service delivery.

Strategy implementation process of organizatiormikhbe a whole involving process
where all important stakeholders are involved. Quofe these important internal
stakeholders is KCAA employees because they areoties who are tasked with the
actual duty of implementing the strategies. Therwiewees noted that all the employees
are involved in strategy implementation in the irgtion of the work plans, budgets and
setting performance targets and then later on duperformance of their duties to
achieve the set targets. They argued that sincerttpdoyees are involved in the strategy
development phase, there will be less level ofstasce during the implementation

period and this will therefore increase the rateuafcess.

Effective communication throughout strategy forntiola to implementation processes
offers a great success to strategy implementationKCAA. Strategy should be

communicated and must be clearly understood bymadlementers. The coherence of
decisions and actions of all employees at all kwalthe organization is fundamental as
it created awareness of strategy, ensure therengrship of project to be implemented
and collection of additional ideas. The interviewebserved that there were sufficient
mechanisms laid down to ensure communication bettically and horizontally. This is
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through encouraging staff to make use of the ilestahformation technology infrastructure
as well as through scheduled and non-scheduledmgse® here was also use of an in house
magazine to communicate developments within theistrg and the organization itself. It
was also observed that some offices have an open miwicy and information is shared
freely.

Investment on employee training in KCAA is consaterimportant factor in strategy
implementation. The interviewees noted that trajnamd development programs help
employees to improve skills in crafting, formulati@and implementation of strategic
plans. They further indicated that training helpslévelopment of good corrective action
plan in the strategy that is behind schedule. Titerviewees observed that there is need
for relevant training and allocation of more furidsnvoke the desire for further training
among all. It was informed to the researcher thaihing of strategy implementation
would also aid in eradicating the negative perceplield about strategy implementation

as everyone would be aware of the benefits thatdvaecrue from it.

Every organization including KCAA is competing targive in this ever increasingly
challenging and volatile market environment, andrder to survive; they need pools of
excellent, talented and productive human capitavéok. Due to this, KCAA provides
their employees with suitable benefits such as adgsalary, appreciations, good
remuneration and other form of benefits whenever e@mployees performs to the
management satisfaction in strategy implementatigvith that, the employees
themselves will be highly motivated in their jobsdathis will lead to high performance
and productivity. The interviewees further notedtthhe employees were promoted
whenever the departments achieve its objectives.efhployees were indicated as being
rewarded through promotions thus the availabilitycareer development opportunities
illustrates the willingness and effort of the orgation to cherish employees. Effective
career development programs in KCAA enhance indafidwork performance by
continuously learning and adapting, while the oigaton offers favorable

developmental relationships with their employees.
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On the model of strategy implementation employedhat Kenya Civil Aviation, the
interviewees revealed that performance targetsinpig and control systems, social
cultural practices and self control were being us&te interviewees noted that
performance targets were set for all levels extiggitthey differ in magnitude depending
on the level. The targets are set in light of whatepartment has been able to achieve
previously. The targets are set to act as motimatitools to implement strategies within
the set timelines. The institution also adaptsafispervision of the implementation
process. The interviewees noted that self contasl dnsured successful implementation
of strategies through leadership philosophy andingeta living strategic plan with
updated action plan. The strategy implementaticaisphn the organization requires that
individual section heads in consultation with d&letstaff in the sections monitors the
activities being undertaken on weekly basis tol#ista whether the results are in line
with the budget expectation come up with their tds&t are achievable as well as
measurable. This process will facilitate detectadrany variance and any unfavorable

variance is investigated with the aim of remedying

Effective strategy implementation and executioresebn maintaining a balance between
preventing failures and promoting success simutiasy. When there is a proper

alignment between strategy, administrative mechasi@nd organizational capabilities, it
will be easier to implement and execute the styasel to achieve the desired objectives.
The other factors that enable KCAA to succeed natst)y implementation success was
noted as frequent reporting on implementation dgwekent, adoption of performance
contracting by all staff, creation of awareness statkeholder involvement. The level at
which stakeholders are involved include consultatiod validation stage of the strategy
implementation report for the purpose of ownershilip. addition, the inaugural plan

involves internal stakeholders only while the secoeview of the work in progress is

presented to external stakeholders (Ministry ofrdstiructure and the other industry
players) after the Board has adopted. The intere@s observed that strategic plan
objectives and targets are cascaded to all levelthe establishment for everyone to

achieve targets relevant to the work area.
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Successful implementation of strategy results ioppr utilization of resources with
financial and human and thus enhances organizatgpoath, development of efficient
systems that will enhance coordination. The reguabf the training institutions by
KCAA ensures that the institutions undertake itsvaes according to the prescribed
regulations. The interviewees indicated that KCAsgulations were enforced through
frequent inspection and annual audit of the institis, follow up on corrective actions
and communication through media of the approvedtinti®ns that provide aviation
training. The interviewees further noted that emectt of legislative and regulatory
framework has helped in regulations of trainingitofons as it sets the criteria on the
equipment to be used in training, the qualificagiaf trainers and the registration of
training school. This helps in ensuring that oly tegistered training institutions are the
ones offering aviation training. The intervieweagdsthat the inspectors who are tasked
with inspection of the training institutions neea lhe motivated through provision of
appropriate work tools, equipment and transportonder to thoroughly enforce

regulations provisions.

The interviewees indicated that to ensure successfyulation of aviation training
institutions, the strategy must be translated aaiefully implemented action because the
firm strategy is implemented in a changing envirenmmand therefore the need for
strategic control during the implementation. Thegted that effective regulations
emanates from development of Technical Guidanceehgds (TGM), sensitize aviation
training institutions on the need to adhere to kd down regulations, publish on
newspapers twice a year the list of institutioret thave been approved so that all other
agencies that deal with the education sector canteo check with their records whether
the institutions have been approved, employmentmdugh inspectors and proper

training of inspectors.

4.4 Challenges of Strategy | mplementation

The development of an organizations strategy is emaugh if the same cannot be

implemented and it is therefore necessary thatrganization employs an appropriate
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implementation strategy to actualize the plan. H@ve in many organizations, the
implementation phase is faced by a number of chgdls. The interviewee noted that
time was an hindrance in strategy implementation tfeey indicated that there was
insufficient time in strategy development resultimg poor development of the
department strategies. This they indicated haveeféaect on the achievement of the
department targets which is important in the admesnt of overall organizational
objectives. At the same time they said that thes tathlocated to meet certain targets was
unrealistic resulting in the organization employeesking under pressure to meet the set

timelines, thus affecting the quality of work unigdien.

The capacity of KCAA to implementing its strategissccessfully is an important
achievement. Without a proper implementation precesen the most superior strategy
that the organization will have developed is usel@he interviewees noted that the
implementation of organization strategy was affédig factors that were not foreseen in
the initial stages of strategy development. Thaskides staff resistance, duplicated roles
with other organizations like the Ministry of Edtioa, lack of clear consultations with
other agencies, none involvement of staff duringaihstages of strategy development,
staff resignation, lack of enough funding, changedegal environment or policy at
national level and changes in the business opegramvironment such as interest rates

and forex changes.

The business environment has become extremely ddgim@eand complex thus KCAA
must be flexible in order to adapt to changesptopete effectively and thus prosper and
grow. A good corporate strategy should therefotegrate KCAA goals, policies, and
action sequences (tactics) into a cohesive whal& naust be based on business realities.
The interviewees observed that the operating enment of KCAA has changed and this
has affected the achievement of organizational abbgs. They noted that the factors
emanates from insecurity incidents, performanceanthor airline, imposition of
restrictions on cargo entry to Europe, effect ofa@sm which has resulted in low tourist
arrivals thus affecting revenue collection whicfeeaf funding model and undue political

interference.
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Strategy implementation is never an easy thing amynorganizations, KCAA included.
The process of coordinating different stakehol@&d harmonizing their actions towards
the common goal faces several challenges. Theviateees noted that lack of focus on
key targets by the organization and introductionkey activities on regional nature.
These were noted as having affected the organimdtiglans as they have to revise the
strategic plans to be in line with regional objeesi. Automation at KCAA has led to a
drastic improvement in productivity and reduction gosts while thus improving the
speed with which information is transmitted thusilfating speedy decision making.
The interviewees established that the inadequaayf@mation systems used to monitor
strategy implementation had resulted in inability dffectively monitor the level of
implementation of the plan and poor recording ébimation. The interviewees indicated
that for proper strategy implementation to be actdeall the departments need to work
dependently and effective communication is quitecial because it provides synergy.

Information access, sharing and exchange are agglto their full potential.

The communication of an organization’s strategied the actions to be undertaken to
achieve the desired results is one of the key dignts necessary in the implementation
process. An organization should endeavor to adoptogriate communication channels.
The study sought to establish the impact of poanroanication and diminished feelings
of ownership and commitment by employees to styategplementation. It was
established that during the planning sessions aaddbmeetings, the strategy is well
communicated to all departmental heads that anme tingass it to their members at the
departmental level. However, the study establistied this does not happen. Some
interviewees argue that as the real implementerghenground, they ought to be
thoroughly acquainted with the new strategies. Sthdy however, established that due to
poor communication by those leaders in charge, sbepartments fail or some start late
and in complete disregard of timelines raising tireater question of quality and
credibility of such services and the leaders cameer It was observed that there exists a
communications department which ensures properngiarare opened both internally
and externally. Some interviewees felt that it vilas responsibility of the planning
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division to coordinate the activities geared tovgasirategy implementation. It was
observed that at times it this leads to fire figbtiand is worsened by a tendency to
believe in functional autonomy. Communication tlere was observed to be through a
forced system and not by intent or through deliteeraoves geared towards strategy

implementation.

Ineffective coordination and sharing of respongibd among the staff came out as
another factor that affects the success of impléemgstrategies at KCAA. Overlapping

of activities during the implementation phase wasnfl to create confusion among the
implementers and therefore leading to delays inlempntation and unnecessary
bureaucracies. Implementers of the strategies tedie answerable for their actions.

However, it was found that in some instances, tla® been a lack of accountability
within KCAA especially for some actions and thicbmes a source of discouragement
to the other staff members whom by themselves xggeated to be accountable. Another
challenge that was faced by the organization ham ke lack of morale amongst

implementers, misinterpretation of the organizastmategy, lack of proper reporting and
therefore no feedback and these leads to custoomeplaints as a result of poor service

delivery.

On the question regarding other challenges encrethte implementation of strategies at
KCAA, the interviewees noted that poor planning;regment, training, management of
staff, resources, culture and the organizatiorctire hindered effective implementation
of strategies. The interviewees noted that cultwas a hindrance to strategy
implementation at KCAA. The cultural factors thadered implementation of strategies
included resistance to change, non incorporatiostaff values and beliefs, segregation
of departments, political interference with policatters and claims of unfair treatment
of staff. Lack of resources appeared to be a fundamentalomedehind delayed

implementation of strategic plans especially witbee strategy relates directly to the nature
and level of staff in terms of training, attractimgd retaining and also rewarding and
motivating them.The interviewees noted that since strategy impleatiem is done in

stages with different levels of activity at eaclag®, the staff involved are always
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overworked due to the many activities an emplogeexpected to perform at each of the
implementation stages, thereby slowing the paceitath the implementation moves

from one phase to the other, or leaving some tast@mplete. The interviewees show
that KCAA organizational structure is an impedimenthe successful implementation of
the strategies. All the interviewees agreed thatetkisting organization structure results
in slow decision making as it is complex. It wasirid that in the present strategic plan,

no room has been made for market dynamics anchaltgrowth.

The researcher also wished to establish the steastémat would help KCAA to overcome
the challenges they face in implementation of itatsgies. The interviewees noted that
enhanced supervision to ensure that work plansngseemented, change in recruitment
policy and appraisal, monitoring the implementatard taking corrective action early,
ensuring ownership of targets at individual leved aufficient allocation of resources.
The interviewees also indicated that the involveimehthe senior management in
strategy implementation and training together watmmunication of benefits of the
strategy to all staff were key ways to overcometnobshe challenges realized in strategy
implementation. In addition, the respondents recemhed the openness of strategy
formulation to create an all-inclusive process wheot only the staff but also the
customers could feel as part and parcel of thegacAs a result, the interviewees also
indicated customer-centric approach together withcation and innovation as core to
overcoming these challenges. The solutions to tlalenges encountered were noted to
be proper involvement of all stakeholders in styatéevelopment, holding workshops to
sensitize the staff on the need to ensure sucdessiplementation of strategy,
empowering inspectors to ensure that they undetiadie duties accordingly, ensuring
that there is reward mechanism when the organizatiohieves its strategic plan

objectives and development of good monitoring araduation strategy.

4.5 Discussion

Although formulating a consistent strategy is diclift task for any management team,
making that strategy work — implementing it throaghthe organization — is even more

difficult. Strategy formulation is both an instiimal and an interpersonal process that
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gathers data and viewpoints and ultimately resaoltstrategic decisions. Competency in
implementation and the ability to put ideas inttiats can be an organization’s source of
competitive advantage. Kaplan and Norton (2001jifigs indicate that in practice,

managers and supervisors at lower hierarchy lewdls have important and fertile

knowledge are seldom involved in strategy formolatand when they do, the probability
for realizing a smooth targeted and accepted glyataplementation process increases
substantially seem to apply to this case. This eaasistent with the findings of the study
which established that the employees and otheektdfters were involved in strategy

implementation.

Judson (1991) noted that successful strategy ingemion is due to the design,
development, acquisition, and implementation obueses that provide what is needed to
give effect to the institution’s new strategies.eTiesources in terms of financial and
human resources in KCAA were found to have hindexfdctive implementation of

strategies. Culture impacts on most aspects oihargtonal life, such as how decisions
are made, who makes them, how rewards are distdbwtho is promoted, how people
are treated and how the organization responds wwrommental changes. The study
established that environmental changes emanatesifreecurity incidents, performance
of anchor airline, imposition of restrictions onrga entry to Europe, effect of terrorism
which has resulted in low tourist arrivals thuseafing revenue collection which affect
funding model and undue political interference. sThiere found to be consistent with
Johnson and Scholes (2002) findings that cultura sdrength that can hinder strategy
implementation when important shared beliefs arldeginterfere with the needs of the

business, its strategy and the people working erctimpany’s behalf.

Pearce and Robison (2007) state that communicatidnshared understandings play an
important role in the implementation process. Irtipalar, when vertical communication
is frequent, strategic consensus (shared understarmbout strategic priorities) is
enhanced and an organization’s performance impraves study established that due to
poor communication by those leaders in charge, sbepartments fail or some start late

and in complete disregard of timelines raising tireater question of quality and
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credibility of such services and the leaders camegr Successful strategy
implementation depends to a large extent on thamzgtions structure because it is the
structure that identifies key activities within tbeganization and the manner in which
they will be coordinated to achieve the strategynidated. Thompson and Strickland
(2003) posited that an organization should be sirad in such a way that it can respond
to pressure from the environment in order to chaagd pursue any appropriate
opportunities which are spotted. This is consisteith the findings of the study which
found out that KCAA structure results in slow demmsmaking as it is complex. It was
found that in the present strategic plan, no roas tbeen made for market dynamics and

internal growth.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSIONS, LIMITATIONS AND
RECOMMENDATIONS

5.1 Introduction
This chapter summarizes the findings and analydisclapter four on strategy

implementation challenges faced by Kenya Civil Aiga Authority in regulating
aviation training institutionslt sets out to discuss the summary of the findirdyaw

conclusions, and make recommendations.

5.2 Summary of Findings
The organization’s strategic plan is long-term etume and it is expected that daily

operational plans and annual programs are underiaka way that ensures that the long
term strategic objectives are achieved. The stwdwyd out that the top management
commitment of the senior managers has a signifieatt on implementation of strategy
and therefore the staff in the organization wasilog up to the management for direction
on implementation of the strategic objectives. Tagulation of the aviation training

institutions was noted to be undertaken by the eygas of KCAA and therefore the

provision of training and development programs hetpployees to improve skills in

crafting, formulation and implementation of strateglans. The study established that
KCAA adapts direct supervision and self control ethihas ensured successful
implementation of strategies through leadershipogbphy and setting a living strategic
plan with updated action plan.

The study found out that implementation of stragegn KCAA succeeded as a result of
proper alignment between strategy, administrativechmnisms and organizational
capabilities, frequent reporting on implementatii@mvelopment, adoption of performance
contracting by all staff, creation of awareness statteholder involvement. Regulation of
training institutions by KCAA was enforced throufjaquent inspection and annual audit

of the institutions, enactment of legislative arejulatory framework, follow up on
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corrective actions and communication through medisghe approved institutions that

provide aviation training.

The regulations of the training institutions by KE&Avere found to have been affected by
several factors. These factors were found to ireludrealistic time allocation to meet
targets, communication, organizational structurability to effectively monitor the level
of implementation of the plan and poor recordingndérmation, lack of accountability,
ineffective coordination and sharing of respongibd, poor planning, recruitment,
training, management of staff and resources. Thatieg structure is largely based on the
functional areas on which KCAA is mandated. Decisi@are not consultative; they are
just one way either vertically or horizontally. $hhas greatly hampered effective
coordination also there is a technicality issuevieen the regulator and a service provider
being in the same authority. This directly affectordination as one section feels it
should not be a part of the other but they arenalhe organization. The management has
not shown full commitment to successful strategplementation. There have been no
success stories which people can reflect on arteiship has done little in attempting to
build more awareness and encourage staff to beforeand read more on the content of
the strategic plan. There is also the challendaalf of focused strategy and thus training
relevant to strategy implementation has not alwagsn the case. There has not been
sufficient allocation of resources to effectivelppglement the strategic plans. Where
resources were to come from was not taken intoideretion in the planning and hence

making of annual plans at times is limited by levklevenue generation.

5.3 Conclusions

Effective implementation of KCAA strategies is vevital for the functioning of the

organization. From the findings, it was establishieat strategy implementation in the
organization was essential in the achievementgdrarations objectives. The staff in the
organization was looking up to the management ficgction on implementation of the
strategic objectives. At the same time communicati@s indicated as playing a major
role in the implementation of the strategy. Tragniand development programs help

employees to improve skills in crafting, formulati@and implementation of strategic
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plans and also in the enforcement of KCAA regutaithrough frequent inspection and

annual audit of the institutions, follow up on @tive actions.

KCAA is mandated to offer service and regulate laramt aviation sector of Kenya’'s
economy. Its policies and practices need to be fufreanalyzed adopted and
implemented for they bear serious impact duringphesent times and the future. The
study found out that KCAA cannot achieve its ohjext due to various challenges that
inhibit the achievement of its strategy implemebptatplans. These challenges include
unrealistic time allocation to meet targets, comiwation, organizational structure,
inability to effectively monitor the level of impleentation of the plan and poor recording
of information, lack of accountability, ineffectiveeoordination and sharing of
responsibilities, poor planning, recruitment, tragy management of staff and resources.
It was also concluded that employees should beddapn various matters concerning the
implementation of strategic plans. All employeeswdt be involved in making decisions
on matters focusing on implementation of stratgm@ns. Therefore, the organization’s
management should be inclusive in all matters fogu®n strategy implementation.
Effective monitoring and evaluation of the stragsgturing implementation was found to
be critical. The study concludes that if KCAA waspilay its oversight role accordingly
more needs to be done to ensure that its empl@reethoroughly trained, remunerated,
provided with all the necessary equipment and aballe involved in strategy

development.

5.4 Limitations of the Study
The study was undertaken at Kenya Civil Aviationtt#arity alone and therefore the no

room for comparison of findings with other govermmhagencies. The interviewees were
the top management employees at KCAA and therdfame was no room to compare
divergent views. Limited accessibility to informati in the organization due to
confidentiality being maintained which strained essibility of data there was also a lack
of cooperation from some staff during interviewstlasy had to go out of their work
schedule to respond. The limitations however did affect the data collected to

undertake the study.
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5.5 Recommendations

The study found out that the leadership at KCAA has pursued implementation of
strategies adequately. It is recommended theretbeg for success in strategy
implementation, KCAA leadership has to be on togvbét is happening, closely monitor
progress, ferreting out issues and learning whattackes lay in the path of good
execution. The leaders need to put constructivespre on the organization to achieve

good results.

The study established that implementation of KCArategies have been affected by
inadequate resources. It is recommended that therdy should develop further its

ability to marshal resources needed to supporstistegies. Internal cash flows seem
insufficient to fund planned strategic initiativesmd therefore management needs to
practice use of external funds. This will in tugpeo up the organization to more rigorous
financial performance scrutiny and this will in iumstill responsible and accountable

financial management practices.

The study established that KCAA faces several ehghs in the implementation of its
strategy; it is recommended that the governmeneéwes/all the policy matters governing
KCAA and all other Parastatals to ensure that thgglement successfully the strategies
which have been put in plackCAA needs to develop initiative to device policiasd
practices that will provide vital support to effiwet strategy implementation. The authority
thrives in an industry whose dynamics evolve ewday and technology changes faster than
the stakeholders can match. To remain relevansipractices, it should focus more on the
learning process from its internal practices, leaon benchmark from other similar
organizations in the world so as to meet or beait {performance standards and also invest

more on research and development.

The study further established that communicatiod #re structure of KCAA was a
challenge to implementation of strategies and iherefore recommended that KCAA
need to design the best way that communicatiorfloanfrom top to bottom (downward

flow of communication) and vice versa. This mayuieg a proactive process of creating
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new communication channels, which may include reguiheetings between top
management and lower level employees. These meesihguld provide a forum for

concepts clarification and reports on progresslaysa and way forward discussed.

5.6 Suggestionsfor Further Research

The study was done on the Kenya Civil Aviation Aarity only. The other Government

institutions have its unique culture, staff, sturet resources and the environment it
operates in is different from otherA. similar study should therefore be done on other
Parastatals in Kenya. This will shed more light the challenges encountered in the

implementation of strategies in other Parastatadsaaldress challenges if any.

35



REFERENCES

Babbie, C.A and Mouton, S (2004). Release the preneurial hostages from your
corporate hierarchystrategy Leadership Journa¥ol. 24 No.4, pp.36-42
Barney, J. B. (1991), Firm resources and sustagugdpetitive advantagelournal of

Managementl7, 99-120.
Besanko D., Dandrove, D., Shanley M., and Scha&te(2003) The Economics of
Strategy John Wiley and Sons, New York
Bastedo, Michael N. (2004The Organization of Higher Education: Managing @gks
for a New EraBaltimore, MD: Johns Hopkins University Press.{{ness)

Beer, M. & Eisenstat, R. A. (2000), The silent Ki§ of Strategy Implementation and
Learning.Sloan Management Reviefd,(4), 29-40.

Birnbaum, R. (2000)Strategy Implementation: Six supporting facto&sn Francisco:

Jossey-Bass.

Bradford KJ, Chen F, Cooley MB, Dahal P, Downie Bjkunaga KK, Gee OH,
Gurusinghe S, Mella RA, Nonogaki H, Wu C-T, Yim K-(000). Gene
expression prior to radicle emergence in imbibedato seedswWallingford, UK:
CAB International; 2000. pp. 231-251.

Chakravarthy, B.S., White, R.E. (200Btrategy process: forming, implementing and
changing strategies in Pettigrew, A., Thomas, H., Whittington, R.
(Eds),Handbook of Strategy and Management, SagkcRiibns, London.

Charmaz , J. C. (2003). Introduction: special isswme strategy implementation and
assessment  research—research on implementatierveé&sas much attention

as strategy formulation,  Journal of Business Researeb(2), 107-10.

Chapman, A.M. (2004 %5trategy Implementation and Realizatiblew York: Macmillan

Press.

36



Conner, Neil. (2001), The politics of the enviremt Ideas, activism, policy.
Cambridge, MA: Cambridge Univ. Press.

Gole, R. (2005), Responding to the competitive lelngle of the 1990dnternational
Journal of Contemporary Hospitality Managemez(3), 1-3.
Grant, R. (2002) Contemporary Strategy AnalyslacBwell Publishing, Malden.

Grundy, T. (2004), Strategy implementation and gmbjmanagementinternational

Journal of Project Managemerit, 313-327.

Hill, W. L., & Jones, G. R., (2009ptrategic Management Theory: An integrated
Approach 5th Edition, Houghton Mifflin Company

Hitt, M.A., Ireland, R.D., & Hoskisson, R.E. (2008)Strategic Management:

Competitiveness and Globalization Conceftsuth-Western, London.

Hsieh, H.-F., & Shannon, S.E. (2005). Three apghea to qualitative content analysis.
Qualitative Health Research, &, 1277-1288.

Johnson G., Scholes K. & Whittington R. (2005), Ibxing Corporate Strategy. FT
Prentice Hall, 6th edition.

Johnson, G. & Scholes, K. (2002Exploring Corporate StrategyPrentice Hall,
6"Edition.

Kaplan, R. S. & Norton, D. P. (2005), Putting theldced Scorecard to Workavard
Business Revievieeptember-October, 134-142.

McCracken, J. (2002), The strategic human resoaoraragement process in practice,
Planning Review21(5), 37-8.

McCarthy, B. & Leavy, B. (2009)Phases in Strategy Formulation: An Exploratory
Study of Irish SMSsIBAR, 21(2), 55-80.

Noble, C. H. (2009), The Eclectic Roots of Stratégplementation Researchournal of
Business Research5, 119-134.

37



Pearce, J. A. & Robinson, R. B. (2007%trategic Management: Formulation,

Implementation and Controlrwin McGraw Hill, 10th Edition.

Margaret A. P. and M. E. Bergen (2003), Scanningadyic competitive landscapes: a
market-based and resource-based framewlmrnal of Business Researdh,
19-34.

Noble, C.H (2009), "The eclectic roots of strat@égyplementation researchJpurnal of
Business ResearcWol. 45 No.2, pp.119-34

Oslen, E.(2005)5trategic Implementatio®uckingham: Open University Press.
Porter, M. (1985)Competitive advantagereating and sustaining superior performance.

New York: The Free Press.

Porter, M. E. (1995), The Competitive Advantagetled Inner City.Havard Business
Review 72(1), 7.

Rap, A. (2004)sStrategic Management Implementing Straté@p into the power of four

key factors to deliver success.

Rapa, A. & Kauffman, D. (2005) Strategy Implemeiatat — an Insurmountable
ObstacleHandbook of Business Strateyfolume 6, Number 1, pp 141-146

Rapert, M. 1., Velliquette, A., & Garretson, J. #002), The Strategic Implementation
Process Evoking Strategic Consensus through Conuamion. Journal of
Business Researéb, 301-310.

Scott, J. (2008)Models and methods in social network analy§iambridge: Cambridge
University Press.

Sterling, P. (2003)Strategic Management in a World Turned Upside Dailva Role of
Cognition, Intuition and Emotional Intelligence.

Thompson A., & Strickland J., (2005} rafting and Executing Strategf¥he Quest for
Competitive Advantage. 14th edition McGraw-Hill Né&terk

38



APPENDIX: INTERVIEW GUIDE

CHALLENGESOF STRATEGY IMPLEMENTATION AT THE KENYA CIVIL
AVIATION AUTHORITY IN REGULATING AVIATION TRAINING
INSTITUTIONS

Section A: General Information

1. Name of your department/section?

2. What is your position in Kenya Civil Aviation Authity?

3. How long have you been in the aviation industry?

4. How long have you worked at the Kenya Civil Aviatiduthority?

Section A: Strategy | mplementation

1. What is the importance of management ability, ompetence, in achieving

successful strategy implementation at the Kenya Bwation Authority?

2. Who are involved in strategy implementation procasthe Kenya Civil Aviation
Authority?

3. What role does communication play in the processtr@itegy implementation at

your organisation?

4. What is the impact of management development pnogras/training on

effective strategy implementation at the Kenya IGhviiation Authority?

5. What initiatives are taken by management in crgaéind sustaining a climate

within the organization that motivates employeeth&ir implementation role?

6. What is the style/model of strategy implementagomployed at the Kenya Civil
Aviation Authority?
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7. What are the other factors leading to strategy émgntation success at your

organization?

8. How does the Kenya Civil Aviation Authority enforcie Civil Aviation

regulations in regulating aviation training instituns in Kenya?

9. What strategies are used at the Kenya Civil Aviatiuthority in regulating

aviation training institutions in Kenya?

10.What strategies should the Kenya Civil Aviation Bartity put in place to ensure
that the aviation training institutions in Kenya aegulated?

Section B: Challenges of strategy implementation

1. Do you face the challenge of strategy implementatiime being underestimated?

2. What are some of the challenges that surface dsthagegy implementation that

had not been anticipated?

3. What other factors in the external environment daddverse impact in strategy

implementation at the Kenya Civil Aviation Authg/

4. What are some of the competing activities that eadistractions inhibiting

strategy implementation at the Kenya Civil Aviatidathority?

5. What are the challenges posed by the inadequamyfarmation systems used to

monitor strategy implementation?

6. What is the impact of poor communication and distied feelings of ownership

and commitment by employees to strategy implemigmiat

7. What are the challenges caused by ineffective @oatidn and poor sharing of

responsibilities of strategy implementation actes®
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8. What are the other challenges you face in strabegyementation at the Kenya
Civil Aviation Authority?

9. Which strategies do you think would be effective helping overcome the
challenges encountered during Strategy Implememtati

10.What are the possible solutions to the challenfetrategy implementation at the

Kenya Civil Aviation Authority in regulating aviatn training institutions?

41



