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ABSTRACT

In the last decade there has been has been arraticel of the magnitude and pace of
change across the globe. These changes, whethgicgholeconomic, social and
technological have not spared Kenya. The approatichaKenyan companies use to
initiate and implement strategic changes is natrcl€his study aimed at establishing the
challenges of change programme at ActionAid. Thelystobjectives were: to evaluate
the change management process in the light of tieela of change management and to
determine the effect of organizational change @awoizational performance and identify
the challenges faced in managing the change progtauationAid International Kenya.
The study used a case study method. Primary ammhgary sources of information were
used in the collection of data. The primary data whtained from interactive personal
interviews with senior management staff of ActiodAnternational Kenya. A content

analysis was used to analyze the data.

The study established that the change managemeocesy at ActionAid International

Kenya (AAIK) begins with goal setting and objecBve\ variety of objectives are set in
ActionAid International Kenya (AAIK). The study fad out that the challenges faced in
managing the change program at ActionAid Intermetidenya are due to restructuring

of the organization.

From the study findings, the change program atoh&id follows a planned approach.
The findings indicate that AAIK has adopted newhtemogy: HIVE-international

communication structure for AAI. This entails afsfiom desktop computers to laptops



for most staff and creation of mobile offices. T$tedy concluded that changes in the
organisation have preceded growth strategy. Thptaas why ActionAid has undergone
structural changes within a very short period ofdithat is in less than two years. The
study recommended that there is need for the AAliKianagement to take a more

proactive approach to managing change within tgarmsation.

Annual planning has an operational focus and iceored primarily with concrete goal
setting and scheduling of specific tasks to meesdhgoals. Strategic planning gives
explicit recognition to the organizations outsideieonment and places an emphasis on
the organization’s strategic advantage in meetiegcbntingencies in the environment.
The AAIK’s management can build upon their expereem long term strategic change
planning, environmental scanning, goal setting padormance evaluation to develop a
strategic plan more practical than an annual pldrere is also need for a structured
planning process with designated and sequencedt&stisuch as brainstorming, small
group work and listing, summarizing and prioritgirwhich makes it possible for
everyone in attendance to participate fully. Tiwgolvement throughout the process will
ensure that those who have major responsibilibesatry out the plan understand the
plan and the reasons behind it. Employee involvenrethe strategic change planning
process can contribute greatly to employee comnmtrtee mutual goals and a sense of

organization unity.

Vi
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CHAPTER ONE: INTRODUCTION

1.1  Background of the Study

It is largely believed that the concept of stratbgg been passed down to us from ancient
Greeks. Bracker (1980) argued that the word styasgmes from the Greek word
‘stratego’ meaning ‘to plan the destruction of anehemies through effective use of
resources’. The concept remained a military onel tm¢ nineteenth century when it
began to be applied to the business world, thougst mriters believe the actual process
by which this took place is untraceable (Chandl®62). He put forward the view that
emergence of strategy in civilian organization liesulted from an awareness of the
opportunities and needs created by changing papnjaincome and technology to

employ existing or expanding resources more pialfita

Indeed even one of the pioneers of business syratepoff (1987), warned that strategy
is an elusive, somewhat abstract concept. This teistxpected when dealing with an
area that is constantly developing. Nor should thigbit the search for a definition or

definitions because in doing so, we can see hovdéhate on strategy is developing and

where the main areas of dispute lie.

The eclipse of long-range planning merely heraltted arrival of a range of different
perspectives on strategy. As early as 1960s, tWwods of thought vied with each other:
The planning school, which was based on formal gutaces, formal training, formal
analysis and a large dose of quantification, whih anderlying assumption that a strategy

could be put together and work in the same waymaaehine and lead to the creation of

1



strategic planning departments in large organimaticeporting directly to the chief
executive, whose role was to approve the planndda and the design school, which
adopted a different, less formal and machine-liggraach, that emphasized on the need
to achieve a fit between the internal capabilittdsan organization and the external

possibilities it faces, (Mintzberg et al, 1998).

1.1.1 Concept of Strategic Change

Strategic change is all about identifying and endogglin the organization those changes
that will ensure the long-term survival of the argation. The cause of change varies
from a steady decline in performance and effecegsn which ultimately demands a
genuine turn-around to a sudden radical shift. Gaatan be thought of as a condition
and process. Change as a condition describes whaappening in the internal and
external environment and it is part of the realltgt an organization must accept (Hill

&Jones 1999).

Mintzberg (1983) notes that strategic change isam@igular or continuous process, rather
it is most often an irregular, discontinuous prececeeding in fits and starts. There are
periods of stability in strategic change but alser¢ are periods of flux, of piecemeal
change and of organization-wide change. This viéwtategy change as an irregular
process reflects an understanding of the humaneterydto continue on a particular
course of action until something goes wrong or s@e is forced to question the status

quo.



Burnes (2004) observes that, given the rise aridbfahdustries and technologies over
the last two decades, organizations and societarge are in a period of rapid and
unprecedented change, a period where old certaintidonger hold good, and new ones
are yet to emerge. An alternative view is thathee and uncertainty of change varies
from company to company, industry to industry, awen country to country. As a
consequence, at any one point in time, some orgioins will be experiencing extreme
turbulence whilst others appear to operate in atively stable environment. However,
the pertinent issue is how organizations can coipie both the turbulent environment in

which they operate, and the constraints, challeagdghreats they face.

1.1.2 Concept of Strategic Change M anagement

Strategic change management is defined as thenactwocesses and decisions that are
executed by an organization’s members to realige ftrategic intentions (Hardy, 1985).
According to Thompson and Strickland (2003), chamganagement is the use of
systematic methods to ensure that a planned o@@mal change can be guided in the
planned direction, conducted in a cost effective afficient manner and completed
within the targeted time frame and with the desiesllts. Johnson and Scholes (2005)
view change management as a structured and systeaygiroach to achieving a
sustainable change in human behavior within an rezgéion. It involves moving
employees to new behavior while retaining key caitigpe advantage particularly

competence and customer satisfaction.



Hill and Jones (2001) see strategic change asrtdeegs of moving an organization away
from its present state towards some desired fusti@ée to increase its competitive
advantage. They observe that most organization® lggne through some kind of
strategic change, as their management has tiredtremgthen their existing core
competencies and build on ones to compete morecte#dy. Reengineering,
restructuring, and innovation have been the thiedskof strategic changes pursued in
the recent times. Strategic change aims at aligetngctures, systems and processes to

the new strategy.

Change management is a structured approach to ehamgindividuals, teams,
organizations and societies that enables the tramdrom a current state to a desired
future state. The change referred to in this cdntetudes a broad array of topics. From
an individual perspective, the change may be a melavior. From a business
perspective, the change may be a new businesssgramenew technology. From a
societal perspective, the change may be a new quglicy or the passing of new
legislation. Successful change, however, requireierthan a new process, technology or
public policy. Successful change requires the eaggmt and participation of the people
involved. Change management provides a framewarknanaging the people side of
these changes. The most recent research pointsaimlaination of organizational change
management tools and individual change managemedels) for effective change to

take place (Hiatt, 2006).



1.1.3 ActionAid International Kenya

ActionAid International is a federal body of afite national organizations registered in
The Hague, with the International Board and IntBomal Secretariat as its key distinct
structures; is formed, owned and governed by iitisaés. Organizations that join and
own ActionAid International and agree to take parthe governance as well as in the
fulfillment of ActionAid International’s values, sion, mission, strategies, standards and
systems, the Governing Body constituted for theegaance of ActionAid International.
The International Governing Body includes a Repredeve from the Board of each
affiliate organization. International Secretariafers to the management structure of
ActionAid International. A Chief Executive Officdreads the International Secretariat
appointed by the International Board. The Regid@ifice is the part of the International
Secretariat located closer to the country prograsnroe affiliate organizations for

representative co-ordination and/or managememnttefnational work.

In Kenya, ActionAid International Kenya (AAIK) isegistered under the Non-
Governmental Organizations Co-ordination Act, 198AIK has been working in Kenya
since 1972 to facilitate processes that eradicateny and ensure social justice through
development programmes, local institutional capgdiluilding and public policy. AAIK
works in over 20 districts of Kenya under four wgioffices. The national office in
Nairobi links key international, national and loaadtitutions in favour of poor people.
According to (Action Aid International strategy, @2010) the global conscience
mobilised through the UN Millennium Declarationfédtering among governments, with

the first minimal target — achieving gender equailit primary and secondary education



by 2005 - eluding the world leadership. Neverttelethe Declaration and the
Millennium Development Goals have galvanized socralvements, including faith-
based, peace and anti-poverty networks, on seveagtinents. Poor people's
organizations, social movements and pro-justicauggoaround the world are coming
together, physically and virtually, to organise fdrange. Breakthroughs include the
access to treatment campaign in South Africa, ke@dople living with HIV and AIDS,

and the global campaign for free access to quedltycation for girls and boys.

The vision of the organization is a society withgaterty that is just, democratic and
equitable in which all people can exercise thghtio life of dignity. The mission of the
organization is to work with the poor and margiradl people and to eradicate poverty
by overcoming injustice and inequity that causednitany manner in which now or
hereafter may be deemed to be not-for-profit by ilmany part of the world and for such

other ancillary not-for-profit purposes as the Bbaray determine thereof.

1.2  Statement of the Problem

In the last decade there has been has been arraticel of the magnitude and pace of
change across the globe. These changes, whethgicgholeconomic, social and

technological have not spared Kenya. The approduichaKenyan companies use to
initiate and implement strategic changes is noarclérganizations that have not
managed change properly have been faced with a@flgroblems and some of the

symptoms are closures, industrial unrests andtaesie from the staff.



Many studies have been done in Kenya on change gearent. The attention has been
given to the non-governmental sector in previouseaech. A number of studies on
change management in Kenyan institutions have deee (Bett 1995). Those studies
have given insights into the challenges and regmn$ some Kenyan organizations to
the changing environmental conditions. Gichohi (2d0oked at the challenge of change
management in Unga Group and concluded that thewgeharocess was due to
liberalization in the Kenya economy. Kinuu (2007 d research on the management of
strategic change at TAMOIL Kenya. His aim was taleate the change process in the
light of the models of change management. Odhiaf@B05) evaluated the problems and
practices of strategic change management in theufactniring sector in Kenya. He
concluded that companies in the manufacturing sectesidering implementing planned
strategic change should use Kottler's eight stagdeh While Kibanga (2008) looked at
change management strategies used in the insunadcstry in Kenya, her main
objective was to determine the change managemeategy used by the insurance
industry. On the other hand, Amenya (2008) analyttexl management of strategic
change at Rift Valley Railways. She concluded there were internal and external
factors that created necessity for change. Howewest of these previous studies have

not analyzed the concept of change.

Therefore a gap exists in the understanding ofctirecept of management of strategic
change in Non- governmental organizations in Kereevious studies have mostly
dwelt on change management alone and not stratbgicge management. This study

will therefore cover this gap by analyzing strateghange management at ActionAid



International Kenya. Every change is unique and reiate the values, resources and
skills of an organization to the demands of thevailang environment. Change has its
consequences and as Kazmi 2002 points out, it tdoeworked on a formula that will

yield a definite answer for the combination of giweariables. As organizations strive to
survive and grow amid the environmental turbuleokaracteristic of today, managers
are faced with an ever present challenge of magagiganizational change. That there is
no strait jacket formula for managing change pressemmerous challenges that every
change manager and consultant must face. This sinaly to answer the question, what

are the strategic change management issues anAditnternational Kenya.

1.3  Objectivesof the Study
The study will endeavor to establish the challengieshange programme. Specifically
the study will set to:
a) Establish the change management practices at Adtidnternational Kenya.
b) Identify the challenges faced in managing the chapgbgram at ActionAid
International Kenya.

c) Evaluate the change management process in lighhe@fmodels of change

management.



1.4  Significance of the Study

The study will be significant to the internationabn-governmental organizations’
management on how best they will deal with chargeniprove on their performance.
Specifically this study will be useful to the maeawent of ActionAid International
Kenya and its affiliates because it will provide @pportunity to gauge their progress,
direction and benefits accruing from the changereffit will also provide a basis for
future decision making. The study will also genergerature on strategic management
in Non-Governmental institutions, for top scholaral other researchers wishing to carry

out research in the field of strategic management.

The study will help international non-governmerdeganizations to assess their level of
change management performance in relation to gesrs and other industry players. By
gaining an external perspective on their perforrearicey will be able to review their
business direction, set challenging targets andtiigenew areas where improvements
can still be realized. The study will also asslsirige management managers to evaluate
local conditions, key success factors and challengeque to the Kenyan environment

that contribute to the successful implementatioa change management programme.



CHAPTER TWO: LITERATURE REVIEW

21  Introduction

This chapter reviews theoretical and empiricakditere on the management of strategic
change in Non-Governmental organizations. It inies the concept of change and
change management; it looks at the models of chawgduates change management and

finally reviews related studies.

2.2  Strategic Change

Strategic change is the movement of a company &wayits present state towards some
desired future state to increase its competitiveaathge. It is the continuous adoption of
corporate strategies and structures to changirgrreadt conditions. Balogun (2004) says
that change can be a continuous process which ®crurgiven contexts, with
organizations transforming on an on-going basiskéep pace with their changing
environment, or a process of punctuated equilibriwirere periods of adaptive and
convergent change are interspersed by shorter dsewd revolutionary change. The
objective of these change efforts may vary but thiepresent significant challenges and
risks for companies in their pursuit of sustainabe&nefits realization. Senior (2002)
argues that no matter the nature of the transfeoma@ipacting the enterprise, the key to
successful completion requires the implementatiosome type of change management
and mitigate risk. It is not enough to articulatbusiness strategy - that strategy must be

well executed in order to achieve Return on InvestiniROI) and business benefits.
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In this literature review, the concern is in orgaations taking a step change in a
proactive manner in recognition of the need for-gmeptive change given potential
threats that may arise in the future, or in a f@aananner in response to an immediate
need, such as a direct competitive threat, teclgnedb change, change in legislation or
financial needs. This is a more radical form of rdd@ and challenges all elements of
processes or structures that have evolved over. fiitmne concern is intentional, planned
change (Worley, 1996): change circumstances in lwthe leaders of an organization
have examined their strategic position and delie®rdormulated a new strategy which
requires the organization, and the people withiopérate differently in some way, for
example entering a new market with existing prosluativesting or restructuring.
Alternatively, it could involve a radical shift istrategy, and therefore the structures,

systems and culture of the organization.

Pettigrew (1993) argues that the content of chavigeh includes assessment and choice
of products and markets, objectives and assump#tadstargets and evaluation, and the
way change is formulated/implemented, is determibgdhe context of change, both
internal organizational context which includes thdture, capabilities, resources and
politics of an organization, and the broader exenontext which includes economic,
political/government and social. The changes maitlanturn alter the context, leading
to a different set of change needs. Only with gjromganizational capabilities and a
focus on execution can true business benefits diizeel from change efforts. It is not
enough to implement a one time change initiatighange competency must be sustained

over time to impact business performance.
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Quinn (1980) argues that when engaging in stratelgagmge there are four fundamental
mandates the management should do which are dgfgmals and objectives, stating
these goals clearly, explicitly, and preferably mfitatively, assign the goals to
individuals or organizational units and finally a&stish quantitative performance
measures and benchmarks to control the organizatwmard established goals and
objectives. As strategic change is the movemeatadmpany away from its present state
towards some desired future state to increase odtmpetitive advantage through
formulation and implementation of strategies, Amndse(1980, 20) states that the
interdependence of purpose, policies, and orgarazéidn is crucial to the particularity
of an individual strategy and its opportunity temtfy competitive advantage. It is the
unity, coherence and internal consistency of a @mg strategic decisions that position
the company in its environment and give the firmidentity, its power to mobilize its
strengths, and its likelihood of success in thekeigtace. It is the interrelationship of a
set of goals and policies, that crystallizes frdme formless reality of a company's

environment, a set of problems an organizationsesze upon and solve.

As change occurs due to changes in the environmghin which the organization is

operating, when this happens, it gives rise toedrier change to fit within the operating
context or meet its future organizational aspiraioWorley (1996) then argues that
strategic change refer to relatively major and esyét orientation and to changes that
improve either strategic or organizational aligniméihere strategic alignment means
aligning the firm's positioning within its envirommt. On the other hand Andrews (1980)

concurs with the others and says that reasonshmmge is identifying opportunities and

12



threats in the company's environment and then attgcsome estimate or risk to the

discernable alternatives.

2.3  Strategic Change M anagement

Strategy is concerned with the means to meet ¢hasis, it is concerned with achieving
objectives. A strategy is also a set of rules foiding decisions about organizational
behavior. Strategies may be explicit or implicepk within the senior management team
or pervading the organization to produce a senseoaimon direction (Newcomb,
Langford, and fellows, 2006). Strategic managenera systematic approach to major
and increasingly important responsibility of gemaerenagement to position and relate
the firm to its environment in a way which will ems its continued success and make it

secure from surprises.

Strategic management is concerned with decidingtoategy, and planning how that
strategy is to be put into effect. It can be thdugfras having three main elements within
it. There is strategic analysis, in which the syt seeks to understand the strategic
position of the organization. There is strategioiceé which is to do with the formulation
of possible courses of action, their evaluation elndice between them. Finally there is
strategic implementation which is concerned withnping how the choice of strategy
can be put into effect. The three are often seesegsiential in traditional texts, but
actually they overlap and interact so that paitgblementation may modify strategic

choices for example (Newcomb, Langford, and fello2306).
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Niania (2002), observed that all organizations tearsl depend on the environment for
inputs and outputs. Organizations consume resouregsform them through the various
processes and then release the output to the emwrat. The environment is important
for the success and survival of the organizations.the recent past, the global
environment has been increasingly turbulent, coimgetin all sectors continues to
increase, consumer tastes and preferences areintpdagt. This has increased the need
for application of strategic change. Hamel & Prala{1989) say that companies that
have risen to leadership invariably began with @mbithat was out of proportion to their
resources and capabilities. But they created amssiben with winning at all levels.
Hamel and Prahalad (1989) term this obsession tégfi@ intent”. The concept of
strategic intent encompasses an active managemecegss that includes focusing the
organization’s attention on the essence of winnmgtivating people by communicating
the value of the target; having room for individwald team contribution; sustaining
enthusiasm by providing new operational definitiaa circumstances change; and using
intent consistently to guide resource allocatiombey sum up strategic intent as
capturing the essence of winning; it provides cstesicy to short term action while

having room for reinterpretation as new opportesigmerge.

According to Hamel and Prahalad (1989), many con@saare more familiar with

strategic planning than they are with strategienntThey say that planning typically acts
as a ‘feasibility sieve’. Strategies are acceptedrejected on the basis of whether
managers can be precise about ‘how’ as well ast'wvafidgheir plans. Are the milestones

clear? Do we have the necessary skills and ressildew will competitors react? Has

14



the market been thoroughly researched? They skxilnifity in management's thought
pattern as a drag to strategy, they say, in onm for another, the admonition “be
realistic” is given to line managers at almost gviern. While strategic intent is clear
about ends, it is flexible as to mean strategiennhtimplies sizeable stretch for an
organization. Current capabilities and resourcei wot suffice. This forces the

organization to make the most of limited resources.

Johnson & Scholes, (2002) observes that understgnitie strategic position of an
organization and considering the strategic choapn to it is of little value unless the
strategies managers wish to follow can be turnéa anganization action. According to
them organizational change management is descabBethe process of developing a
planned approach to change in an organization.cjlpithe objective is to maximize the
collective benefits for all people involved in thkange and minimize the risk of failure
of implementing the change. The discipline of cleantanagement deals primarily with
the human aspect of change, and is therefore detatpure and industrial psychology.
Change management can be either ‘reactive’, in wbase management is responding to
changes in the macro environment (that is, thecgoof the change is external), or
proactive, in which case management is initiathngy¢hange in order to achieve a desired
goal (that is, the source of the change is intg¢ri@iange management can be conducted
on a continuous basis, on a regular schedule @si@m annual review), or when deemed
necessary on a program-by-program basis. Changagearent can be approached from
a number of angles and applied to numerous org@mmed processes. To be effective,

change management should be multidisciplinary,hmgrall aspects of the organization.
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Hofer (1984) considers management of change as oaegs, which deals with
fundamental organizational renewal and growth widbvelopment of strategies,
structures and systems necessary to effectivelyageathe strategy formulation process.
What organizational change requires is that pealgeelop not just new skills and
knowledge but a whole new way of looking at thinisputs them through a whole
internal re-orientation. William Bridges of the pested Leading Organizational,
Individual Transition Program focuses on the cruomganization aspect and contends
that, unless this reorientation process is handlaccessfully, rings will essentially
remain the same. If people don’t go through thesiirprocess of organization, they will

not develop new behavior and attitudes the chaageines.

According to Organizational Change Leaders, marsaged supervisors can learn basic
transition management strategies. With such stiegethey can bring employees through
even far-reaching and wrenching changes with redeamergy and purpose. When they
do that, the organization is strengthened not bglthe improvements resulting from the

change, but also by the renewal and realignmenhttraes from the transition. The goals
of the changes on which the organization’s futuepehds are often threatened by the
effects of the changes on the people who must daesn out and the environmental

forces.

In general terms, a change program should desthiechange process to all people
involved and explain the reasons why the change®ecurring. The information should

be complete, unbiased, reliable, transparent, andlyt. It should also be designed to
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effectively implement the change while being alignegith organizational objectives,
macro environmental trends, and employee percepaod feelings. Further, the change
program should provide support to employees asdeaywith the change, and wherever

possible involve the employees directly in the deprocess itself.

24  Triggersof Change

A trigger of change is any disorganizing pressuresirgg outside or inside the
organization indicating that current arrangemesystems, procedures, rules and other
aspects of organization structure and process artomger effective (Huczynski and
Buchanan, 2001). The need for organizational charagebe prompted or initiated by
many different triggers. External triggers for amgational change can include:
development in technology; developments in new n@$e changes in customers'
requirements and tastes; activities and innovatmmsompetitors; new legislation and
government policies; changing domestic and glolt@nemic and trading conditions;
shifts in local, national and international pokti@and changes in social and cultural
values. Internal triggers for organizational chacga include: new product and service
design innovations; low performance and moralegygiqng training programmes; office
and factory relocation closer to suppliers and rats;krecognition of problems, triggering
reallocation of responsibilities; innovations iretmanufacturing process; and new ideas

about how to deliver services to customers.
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25 Development of Change

Ansoff (1990) argues that since the 1950s, thelahgés have increasingly become
simultaneous: the need for revival of entreprerfgprsfor response to the increasing
intensity of global competition, and for societadolvement in determining how the firm
is to be run and what role it should play in thetgadustrial society. Another distinctive
characteristic of the twentieth century has beendtceleration of both incidence and
diffusion of change. Change became less predictahl® surprise more frequently.
Change is caused by many factors and on the mawvooement it calls for an
understanding of political, economic, social, tembgical, environmental and legal
influences (PESTEL), referred to as the five forcamework, Johnson, (2002). Johnson
(2002) continue to say that it is of paramount ingnace that the implications of
PESTEL factors are understood since it may be ples identify a number of structural
drivers of change, which are forces likely to affde structure of an industry, sector or
market. It is the combined effect of some of thesparate factors that will be so
important, rather than the factors separately. Fxample, factors increasing
globalization of some industries and markets sushgavernment influences, cost

advantage (Kotter, 1996).

Worley (1996) on the other hand groups these facioto four categories. First is
transition to a global economy which provides nearkets, for example, through term
wins, consolidating gains and producing even mdrange, and institutionalizing new
approaches in the culture. The first four stepthéntransformation process help defrost a

hardened status quo. If change were easy, you woulded all that effort. Phase five to
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seven then introduces many new practices, theslase grounds the changes in the
corporate culture and helps to make them stick. gurpose for any change initiative is
to achieve some desired goal or objective whiclaligays for the betterment of the
organisation. The achievements have to be measiyréol example, as Johnson (2002)
says like "setting standards, assessing performaricendividuals and units, and
intervening to improve performance. Change inikashould be seen to add value to the
organisation. This, then leads to the questionedfopmance of the organisation after the

change initiative and how it should measured.

In 1995, Kotter established an eight step modd ithentifies critical mistakes in the
process of change and posited that a change prgoessthrough a series of phases that
in total; usually require a considerable lengthiofe. He asserts that skipping any step
creates only illusions of speed and never prodacesisfying result. The eight steps are:
establishing a great enough sense of urgency; fgrmai powerful guiding coalition;
creating a vision; communicating the vision; empomge others to act on the vision;
planning for and creating short term wins; conslity improvements and producing
still more change, institutionalizing new approachéotter strives to prescribe a model
that can reduce the error rate in the change psosexe fewer errors can spell the

difference between success and failure.

Kanter, Jick and Stein (1992), give what they tadl Ten Commandments to executing
change successfully. The Ten Commandments areysamglthe organization and need

for change; creating a shared vision and a comm@attohbn; separating from the past;
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creating a sense of urgency; supporting a stroadelerole; lining up political support;
crafting an implementation plan; developing an éingbstructure; communicating and
involving people and being honest; and reinforang institutionalizing change are their
prescriptions for successful change. In 2006, Smothto be left behind developed a nine
step model of organizational change management.sidps are: ensuring readiness for
change, planning for change, leading change, magaghange, supporting change,
dealing with resistance to change, communicatinfgcately, following through,

evaluating, learning and attending to the humatofac

Beer, Eisenstat and Spector (1990), believe thaapgroach to change based on task
alignment, starting at the periphery and movingdilg toward the corporate core, is the
most effective way to achieve enduring organizaiarhange as it provides a way to
elicit renewal without imposing it. On their panely state that managers can achieve task
alignment through the critical path. The criticahtlp has six overlapping steps:
mobilizing commitment to change through joint diaegis of business problems;
developing a shared vision of how to organize aadage for competitiveness; fostering
consensus for the new vision, competence to ehautd cohesion to move it along;
spreading revitalization to all departments withoptishing it from the top;
institutionalizing revitalization through formal [@wes, systems and structures;

monitoring and adjusting strategies in responggablems in the revitalization process.

Beer and Nohria, (2000) have proposed the emergehdsvo theories of change

management: “Theory E” and “Theory O”. Their resbasuggests that an organization
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will drive change either from the economic prioriffheory E), the organizational
capability (Theory O) or both. This theory idergsisignificant differences in the way an
organization might manage change and how to appraapects of the change process.
Fundamentally, Beer and Nohria (2000), conclud¢ d@naorganization would benefit by

considering both economic and organizational facitotheir approach to change.

2.6  Mode assumptionsand Types of change

Orlikowski and Hofman’s (1997) Improvisational CigenModel is based on two major
assumptions: First, that changes associated witintdogy implementations constitute
an ongoing process rather than an event with arpemmd after which an organization can
return to a state of equilibrium. Second, that gviechnological and organizational
change associated with the ongoing process camanticipated in advance. Based on
these assumptions, Orlikowski and Hofman (1997 ghdentified three different types of
change:

Anticipated Change: Anticipated changes are planakdad of time and occur as
intended, for example, the implementation of e-rtret accomplishes its intended aim of
facilitating improved communication.

Opportunity-based Change: Opportunity-based chaagesot originally anticipated but
are intentionally introduced during the ongoing rajp@ process in response to an
unexpected opportunity. For example, as companaws gxperience with the World
Wide Web, they may deliberately respond to unexggedpportunities to leverage its

capabilities.
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Emergent Change: Emergent changes arise spontéyéauns local innovation and that
are not originally anticipated or intended. Forrapé#, the use of e-mail as an informal

grapevine for disseminating rumors throughout aaoisation.

Orlikowski and Hofman (1997) maintain that bothiaptted and opportunity-based
changes involve deliberate action in contrast toergent changes which arise
spontaneously and usually tacitly from organizaslomembers’ actions over time.
Furthermore, they contend that the three typesiahge usually build iteratively on each
other in an undefined order over time. They alguarthat practical change management
using the Improvisational Change Model requiregtao$ processes and mechanisms to

recognize the different types of change as theyrand to respond effectively to them.

2.7 Related Studies

Nyamache, (2003) did a study on strategic changeagement process in the public
sector. He did a case study of the service refamgramme in Kenya between the years
1993-2003. Although a cross sectional approachneasssary since the civil service is
wide, he confined his study to the civil servicerséariat. Nyamache, in his findings,
concluded that the reform process was impaireddsystance to change because the
reforms were implemented haphazardly without prajpams. Consequently the change
programe negatively affected the performance ofcthié service. Owing to the gaps left
by the above researches, this study aims to bilkgegaps by looking at the strategic

change management at ActionAid International Kenya.
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Maru, (2004) did a survey of strategic choicesw¥iwval within a changing environment
in microfinance institutions. Her study was basedtloe premise that changes due to
funding are a threat to the survival of the insins. Although the study was similar to
this study as far as strategic change and perfarenane concerned, her methodology
was a census of microfinance institutions. Althoubk study attributed factors like
competition and client needs as forces for chaikgeinh this study, the study specifically
looked at the external environment as a motivatainchange as a strategy in
microfinance institutions. Maru concluded that ailtbh the change process led to

dramatic increase in client outreach there wagmfcant change in performance.

On her part Gathua (2006) evaluated the change geamnt and its impact on
performance at Unga Group Kenya. According to teys competition led to the poor
performance of the organization in 1997 and hemmessitated a change program. The
research findings showed that there was an elabarthinge management process
between 1997 to 2005. Like this study Gathua soughfind out if the change
management process influenced performance. Fromstindy findings the company
made losses during the sixteen years of the chpragess, it can was concluded that

change management had a negative influence oninagi@mal performance.

Kinuu (2007) on the other hand did a case studthermanagement of strategic change
in Tamoil Kenya Ltd. He too did a case study ondliecompany. The study noted that
the economic performance of the company changedh®rbetter during the change

period. The study found out that the force of cleamgs mainly external as a result of
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change in the shareholding of the company. A pldrapproach to change was evident in
the role of the new organizational leadership. Tdtisdy also aims to demonstrate a

relationship between change and organizationabpeence.

Amenya (2008) carried out a study on change manageat the Rift Valley railways
The study was a case study of the company. Inthdy Amenya found out that the need
for the change process was due to external facitwes study revealed that the changes
implemented at RVR (K) were both planned and emdrgéhe planned change is
evident from the time when RVR (K) was formed, véi®r the new management came
in with some new ways of doing things in the comparhey came in with their new
plans of forming new departments and changing theagement structures in others. In
addition, the respondents revealed that each depattmade their own plans of how to
achieve their objectives in line with the needdturn the company to profitability. Other
restructuring exercises were planned with regandthé need to reduce the workforce.
Retrenchment of employees was planned and camieith phases, with a difference of at
least four months before the subsequent retrenchrHemvever, before employees were

laid off, the company had to make sure that thegixed professional counseling.

On a study to evaluate employee perception ofegjlatchange at the Kenya National
Audit office, Gathungu, (2008) sort to bridge thenoWledge gap on change
implementation. Her findings indicated that emplkesavere fully aware of change as
required in the organization. She concluded thabalgh employees were involved, they

did not feel to be part of the change programme.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This section sets out the research methodologyishatiopted to meet the objectives
stated in section one of this study. The reseamtting, population of study, data

collection instruments and data analysis techniguesliscussed.

3.2  Research Design

The research design that will be used in this stadlze case study method. This method
is preferred because it allows for generalizatibrresearch findings. Case studies are
particularly useful in depicting a holistic portedyof a client's experiences and results
regarding a program. This study will therefore ganut a case study of ActionAid
International Kenya in order to establish the psscef strategic change management at
ActionAid International Kenya. The advantages ahgsa case study are that it enables
an in-depth understanding of the behavior patterhshe unit under study. It also
facilitates intensive study of that unit unlike ethmethods of study. The case study also

enriches knowledge which otherwise had been genedal

3.3  DatacCollection

In this case study, primary and secondary sourtaafarmation will be used in the
collection of data. The primary data will be ob&drfrom interactive personal interviews
with senior management staff of ActionAid Interoatl Kenya. The data collection

instrument to be used during this interview will &e interview guide. The interview
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guide will therefore be administered using the peas interview method. On the other
hand secondary data will be collected from intes@irces of ActionAid International
Kenya. These will include business performance ntspannual reports and departmental

strategy as well as in-house information.

34 DataAnalysis

Before processing the responses, the responsesbavikkdited for completeness and
consistency. A content analysis will be used tdyaeathe respondents’ views about the
change management program at ActionAid Internatigeaya. The content analysis is a
technique for analyzing and making inferences algasa which will then be coded to
enable the responses to be grouped into variowegaaes. After the responses are
arranged, the different positions or opinions canidentified. The data can then be
summarized into the various opinions, assess tlgeedeof consensus or differences

expressed by the groups and synthesize the thenpadterns that emerge.
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CHAPTER FOUR: DATA ANALYSIS, RESULTSAND DISCUSSION

4.1  Introduction

This chapter details the findings of the study disgussions with respect to the objective
of the study. The study was designed with the afmachieving the objective of
establishing the management of strategic chandetainAid International Kenya. The
study involved the collection of primary data thgbuthe use of an interview guide which
was administered through personal interviews. Hsearch targeted sixteen respondents
drawn from different departments of ActionAid Imational Kenya. The results are
presented in order of objectives i.e. establish ¢thange management practices at
ActionAid International Kenya, to identify the chalges faced in managing the change
program at ActionAid International Kenya and to leede the change management

process in the light of the models of change mamage.

4.2  Demographics

4.2.1 Study Respondents

The study targeted 16 heads of departments at m¥&iib International Kenya for
interview. The researcher was able to interviewek2cutives as follows: Fundraising
Coordinator and the Impact Assessment and Shareatnibg Coordinator. The
respondents also included the Head of Finance, HuResource and Organizational
Development Manager, Head of Policy and CampaigdsHead of Programmes. Others
were the National Women Rights Coordinator, theiowa Food Rights Coordinator, the

National Right to Health and HIV and AIDS Coordimgt the National Right to
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Education Coordinator, the National Governance @ioator and the Human Security
and Conflict Advisor. The list also included the fger and Alignment Manager, the
Sponsorship Coordinator, IT Manager and the Comoations Manager. This

constituted an 75% response rate for the study.

Table 4.1 below represents analysis of the respatsdor the study:

Table 4.1 Response rate for the study

Variable Frequency Percentage Cumulative percentage
Valid

Responded 12 75 75

Nonresponded 4 25 100

Total 16 100

Source: Researcher (2010)
According to table 4.1 the response rate for thelystwas 75%. The study sought to
interview 16 heads of departments at ActionAid in&tional Kenya. Out of the 16

respondents, 25% did not respond.

4.2.2 Yearsof service

The study sought to establish the number of ydaesréspondents had served with
ActionAid International Kenya. The purpose of thigestion was to correlate the years of
experience of the respondents with the applicatibchange management at ActionAid

International Kenya.
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Table 4.2 below represents the number of yearnseoéxperience of the interviewees:

Table 4.2 Years of experience

years of experience frequency percentage
valid

1-3 4 33.33

4-6 5 41.67

6+ 3 25

total 12 100

Source: Researcher (2010)

From table 4.2 above, 66.67% of the respondents demded for over 4 years in
ActionAid International Kenya. The respondents bad/ed in the organization for a long

period and hence were in a position to responthémge management issues.

4.2.3 Organizational Profile of ActionAid International Kenya

In Kenya, ActionAid International Kenya (AAIK) isegistered under the Non-
Governmental Organizations Co-ordination Act, 1988IK has been working in Kenya
since 1972 to facilitate processes that eradicateny and ensure social justice through
development programmes, local institutional capgdiluilding and public policy. AAIK
works in over 20 districts of Kenya under four wgioffices. The national office in
Nairobi links key international, national and logastitutions in favor of poor people.
The study established that at present ActionAiérimtional Kenya have 110 members
of staff. The senior management team which is hetaglehe Country Director comprises

22 Heads of Departments. The researcher in hervietes however excluded the
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Country Director, 4 Region Coordinators and thedmal Audit Manager to focus on 16

interviewees.

4.3  Change management practices

4.3.1 ActionAid International Kenya vision and mission

The study set out to establish whether ActionAitednational Kenya (AAIK) had a
vision and a mission. 86.7% of the respondentscatdd that the organization had a

vision and a mission while 13.3% said it did ndieTigure below illustrates the findings.

Figure 4.1 below represents the vision and missfakctionAid International Kenya:

Figure 4.1 Vision and mission
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From figure 4.1 Vision and mission above, 86.6%d sactionAid had a vision and
mission while 13.3% said they were not aware. Adicay to the study findings the vision
and mission statements are communicated in bothalé& written format. The Country
Director communicates the vision and mission to leyges and external stakeholders by

way of speeches during official functions. The estants are communicated in written

30



form in the organization’s information brochuresdamn-house magazine. The
organization’s vision is “a world without povertyié injustice where everyone enjoys
life with dignity”, while the mission is “to work ith poor and excluded people to

overcome poverty and inequality”.

4.3.2 Setting of Goals and Objectives

The respondents were required to indicate the psookgoal setting and objectives. The
study established that a variety of objectives sin ActionAid International Kenya
(AAIK). These objectives are hierarchical and lidk® each other. The main strategic
objectives are the organisational objectives coetdiin the strategic plan. The other
objectives, namely departmental objectives andviddal employee objectives are
derived from the organizations objectives. The psscof objective setting in ActionAid
International Kenya is participatory. Below is amabysis of the departmental objectives

and individual employee objectives.
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Table 4.3 below represents the general objectiiesllodepartments at ActionAid
International Kenya:

Table 4.3 Departmental objectives

Departmental objective Frequency Position Rank
To achieve efficiency and effectiveness 8 1 3

To get the best value for money 6 2 4

To improve operational processes 11 3 1

To improve staff performance, 10 4 2

To achieve staff motivation and 6 5 4
satisfaction

Source: Researcher (2010)

From table 4.3 the departmental objectives werdea@mas follows: improvement of

operational processes was ranked first with a fraqu of 11 followed by the need to
improve staff performance with a frequency of 18eThird departmental objective was
achievement of efficiency and effectiveness folldwey a tie between getting the best

value for money staff and motivation and satistacti

4.3.3 Overall objectivesfor change

Subsequently the respondents were asked to indicateverall objectives for change.

From the study findings, the respondents indic#ttatithe main objective was to develop
and revamp partnership and returns in order touénite donors and like-minded

institutions to support AAIK’s work. According thié respondents, to achieve this goal,

many changes in AAIK are proactive and purposefbkey are usually intentional with
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goal-oriented activity. This seeks to improve tihdity of AAIK to adapt to changes in
its environment and secondly it seeks to changdmme behavior. Below is an analysis

of the overall objectives.

Table 4.4 below represents the overall objectifeSationAid International Kenya as an

affiliate:

Table 4.4 Overall objectives

Overall objectives Frequency Position Rank
To recover fromfinancial crisis 5 1 6
To achieve financial stability and financial growth 15 2 1
To achieve programme effectiveness 13 3 2
To achieve operational effectiveness and efficiency 10 4 3
To improve communication within the organization 6 5 5
To better manage costs and budgets 8 6 4

Source: Researcher (2010)

According to table 4.4 above, overall objectives ébange were led by the need to
achieve financial stability and financial growthtlva frequency of 15 followed by need
to achieve programme effectiveness with a frequeicdy8 and operational effectiveness
and efficiency with a frequency of 10. The needétter manage costs and budgets was
ranked fourth with a frequency of 8 and in fifth sgmon was improvement of
communication within the organization followed lgcovery from financial crisis which

was ranked sixth. According to the respondentshi@ge management strategy is based
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on three methods: redefining and reinterpretingmsorand values and developing
commitments to these; appealing to the rationdtistrest of staff by communicating
desired changes and attendant benefits and finading authority and sanctions when

required to safeguard the values and standardssirfed change.

4.3.4 Structured changesin the organization for thelast 10 years

The respondents were required to indicate if thack been any structured changes in the
organization for the last 10 years, the purposthefchallenge question was to establish
the change management programme practices at AMK.figure below illustrates the

findings.

Figure 4.2 below represents the analysis of awaeenaf change amongst the
respondents:

Figure 4.2 Awareness of structured changes
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According to figure 4.2 above, 93.33% of the regjmms were aware of structured
changes in the organization in the last ten yean#ew6.66% were not sure. The
respondents observed that the challenge procedsdsia early 2003 with the coming
into power of a new government. According to thediings for AAIK to survive it has
had respond to changes in its environment withreffto stimulate innovation, empower
employees and introduce work teams being exampleplamned change activities
directed at responding to changes within AAIK. Gdiag conditions demand structural
changes as has happened in AAIK. This involves ngalan alteration in authority
relations, coordination mechanisms and job redesidrese strategies for managing
change were necessary especially in the last 1@ gieee to a decrease in funding for the
organization hence restructuring of the AAIK’s ogtesns. Also reduction in funding

meant new strategies to address new contexts d¢iimgpenvironment.

4.4  Challengesfaced in managing change at AAIK

4.4.1 Keychangesinthelast 10 years

In line with the second objective of the study, thepondents were required to identify
the key challenges faced in managing the changgraumo at ActionAid International
Kenya. The aim of this challenge question was &niifly the key changes that the
organization had gone through and the challengesarfaging these changes. Below is

an analysis of the findings.
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Figure 4.3 below represents an analysis of theckeypges in the organization:

Figure 4.3 Key changes
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According to figure 4.3 the key changes accordimg the respondents were:
Restructuring/right sizing at 40%; the next key ldmge was change in governance
structure at 26.66% followed by revision of managetrstructure at 20% and the least
challenge was creation of national board/governataecture at 13.33%. Accordingly
the respondents agreed that restructuring as keygeh was the merger with MS
Denmark in April 2010; the transition of the mergeexpected will last until December
2011 when the MS country strategy comes to an AAJK country strategy ends in

December 2010 but has been extended to Decembdr. 2@bther milestone in the

change process was the affiliation of AAIK to imtational status in June 2009.
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According to the study findings all the respondeatyreed that the factors that
necessitated the change were due to the declinmgdjrfg hence the need to look at the
structure of the organization and the change in dbeernance context in Kenya.
According to the respondents, the reasons for AAlErger with MS were: to avoid
duplication of processes with other NGOs hence sareiricludes also NIZA, Austcare,

compete with UN through direct implementation adgnammes and avoid bureaucracy.

The interviewees indicated that the ongoing charges affected structures, systems,
processes, resource allocation, technology, predanotd behavior each to a varying
extent. In the area of resource configuration, AAdiéntified resource requirements and
how these resources were to be deployed to cremigpeatencies needed to underpin
particular strategies. A well-cited example is staff retrenchment in 2007. This led to
work-load increase for the staff retained delayimplementation of several projects;
human resources reduced to a bare minimum to pamesto the needs of the new

Rights Based Approach (RBA) approach; loss of jopstaff doing service delivery.

4.4.2 Challengesin managing the changes
According to the study findings, AAIK also facedatlenges in managing the changes
from the internal environment. The respondentsexythat there is resistance from staff

who want the status quo. The figure below illugisahe findings.
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Figure 4.4 below represents analysis of challefaged in managing changes:

Figure 4.4 Challenges in managing the changes
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From figure 4.4 above, the main challenge in mamgaghe changes was staff resistance
to change at 46.66% followed by the challenge dficeng financial resources at 33.33%,
and the challenge of organizational culture was .Z0B& study established that there was
employee resistance to change and that gettingoygs to accept new ways of doing
things was challenging to implementation of stregegThe respondents indicated that in
order to deal with this barrier the organisatios benbarked on provision of training staff
and equipping them with the necessary skills. Ragtiaining sessions by external
consultants are arranged in-house for various tieeats. According to the study
findings, challenges which had not been respondedere to deal with rationalization

and capacity gaps for staff.

45  Change management processin light of the models of change management
The study established that each department hadtolge that had been set in line with
the overall AAIK objectives. The senior managerstisese objectives together with their
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staff members in formal meetings. Each staff wigiier immediate supervisor sets their
individual objectives during formal meetings, ijgerformance evaluation meetings.
Evaluation is done bi-annually through performabased appraisal. The senior
managers are evaluated by the Country Director loe ¢ontribution that their

departments have made to the attainment of the Aguils.

Figure 4.5 below represents analysis of the timmmés for implementing changes:

Figure 4.5 Time frames for implementing the changes
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From figure 4.5 above, the respondents indicatedtithe-frame for implementation as
annually at 60%, those who indicated bi-annuallyen&8.33% while only 6.66% thought
it was after 5 years. According to the study firgdinthe time-frame in implementing
changes is therefore one year. The respondentedagitat AAIK provides quality time

for reflection and learning. The communicationstungether with Impact assessment
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and shared learning develops and spearheads do@atioerand have an organizational
databank where stories of change will be shareasache organization for learning (both
positive and negative) and without negative throtighmedia for profiling AAIK. Staff

of AAIK is encouraged to develop a positive attgudwards learning and helping others

to learn and change management training is conducte

45.1 Planning of change

The respondents were required to indicate wheth@nge was planned or unplanned.

Table 4.5 below represents analysis of planningusunplanned changes provided by

the respondents:

Table 4.5 Planning of change

Variable Frequency Percentage Cumulative percentage
Planned change 16 100 100
Unplanned change 00 00

Source: Researcher (2010)

The respondents were unanimous in that the chaiffiget as planned, that there is a
clear line of sight to a future desired state. Tgionot quite distinct, the researcher could
remotely pick out Lewin’'s three steps for succdssfuange namely unfreezing the
present level, moving to the new level and refregzio the new level. Part of the
evidence gathered towards unfreezing was a re-gdncand teambuilding workshop

attended by all employees. These two events cr@atdte employees’ mind, the need
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and will to change. The respondents further adtiatl @ powerful guiding coalition to
lead the change effort was instituted at the esrliportunity. In all cases, the change
effort was led by the Country Director, both prdsmmd the immediate past. Employees’
involvement in initiating change, though initialiynited, is now increasing day by day.
All respondents indicated that external consultamse invited to train trainers on the
principles and practices of management by projdtts important to note that these
consultants were neither involved in initiating tlbkhange process, nor in tracking
progress. However, functional specific consultargsch as in “Human Resources

management”, were invited on a need basis only.

It was noted that though the change effort wasn#d, it was interactive, cyclical and
called for constant evaluation, in this case omartgrly basis. This is hardly surprising
given that the environment is dynamic. This planapgroach was greeted by mixed
reactions from the respondents. While some argaethiey should stick to theriginal

plan, others argued that changing times and enviemrts give no room to a static plan.

46  Systemsand strategiesin placeto support implementation of change

According to the study findings, an implementatiemd oversight team composed of
junior management team was formed to oversee tiamtchange decision-making in
AAIK will be clear and transparent, free of confusj tension and is the responsibility of
line management to make sure that relevant infoomathat will lead to informed

decision making is sort at all levels and shared esmquisite feedback given. The
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communications unit is to collect, collate and gk case studies that will be used as

information in decision making. Below is a summafyadopted technology.

Table 4.6 below analysis of adoption of technolagyrovided by respondents:

Table 4.6 Adopted technology

Technology Frequency | Percentage | Cumulative percentage
IP phones 7 43.75 43.75

SUN and Vision 3 18.75 62.5

Intranet/The Hive 6 37.5 100

Total 16 100

Source: Researcher (2010)

According to table 4.6 the most adopted technolgg IP phones at 43.75% followed
by the intranet at 37.5%; SUN and Vision was leatstl8.75%. The study findings
indicate that AAIK has adopted new technology: HiMEernational communication

structure for AAIL. This entails a shift from desgteomputers to laptops for most staff
and creation of mobile offices. The study estallisithat the use of information

technology has re-shaped the way the organisatinducts its business. All the strategic
business units and support units are electronidelked through this system. To this
effect on a scale of 1-5 the respondents were med|tio rate the organization in terms of

modernization. Below are the study findings.
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Figure 4.6 below represents analysis of the levahodernization as provided by the
respondents:

Figure 4.6 Level of modernization

Level of"t&€hnology
53.33
-
20
13.33
6.66 ‘ "' 6.66
= =
above Average moderate poor very poor
average

Source: Researcher (2010)

According to figure 4.6, the level of modernizatiovas above average at 53.33%
followed by average at 20%. This was an indicatibat over 73.33% was overly

modernized. From the findings, 6.66% thought it waslerate while 13.33% said it was
poor and another 6.66% indicated that the level way poor. The respondents were
required to indicate if they had formal trainingimplementation of change programs
and all of them agreed that they had the necessamyng to function within the changes.

To this effect respondents were required to indicéit management communicates
strategic plans effectively. From the findings tlespondents indicated that AAIK has
improved communication within the organization litgenternal) and with the outside

world as well (external) by developing a communaafpolicy/framework that act as a

guide to staff on what is expected at all levelshef organization and who shares which

information, to whom and when.
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CHAPTER FIVE: SUMMARY, CONCLUSIONSAND

RECOMMENDATIONS

51 Summary

The objective of the study was to establish the agament of strategic change at
ActionAid International Kenya (AAIK). The resultsere analyzed and presented in
order of objectives i.e. establish the change mamagt practices at ActionAid
International Kenya, to identify the challengeseféén managing the change program at
ActionAid International Kenya and to evaluate themge management process in the
light of the models of change management. The a@bgeof the study was met since the
study was able to establish that ActionAid Inteiorzl Kenya experienced

organisational change and had adopted a numbératégc management practices.

ActionAid International Kenya has well documentedion and mission statements,
which are communicated to employees and extera&lebblders in both written and
spoken form. The management of ActionAid Internaio Kenya is involved in

communicating the vision and mission statementsioAAid International Kenya has put
in place mechanisms for environmental scanningusmad tools such as SWOT analysis.

Planning takes place in the organisation.

5.1.1 Change management practices
Change management process at ActionAid Interndtigaaya begins with goal setting

and objectives. A variety of objectives are sefAutionAid International Kenya. These
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objectives are hierarchical and linked to eachrothiee main strategic objectives are the
organisational objectives contained in the strat@imn and the overall objectives of the
organisation. The departmental objectives idemtifieere: improvement of operational
processes, the need to improve staff performameethird departmental objective was
achievement of efficiency and effectiveness antirgethe best value for money as well
as motivation and satisfaction while tbeerall objectives for change were the need to
achieve financial stability and financial growthhet need to achieve programme
effectiveness and operational effectiveness, tleel @ better manage costs and budgets,
improvement of communication within the organizatand finally the need to recover

from financial crisis.

5.1.2 Challengesfaced in managing the change program

From the study findings the challenges faced in agarg the change program at
ActionAid International Kenya are due to restructgrof the organization, this is so
especially with the merger with MS Denmark in A®D10. According to the findings
the factors that necessitated the change wereadiie tdeclining funding hence the need
to look at structure of the organization and thange in the governance context in
Kenya. Accordingly the ongoing changes had affed®dctures, systems, processes,
resource allocation, technology, products and hehaach to a varying extent. AAIK

also faced challenges in managing the changestfienmternal environment.

From the findingsthe time-frame in implementing changes is one yeathe change;

this time frame is short for any meaningful chapgsgramme to be instituted. According

45



to the study findings, an implementation and owgrsiteam composed of junior
management team was formed to oversee the chaesgeottemaking in AAIK with the
aim to be clear and transparent free of confusiod tension. Although it is the
responsibility of line management to make sure tekgvant information that will lead to
informed decision making is availed at all levelsd ashared with requisite feedback
given, there is no evidence to show that this aspemformation management to meet

the challenges of change management actually fa&es.

5.1.3 Change management processin light of the models of change

From the study findings, the change program atoh&id follows a planned approach.
The findings indicate that AAIK has adopted newhtemogy: HIVE-international
communication structure for AAI. This entails afsfiom desktop computers to laptops
for most staff and creation of mobile offices. Tsidy established that the use of
information technology has re-shaped the way tigamsation conducts its business. All
the strategic business units and support unitseseetronically linked through this

system.

52  Conclusions

Strategic change management discussed in the anatyActionAid takes the three step
model by lewin. A planned approach to change mamagé model is evident in the role
of management at ActionAid International Kenya. rarthe study findings, it is also
evident that changes in the organisation has peecgbwth strategy. This explains why

ActionAid has undergone structural changes withuegy short period of time, that is, in
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less than two years. The challenges of change reamag are evident in the
reorganization and resistance to change, chandiogganizational structure by head of
strategy development, balance between planned rmwedgent change and restructuring
especially downsizing human resources. From thdysfindings, another conclusion
pertinent to this study is that other levels of radma process like technology and
information management are not well taken caresopart of the change management

process.

53  Recommendations

The study found that resistance to change by erepbyas hindered implementation of
AAIK’s strategies. As the organisation prepares e@mbark on strategic planning,
resistance to change by employees may impede tioess. There is need for the AAIK’s
management to take a more proactive approach toagivamn change within the
organisation. Currently the change managementipesdnvolve the management setting
goals, clarifying desired outcomes, providing fesmtdy giving rewards for desired
performance and taking action when goals are ndt Mee focus of these change
management practices is on performance drivingu@llichange. The study found out
that the AAIK’s management had not formulated andutnented a strategic change
management plan but had prepared and documentexhraral change plan. Annual
planning has an operational focus and is concepni@darily with concrete goal setting
and scheduling of specific tasks to meet thesesg@&trategic planning gives explicit
recognition to the organizations outside environimamd places an emphasis on the

organization’s strategic advantage in meeting trgiogencies in the environment.
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The AAIK’s management can build upon their expereeim long term strategic change
planning, environmental scanning, goal setting padormance evaluation to develop a
strategic plan more practical than an annual pldrere is also need for a structured
planning process with designated and sequencedt&stisuch as brainstorming, small
group work and listing, summarizing and prioritgirwhich makes it possible for

everyone in attendance to participate fully. Tiwgolvement throughout the process will
ensure that those who have major responsibilibesarry out the plan understand the
plan and the reasons behind it. Employee involvenrethe strategic change planning
process can contribute greatly to employee comnmtrtee mutual goals and a sense of
organization unity. Based on the study findingssitecommended that the process of
designing any changes must be accepted by all tladsomplementation of change must
be continuous and should be continuously monitscethat the objectives of the changes

are met.

54  Limitationsof the study

The main challenge faced was the administration tled questionnaires; most
management employees of the AAIK were not readilgilable for a face to face
interview due to their tight schedules. There wiae aoncern on breach confidentiality in
the disclosure of information. At a time when newanagement issues are coming up
with new strategies to enhance service provisimergi this may breach confidentiality
due to information technology leakages. The researook time in explaining them that

the study was for academic purposes only.
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55  Suggestionsfor further research

Further research is recommended on the issueatégic change management on related
industry players. There is need to also carry agearch to determine how well
organizations in the country are prepared on thpliggion of strategic change
management. Further research should also be ukderta determine the success levels

of organizations that are using strategic changeag@ment.
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APPENDICES

Appendix | Introductory L etter

Dear Sir/Madam,

TOWHOM IT MAY CONCERN

| am a Master of Business Administration (MBA) statat the University of Nairobi. As

part of the requirement for the award of the degreen required to conduct a research in

order to establish the management of strategicgghahActionAid International Kenya.

The purpose of this letter is to request you toilatee necessary information. The

information obtained from you is to be used fordmraic purposes only and will be

treated with at most confidentiality.

A prompt response to the attached questionnahigyidy appreciated.

Thank you in advance.

Yours faithfully

Kamau Judy Wanijiru
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Appendix I1: Authorization L etter to collect data

SCHOOL OF BUSINESS

MB#A PROGRAM - LOWER KABETE CAMPUS

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

DATE...l... Detober QoD

TO WHOM IT MAY CONCERN

The bearer of this letter ..'.:l.u.dfg.. JN(HUL Wi... Kama............................
Registration No: . bb]. /.'.T.U.i..(../aabg ....................................................

is a Master of Business Administration (MBA) student of the University of
Nairobi.

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 if you assist him/her by allowing him/her to
collect data in your organization for the research.

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

DR. W.N. IRAKI
CO-ORDINATOR, MBA PROGRAM

RSITY OF NAIROBI
U'\SHC\‘.IHEOOL OF BUSINESS
MBA OFFICE
p. O. Box 30197
NAIROBI
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Appendix I11: Interview Guide

What is your position in the institution?
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10.

11.

12.

What are the overall objectives for change at Addid International Kenya?

Have there been any structured changes in the iaegeom for the last 10 years?

What were the causes of these changes?
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13.

14.

15.

16.

17.

What factors were considered in making the chaagese?

Did these changes affect your organization in aay?Mf yes, please describe the

problems encountered.
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18.

19.

20.

21.

22.

What new technology has been adopted in the pagtd3?
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23. What strategies have you applied to manage change?

24. What challenges have you faced in managing theseges?
25. What challenges have you not responded to?
26. What results have you observed after implementivange?
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Appendix 1V: Organizational Structure
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ActionAid Kenya Country Team Structure
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