STRATEGIC LEADERSHIP AND STRATEGY

IMPLEMENTATION: THE CASE OF KCA UNIVERSITY

BY
PAUL W. NJIRI

REG. NO.: D61/64021/2011

A RESEARCH PROJECT SUBMITTED IN PARTIAL
FULFILLMENT OF THE REQUIREMENTS FOR THE AWARD OF
THE DEGREE OF MASTER OF BUSINESS ADMINISTRATION

DEGREE, SCHOOL OF BUSINESS, UNIVERSITY OF NAIROBI

2016



DECLARATION

This research project is my original work and has not been presented in any other

institution for any academic award.

Paul W. Njiri

Reg. No: D61/64021/2011

This research project has been submitted for examination with my approval as University

Supervisor.

Dr. Kennedy Ogollah
Department of Business Management
School of Business

University of Nairobi



DEDICATION

| dedicate this work to my wife and children.



ACKNOWLEDGEMENTS

| wish to thank my supervisor, Dr. Kennedy Ogollah for guidance, encouragement and
corrections throughout the research process. The KCA managerial staff also played a
great role to make this study successful especially during collection of data. I thank them
all. 1 also thank my wife and children for their moral support and encouragement that
enabled me to pursue and complete this research project successfully. A vote of thanks
also goes to all my classmates for motivation, contribution and sharing of learning

experiences leading to a successful completion of this research project.



TABLE OF CONTENTS

DECLARATION ...ttt ettt e e e e e e anaeeee s I
DEDICATION. ...ttt e et e e e e anbb e e e e e nnees i
ACKNOWLEDGEMENTS ... iv
LIST OF TABLES ...ttt viil
LIST OF FIGURES ...t IX
ABBREVIATIONS AND ACRONYMS ...t X
ABSTRACT L. e et Xi
CHAPTER ONE: INTRODUCTION .....ooiiiiiiiiieeiiiie et 1
1.1 Background the StUAY ..........ccoiiiiiiiii e 1
1.1.1 ConCept OF SLrALEQY ..vveeivveeeiiiie it 3
1.1.2 Strategic Leadership........c.ccoiiieeiiiei it 4
1.1.3 Strategy Implementation............ccoeoiiiieiiii e 5
1.1.4 KCA UNIVErSity iN KENYA .......oeoiiiiiiiieciiiee e 6
1.2 ReSeArCh ProbIEm........oiiiiiii e 7
1.3 RESEAICN ODJECLIVES .....vveieiiie ettt ettt e e enee e 9
1.4 Value OF the STUAY ....ccoiiie e 10
CHAPTER TWO: LITERATURE REVIEW........ocoiii e 11
2.1 INEFOTUCTION ...ttt 11
2.2 Contemporary Leadership ThEOIIES ........cceiiiuiieieiiiiiie et 11
2.2.1 ComPIEXILY TREOIY ...oviiiiiiiieie e 11
2.2.2 Social NetWOrK theOIY .......c.vviiie i 12
2.2.3 Cognitive compleXxity tNEOIY ......cc.veviiiiiiie e 14



2.3 Barriers to Effective Strategy Implementation .............ccccceeeeiiiiie e 15

2.4 Key Drivers to Strategy Implementation.............ccccocvvveiiieeiiiec e 17
2.5 The Role of Strategic Leadership in Strategy Implementation.................ccccccve.. 19
2.6 KNOWIEAJE GAPS .....vveeevreeeeitee ettt e e sttt e e st e e st e s e e s e e et e e et e e e nee e e nsaeeennnaeenneaeans 21
2.7 Summary of the Literature REVIEW ........c.ccoiiviiiiiiiiiiii et 22
CHAPTER THREE: RESEARCH METHODOLOGY .....cooiiiiiiiiiiiieeeieeee e 24
B L INEOTUCTION ..ttt 24
3.2 RESEAICH DESIGN ...ttt e e 24
3.3 Population of the StUAY ..........c.ecoiiiiii e 25
KIS 1001 0] 11 o SRR 25
3.5 Data CONBCHION ..o 26
3.6 DAtA ANAIYSIS ....vvveeiiiie et raeeanes 27
CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION ................ 28
AL INEFOTUCTION ..ttt ettt 28
4.2 RESPONSE RALE ...vvviiiiieiiiiiiiiiiie e e e e ettt e e e e e et e e e e e e e e e bbbt e e e e e e e s e snsbbbneeeeeeeas 28
4.2.1 Respondents’ distribution by gender...........ccccocviiiiiiiiiiiii e, 29
4.2.2 RESPONUENTS AQE ... eeieieiiee ittt ettt e s e et e e e e e et e e et e e e r e e s aneeeeaneeas 30
4.2.3 Highest Education Qualification ...............cccceeeiiieeiiii e 31
4.2.4 Respondents” Working EXPerience .........ccccovvviiiiiiiiiiiiiiiiciiicc e 32
4.3 SErategiC DIFBCLION ....c..vvieie et e e e e e e e e e e araaeeaans 34
4.3.1 0rganization StIUCKUIE.........coeiiiiiiee et e s e e 35
4.3.2 Strategic Leadership FACOr ........c..oviiiiiiiii e 37
4.4 Learning environment and student/staff eXperience.........ccoocvveevviiiieeiiiiiee e 38

Vi



4.4.1 Good governance in all sectors of university life...........ccccoeveiiiii e, 39
4.4.1 Discussion of the fINdiNgS.........c.ceoiiii i 41

CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS...42

5.1 INEFOTUCTION ..ttt 42
5.2 SUMMArY OF FINAINGS. .....vviiiiiie ettt e e e s 42

5.2.1 Strategic Direction on Strategy Implementation.............ccccocoeevvieeiiieecciee e, 44

5.2.2 Influence of Organization Structure on Strategy Implementation ...................... 45

5.2.3 Influence of Human Capital Development on Strategies ...........ccceeevveeeiveeennen. 45
5.3 CONCIUSTONS ...ttt ettt 46
5.4 RECOMMENUALIONS. ......etieiiiiieie ettt 47
5.5 Limitations of the StUAY .........c.ccoiiiiiiiiec e 48
5.6 Suggestions for further StUIES ..........c..eoiiiieiiiec e 48
REFERENGCES ...ttt ettt e e e e naee s 49
APPENDICES ...ttt ettt e e e et e e e e nrae e e 54
APPENDIX I: LETTER OF INTRODUCTION .....ooiiiiiiiiieiiiee e 54
APPENDIX Il: RESEARCH QUESTIONNAIRE ...t 55

Vii



LIST OF TABLES

Table 3.1 Sampling Frame........cccveiiiieiie e 26
Table 4.1 RESPONSE RALE.........cciiiieiiiie ettt e s 29
Table 4.2 Respondents Age Bracket ...........cccveviiieiiiii i 30
Table 4.3 Respondents” Working EXPErience..........ccvveeiveeeiiuieeiiiieeiiieesiieessnee e 32
Table 4.4 StrategiC DIrECHION .......veeiiiie i 34
Table 4.5 Organization STFUCTUIE .........cocveiiiiee e 36
Table 4.6 Strategic Leadership FaCtor..........ccccooovveiiiii i 37
Table 4.7 Learning environment and student/staff experience............ccccoceveevveeenen. 38
Table 4.8 Good governance in all sectors of university life..........c.cccooeeeveeiineennn. 40

viii



LIST OF FIGURES

Figure 4.1 Respondents’ distribution by gender...........ccccocvuveiiiiieiiiieiiec e

Figure 4.2 Highest Education Qualifications

Figure 4.3 Respondents’ current position.....



ABBREVIATIONS AND ACRONYMS
BIC - Business Incubation Concept
CHE -Commission for Higher Education
ICPAK- Institute of Certified Public Accountants of Kenya
KCA- Kenya College of Accountancy
LIA - Letter of Interim Authority
SPSS- Statistical Packages for Social Scientists

UK - United Kingdom


http://www.icpak.com/
https://en.wikipedia.org/wiki/UK

ABSTRACT

The purpose of the study was to assess the role of strategic leadership in the
implementation of strategies at KCA University in Kenya. The Study was based on
following objectives: To determine the influence of strategic direction on strategy
implementation at KCA university, to establish the influence of human capital
development on strategies at KCA University, and to determine the influence of
organization structure on strategy implementation at KCA University. Descriptive survey
design was adopted to obtain a complete and an accurate description of situations,
persons and events. The study target population was 300 respondents out of which 60
respondents were drawn. The data collection instruments were a questionnaire. The study
found out that respondents were young and with a possibility of a high level of attention
in and knowledge around, strategic leadership and implementation of strategies at KCA
university. Most of the respondents in this study had attained academic qualification
above diploma education which could have translated to mean that they have extra
knowledge and skills well enough to formulate strategic plans and provide leadership
during strategic execution. The study agreed with Raps study that proposes critical
success aspects that can help leaders overcome and improve complications during the
execution process. According to Raps, commitment by the top managers is the most
important condition for strategy implementation. The study concluded that the
performance targets towards achievement of objectives were clearly defined by the
management. The University management had not played a role in motivating their staff
to work towards set objectives. Performance targets were not aligned to University
objectives. KCA University has an effective organization structure in place that supports
strategy implementation and that they understand their roles and responsibilities as per
the organization structure. The relationship between the different departments at the
University and that the communication in the University was not clear and effective. The
university campus had improved its information management and communication
systems. There was no annual appraisal review and reward system. Study recommends
that, KCA University needs to come up with a way of staff’s appraisal and reward system
so as to have a motivated work force. The study recommends that relationship between
the different departments at the University as well as the communication in the
University need to be coordinated for clarity and effectiveness. The study further
recommends that performance targets need to be aligned to University objective for
effective strategy implementation. The implication of this study would be further similar
study should be done in other private universities in Kenya to compare and contrast the
findings of this study. This will assist the policy makers and regulators in the industry to
make more informed decisions as far as role of leader in strategy implementation is
concerned.

xi



CHAPTER ONE

INTRODUCTION
1.1 Background the Study
The major concern for every strategic manager is to make sure organization’s
performance by creating as well as shaping efficient strategy to overcome competition
(Tait and Nienaber, 2010). This is even more important now that competition between
companies has enlarged given the technological advancements and buyer awareness. The
guiding values in any strategic management practice, may it be in public or private
sector, is about understanding the changes needed, the manner of implementation as
well as managing these changes, and how to make a roadmap for supporting
improvements that lead to improved performance (Bryson, 2004). While formulating a
reliable strategy is a complicated task for any management group, making that strategy
work implementing it all through the organization is still more difficult (Hrebiniak,
2006). Clients on the other hand anticipate the best quality goods or services at a
reasonable price while staff expects the best functioning conditions and excellent

compensation packages.

The theory of behavioral complexity supports the thought that leaders who perform
multiple leadership roles score high on leadership than those who do not (Boal &
Hooijberg, 2001). Managers with a big repertoire of leadership roles and who play those
roles regularly are regarded as more successful, not merely by their subordinates but as

well as their peers and superiors.



Further Cognitive complexity theory duties better than cognitively less complex persons
because they use other categories or scope to discriminate among stimuli and see more
similarities in these categories or scope. Cognitively complex individuals search for more
information (Tuckman, 1964) and use more time interpreting it (Sieber & Lanzetta, 1964;
Dollinger, 1984). As such, Boaland Hooijberg (2001) views cognitive complication as a
key personality difference variable essential absorptive capacity at character level.
Cognitively, leaders may comprehend and see the differences in prospect between their
subordinates and seniors that notwithstanding leaders can operate in such a behaviorally

differentiated way as to please the expectations of equal groups.

KCA University Five year strategic plan (2014-2019) and Business Incubation Concept
(BIC) hub for Entrepreneurship and Management (CE&L) has made satisfactory progress
since the previous year peer review monitoring and assessment exercise that was made
early 2014. The BIC is a facility that is meant help innovators become entrepreneurs and
business leaders. The incubation concept is to create business organization and a system
around student idea/innovations, currently the department is implementing the

stakeholder’s mobilization phase.

In this phase, the center is linking up with the KCA University fraternity, especially
students and staffs, through a program called University connect. In overall, the
University connect program has the following activities presently being in progress;

Raising an entrepreneurship movement to produce change,



Introducing an entrepreneurial culture inside the campus learners community,
Networking activities, Exposure activities and Business leadership training. This
programme is modeled on leadership, good governance, ethics and public accountability.
Incorporating entrepreneurship and innovation in all existing and new prospective
programmes. An assessment of what has been achieved so far in this strategic plan shows

that a number of objectives have not been achieved.

1.1.1 Concept of Strategy

A strategy is a structure through which an organization can affirm its vital continuity
whilst managing to settle in to the changing environment to achieve competitive
advantage (Ansoff, 2002). It is a mediating strength between the organization and its
atmosphere through which regular streams of organizational decisions are created to deal
with the environment. On the other hand strategic management is a orderly approach to
the key and increasingly essential responsibility of general management to place and
relate the firm to its background in a way which will guarantee its continued victory and

make it safe from surprises.

Strategy formulation has in past been considered as a significant component of strategic
management, more imperative than strategy implementation. For this cause, researchers
have directed more interest to planning rather than implementation. Nevertheless, in the
recent past, the capability to execute strategies in the organization has been viewed as

more essential as this is the answer to superior business performance.



This can be noted where in several organizations; fewer than half of formulated strategies
are enacted. An Economist survey found that 57 % of firms were ineffective at executing
strategic initiatives in a survey of 276 leading operating executives in 2004 (Allio, 2005).
In a different research of Chinese Corporations in 2006, 83 % of the surveyed companies
fail to implement their strategy and only seventeen felt that they had a reliable strategy

implementation process (Li et al, 2008).

1.1.2 Strategic Leadership

Coordination of actions, streamlining of processes, aligning the organizational
composition, and keeping staff motivated and committed to strategy implementation is
the key responsibility of the leadership. Matthias and Sascha (2008) acknowledged the
role of the board, which is to ensure uniformity among resource allocation, processes, and
the firm’s projected strategy. Beer and Eisenstat (2000) referred to poor harmonization
across functions and insufficient down-the-line leadership skills and developments killer

of strategy execution.

Zaribaf and Bayrami (2010) categorized the leadership’s significance 3 key roles:
managing the strategic process, managing associations, and managing manager
education. Likewise, Ansari’s (1986) study on just-in-time purchasing accomplished that
the commitment and leadership of top most level of management is necessary in strategy
implementation. In a study concerning Zimbabwe’s state owned enterprises, (Mapetere et
al, 2012) found that relatively stumpy leadership participation in strategy implementation

led to incomplete strategy success in the organization studied.



Researchers have also examined the pressure of hierarchical leadership in executing
strategies. O'Reilly, et al, 2010) study concluded that it was merely when leaders'
effectiveness at diverse level (hierarchies) was well thought-out in the aggregate that

important performance improvement occurred while executing strategies.

1.1.3 Strategy Implementation

Strategy implementation is the practice of putting strategies as well as policies into
action during the development of programs, budgets and procedures (Bradford et al
2000). Hrebiniak (2006) notes for instance: “Formulating strategy is complex. Making
strategy work executing or implementing it all through the organization is even more

complex”.

Thompson & Strickland (2010) have stressed out that the strategy implementing strategy
executing task is the mainly complicated and time taking part of strategic management
(Schaap, 2006). As a result, we will not differentiate strategy implementation from
execution. We will use the earlier term as the descriptive domain label, as it is further
widely used in the applicable literature. Organizations seem to have difficulty in
executing their strategies, nevertheless. Researchers have exposed a number of problems in
strategy implementation. The reasons for this are different, but the majority hinge on the

reality that strategy executions is resource intensive and demanding (Gurowitz, 2007).



Everything else notwithstanding strategic planning is the only a peak priority among
thriving private universities based on the primary notion that a successful strategy offers
unique opportunities for market differentiation and long-standing competitive advantage.
Based on this, a lot of public universities are now asking which are the most excellent
tools and methodologies to enable efficient strategy implementation (Beer and Eisenstant,

2000).

1.1.4 KCA University in Kenya

KCA University is a private, non-profit institution, founded on July 1989 as Kenya
College of accounting (KCA) by the institution of Certified Public Accountants of Kenya
(ICPAK) to develop the value of accountancy and financial administration training in the
country. KCA University is situated on Thika Road in Ruaraka, Nairobi, Kenya. The
institution too maintains satellite colleges under the School of Professional Programmes
in Kericho Githunguri, Eldoret, Kisumu as well as Kitengela. Following a study by Chart
Foulks Lynch CIPFA in the UK, Kenya College of Accountancy was started in 1987-88.
The study accomplished that the Kenyan economy needs an additional 400 qualified
accountants each year. From an initial recruitment of 170 students in 1989, the student
population has enlarged tremendously over the years, and now stands at over 15,000
enrolled per annum.KCA applied to the Commission for Higher Education (CHE) meant
for university type in the year 2000 and on July 26, 2007, CHE awarded KCA a Letter of

Interim Authority (LIA). Operations then started at KCA University.
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The University offers certificates, diplomas and degrees at undergraduate and
postgraduate levels, which started from July 2007.0ne of the major drivers of strategic
implementation is strategic leadership (Lussier and Achua, 2007, Ireland and Hitt, 2005).
Thriving implementation of strategies formulated will depend on efficient leadership

provided by the top leadership in the organization.

1.2 Research Problem

The key concern for any strategic leader is to ensure organization’s performance by
crafting and shaping operative strategy to outsmart competition (Tait and Nienaber,
2010). This is even further crucial now that competition between companies has
amplified given the technological advancements and buyer awareness. Strategy
implementation is a main component of the strategic managing process. Given all the
vigor and resources that is devoted in strategic planning, it is of concern that minimal
effort is directed at strategy execution. Strategic plans are of no use devoid of
implementation. A review of literature shows that 57% of firms were unsuccessful at
implementing strategic initiatives in a survey of 276 senior operational executives in
2004in North America (Allio, 2005). In a different research of Chinese Corporations in
2006, 83% of the surveyed companies unsuccessful implemented their strategy and only
17% felt that they had a reliable strategy implementation process (Li et al, 2008).Given
this great failure rate, it is Clear that executing strategy is not an easy task and the further
the degree of change a strategy involves, the more demanding implementation becomes.
Private Kenyan Universities have not been spared the challenges of realizing the

objectives set out in their strategic plans.



Mainly, planned objectives have failed to be realized due to a host of reasons (Kinyanjui,
2007). One of the main drivers of strategic execution is strategic leadership (Lussier and
Achua, 2007, Ireland and Hitt, 2005). Effective implementation of strategies formulated
will be determined by an effective leadership delivered by the top managers in the
organization. According to KCA University Five year strategic plan (2014-2019) and
Business Incubation Concept (BIC) Epicenter for Entrepreneurship and Management
(CE&L) has made satisfactory progress ever since the last peer review monitoring and

assessment exercise that was done early 2014.

The BIC is a facility that is expected help innovators become entrepreneurs and business
leaders. The incubation notion is to create business organization and a structure around
student idea/innovations, currently the department is executing the stakeholder’s
mobilization phase. The BIC is a strategic plan envisioned to achieve the following;
nurturing an entrepreneurship movement to generate change, introducing an
entrepreneurial culture inside the campus student community, networking activities,
exposure activities and Business leadership training. This programme is modeled on
leadership, good governance, ethics and public accountability. Combining
entrepreneurship and innovation in all present and new prospective programmes. An
assessment of what has been realized so far in this strategic plan shows that a number of
objectives have not been realized. When an organizations’ strategic plan is not executed

successfully, a gap is created that makes it challenging to achieve success.



For decision makers, the failure to steer the organization to the attainment of the plans
causes a lot of anxiety focused around the struggle in ensuring that the strategic plan
becomes a "living plan” instead of a document that gathers dust on the shelf. The
organization’s strategic plan is projected to be a guiding document for the organization;
nevertheless, poor implementation of the plan can result in it becoming an unproductive
document (Pfeffer and Sutton, 2006). It’s on this basis that this study will seek to find
out, what is the role of strategic leadership in execution of strategies at KCA University

in Kenya?

1.3 Research Objectives
1.3.1 General Objectives
To determine the role of strategic leadership in the implementation of strategies at KCA

University in Kenya.

1.3.2 Specific Objectives
i.  To determine the influence of strategic direction on strategy implementation at
KCA university.
ii.  To establish the influence of human capital development on strategies at KCA
university.
iii.  To determine the influence of organization structure on strategy implementation

at KCA university.



1.4 Value of the Study

The study would be of great value to KCA as it would document the role of strategic
leadership in strategy implementation at the institution , and this would help the
institution to identify gaps in its strategic leadership that need to be improved for
effective strategy implementation. The study would aid various stakeholders in the
country. Private and public universities in the country would obtain details on how they
can be able to effectively implement their strategies in the face of numerous challenges
facing them in the face of increased student population and changing demands from the
employers. In addition the study would be an invaluable source of material and

information to educational institutions operating in the country.

For academicians, this study would form the foundation upon which other similar and
replicated studies can be founded. Investors can also gain an insight on the business and
its strategic position within the environment, which could assist them in determining
viability of their investments. The study would also contribute to the existing body of
knowledge in the field of strategic management, particularly the subject of strategic
leadership in strategy implementation. The Government of Kenya would benefit from the
gathered information to enhance strategic leadership in its institutions for effective
implementation of various strategies in such institutions. The regulators of the private as
well as higher education in the country would also find invaluable information in how
good strategies could be adopted and as a result put in place policies that would guide and
encourage other organizations within and without the government sector in implementing

their strategies.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter reviews the literature from other researchers who have studied in the same
field on of role of strategic leadership in implementation of strategies. The chapter will
cover: theories related to the concept of strategic implementation, Barriers to effective
strategy implementation, key drivers to strategy implementation, strategic leadership,
strategic leadership as a driver of strategy implementation, strategy implementation of

strategic leadership roles required for effective strategy implementation.

2.2 Contemporary Leadership Theories

2.2.1 Complexity Theory

Over the earlier two decades, extra nuanced complex, and distinct methods to leadership
have appeared in the literature. Founded on Quinn's (1984, 1988) opposing standards
framework, the theory of leadership complication (Denison et al., 1995; Hooijberg et al.,
1997) proposed that behavioral complication is significant concept to study inside the
realm of managerial leadership. Precisely, they argued that more actual leaders display a
diversity of diverse and sometimes inconsistent behaviors to counter to the wide variety
of circumstances they are typically uncovered to and compulsory to address. The theory

in the leader as well as the context.

11



The theory emphases on leaders' capability to participate and differentiate socially,
cognitively and psychologically taking into account the context, while familiarizing their
behaviors therefore. If leaders do not have a specific behavior in their repertoire those
counterparts the demands of the setting, then leadership will not rise and the ratified

behavior will be unsuccessful.

2.2.2 Social Network theory

A second recent method to leadership scrutinizes the occurrence through social network
theory. Balkundi and Kilduff (2006) deliberated the idea that a leader's cognitive
exemplification of the patterns of interactions within various systems (e.g., ego,
organizational, and inter-organizational) is the initial point for the way that the leader
pledges and upholds social ties, which in turn inspirations their leadership efficiency.
Even though this theory sees the leader's system acuity as the initial point, the locus of
leadership lies within the system of relationships or the combined. These authors claimed
that it is only through a full understanding of the social networks and one's role within
them that leadership can arise. Contrasting the earliest trait theories, Balkundi and Kilduff
(2006) stated that leadership method locates leadership not in the qualities of persons but
in the relationships while difficulty theory takes a more intricate viewpoint to the idea of
opposite behaviors, social system theory allows for conceptualizing leadership as rather

than the sum of personalities.

12



In conventional leadership theories and study on actual leadership there was a strong bias
in the direction of description of leadership procedures at the dyadic level, which includes
the interaction among a leader and different followers. Key queries at this level were how
to progress a cooperative, trusting association with a follower, and how to inspiration a
follower to be more interested and committed (Yukl, 1999b). New leadership theories
offered a distinctive method that tied in with the great desire for stories about heroic chief
directors and with the growing self-awareness of several organizations about their

missions.

Under most theories of charismatic and transformational leadership lies the implicit
assumption of the leader as hero. The argument is that an effective leader will influence
followers to perform better. This orientation steers research in the direction of identifying
the essential traits, skills, and behaviors of individual leaders for motivating subordinates.
The research on dyadic processes provides important insights on leadership, but it often
underestimates the importance of the context in which a dyadic relationship occurs.
Contemporary leadership approaches, in contrast account for a leadership going above
the individual and for a more paradoxical perspective on leadership, combining
seemingly opposing leadership behaviors. The strategic leadership concept which is

elaborated in the next chapter follows a similar line of reasoning.

13



2.2.3 Cognitive complexity theory

The underlying postulation of the cognitive complexity viewpoint is that cognitively
complex persons process information in a different way and perform certain tasks better
than cognitively less difficult individuals because they use further categories or
dimensions to discriminate among stimuli and see more commonalities in these
categories or extents. Cognitively complex persons explore for more information
(Tuckman, 1964) and devote more time interpreting it (Sieber & Lanzetta, 1964;
Dollinger, 1984). As such, Boal and Hooijberg (2001) view cognitive complexity as a
main individual difference variable underlying absorptive capability at individual level.
Cognitively, leaders may comprehend and see the differences in prospects among their
subordinates and superiors, but that does not mean that those leaders can act in such a

behaviorally differentiated way as to fulfill the expectations of both groups.

At the higher levels of the organization, leaders are not only worried with the internal
running of the organization but also with the greater marketplace and even the role of the
organization in the community and society. Networking with the members of the
community and government may well involve a different set of behaviors than those
required in the organization. Whereas cognitive and social intelligence are of main
importance to first-and middle-level managers, they have even bigger significance for
leaders at the peak levels of organizations. There is evidence that multifaceted leaders use
a broader range of leadership components, are more capable of and make additional use
of collaborative leadership, create more use of feedback, tend to receive more fortunate

follower ratings and lead more operational groups (Boal & Hooijberg, 2001).

14



According to Jaques (1989), cognitive capability connotes those intellectual processes
used to take information, pick it over, play with it, examine it, put it together, reorganize
it, judge it, reason with it, make conclusions, make policies and decisions and take action.
It is well-defined as the scale and complexity of the world that one is capable to pattern
and construe, together with the amount and complexity of information that must be
handled in doing so. It is the raw mental power enabling a individual to sustain more and

more complex mental processes.

2.3 Barriers to Effective Strategy Implementation

Kaplan and Norton (2001) argue that, research in the area has endorsed a number of
barriers to strategy implementation. The implementation of a strategy is more significant,
and more valuable, than the preparation of a strategy. Niven (2002) stated that strategy
implementation is one thing to sit down and craft what is apparently a winning strategy,
but effectively implementing it is another thing completely. Strategy is all about
management of change. Resistance to change is one of the utmost threats to strategy
execution. Strategic change is the undertaking of an organization from its present state to
toward some anticipated future state to rise its competitive advantage (Hill and Jones,
1999).The behavior of person ultimately determines the achievement or failure of
organizational endeavors and upper management concerned with strategy and its
execution must realize this (McCarthy et al, 1986). Change may also produce conflict and
resistance. Individuals working in organizations sometimes counterattack such projects
and make strategy challenging to implement (Lynch, 2000). This may be due to unease or

fear of economic loss, inconvenience, doubt and break in usual social patterns.

15



Studies by Okumus (2003) establish that the main barriers to the execution of strategies
include lack of coordination and support from other levels of organization and resistance
from subordinate and lack of or poor planning undertakings. Freedman (2003) lists out a
number of execution pitfalls such as separation, lack of stakeholder commitment,
strategic drift, strategic weakening, strategic isolation, failure to understand progress,
initiative fatigue, intolerance, and not rejoicing success. Sterling (2003),recognized
reasons why strategies fail as unexpected market changes; lack of top management
support; operational competitor responses to strategy application of inadequate resources;

failure of buy in, understanding, and/or communication; appropriateness and unigqueness.

Freedman (2003) ultimately proposed the following answers to successful strategy
implementation: collaborating the strategy; driving and prioritizing planning; line up the
organization; reducing complexity; and fixing an issue resolution system. According to
Kaplan and Norton (2001) the following are observed as sets of best practices and their
subcomponents for implementing and executing strategy in establishments: mobile
change through operative leadership; interpret the strategy to operational terms; align the
organization to the strategy; inspire to make strategy everyone‘s job; and oversee to make
strategy a persistent process. In an effort to simplify quite a complex model, Kaplan and
Norton (2001) provided five important areas that need to be addressed to upkeep
successful strategy execution. They offered the following services available, providing

necessary budgets for training, meetings, equipment, and execution.

16



2.4 Key Drivers to Strategy Implementation

Numerous studies (Ashkenas & Francis, 2000; Beer & Nohria, 2000; Cater &Pucko,
2010) have emphasized the significance of formulating and executing a strategy, with
higher importance given to strategy preparation due to its criticality to the actuality and
expansion of the organization. Nevertheless, implementing a strategy is greatly more
difficult than formulating it. The former involves leadership skills, precision planning,
and unifying of resources and activities as well as safeguarding people’s commitment to
the new strategy, while the latter requires creativeness and understanding the business
and evaluating the market opportunities and the firm’s strong point. While strategy
formulation is typically a function of top management, its execution is the responsibility

of middle and lower level management.

However, the role of top management is important in preparing a workable strategy and
communicating it plainly so that middle management can more certainly implement it. In
other words, an effective implementation journey starts in the designing stage and a
failure to find that link amongst strategy formulation and strategy implementation is a

step headed for strategy failure.

Raps (2005) propose 10 critical success aspects that can help leaders overcome and

improve complications during the execution process. According to Raps, commitment by

the top managers is the most important condition for strategy implementation.
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Involvement of the middle management valuable knowledge is another most significant
thing but unfortunately, managers and supervisors at lower management levels are not
involved in strategy formulation yet they have significant knowledge from their
experience. Communication is what execution is all about; it should be thorough, two
ways and not overdue until changes have already crystallized. Implementation ought to
follow an integrative point of views it is dangerous to highlight the structural aspects and
disregard other existing components. Clear assignment of tasks will go a long way to
avert power struggles amongst departments and within hierarchies. Preventive actions

against change barriers should be recognized and be dealt with efficiently.

Teamwork actions should be emphasized and persons ‘different characters should be
appreciated. The leaders should take benefit of supportive execution instruments such as
the balanced scorecard and helpful software solution to support in gathering information

and tracking definite performance.

Finally, the leaders ought to calculate buffer time for unexpected occurrences as extra
time ought to be taken into account for unanticipated events. On the other hand, Fourie
(2007) highlights two crucial drivers of strategy implementation; Structural drivers,
which are organizational structures and resource provision and human drivers, which are

organizational culture, strategic leadership and reward systems.
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2.5 The Role of Strategic Leadership in Strategy Implementation

According to Cater and Pucko (2010), although a well-formulated strategy, a strong and
operational pool of skills, and human capital are particularly important resources for
strategy success, lowly leadership is one of the key obstacles in successful strategy
execution. Lorange (1998) contended that the chief executive officer (CEO) and top
managers must highlight the various interfaces inside the organization. One main
challenge in successful strategy implementation is safeguarding employees’ buy-in and
directing their competences and business understanding in the direction of the new

strategy.

Therefore, the necessity for effective leadership outweighs any other aspect. Beer and
Eisenstat (2000) addressed this concern from a different perspective; they proposed that
in the deficiency of effective leadership, conflicting priorities will result poor
synchronization because employees will doubt the top management prefers to evade
potentially threatening and humiliating circumstances. Coordination of events,
streamlining of processes, lining up the organizational structure, and keeping staffs

motivated and committed to strategy execution are main responsibilities of the leadership.

Matthias and Sascha (2008) acknowledged the role of the board, which is to ensure
steadiness among resource provision, processes, and the firm’s envisioned strategy. Beer
and Eisenstat (2000) referred to poor harmonization across functions and insufficient

down-the-line leadership skills and developments killers of strategy execution.
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Zaribaf and Bayrami (2010) categorized the management’s importance into three main
roles: managing the strategic process, management of relationships, and managing
manager training. Likewise, Ansari’s (1986) study on just-in-time purchasing established
that the assurance and leadership of top-level management is critical in strategy
implementation. In a study comprising of Zimbabwe’s state-owned enterprises,
(Mapetere et al, 2012) found that relatively low leadership participation in strategy

implementation led to unfinished strategy success in the organization studied.

Developing human capital is another role required for effective strategy execution.
Human capital is the knowledge and skills of a firm’s complete workforce/employees.
Strategic leaders ought to view the organizational workforce as a serious resource on
which many core competencies are made and through which competitive advantages are
exploited effectively. Staff appreciates the opportunity to learn endlessly and feel
superior involvement when encouraged to enlarge their knowledge base. Ongoing
investments in organizational workers result in imaginative, well-educated labor force,
the type of workforce capable of forming extremely effective great groups (Ireland and

Hitt, 2005).

Supporting an effective organizational culture is the role highlighted. Culture offers the
context inside which strategies are formulated and implemented. Shaped over the life of a
company, culture echoes what the firm has learned across time through its responses to

the constant challenges of survival and growth.
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Furthermore, Ireland and Hitt (2005) emphasizes exploiting and sustaining core
competencies, emphasizing ethical practices and founding balanced organizational
controls. In order to overcome strategic execution failures in universities, Rowley and
Sherman (2001) applaud eleven methods of execution choices that strategic planners in

universities can choose from.

These are using the budget to finance strategic change, using involvement, using force,
establishing goals and main performance indicators, working inside the human resource
managing system of the University to plan for adjustment and to make change, using the
reward system to nurture and support change, faculty and staff development, working
with or varying institutional culture, working with or moving away from custom,
developing and using change champions and building on systems that are all set for or are

easily flexible to strategic change.

2.6 Knowledge Gaps

This section provides for knowledge gaps in the leadership strategic implementation in
this study. According to Raps, (2005), commitment by the top managers is the most
important condition for strategy implementation. This agrees with Ansari’s (1986) study
on just-in-time purchasing that concluded that the assurance and leadership of top-level

managers is essential in strategy implementation.
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Likewise in a study involving Zimbabwe’s state-owned enterprises, (Mapetere et al,
2012) established that relatively low leadership participation in strategy implementation
led to limited strategy success in the organization studied. In contrary the participation of
the middle management valuable knowledge is another important thing but regrettably,
managers and supervisors at lower hierarchy levels do not participate in strategy

formulation yet they have significant knowledge from their experience (Raps, 2005).

2.7 Summary of the Literature Review

This chapter reviewed literature connected to various studies in this area. These studies
were largely conducted on Strategic leadership and strategy execution; the case of KCA
University and they exposed research gaps involving Strategic leadership and strategy
implementation. According to (O'Reilly, et al, 2010) study established that it was only
when leaders' efficiency at different levels (hierarchies) was considered in the aggregate

that important performance improvement occurred while executing strategies.

Beer and Eisenstat (2000) addressed this concern from a different perspective; they
proposed that in the absence of effective leadership, conflicting priorities will result
reduced coordination because staff will doubt that top management prefers to avoid
potentially intimidating and embarrassing circumstances. Wheelen and Hunger (2008),
point out that poor strategy implementation has been responsible for a number of
strategic disappointments and one of the most cited problems is lack of top manager’s

commitment.
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In the international economy, strategic leaders proficient with learning how to shape a
firm’s culture in competitively relevant ways will increase its chances of effectively
implementing its strategies (Lussier and Achua, 2007; Pearce and Robinson, 2007;
Ireland and Hitt, 2005). Leaders galvanize commitment to embrace change through three
interrelated activities: expounding strategic intent, building an organization, as well as
influencing organizational culture (Pearce & Robinson, 2007). Good strategy

implementation requires a team effort (Wheelen & Hunger, 2008).

As stated by (Thompson et al., 2008). Effective strategy implementation therefore hinge
on upon the leadership skills of working through others, organizing, motivating, culture
building, as well as creating robust fits among strategy and how the organization does

things.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter was a blueprint of the methodology that was used by the researcher to find
answers to the research queries. In this section, the research approach was presented in
the following order: research design, target population, sample and sampling technique,

data gathering methods, instruments of data collection, and finally the data analysis.

3.2 Research Design

The study was a case study survey of KCA University in Kenya. Dooley (2007) describes
a research design as the structure, outline or plan that is used to produce answers to
research problems. Further, Donald (2006) records that a research design is the structure
of the research, it is the “‘glue *’ that holds all the essentials in a research project together.
For the reasons of this study, the scholar used descriptive research design. A descriptive
study is concerned with defining the occurrence through which something occurs or the
relationship among variables (Bryman & Bell, 2003). Descriptive research design is a
valid method for researching specific subjects and as a precursor to quantitative studies.
The design is considered suitable since it facilitate to describe the state of matters as they
exist without manipulation of variables which is the intention of the study. The study
collected quantitative data from Management, faculty and non-teaching staff of the

University.
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3.3 Population of the Study

Target population in statistics is the definite population about which information is
anticipated. According to Ngechu (2004), a population is a definite set of people,
services, basics, and actions, collection of effects or households that are being
investigated. This definition guarantees that population of interest is homogeneous. The
intended populations for this study were KCA University staffs. The target population of
this study is the management staff of KCA University in Kenya. Different cadres of who
include top management staff, lower management staff and non-teaching staff. This was
because management team is responsible for implementation of the strategic plan with an

aim to achieving set objectives. The target populations for this study was300 employees.

3.4 Sampling

According to Orodho and Kombo (2002), sampling is the process of gathering a number
of individuals or substances from a population such that the selected group comprises
basics symbolization of the appearances found in the whole group. Nsubuga (2000)
argues that no specific rules on how to get an adequate sample have been expressed. He
suggests that in a homogenous situation a slight sample would be required while a
heterogeneous variable situation a large sample is essential. Mugenda and Mugenda
(2003) suggest that 10% of the accessible population would be enough for descriptive
surveys. From the population of 300 employees, study members were chosen by use of

stratified random sampling.
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Respondents were stratified according to the university branches to ensure that all the
branches were represented and a random sample was drawn from each of the strata. In
this study a sample of 60 employees which represented 20% of the target population was

used.

Table 3.1 Sampling Frame

Samples strata’s No
Top managers 5
Lower cadre managers 15
Non-teaching staffs 40
Total 60

3.5 Data Collection

Primary data was gathered by means of questionnaires as they were cheap and the
researcher could distribute them easily. Walliman (2005), comments that using
questionnaires enables a researcher to organize the questions and receive answers without
in reality talking to every single respondent. Therefore this study made use questionnaires
as they could be easily distributed and also due to their impersonality. The questionnaires
were structured according to the objectives and were close ended to ensure effective
analysis. Questionnaires can be sent to a large number of people and saves the researcher
period of time as well as money. Individuals are more honest while responding to the
questionnaires regarding controversial concerns in specific due to the point that their

aNSWers were anonymous.
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But they also have drawbacks because majority who receive don’t return them and those
who do might be representative of the originally selected sample (Leedy and Ormrod,

2001).

3.6 Data Analysis

After data collection, “data cleaning “was done to ensure that questionnaires were
accurately completed. The data collected was then then organized, coded and encoded
into statistical software (SPSS).Qualitative data was analyzed using content analysis
which is the best suited method of analysis. Actual analysis involved identifying the
association between the strategic leadership factors and achievement of planned
objectives. According to Mugenda & Mugenda (2003) the main purpose of content
analysis is to study the existing information in order to determine factors that explain a
specific phenomenon. According to Kothari (2004), content analysis uses a set of
categorization in producing binding and replicable inferences from data to their context.

This is key when Data analysis is being done.
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CHAPTER FOUR

DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

This chapter presents analysis and findings of the study as set out in the research
methodology. The results were presented on factors strategic leadership and strategy
implementation: the case of KCA University the research sought to achieve the following
specific objectives: To determine the influence of strategic direction on strategy
implementation at KCA university, to establish the influence of human capital
development on strategies at KCA University, and to determine the influence of

organization structure on strategy implementation at KCA University.

4.2 Response Rate

These study responses included top management lower cadre managers as well as non-
teaching staffs. From the target managers 5mangers filled their questionnaire and return
their filled forms making return rate 10%, from the targeted lower level cadre managers
10 filled and returned their form making the response rate 20%, on the other hand out of
targeted 40 of non-teaching staffs filled and returned their forms making response rate

70% as shown in the Table 4.1.
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Table 4.1 Response Rate

Target population Samples size  Responses  Return rate
Top managers 5 5 10
Lower cadre managers 15 10 20
Non-teaching staffs 40 35 70
Total 60 50 100

This was an implication that returns rate was decent for all the target respondents since it
was above 80% (that is, return rate for all tools was nearby 100%. As states by Wentz
and Kwan (2002), a questionnaire response rate of 80% and over is absolutely acceptable,
whereas 60% — 80% response rate is quite acceptable. A return rate under 60% is ‘hardly
acceptable’.

4.2.1 Respondents’ distribution by gender

The study sought to establish the gender of the respondents and the findings are as shown

in Figure 4.

35%

Figure 4.1 Respondents’ distribution by gender
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According to findings in Figure 4.2 majority of the respondents 65% were male while the
remaining 35% were female. This findings corresponds to the statistics about the

employment in both private and public universities that majority of employees are male.

4.2.2 Respondents Age
The researcher requested the respondent to select the age bracket in which they belonged
in. The findings are as shown in Table 4.2.

Table 4.2 Respondents Age Bracket

Age Frequency Percentage
(20-30) years 5 10

(31-40) years 25 50

(41-50) years 10 20

(51-60) years 7 14

60 years and above 3 6

Total 50 100

According to the findings in Table 4.2, 50% of the respondents were in age bracket (31-
40) years representing 50%, (20%) of the respondents were in age bracket of (41-50)
years of age,14% represented age bracket (51-60) years of age, 10% of respondents were
in age bracket (20-30) years while 6% were aged 60 years and above. This demonstrate
that majority of respondents were young and with a possibility of a high level of attention
in and knowledge around, strategic leadership and implementation of strategies at KCA

university.
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4.2.3 Highest Education Qualification
The researcher sought to know the highest education qualification for respondents and the

findings are shown in the Figure 4.1
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Figure 4.2 Highest Education Qualifications

From the study findings in Figure 4.2, 50% of the respondents had attained bachelor
degree level of academic qualification, 15 % of the respondents had attained master’s
degree in academic qualification, 17 % had diploma in academic qualification, 12 % had
attained certificate academic qualification while only 6 % t had PhD being the highest
academic qualification. This finding shows that most of the respondents in this study had
attained academic qualification above diploma education which could have translated to
mean they have extra knowledgeable and skills well enough to formulate strategic plans

and provide leadership during strategic execution.
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4.2.4 Respondents’ Working Experience
The researcher sought to enquire on the working experience for respondents and the

findings are shown in the Table 4.3.

Table 4.3 Respondents’ Working Experience

Frequency Percentage
0-5 years 14 28
6-10 years 20 40
11-15 years 10 20
Over 15 years 6 12
Total 50 100

According to the findings in the Table 4.3, 40% of the respondents had an experience of
between (6-10) years, 28% of the employees had worked for a period of 5 years and
below, 20% of the respondents had an experience of between (11 -15) years while only
12% had worked for over 15 years. This finding depicts that most of respondents had
adequate working experience, long period of time, enough to be effective in

implementation of strategic plans.
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4.2.5 Respondents’ current position
The researcher enquired on the current position of the respondents at the college, the

findings are illustrated o the Figure 4.3.
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Figure 4.3 Respondents’ current position

According to the findings in Figure 4.3; majority of the respondents were head of
departments represented by 52%, 30% of the employees were registrars, 15% of the
respondents were dean of faculties, 5% of the respondents were deputy principals while
only 2% were college principals, the finding depicts that majority of the study participant

among the university staff were departmental heads.
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4.3 Strategic Direction

The strategic leadership roles required for effective strategy implementation the

responses were rated on a five point likert scale where 5 =Strongly Agree (SA) 4 =Agree

(A)3 =Not Sure (NS)2 =Disagree (D) 1 =Strongly Disagree SD. The mean and standard

deviations were generated and are as presented in Table 4.4.

Table 4.4 Strategic Direction

Strategic Direction Mean Std. Deviation
| understand the University vision and mission clearly. 4.006 1.210
The University mission is relevant to the university’s vision 4.282 1.035
The university mission statement is compatible with the 3.480 1.034
activities being carried out at the university

| understand how my job contributes towards the vision and 3.470 1.450
mission of the University.

The University objectives are clearly defined by the 4.460 0.102
Management.

The university management has played a role in motivating me  2.098 0.602
to work towards set objectives

The performance targets towards achievement of objectives are  4.800 0.022
clearly defined by the management.

Performance targets are aligned to University objectives. 2.056 0.645

According to the findings in Table 4.4; respondent’s strongly agreed that the performance

targets towards achievement of objectives are clearly defined by the management and that

the University objectives are clearly defined by the Management as shown by mean 4.800

and 4.460 respectively. Further respondents agreed that the University mission is relevant

to the university’s vision and that they understood the University vision and mission

clearly as represented by mean 4.282 and 4.006 respectively.
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However the respondents were not sure with the fact that the university mission statement
is compatible with the activities being carried out at the university and that they
understood how my job contributes towards the vision and mission of the University as
shown by 3.480 and 3.470 respectively. Employee disagreed on the fact that the
university management has played a role in motivating them to work towards set
objectives and that performance targets are aligned to University objectives as shown by
mean 2.000 concurrently. The findings shows that the performance targets towards
achievement of objectives are clearly defined by the management and that the University
objectives are clearly defined by the Management, the study agrees with Raps (2005)
study that propose 10 critical success aspects that can help leaders overcome and improve
complications during the execution process. According to Raps, commitment by the top

managers is the most important condition for strategy implementation.

4.3.1 Organization Structure

Organization Structure; The responses were rated on a five point likert scale where 5
=Strongly Agree (SA) 4 =Agree (A) 3 =Not Sure (NS) 2 =Disagree (D) 1 =Strongly
Disagree (SD .The mean and standard deviations were generated and are as presented in

Table 4.5.
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Table 4.5 Organization Structure

Organization Structure Mean  Std. Deviation
I understand the decision making process at the University ~ 3.490 1.104

I understand the relationship between the different 2.430 1.501
departments at the University

The University has an effective organization structure in 4.230 0.519
place that supports strategy implementation.

I understand my roles and responsibilities as per the 4.230 0.519
organization structure

Communication in the University is clear and effective 2.454 1.600

According to the findings on Table 4.5, respondents agreed that the University has an

effective organization structure in place that supports strategy implementation and that

they understand their roles and responsibilities as per the organization structure as shown

by mean 4.230 concurrently.

Further employees stated that they were not sure that they understood the decision

making process at the University as shown by mean 3.490, however respondents

indicated that the disagree on the fact that they understood the relationship between the

different departments at the University and that the communication in the University is

clear and effective as shown by mean 2.000 concurrently.
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From the findings KCA University has an effective organization structure in place that
supports strategy implementation and that they understand my roles and responsibilities
as per the organization structure. The relationship between the different departments at

the University and that the communication in the University is clear and effective.

4.3.2 Strategic Leadership Factor

Strategic leadership factor: The responses were rated on a five point likert scale where 5
=Strongly Agree (SA) 4 =Agree (A) 3 =Not Sure (NS) 2 =Disagree (D) 1 =Strongly
Disagree (SD .The mean and standard deviations were generated and are as presented in

Table 4.6.

Table 4.6 Strategic Leadership Factor

Strategic Leadership Factor Std.

Mean Deviation

Provision of strategic direction by the University management 4.412 0.045
Development of human capital/employees 4.681 0.041
Maintenance of an effective organizational structure 3.342 0.082

From the study findings respondents strongly agreed that there was development of
human capital/employees as shown by mean of 5.0, further employees agreed that there
was provision of strategic direction by the University management; however respondents

were not sure there was maintenance of an effective organizational structure.
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Findings concur with (Mapetere et al, 2012) found that developing human capital is
another role required for effective strategy execution. Human capital is the knowledge

and skills of a firm’s complete workforce/employees.

4.4 Learning environment and student/staff experience

Learning environment and student/staff experience, developments in the last two years in
the implementation of the University’s strategic plan (2014-2019: The responses were
rated on a five point likert scale where 5 =Strongly Agree (SA) 4 =Agree (A) 3 =Not
Sure (NS) 2 =Disagree (D) 1 =Strongly Disagree (SD .The mean and standard deviations
were generated and are as presented in Table 4.7.

Table 4.7 Learning environment and student/staff experience

Learning environment and student/staff experience Mean  Std. Deviation

The campus learning environment has been enhanced in 4.006 1.210

the last two years.

The University has not formed a working alumni 4.282 1.035
association.

The careers office has been established and is functional. 3.080 1.034
The University does not operate a modularized learning 3.070 1.450
system.

A staff development program is in operation. 4.460 0.102
Staff responsibility has not been clarified with expected 2.098 0.602
outcomes.

The university campus has improved its information 4.800 0.022

management and communication systems.
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According to the findings on the Table 4.7 respondents agreed strongly that the university
campus has improved its information management and communication systems, and that
the staff development program is in operation as shown by mean 4.800 and 4.560
respectively. Further respondents agreed that the University has not formed a working
alumni association and that the campus learning environment has been enhanced in the
last two years as shown by mean 4.282 and 4.000 respectively. Employees were not sure
that the careers office has been established and were functional and that the University
does not operate a modularized learning system as illustrated by mean of 3.000. However
respondents disagreed that the staff responsibility has not been clarified with expected

outcomes.

4.4.1 Good governance in all sectors of university life

Good governance in all sectors of university life, developments in the last two years in
the implementation of the University’s strategic plan (2014-2019: The responses were
rated on a five point likert scale where 5 =Strongly Agree (SA) 4 =Agree (A) 3 =Not
Sure (NS) 2 =Disagree (D) 1 =Strongly Disagree (SD .The mean and standard deviations

were generated and are as presented in Table 4.8.
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Table 4.8 Good governance in all sectors of university life

Good governance in all sectors of university life Mean  Std. Deviation
An audit process for procurement and catering has not been ~ 4.000 0.050
developed.

An appropriate software and management system has been 4.000 0.050
developed.

service charter has been developed to improve customer 3.045 0.834
relations

There is no annual appraisal review and reward system 4.700 0.020

An annual university report has not been launched. 1.330 1.210

From the stud finding in Table 4.8 respondents strongly agreed that there is no annual
appraisal review and reward system as shown by response rate of 5.0, further employees
agreed that an audit process for procurement and catering has not been developed and
that an appropriate software and management system has been developed as shown by
mean 4.000 concurrently. Respondents were not sure whether the service charter has been
developed to improve customer relations as indicated by mean 3.000, and finally
respondents disagreed strongly that an annual university report has not been launched as
shown by 1.330. Finding depict that there is no annual appraisal review and reward
system and that an annual university report has not been launched. Contrary to Beer and
Eisenstat (2000) Coordination of events, streamlining of processes, lining up the
organizational structure, and keeping staffs motivated and committed to strategy

execution are main responsibilities of the leadership.
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4.4.1 Discussion of the findings

The study finding agrees with Beer and Eisenstat (2000) referred to poor harmonization
across functions and insufficient down-the-line leadership skills and developments killers
of strategy execution. The study also agrees with Behavioral complexity theory which
states that leaders who perform multiple leadership roles score high on leadership than
leaders who do not (Boal & Hooijberg, 2001). Further it states that managers with a big
repertoire of leadership roles and who play those roles regularly are regarded as more
successful, not merely by their subordinates but as well as their peers and superiors.
Looking at KCA findings interactions between departments is lacking also a reward and
appraisal system to motivate staff is insufficient. This goes to show that certain
leaders/managers at KCA are not able to perform their core objective as well as help in
the implementation of the strategic plans. The theory of behavioral complexity clearly
state that leaders who handle multiples task score high in the eyes of subordinates. That is
is why some of the findings show there is no interdepartmental communication meaning
that the leader/managers concerned are not able to multi-task any duties outside their core

duties.

The finding also agrees with Raps study with indicates that the commitment of top
managers/leaders is key to the successful implementation of Strategy. According to
findings at KCA top managers are mostly only involved at planning stage. The finding
show that many department don’t know what other department are doing showing a lack

of leadership on the part of manager concerned in those departments.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of findings, discussion, conclusion drawn from the
findings and recommendations made. The conclusions and recommendations drawn focus
on the purpose of the study. The purpose of the study was to determine the role of

leadership in implementation of strategies at KCA University.

5.2 Summary of Findings

From the findings returns rate was decent for all the target respondents since it was above
80% that is, return rate for all tools was nearby 100%. As states by Wentz and Kwan
(2002), a questionnaire response rate of 80% and over is absolutely acceptable, majority
of the respondents 65% were male while the remaining 35% were female. This findings
corresponds to the statistics about the employment in both private and public universities
that majority of employees are male 50% of the respondents were in age bracket (31-40)
years, (20%) of the respondents were in age bracket of (41-50) years of age,14%
represented age bracket (51-60) years of age, 10% of respondents were in age bracket
(20-30) years while 6% were aged 60 years and above. This demonstrate that majority of
respondents were young and with a possibility of a high level of attention in and
knowledge around, strategic leadership and implementation of strategies at KCA

university.
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From findings 50% of the respondents had attained bachelor degree level of academic
qualification, 15 % of the respondents had attained master’s degree in academic
qualification, 17 % had diploma in academic qualification, 12 % had attained certificate
academic qualification while only 6% had PhD being the highest academic qualification.
This finding shows that most of the respondents in this study had attained academic
qualification above diploma education which could have translated to mean they have
extra knowledgeable and skills well enough to formulate strategic plans and provide

leadership during strategic execution.

According to the findings in the Table 4.2, 40% of the respondents had an experience of
between (6-10) years, 28% of the employees had worked for a period of 5 years and
below, 20% of the respondents had an experience of between (11 -15) years while only
12% had worked for over 15 years. This finding depicts that most of respondents had
adequate working experience, long period of time, enough to be effective in
implementation of strategic plans. majority of the respondents were head of departments
represented by 52%, 30% of the employees were registrars, 15% of the respondents were
dean of faculties, 5% of the respondents were deputy principals while only 2% were
college principals, the finding depicts that majority of the study participant among the

university staff were departmental heads.
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5.2.1 Strategic Direction on Strategy Implementation

According to the findings respondent’s strongly agreed that the performance targets
towards achievement of objectives are clearly defined by the management and that the
University objectives are clearly defined by the Management as shown by mean 4.800

and 4.460 respectively.

Further respondents agreed that the University mission is relevant to the university’s
vision and that they understood the University vision and mission clearly as represented
by mean 4.282 and 4.006 respectively. However the respondents were not sure with the
fact that the university mission statement is compatible with the activities being carried
out at the university and that they understood how my job contributes towards the vision

and mission of the University as shown by 3.480 and 3.470 respectively.

Employee disagreed on the fact that the university management has played a role in
motivating them to work towards set objectives and that performance targets are aligned
to University objectives as shown by mean 2.000 concurrently. The study agrees with
Raps (2005) study that proposes critical success aspects that can help leaders overcome
and improve complications during the execution process. According to Raps,
commitment by the top managers is the most important condition for strategy

implementation.
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5.2.2 Influence of Organization Structure on Strategy Implementation

From the study finding in Table 4.7 respondents strongly agreed that there is no annual
appraisal review and reward system as shown by response rate of 5.0, further employees
agreed that an audit process for procurement and catering has not been developed and
that an appropriate software and management system has been developed as shown by
mean 4.000 concurrently. Respondents were not sure whether the service charter has been
developed to improve customer relations as indicated by mean 3.000 and finally
respondents disagreed strongly that an annual university report has not been launched as

shown by 1,330.

Finding depict that there is no annual appraisal review and reward system and that an
annual university report has not been launched. Contrary to Beer and Eisenstat (2000)
Coordination of events, streamlining of processes, lining up the organizational structure,
and keeping staffs motivated and committed to strategy execution are main

responsibilities of the leadership.

5.2.3 Influence of Human Capital Development on Strategies

From the study findings respondents strongly agreed that there was development of
human capital/employees as shown by mean of 5.0, further employees agreed that there
was provision of strategic direction by the University management; however respondents

were not sure there was maintenance of an effective organizational structure.
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Findings concur with (Mapetere et al, 2012) found that developing human capital is
another role required for effective strategy execution. Human capital is the knowledge

and skills of a firm’s complete workforce/employees.

Respondents agreed strongly that the university campus has improved its information
management and communication systems, and that the staff development program is in
operation as shown by mean 4.800 and 4.560 respectively. Further respondents agreed
that the University has not formed a working alumni association and that the campus
learning environment has been enhanced in the last two years as shown by mean 4.282

and 4.000 respectively.

Employees were not sure that the careers office has been established and were functional
and that the University does not operate a modularized learning system as illustrated by
mean of 3.000. However respondents disagreed that the staff responsibility has not been
clarified with expected outcomes. Study finding agrees with Beer and Eisenstat (2000)
referred to poor harmonization across functions and insufficient down-the-line leadership

skills and developments Killers of strategy execution.

5.3 Conclusions

This finding shows that most of the respondents in this study had attained academic
qualification above diploma education which could have translated to mean they have
extra knowledge and skills well enough to formulate strategic plans and provide

leadership during strategic execution.
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Respondents had adequate working experience, in strategic leadership and strategy
implementation essential for the institution success. Majority of the study participant

among the university staff were departmental heads

The performance targets towards achievement of objectives are clearly defined by the
management. University objectives are clearly defined by the Management. The
university management has not played a role in motivating staff to work towards set
objectives. KCA University is lacking as far as coming up with a way of staff’s appraisal
and reward system is concerned and this goes a long way to have a motivated work force.
Performance targets are not aligned to University objectives. KCA University has an
effective organization structure in place that supports strategy implementation and that
they understand their roles and responsibilities as per the organization structure. The
relationship between the different departments at the University and that the
communication in the University is not clear and effective. On the other hand appraisal

review and reward system was lacking.

5.4 Recommendations

KCA University needs to come up with a way of staff’s appraisal and reward system so
as to have a motivated work force. The study recommends that relationship between the
different departments at the University as well as the communication in the University
need to be coordinated for clarity and effectiveness. The study recommends that
performance targets need to be aligned to University objective for effective strategy

implementation.
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5.5 Limitations of the study

The following were the limitations of the study: Since the sample respondents were
drawn from some selected sections of managerial staff, the effects found were mainly
reflective of the situation in the particular sections. Hence, the findings may not have
been representative of all managerial sections in KCA University. The study also limited
itself to the role strategic leadership in the implementation of strategies since there were

many other factors that could influence the strategy implementation.

5.6 Suggestions for further studies

Since this study was on the role of strategic leadership in the implementation of
strategies. The study used KCA University in Kenya as case. The study recommends that
a similar study should be done in other private universities in Kenya for comparison
purposes and to allow for generalization of findings on the role of strategic leadership in

the implementation of strategies.
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APPENDICES
APPENDIX I: LETTER OF INTRODUCTION

UNIVERSﬁ'Y OF NAIROBI
SCHOOL OF BUSINESS

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

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

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

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

Thank you.

-\ tta i
T o ¥ VAN

PATRICK NYABUTO,
SENIOR ADMINISTRATIVE ASSISTANT
SCHOOL OF BUSINESS
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APPENDIX Il: RESEARCH QUESTIONNAIRE
This questionnaire is designed to collect data from managerial staff of KCA University in
Kenya on the Role of strategic leadership in implementation of strategies in KCA
University in Kenya. The data shall be used for academic purposes only and will be

treated with confidence. Your participation in facilitating the study is highly appreciated.
PART I: BIO DATA

Tick [V] as appropriately

1. Gender Male [ ] Female [ ]

2. Age (years)

20-30 [ ]31-40 [ ] 41-50 [ ] 51-60 [ ] Above 60 [ ]

3. Level of education

Certificate [ ] Diploma [ ] Bachelors [ ] Master [ ] PhD [ ]

4. How many years have you worked at the university?

0-5[]6-10[] 11-15[] Over 15[ ]

5. What is your current position at the college?

Principal [ ] D/Principal [ ] Dean [ ] Registrar [ ] Head of Department [ ]
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SECTION B

This section deals with the strategic leadership roles required for effective strategy
implementation. Kindly indicate to what extent you agree or disagree with the statements
using the following scale: 5 =Strongly Agree (SA) 4 =Agree (A)3 =Not Sure (NS)2
=Disagree (D)

1 =Strongly Disagree (SD)

6. Strategic direction

Strategic direction

| understand the University vision and mission clearly.

The University mission is relevant to the university’s vision

The university mission statement is compatible with the

activities being carried out at the university.

| understand how my job contributes towards the vision and

mission of the University.

The University objectives are clearly defined by the

Management.

The university management has played a role in motivating

me to work towards set objectives

The performance targets towards achievement of objectives

are clearly defined by the management.

Performance targets are aligned to University objectives.
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7. Organization structure

Organization structure

The University has an effective organization structure in place that

supports strategy implementation.

| understand my roles and responsibilities as per the organization

structure

| understand the decision making process at the University

| understand the relationship between the different departments at

the University

Communication in the University is clear and effective

8. Given the following strategic leadership factors affecting implementation of plans,
indicate to what extent you agree or disagree that they have influenced implementation

activities and attainment of planned objectives at the University.

Strategic leadership factor

Provision of strategic direction by the University

management

Development of human capital/employees

Maintenance of an effective organizational

structure
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SECTION C:

This section deals with the developments in the last two years in the implementation of

the University’s strategic plan (2014-2019). Indicate to what extent you agree or disagree

with the Statements using the following scale: Key5 =Strongly Agree (SA) 4 =Agree (A)

3 =Not Sure (NS)2 =Disagree (D) 1 =Strongly Disagree (SD).

9. Learning environment and student/staff experience

learning environment and student/staff experience

The campus learning environment has been enhanced in

the last two years.

The University has not formed a working alumni

association.

The careers office has been established and is functional.

The University does not operate a modularized learning

system.

A staff development program is in operation.

Staff responsibility has not been clarified with expected

outcomes.

The university campus has improved its information

management and communication systems.
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10. Good governance in all sectors of university life

Good governance in all sectors of university life

An audit process for procurement and catering has not

been developed.

An appropriate software and management system has

been developed.

There is no annual appraisal review and reward system.

service charter has been developed to improve customer

relations

An annual university report has not been launched.
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