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OSTRA<·r 

Much of the shortcomings in !)trc.tteg) are attributable to failure:; in the implementation 

process rather than in the l(>rmulation of strategy itself (Beer et al., 1990; Woolridge 

and Floyd, 1990). Wessel ( 1993) :stated clearly that most of the individual barriers to 

strategy implementation that have been encountered fit into one of the following 

interrelated categories: too many and connicting prioritie:s, the top team does not 

function well ; a top down management st) le; inter-tunctional conllicts; poor vertical 

communication. and inadequate management development. An increasing number of 

churches are applying the pnnciplcs of stratcg1c planning (Clinton et at.. 1995). The 

older and conservative denominations arc referred to as the mainstream churches. 

Their systems ensure that there is accountability and transparency as opposed to those 

that are run by an individual assuming the roles of both administrator and pastor and 

include the Roman Catholics, Anglican Church, Presbyterian Church of East Africa, 

Africa Inland hurch, Methodist, Seventh Day Adventist, and Baptist Churches. This 

research examines to what extent strategic plans arc being implemented in the 

mainstream churches and the challenges of implementing these plans. 

A census survey was conducted to establish the strategic implementation challenges 

and mechanisms to cope with these challenges among the mainstream churches in 

Kenya. The target respondents were senior pastor(s), the sectional pastors and 

administrative heads. The study made use of primary data collected using a 

questionnaire (Appendix Ill). Descriptive statistics were used to analyce data 

collected. The first objective of this study was to determine the challenges that face 

mainstream churches in Kenya results indicating that the greatest challenge rested 

with organizational culture not supporting strategy implementation, communication of 

problems to top management, which required their attention as well as competing 

activities distracting attention from the intended strategy. The second objective was 

to establish what mainstream churches in Kenya do 10 cope with strategy 

implementation challenges and the results showed that use of teamwork was a 

mechanism highly favored and by most of the churches as well as involvement of 

stakeholders a popular mechanism with most of the churches. 
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In conclusion. the level of future ~ucccs:s of the churche:s in Kenya and e:specially the 

main stream churche:s will depend to a greater extent, the level at which they 

understand the importance of the stnllegy proce~s for the ultimate direction of the 

church. Then: is the nt!ed for the implementer:> of strategies to identify specific 

benchmarks that the church can u~e to monitor progress/success in implementing the 

strategy. From the study it is evident that the way in which strategies implementation 

chal lenges were evident in organizational culture and poor communication back to top 

management were pertinent challenges with popular mechanisms used to cope with 

the challenges being teamwork and bringing all stakeholders on board in 

implementation of the strategy. 
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HAPTER 0 1<: 

• TROO 10 

l.l Background 

In recent years churches have sought to create greater organi1.ational flexibility in 

responding to environmental turbulence by moving awa} from hierarchical structures to 

more modular forms (Balogun and Johnson, 2004; Schilling and Steensma, 200 1). Given 

the intensifying competitive environment among the churches and the constant increase in 

the number of new churches being formed, it is regularly asserted that the critical 

determinant in the success and, doubtlessly, the survival of a church is the successful 

implementation of strategic plans (Bonoma, 1984;Chebat , 1999; Noble, 1999;). Woolridge 

and Floyd ( 1990) note, "It can be much easier to think of a good strategy than it is to 

implement it". Much of the shortcomings in the strategy are attributable to failures in the 

implementation process rather than in the formulation of stnllegy itself (Beer et al., 1990; 

Woolridge and I· loyd, 1990). 

Many organizations in both profit and not-for-profit arenas have discovered the benefits of 

strategic planning. Strategy formulation helps organizations respond to new external 

challenges by unlocking ""hat they already know about themselves and their markets. The 

process is an exhilarating one and energizes managers and staff with a new sense of 

investment in a joint future. llowever, keeping that energy going in everyday operational 

realities and measuring the success of strategy implementation is a different matter. An 

increasing number of churches and ministries are applying the principles of strategic 

planning (Clinton et al., 1995). In the 1990s, organizations including churches ... are 

playing .. jeopardy" if they do not have strategic plans in place. I his research examines to 

what extent strategic plan:> are being implemented in the mainstream churches and the 

challenges of implementing these plans. Previous findings discussed later in the research 

paper indicate that churches implementing their strategic plans experience greater growth 

in both attendance and finances. 
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1.1.1 trategy Implementation Challenges 

Wessel ( 1993) stated clearly that mo~t of the individual barriers to strategy implementation 
that have been encountered tit into one of the following mterrelated categories: too many 
and conflicting priorities, the top team does not function \.\ell; a top down management 
style; inter-functional conflicts; poor venical communication, and inadequate management 
development. These categories can be translated into the following challenges encountered 
in the implementation of strategies: competing activities distracted attention from 
implementing this decision; changes in responsibilities of J...e)' emplo)'ees were not clearly 
defined; J...ey fonnulators of the strategic decision did not play an active ro le in 
implementation and the problems requiring top management involvement were not 
communicated early enough. 

Strategy implementation is the action phase of the stmtegic process, which includes 
strategy formulation, analysis of alternative strategies and the choice of strategy adopted. 
Echoing the words of Field and Keller ( 1998) strategy implementation is the process 
through which the organization chosen and intended strategic~ are made to happen. 
Implementation is similar to execution of a strategy where important activities in this phase 
are communicating with management, clients, users and other stakeholders; reviewing the 
progress, monitoring costs, controlling quality, issuing orders for change and managing the 
change process. It has been assumed that when a company finds that the chosen strategy 
has not produced the right outcome, the strategy was wrong and fail to recogni£e that the 
problem lies in its implementation. Poor implementation leads to a change in a perfectly 
appropriate strategy leading to inefficient management. 

There is fundamental disconnect between formulation of strategies and their 
implementation to useful action (Hussey, 1998). Hussey continues to stress the point that 
implementation of strategy is a complex task thus met with a lot of opposition from all 
quarters that would rather maintain the status quo. Important questions to ask when faced 
with the challenge of implementing a strategy are how the strategy will actually be 

implemented in tenns of the steps to be taken; how should the organization's structure be 
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organi1ed and designed to ensure that both happen: how should the resources be deployed 

and managed and management of the ri~k . Success of the strategy requires that the 

structure and strategy needs' be matched and arc supportive of each other. lnfnnnation 

systems need to be adequate for reporting back and evaluative purposcs.lmplementation is 

not just about the systems but the people involved as well as they will trigger change to 

some extent either incrementally or drastically. Implementation of strategy involves 

change, which means uncertainty and rbk, which should be planned for and consequently 

managed (Thompson and Martin, 2005). Implementation and change management go 

hand in hand due to the course they take in the entire strategic process. As an urganiL.ation 

tends to implement its strategy there is no doubt that change is inevitable (DeWit and 

Meyer, 2004 ). 

1.1.2 Main tream Churches in Kenya 

The Constitution of the Republic of Kenya (CAP 3A) provides for freedom of religion, 

belief and opinion and this is respected in practice. The Government generally does not 

infringe upon religious activities, except to require registration under the Societies Act by 

filling forms and attaching the church's constitution and list of officials. In Kenya, there 

are very many churches with a sizeable Christian community, a reflection of the freedom 

of worship that is enshrined in Kenya's constitution. It is said that Kenya is over 80% 

Christian and with a population of Kenya estimated at 35 million this means the church 

population in Kenya is 28 million Christians. There are over 4,000 registered churches! 

(Accessed from www.kenyaspace.com downloaded on 26th June 2007). The older and 

conservative denominations are referred to as the mainstream churches. The systems 

ensure that there is accountability and transparency as opposed those that are run by an 

individual assuming the role~ of both administrator and pastor. fhey are the Roman 

Catholics, Anglican Church, Pre~byterian Church of E·ast Africa, Africa Inland Church, 

Methodist, Seventh Day Adventist, and Baptist Churches. Lately however, Kenya has 

witnessed the mushrooming of what are referred to as l!vangelical churches with examples 

the Deliverance Churche~ of Kenya, Neno Evangelism Ministries, Kuna Nuru Gizani 

Ministries, 1 he llappy Churches of Kenya, Faith Evangelistic Ministries, Jesus Celebration 

Centre Ministries, The Redeemed Gospel Church, Jesus is Alive Ministries and Winners 
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Chapel International Ministries, among others. Charismatic movements have mushroomed 

in many diflerent shapes and size~ all over the world including Kenya, which has 

witne~sed a phenomenal growth to date due to factor~ re~ponsible for this growth ranging 

from a deteriorating socio-political and economic environment. Main Stream churches in 

Kenya dated back from 1894 with the first Church Missionary ociety missionary, Dr. 

Lugwig Krapf visiting East African to spread the Gospel of Je~us Christ with churches 

such as the Anglican Church of Kenya (ACK) dating back to 1904 (Cathedral Church of 

All Saints, 2007), while the Catholic Church is over IOOyears (Archbishop Ndingi 

Mwana'a N;teki, 2003). 

1.2 The Re~carch 1•rohlcm 

The mainstream churches' contribution to the political, socio-economic factors in the 

country cannot go unnoticed. Programmes ranging from orphanages, IIIV/AIDS 

programs, tribal clashes and civil st rife's, corporate governance and national disaster 

management. The mainstream churches have proved to be a powerful voice in Kenya thus 

sought after in matters of governance. They continue to contribute greatly to National 

Leadership as leaders and models to the national Christian community in areas of public 

worship, Christian nurture, governance, church administration, including national and 

global missing engagements, socio-political and civic responsibility (Cathedral Church of 

All Saints, 2007) The church is looked upon by political leaders and the civi l society to 

determine and judge national concerns calling for bold positions on various social and 

political concerns as well as economic matters on poverty alleviation. With the dawn of 

independence in 1963, A fricanization of the mainstream churches took key precedence 

when African Archbishops were enthroned. Virtual AfricaniL.Stion of church leadership 

embraced the national agenda and adapted its delivery of services to congregants. 

Strategy implementation has been extensively discussed (e.g. A wino, 200 I; Aosa, 1992; 

Koske, 2003; Muthuiya, 2004; Ngumo, 2006; Parsitau, 2006; Obwoge, 2006) and 

continues to attmct a lot of attention due to the enormous challenges faced. The church is 

an important institution in society as it is expected to be at the forefront in dealing with 

contemporary issues besides spi ritual matters. llowever they too exist in an environment 
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and face the same challeng~s a pmlit-making institution Ia C!l. Obwogc, (2006) continues 

to argue that in resent t1mes churches have adopted strategic management practice:,; a 

paradigm shift of the mstitution. ( hristian organinnions arc charactcrilcd by both human 

(organizational) and godly (spiritual) attributes and need to manage their affairs using 

accepted business models while pursuing spiritual goals and objectives as put by Ngumo 

(2006). The level of future success of the churches in Kenya and especially the main 

stream churches will depend to a greater extent, to the level at which these churches 

understand the importance of the strategy process for the ultimate direction of the church. 

In recent years organisations have sought to create greater flexibility in responding to 

environmental turbulence (Balogun and Johnson, 2004; Schilling and Steensma, 200 I) and 

given the intensifying competitive environment, it is regularly asserted that the critical 

determinant in the success and, doubtlessly, the survival of the finn is the successful 

implementation of its strategic strategies (Bonoma, 1984; Chebat, 1999~ Noble, 1999). 

Martins and Toledo (2000) remark that possible causes ot failure of the majority of 

organisations in the implementation process of their strategic plans are due to the 

inadequacy of the organisations understanding and effectively addressing those challenges. 

The research therefore seeks to find out, what strategic implementation challenges face the 

mainstream churches in Kenya and what the churches have done to cope with these 

challenges? 

1.2 The Resea rch Objectives 

(i) To determine strategic implementation challenges that face mainstream 

churches in Kenya. 

(ii) I o establish what main stream churches m Kenya do to cope with strategy 

implementation challenges. 
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1.4 Importance of the Study 

This study will be important to all existing church organiwtions both local and 

international Interested in ensuring growth and s ustainability in order to enable them 

develop and sustain competitive advantage in a changing environment. 1 he findings of 

this study are hoped will assist the management of churches to realiLe the need for and 

to come up with strategic plans and ensure their proper implementation for growth of 

their church as well as up-coming churches. 1 he findings will also be useful to the 

non-mainstream churches as the} seek to find ways of survival in their environment. 

Another important aspect o f this study is that it may also enable stakeholders make 

well informed decisions based on management and allocation of church resources. 

They include the church mt!mbers, the staff members, the surrounding communities, 

the government, and the universal church community. rhirdly, the mainstream 

churches of Kenya can establish effective implementation processes of their strategic 

plans and share their ideas with other churches, non-profit organizations, learning 

institutions and be the example other institutions are looking up to. 
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LI 'I'EI{A'f'lJHE I~ EV I E\\' 

2.1 Introduction 

Various researchers and writers with reference to the business sector huvc cxtcn!)ively 

co\oered the subject of strategic formulation and implementation. It is now becoming more 

common to find writers that have applied these principles to nonprofit orgunilations, 

including churches. Strategic f(mnulation and implementation is becoming more popular in 

churches as they sed. ways to improve their ministries and to provide direction (Clinton et 

al., I 995). Church leaders however arc finding that they lack the skills and knowledge to 

implement the planning process. A survey of church pastors conducted to identify the 

continuing education needs of pastors in the areas of leadership and management skills 

identi fied strategic planning as the highest rated topic {Stevens et al., 1996}. 'I he same 

definitions of stmtegic management that are used in the business sector can be applied to 

not for profit organ itations. 

2.2 The Concept of Strategy and Strategy Implementation 

Pearce and Robinson { 1994 ), define strategy as large scale, future-oriented plans for 

interacting with the competitive environment to optimiLe achievement of organiLational 

objectives. Strategy is the din.!ction and scope of an organiLation over the long term, which 

achieves advantage for the organitation through its configuration of resources within a 

changing environment to meet the needs of market!) and fulfill sta~ehulder expectations 

(Johnson and Scholes, 2003}. According to MintLberg ( 1994), stmtegy 1s presented as a 

plan, ploy, pattern, position and perspective and some o f their interrelationships are then 

considered. l he corporate stmteg} should be the marleting strategy. for without a market 

there is no purpose for the corporation and no role for a corporate stmtegy, which would 

not deny any claim that the corporate stratero ta~es a broader view than the firm•s 

activities in the market place (Johnson and Scholes, 2003). Since stmtegic decisions 

influence the way organitations respond to their environment, stmtegy is a fundamental 

planning process. Porter (I 985), de lines strategy as positioning a business to maxi miLe the 

value of the capabilities that distinguishes it from competitors. Thompson and Stickland 
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( 1987), define strategy as the game plan management has tor positioning the company in 

its cho en market arena, competing !)Uccessfully. pleasing cu tomcrs and achieving good 

perfonnance. Strategy can be defined as the approach, grand dc~ign, plan, policy, 

procedure or progr.tm of action ddiberately taken in order to uchie\:c a specific goal. Juach 

and Glueck ( 1988), assert that stratcg) is a unified comprehen~ive and integrated plan that 

relates the strategic advantages of the finn to challenges of the environment and that is 

designed to ensure that the basic obJectives of the enterprise are achieved through proper 

execution by the organi1ation. 

Strategy selects the businesses the organiL.ation i~ to be in or is in, detem1ine~ and reveals 

the organiational purpose in terms of long-term objective~. action programs and resource 

allocation priorities, attempts to achieve long-term sustainable advantage in each of its 

businesses by responding properly to the opportunities and threats in the firm's 

environment and the strength and weaknesses of the organization. It is a coherent, 

unifying and integrative pattern of decisions, engaging all the hierarchical levels of the 

fim1 (corporate, business, and functional), and defines the nature of the economic 

contributions it intends to maJ..:e to its stakeholders. According to (Porter, 1995), a strategy 

is a description of the manner in which a company or enterprise intends to gain a 

competitive advantage. Strategies should allow the enterprise to gain a relative advantage 

through measures its competitors will find hard to follow and allow the advantage to be 

extended even further. Organitations operating in a highly competitive market must be 

able to develop and operationaliLe business strateh')' incorporating product and service 

differentiation or other alternatives of generic competitive strategies to gain a competitive 

advantage in the market place. 

2.3 Factor and Challenges in trategy Implementation 

The business news is filled with ~tories of corporate failure. From the recent dot.com busts 

to the once powerful compan1es whose fortunes have slipped, these unhappy endings are 

often the result of one thing: good strategies gone bad with the underlying cause being 

poor execution. Without an executable plan and the resource~ needed to implement the 

plan even the most innovati\e strategy is merely words on paper. When leaders of a 
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church create strategies, the bc:,t minds in the organisation come together lllld devote their 

time, energy and eO'ort to identif)· wa}:, to outplay the competition, win market share and 

increase shareholder value- all tough challenges. Yet despite this focus, most of the times 

they fail to deliver on the strutcgy - at the imph.!mentation stage. Robbins and Coulter 

(1996) have taken into consideration that no matter how ent .. "Ctively a company has planned 

its strategies, it could not succe.:d if the strategies were not implemented properly. 

Harrison ( 1996) also clarified that the more ineffective the top management decisions, the 

more ineffective are the choices n1ade at lower levels of management. Similarly, if top 

management's strategic choices tend to be successful, it reflects favorably on choices made 

in other parts of the organi1ation. 

Successful implementation means taking the right action. The creation of strategy can be 

an uplifting experience. It helps us clarify who we are, what we want, where we want to go 

and ho\\> arc we going to get there. All this activity, however, leads to one thing - acting 

upon the decisions we make. Without any action, our decisions remain ~ decisions. 

Shemenhom ( 1989) determined that the strategy implementation process included the 

many components of management and had to be successfully acted upon to achieve the 

desired results. llere, the critical point is that effective and successful strategy 

implementation depends on the achievement of good " fits" between the strategies and their 

means of implementation. Effective strategy implementation requires the existence of a 

structure and culture in which constant change is regarded as necessary rather than being 

an exception. A large number of methodologies have been developed over the years on 

different facets of strategy implementation. However, only a few organitations succeed in 

translating these methodologies into measurable performance results (Feurer, et al, 1995). 

2.3.1 Leader hip 

The pastor as the leader of a church is the most logical choice to perfonn the strategy 

implementation function. To be a successful leader, the pastor should incorporate the 

creation of a focused vision or mission; clearly communicate the implicit and explicit 

meanings, and trust in the people who can accomplish it (Bennis, 1985). George ( 1992) 

likens the pastor of a church to the Chief Executive Officer (CEO) in a business 
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~anization. The CEO's major innucnce come!> through vision ca:>ting. A study conducted 

b).J(egin (1991) explored the intcmctiun between minbtry succe ::, and the pre cncd of: 

leadership and management skills (tnduding planning) in pa lOr!>. IIi findings indicated 

that there "as a significant corrdatton between eflccti\e minbtries and pastors who have 

been trained in and ha~e applied management and leader::,hip skills. 

2.3.2 t r ucture 

A relatively neglected area tn strategy implementation is the link between str.Hegy and 

5tructure of the firm. 1 here is no best way to structure a firm as tt all depends on the 

situation facing the firm ; is it large or small; the environmental turbulence; product range 

among other pertinent factors. I he structure-strategy factor addrc::,ses the following two 

i!>Sues: once the strategic plan has been formulated how should the fim1s' activities be 

decided and how will the)' be allocated to groups or teams to allow lor a successful 

implementation. econdly, how will the activities be coordinated to at;hicve a successful 

strategy implementation process'! An organization can be dtvidcd tnto five parts 

depending on its variables. I he strateg)' apex which controls the organiallion and is 

accountable for its pcrfonnancc, the operating core to deliver the basic mission or task; the 

middle management who manage and supervise, the techno-structure who analyze and help 

bring about coordination and standardiLe the process and finally the support staff whose 

activity is to support the main work of the organization. The contingent variables are what 

link the strategy and the structure (Bowman, 1998). 

2.3.3 C ultu re 

Organizational culture is another of the factors to contend with during strategy 

implementation. The attitude of "the way we do things around here" is a stumbling block 

to an organiL.ations ability to implement its strategy. If a change in strategy requires 

certain behavior that ntns counter to the prevailing beliefs, this then represents a serious 

barner to strategy implementation resulting to inappropriate process outcome~. Culture is 

of interest to strategy formulation and implementation because of its influences. The 

cultural process which is categori.,ed as grouping, infonnal and formal power, 

relationships, control and reward systems, management style, stories and symbols. An 
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undcr::>tnnding of the organi~:ations cultur~ can be a source of advantage by undc:rstanding 

its complexity and therefore the uhility to nurture what h good about the culture, the 

barrier:» and then replicate and promulgate cultuml ·best practice' as the organiL.ation 

e:\pands (Bowman. 1998) 

2.3.4 Resources 

The church has a limited amount of resources with which to addre!>s the!>e directives. A 

church must have a well-defined mission and a set of basic objectives in order to allocate 

their resources efficiently. Looking inwardly at resources, risks building a company that 

achieves excellence in providing products and services that nobody wants while a 

successful strategy comes from matching competencies to the market (Brown et al, 2005). 

These are basic factors of production involved in the creation of a product or service. Thus 

materials, machinery, technology, location, premises, labor, brands and reputation may all 

be regards as resources useful to st rateg) implementation (Bowman, 1998). Resources 

may be imitated and in rare cases may not be: for instance a Mrong brand name, which 

mainstream churches capitaliLC on is difficult to replicate by others. A resource easily 

replicated cannot generate long-term competitive advantage. The Resource Based View 

(RBV) identifies four characteristics referred to as isolating mechanisms make resources 

difficult to imitate: physically unique resources like location; path dependent resources 

which are created over time; casual ambiguity where it is difficult for competitors to know 

exactly how a firm has created the advantages it enjoys and by how resources are 

combined for competitive advantage and economic deterrence which involves large capital 

investments in capacity to provide products and services. Resources represent the strength 

and weaknesses of a firm (Pearce and Robinson, 2005). 

2.3.5 Teamwork and Team De,·clopmeot 

Castka et al. (200 I) provide critical analysis of teamwork, and have suggested that teams 

are necessary for develop1ng and maintaining a well-focused implementation of 

organiLDtional plans. ·1 eamworJ... represents an interdependent balance between personal 

preferences of the individual and the needs of an organisation (Kets De Vries, 1999). 

People will only contribute to the team if their personal preferences will be recogni.£ed first 
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(Robbins and Finley. 1996). Additionall), appropriate indicators mu 1 measure change:> in 

team perfonnance. /aari ( 1994) comment!> thm a team approach hould be "measured 

through the voice of procc~~· · I airi also recommend~ measuring the team pcrfonnance 

through people productivity and contribution to the team thruugh their individual ta ks. 

This means that the implcn1cntation of stmtcgic plans can only be achieved if there is total 

involvement of all within the organitation. Communication can represent the difltrence 

between failure and success. I flcctive communication includes maintaining enthusiasm, 

employees' full involvement, undcr~tanding roles and rcsponsihilitie!:i in processes and 

bringing out the best in people in order to enhance their capabilities Cl hiagrajan and Zairi, 

1997). Teams arc capable of developing more creative solutions tu problem!> than 

individuals can as Juran ( 1989) suggests that the} are responsible for defining the mission 

of each of their processes, defining the micro-processes involved and co-coordinating the 

planning, implementation, control and improvement of processes. It is therefore important 

that indicating succcs~ful communication and awareness of the plans is best facilitated 

through teams and team working. 

2.3.6 Process mapping 

Many companies fail to understand the processes because of unclear workflow (Bamber 

and Sharp, 2000). 1 hey often lind out that a simple task runs for some unpredictable 

reason through difTercnt departments and hence it is hard to record it. It is important to stay 

detennined and to see that any .. ambiguities, within process arc actually pointing at 

possible potential to correct errors that run through pmccs~. 'I he identification and 

management of processes in an organisation has been d iscusscd by I· raser (200 I) as an 

essential interpretation of the I 0 9001 standard, indicating thut process mapping itself is 

not sufficient but is an essential start point for high quality performance. 'J he need for 

visualizing processes prior to its implementation and f(>r the ideal process should be 

identified. 
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2.3.1 bange Management 

OrganiLational inertia refers to the force that nl!cds to be exerted on a body to ovcrcurnc its 

state in relation to its motions. Willingness to change may depend upon the organi1ations 

culture, existing structure, product, market positioning and the organi1.ations age. Kurt 

Lewin's three-step model of understanding change has been quoted by Campbell (2002) as 

the process of unfree1ing the current processes, moving to new proccs~es and then 

refreezing the new processes allowing for new measures to be introduced, take place and 

take root in the internal systems. Change management maybe approached by the 

managerialist approach, which begins with education and communication, then negotiation 

and participation and to some dcgrl!c coercion. I he change agent approach also referred to 

as the champion of change is managed from beginning to end by an individual. The change 

agent is a tangible form of change and in most cases an expert in his field 

The effective and eflicient management of the change initiative is essential for the 

successful implementation of plans. Managing change, is concerned with changing 

peoples' behavior and it has been said that people do not object to change per se, but object 

to change being imposed on them (Clarke, 1994). Therefore, establishing a shared purpose 

(or vision of the future) ""ith all staleholders of the organisation will reduce resistance to 

the change initiative. l.ikewbe, clearly defined roles and responsibilities at each stage of 

the planning and implementation requirements arc essential when aiming for a high 

performance organisations' shared purpose and improve the success of the ultimate 

implementation of stmtegic plans (McQueen, 1999). 

2.3.8 takebolder 

These are the innuemial individuals and groups to the strategy process, which by definition 

means that a change in one component ultimately affects other components. They include 

the owners, employees, customers, suppliers, governments, unions, competitors, local 

communities and the general public. Each stakeholder has a different claim to the firm 

ranging from social responsibility, to satisfaction, appropriate return on investment, 

adherence to legislation and better quality of products (Pearce and Robinson, 2005). 
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Stakeholders haH! influence on !>tn.uegy de"elopment and implementation of an 

organization depending on the power of each stakeholder. They depend on the 

organization to fulfill their own goals and on "hom. in tum; the organization depends for 

its success. Stakeholders can be divided into three t)pes depending on their nature; market 

environment stakeholders. sociallpolitical environment and technological environment. 

Their expe(;tations in many cases will conflict thert!fore stakeholder mapping to identify 

expectations and pO\\Cr will help in understanding the political priorities the likely 

reactions to strategy fbmllllation and ultimately its implementation and the ability to 

manage these reactions (Johnson et a l, 2005). 

2.3.9 Environmental Issues 

A firms' environment is divided into several layers which are the macro environment, the 

indus try/sector, competitors and the organizational environmental. With the onset of 

strategic implementation there is an impact on each layer. The key drivers of change need 

to be understood and differential impact involved (Johnson et al, 2005). Key issues in the 

environmental economy as discussed by Pearce and Robinson (2005) are the society and 

demographics in terms of values, attitudes towards marriage, chi ld-bearing, lifestyle, work, 

religion, sex roles, retirement and racial equality on the firms environment. Ecolobry, 

which refers to nature, politics with regard to legislat ion, and technology with reference to 

how new products or services are likely to affect implementation of strategies. The 

operating environment however is affecting by the customer profiles and market change, 

supplier relationships, labor market, and creditors. 

2.3.10 Performance Measurement 

Performance of an organisation is commonly assessed against the mission statement in the 

strategic plan of that organi~tion ; for instance an organisation that has reached its mission 

is considered a high performing organisation, while it is recogniLed that most organizations 

are striving to become a high perfonning organisation. 1 he key processes of an 

organiJ.ation are those that are J...ey to delivering the mission and goals, thus high 

perfo rmance. Likewise, data derived from these processes should be monitored through 
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Ke) Performance Indicator!) in order to demon.stmte levels of perfonnance. The difficulty 

to identify the appropriate and accurah: meru,urements are often as difficult as reaching the 

goal itself. 1 he important point is to know whether there has not been a progress towards 

the goal. 1 o verify succe.ssful identification of the performances, an organisation has to 

develop an ongoing process (cycle) to measure. analyLe, and re-evaluate re.suhs of the 

performance data as to how the :,trategies are being implemented {Sanger. 1998). 

2.4 Strategy Implementation Responses 

In response to environmental challenges a firm needs to consider the implications it will 

have on the two major categories; strategic and operational as discussed in the section 

below. 

2.4.1 Strategy Response 

Top-level management is responsible for the formulation of long-term decision making 

from a period of about live years and over and made to oversee the long-tem1 future of the 

firm. They are two major levels which strategy maybe undertaken namely corporate level 

and business level. 

2.4.1.1 Corporate Level 

De Geus a Dutch executive wi th Shell for thirty-eight years, in his book The Learning 

Organization in 1997 as quoted by Koch (2006), he explored the idea that companies are 

'alive' and most only live for forty to fifty years and then die because the management 

focus on economic activities and forget about the community of humans. Corporate 

strategy is about guiding the evolution of a firm, determining its' character and leadership 

and finding ways to malo..e it appeal to customers and increase value to both owners and 

customers. Corporc1te strateg} is a game of imagination, the gift of inducing profitable 

collaboration (Koch, 2006). Johnson and Scholes (2005) have discussed the corporate 

level to refer to the level of management above the business level and has no direct 

interaction with buyers and competitors. At these level the structure, culture and 

leadership are crucial factors to strategy implementation and if not managed well can prove 
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to be a challenge to the implementation procc!):s. ~hangc:s maybe imposed upon these 
tactor:s and therefore if embraced hy the top level management can expedite the strategy 
implementation pruces:s with minimal rc:sistance. 

2.4.1.2 Business Level 

At this level the concern is competing and succeeding in the market place. Scholars have 
advanced several models on how to compete and the one:s mentioned in this study are that 
of Michael Porter's generic strategies and Ingar Ansofrs growth penetration. The 
competitive strategy in an organiLation is created in the separate business units of a finn . 
rhe business units compete in different markets where customers have different needs and 
requirements. l hrec main clements as argued by Johnson (2005) are first the bases of 
competition which includes differentiation strategies, hybrid and focus strategies; 
secondly, achieving competitive advantage and sustainability of strategy over time and 
thirdly is the detailed choice o f development directions and methods within the more 
generic choices such as new markets, new products, acquisitions or s trategic alliances. 
Porter's generic strategy framework as quoted by Campbell (2002), argues that an 
organization must make two key decisions on its strategy. Is the strategy to be of 
differentiation or cost leadership and M!COndly is the scope of the strategy if it is narrow or 
broad. r:igure I shows a cost focus and differentiation as two extremes of a continuum 
since a strategy can exist in between. An organization can map itself on the continuums as 
well as those in the industry to get an idea where intense competition wi ll occur. 

trategic 

Scope 

Broad 

Focus 

Low Cost 

Cost Leadership 

Cost Focus 

Figure I: The Generic Framework 
Source: Campbell (2002, p 160) 
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Igor Ansoff's product-market framework i most commonly used for anaJyLing the 
possible strategic response of a firm as shown in l·igure II below. Potential areas for core 
competencies and generic strategies can he deployed into the four broad alternatives; 
market penetration, murket development, product development and divcf:)ilication. 

Existing 

Markets New 

I xiMi ng 

Marl...et Penetration 

(increased market share) 

Marl...et De\clopmt:nt 

New 

Product development 

(new or improved product) 

Diversification 
(new customers or market (new products into new markets) 
segments) 

Figure II : The Ansoff Matrix- (jruwth Vector Components 
Source: Campbell (2002. p 175) 

Strategy development and implementation has risks when development requires entry 
unrelated markets though thc!>e will depend on the business assessment of the opportunities 
compared to opportunities in the current market (Campbell , 2002). 

2.4.2 Operational Response 

Operational strategy is important to achieving business goals and gaining competitive 
advantage. It is centml to the strategy implementation. Opemtional response is important 
in providing •strategic fit' in focusing efforts and resources so that operations strategy is 
consistent with the business strategy already devised. Operational strategy can be used in a 
more approach where operational capabilities arc viewed as part of the core 
capabilities/competencies to be exploi ted and used to create new opportunities and target 
new areas. Operations therefore are not necessarily restricted to the implementation stage 
but also the planning stage. Decis ions about the future strategy of the organization are 
made by people and strategies arc implemented by people therefore how those decisions 
will be implemented will depend on the human resource of the firm . The important 
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que!ltion to ask is who, how and why people are doing what they arc! doing and what they 

should do in strategic implementation human resources add value to the stmtegy process 

but, conversely can make spectacular errors some costly to organiwtion. In regard to the 

operational response, gaps maybe dosed by training and development, recruitment, 

redeployment, or redundancy. l ~ach solution has financial and time implications 

(Campbell , 2002). 
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C IIAIYfER T IIREE 

RF.SEARCII METIIO()Ol..OGY 

3.1 Research Design 

A census survey was conducted to establish the strategic implementation challcng~s and 

mechanisms to cope with these challenges among the mainstream churches in Kenya. A 

census survey was chosen because the population is small in number and therefore an 

objective study could be undcnaken by collecting data from all the objects. 'I he design 

also ensured that no element was len to chance and highest accuracy was obtained 

3.2 Target Population 

The s tudy population of interest for this study consisted of mainstream churches in Kenya. 

There are seven mainstream churches, namely Roman Catholics, Anglican Church, 

Presbyterian Church of Eru,t Africa, Africa Inland Church, Methodist, Seventh Day 

Adventist, and Baptist Churches. (Accessed from www.kenyaspace.com down loaded on 

26111 June 2007). The target respondents were senior pastor(s), the sectional pastors and 

administrative heads. Four persons from the seven denominations were approached for 

data collection bringing to a total of twenty-eight respondents. 

3.3 Data Collection 

The study made usc of primary sources. Primary data was collected using a questionnaire 

(Appendix Ill), which was administered to the respondents. It was divided into three 

sections; Section A containing demographic information on the r~pondents and the 

church, requiring some background information on the strategy process. In Section B 

awareness of the challenges on the strategic implementation process and the specific 

challenges faced were addressed and Section C was on mechanisms used to cope with 

strategy implementation challenges in the various churches. 

3.4 Data Ana lysis 

The nature of the data collected was quantitative with one open ended question to give and 

opuon of to cover a matter not addressed in the quesuons. Descriptive statistics were used 
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to analyze data collected. This involved the usc of means, standard deviations, percentages 

and frequencies to measure and compare the results. Data was also presented using 

suitable presentation tools such as pie charts, bar charts and tables where applicable. 

20 



' IIAPTER FOUR 

l>ATA ANALYSI. AND I TERPRETATIO ' 

4.1 Introduction 

This chapter deals with the analysis and interpretation of findings of the study. Strategy 

Implementation Challenges In The Mainstream Churches In Kenya. An analysis of the 

questionnaires distributed to thc seven mainstream churches d•d this. Part A of the 

questionnaire presented the demogmph1c mformation of thc respondents and background 

information on the churches struteg} implementation pmceo.,s. Part B presented 

information on strategy implementation challenges faced by the church and the extent to 

which each challenge affected the implementation of the strategy. I he third section of the 

analysis Part C, presented data on the mechanisms that have been used to cope with 

strategy implementation challenges and the extent of the suc<:ess of these mechanisms. 

A total of 24 questionnaires were received from the respondents out of the total number of 

28 questionnaires circulated to the churches considered as the mainstream churches in 

Kenya. This formed 85.7% of the targeted population for the study. 'I his study considered 

a census, as the number of recorded mainstream churches was only seven with four 

questionnaires distributed to each of the mainstream churches. 

4.2. Profile of Respondents 

The characteristics of the respondents who participated in the study related to gender, age, 

highest level of education and the length the respondent has been with the church and 

background information on the existing strategy implementations process. 

4.2.1 Gender 

hom the questionnaires distributed to the respondents 7 were received from the female 

respondents duly completed while the remaining 17 questionnaires issued were received 

from the male respondents. I he data as presented in Table I, demonstrates that of the 

questionnaires returned II lied Ill . the larger proportion of respondents from the main stream 

churches in Kenya (70.8%} were male. and the remaining 29.2% \\ere female. 
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Table I: Gender of the Respondent~ 

1 Gender Total 

Number Percentage 

Male 17 70.8 
-Female 7 29.2 

Total 24 100 
--

Source: Author, 2007 

4.2.2 Age 

The personnel involved in the management of the various churches and church activities 

were asked to indicate their age within the various age ranges. 'I he results in Table 2 

reveal that the majority of the respondents were in the age groups o f between 36 50 years 

with 33.3% falling in this age group. This implied that most of those in the management of 

church activities were most I} adu lts of the middle age~ bet~een 36-50 years consisting of 

83.3%. 

Table 2: Age o f the respondents used 

Age in Years Male Female Total 
-

No. % No. % No. % 
- --t-- 0 18-29 0 0 0 0 0 

- _,_ 
30-35 0 0 I 14.3 I 4.2 

- - -- - -
36-39 5 29.4 3 42.8 8 33.3 

40-45 3 17.6 2 28.6 5 20.8 
-

46-50 6 35.4 I 14.3 7 29.2 
r- -51-55 I 5.9 0 0 I 4.2 

55-60 2 11.7 0 0 2 8.3 

60+ 0 0 0 0 0 0 
- r-

Total 17 100 7 100 24 100 
- - - ·-

Source: Author, 2007 
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~.2.3 Highest level of education a tta ined 

Re~pondents wt:re n!>kcd to indtcate the highe~t level of education that the) had anained. 

Table 3 indicates that 58.3% ol the rc~pondent~ mterviewc:d had completed at least a 

unive~ity degree. Comparing the respondtmts in respect to their highe t lc~d of education 

attained, more male respondents (70.6%) of the total intervtewcd und 28.6% of female 

respondents had attained the minimum univt!rsit} level ol education. 'I he level of 

education one has attained is expected to reflect the qual it} of \\.Ork and the under~tanding 

of instructions. 

Table 3: Respondents l eve I Of Education Attained 

Highest level of Ma le Female Tota l 
education attained - - - -No. % No. 0 ' No. % , o 

- - - -- --
A' level 2 11 .8 I 14.3 3 12.5 

- --Diploma 3 17.6 4 57 I 7 29.2 

Degree 6 35.3 2 28.6 8 33.3 

Masters 4 23.5 0 0 4 16.7 

PHD 2 11.8 0 0 2 8.3 
-

Total 17 100 7 100 24 100 
- - - ·-· -- -Source: Author, 2007 

4.2.4 Duration Worked For At T he Church 

The majority of the respondents in this study stated that they had been in the service of 

their churches for duration of over I year with only 8.3% of the respondents having been in 

the respective churches for Jess than a year. I able 4 indicates that 33.3% of the 

respondents had stayed at the service of the churches for a period of over ten ( 10) years 

and 40.8% of the respondents have been in the service of the churches for period between 

5- 10 years. 
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Table 4: Duration of Emplo)mt:nt 

r DURATION~ Number Percentage 
below I }ear 1 8.3 
1-3 year 4 16.7 
4-6 years 7 28.2 

7-9 years 3 12.6 

10+ 8 33.3 

Total 24 100.0 

Source: Author, 2007 

4.2.5 Position held at the respective churches 

The result from Table 5 reveals tha t 25% of the respondents in the study were the pastors 
of the churches used or attached c lcrg} and 20.8% o f them were those in the planning 
committee::s of the:: churches. I hesc respondents, the researcher used because they are the 
ones concerned to a great extent to the formulation and ensuring the implementations of 
the said strategic plans. I he dders of the churches accounted for 33.3% of the 
respondents. The church elders arc those used in most cases to give advice to the rest of 
the church committees. 

Table 5: Position At fhe Church 

Position held 

Pastor 

Elder 

Finance Committee 

Deacons 

Planning Committee 

Total 

Source: Author, 2007 

TOTALS 

Number Pe 

6 

8 

3 

") 

5 

24 
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4.2.6 Strategic Decisions Implemented 

Table 6: Strategic Dec1sions Implemented 

Recently Executed Strategic Decisions TOTALS 
-Number Percentage 

Introduction a new program or service 9 37 
Opening of a new church or facil ity - --5 2 1 
Discontinuation of a ministry 2 

1- 8 
Acquire or merging with another church 2 

f-
8 

Change of strategy in an operational dcpanment 3 13 
- -

Others 3 13 
-Total 24 100 

Source: Author, 2007 

Respondents were asked to indicate which of the decisions the respective churches had 

recent ly executed. Table 6 indicates that 37% of the respondents interviewed stated that 

their church had introduced new programs or church services and 2 1% had opened up new 

church new facilities. Discontinuation of a ministry and acquiring or merging with another 

church scored the least with 8% each. 

Table 7: Church Strategic Planning Survey 

Decisions Implemented 

f-
No. 

Does your church engage in strate gic p Ianning? 
f-

We refer to strategic plans when pi ann ing to execute 
activities 

- -Our current church policies adequa tely support strategic 
plans 
The strategies being used are deriv ed fl rom the strategic 
plans -The church leaders are always at t refront in the 

s implementation of the church strat 
he fo 
e~c 
crs 
hurc 

--Our current church leaders and eld have the skills for 
successful implementation of the c h strategies 
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Responses 

YES No 

% No. % 

21 87.5 3 12.5 

12 50 12 50 

15 62.5 9 37.5 

II 45.8 13 54.2 

10 41.7 14 58.3 

17 70.9 7 29.1 



Table 7: Continued 

The church has conducted staff training in strategy I I 45.8 13 54.2 implementation 
Finance needed for strategy implementation is always 15 62.5 9 37.5 available 
Source: Author, 2007 

The respondents were asked to state if they agreed with the statements as given in Table 7 
which revealed that the majority of the churches engaged in strategic planning (87.5%) and 
t.he leadership was ski lled enough to assist in ~ccessful implementation of the same with 
70.9%. However thought the leaders and elders were skillllal in the implementation of the 
strategies, they \\<ere not always at the forefront in there actual implementation scoring 
only 41.7%. 

4.3 C hallenges of Strategy Implementation 

The objective of this study was to determine strategic implementation challenges that face 
mainstream churches in Kenya. To achieve this objective respondents were asked to 
indicate the extent to which they encountered certain challenges in their respective 
churches while implementing strateg}. A 5-point scale where I - No extent at all; 2 = 
Little extent; 3 Moderate extent; 4 - Great extent; 5 - Very great extent, was used. 
The information was scored, such that no extent at all was give a score of I ; little extent a 
score of 2; moderate extent a score of 3; great extent a score of 4; very great extent a 
score of 5. The analysis was done through mean scores where the higher the mean meant 
the greater the challenge and vice versa. The results are shown in Table 8 where SD 
reflects the Standard Deviation. 

It was revealed from this study, that organizational culture did not support strategy 
implementation as the greatest challenge scoring the highest mean of 4.500. This 
challenge was closely followed by problems requiring top managemenCs attention was not 
communicated early enough scoring a mean of 4.2 I 3 and competing activities distracting 
attention from intended strategy with a score of 4.073. I he least challenge was, key 
formulators of the strategies did not play an active role in the actual implementations with 
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a mean score of 2. 142 and overall goals \\ere not suHicicntly well under tood by 

empiO}\!CS with a mean score of 2. 166. 

Table 8: trategy Implementation Challenges 

~-

Challe nge 

dership style 

-
·hip and direction provided by managers were not 
te enouB!!_ 
rmulators of the strategies did not play an active role in the 

Leaders 
adegua 
Key fo 
actual 
Organ 

implementations -
isational culture did not support strategy implementation 

Poorm anagement ofthe church's resources 

Capab iliry of employees involved insufficient 

--
Traini ng and instructions given was adequate 

Co-ord ination and teamwork was not sufficient 

-
Compe ling activities distracted attention 

lmplem entation took more time than allocated 

-- ---
sks and activities were not defined in detail Key ta 

- --
Overa II goals were not sufficiently well understood by employees 

- -
ms requiring top management were not communicated 
nough 

Proble 
earl e 
Major problems surfaced which had not been identified earlier 

-Source: Author, 2007 

4.4. Coping Witb Challenges Of Strategy Implementation 

Mean SD-
Score 
- -

3. 166 1.478 

-
3. 166 1.2 11 

2. 142 - --1.160 

--
4.500 0.8366 

--
3. 154 1.154 

3.909 0.909 

-
2.830 1.062 

3. 122 0.830 

4.073 1.212 

3.6 16 1.090 

-3.2 13 1.073 

2. 166 1.163 

4.2 13 1.142 

3.6 16 1.2 13 

The second objective of the study was to establish what mainstream churches in Kenya do 

to cope with strategy implementation challenges. ro dctennine this objective respondents 

were asked to give the extent to which the mechanisms indicated in the paper were used to 
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cope with strategy implementation challengcs. A 5-point scale where I = No cxtent at all ; 

2 = Little extent,) Moderate extent, 4 = Great extent and 5 Very great extent, was 

used to give the degree to which they faced the challenge. ' I he infonnation was scored as 

no extent at all with a score of I; lillie extent scored 2: moderate extent scorctl 3; great 

extent scored 4; very great extent scored 5. Similarly to thc li rst objective the analysis 

was done using mean scores where the higher the mean meant the greater the it was as a 

highly effective mechanism used to cope with the strategy implementation challenge and 

vice versa. The results are shown in fable 9 where SD reflects the Standard Deviation. 

I able 9: Coping With The Challenges 'I o Strategy Implementation 

Coping Mechanism 

adership 

gement 
-

Change of overall le 

Change the top mana 

Structural adjustmen 

Training and develo 

Use of team work to 

t to suit the strategy 

pment staff on objectives 

implementation strategy 

holders through process implementation Involvement of stake 

Use of a process flow 

Addressing environm 

Use of mcasuremen 

-chart for implementation 

ental issues individually 

t scales for achievements 

Source: Author, 2007 

-Mean SD 

Score 
--

1.333 0.81 7 

2.333 1.366 

2. 166 1.169 
- - 1.751 2.333 

4.166 0.982 
-

3.685 0.830 

1.666·-1 .2 12-
---2.020 1.073 
-- -

3.073 1.266 
--

Use of teamwork to implement strategy scored highly as a favored mechanism to cope 

with strategy implementat ion among most the churches with a mean score of 4. 166. 

Involvement of stakeholders through process implementation was also highly favored with 

a mean score o f 3.685. The least favored mechanism was change of overall leadership 

scoring a mean of 1.333 followed closely by, the use of flow charts for implementation 

with a mean score if 1.666. Involvement of stakeholders through process implementation 

had mean score of3.685, a mechanism favored across the churches. 
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CIIAI,TER FIVE 

CONCLUSION 

S. t ummary, Discussions and Conclusions 

The first objective of this study was to determine the challenges that face mainstream 
churches in Kenya. 'I he results indicate that the greatest challenge rested with 
organizational culture not supponing strategy implementation. communication of problems 
to top management, which required their attention as well as competing activities 
distracting attention from the mtended strategy. The lea!>t challenges were the goals being 
understood by the employees as well as key formulators playing an active role in the actual 
implementation and training and instruction given being adequate for the implementation 
process. 

Previous researches (Parsitau, 2006; Obwoge. 2006) done with similar institutions 
indicated the need for education on strategy implementation to take priority for its success, 
which from this study shows that mainstream churches have taken into consideration. 
Challenges such as communication were evident from other researches done and this 
continues to be a challenge even with the mainstream churches. The cultural impact 
cannot be stressed enough in most of the researches and the same was true for the 
mainstream churches. 

From the foregoing discussions, the conclusion is that emphasis needs to be put on 
working on the organizational culture and especially where the institutions are well over 
I 00 years old and change is not necessarily welcome. Activities need to be redefined so 
that the different depanments arc not in competition wi th each other but work together. 
Speculation of problems that might occur while implementation such as stakeholder 
matters, resource allocation and spiritual issues should be addressed and openly. Though 
the study showed that key formulators role in strategy was not a highly rated challenge. 
perhaps to increased the capability of employees involvement is to ensure that they too are 
key formulators of the strateg} 
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I he second objective was to e:,tablish what mainstream churche:; in Kenya do to cope with 

strategy implementation challenges. I he results indicate that usc of team work was a 

mechanism highly favored and by mn~t ol the churches. Involvement of stakeholder:> was 

also a popular mechanism as with most of the churches. hange of overall leadership had 

a low score as a mechanism to cope with str.ncgy implementation a~ well as use a process 

Oowchart for implementation. Addressing environmental issues did not also score highly 

as a mechanism to cope with the challenges faced. 

Previous studies done on strategy implementation (Pars itau, 2006; Obwoge, 2006) have 

cited leadership change and measurement scales as the least used mechanisms to ensure 

that the implementation process ta"cs place. I his was the same for the mainstream 

churches in Kenya which did not favor the mechanisms much either. 'J he leadership 

however does understand the importance of using teamwork in implementation of any 

project and the need to involve the stakeholders in the implementation process as with 

other organizations. 

In conclusion from the foregoing discussions churches should not shy away from use of 

process now charts for implementation even if most upon probing felt that putting divine 

matters on a time line is not spiritually moral since God's timing is not our timing. Some 

reminded me that it took even up to SO years for the church to be in its present state thus no 

sense in measuring tasks. Stakeholder involvement has received favor form the 

congregants who feel that they now know where their church stands and is goes even in the 

face of mushrooming of new churches which had earlier lured a large number from the 

mainstream churches. 

5.2 Limitations of the Research 

The period of study for this research did not adequately allow for sufficient data collection 

for a comprehensive study. Of those approached to respond, 14.28% did not do so while 

other.. responded way too late to mclude their feedback in the results. Others did not 

understand fully the questions or statements in the questionnaire therefore giving a 
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response accord ing to their own interpretation of the que tion. 'I he use of the leader hip as 
re:>pondents for the ~tudy limited the rc~ponses and skewed the results as if to ~how that 
leadership was never an issue. It emerged that most of the leader~ wer\! the key 
formulators of the ~trategies and held significant positions in tenns of the Implementation 
process. 

5.3 Recommendations for Further Research 

The use of an interview guide together with the questionnaire would be a useful tool for 
data collection. In a matter of fact mnst of the respondents gave more information about 
their experience with the strategy implementation proces~. which was not covered entirely 
in the questionnaire. Since the respondents showed interest in the study to reveal how they 
were doing in strategy implementation process, study involving a wider range of 
respondents such as the congregants, employees, volunteers and overseers would give a 
much a comprehensive survey. 

This study by its nature has not been able to exhaustively investigate all the variables that 
explain all the internal e fficiencies concerning strategy implementation challenges in the 
mainstream churches in Kenya. Recommended for further research is the impact of 
management style to strategy implementation and goal setting and controls problems in 
strategy implementation in the local churches in Kenya. 

5.4 Implications for Policy and Practice 

The study found that organi1ational culture did not support strdtegy implementation to a 
large extent. It is possible that this challenge may have hindered the potential growth of 

the church in terms of numbc~ and expansion in tenns of planting new churches. It is 
recommended that the full involvement of the stakeholders is taken into consideration. 
These wi ll mean that the congregation, employees, attached clergy and other interest 
groups are involved in the strategy planning process from the beginning. As the strategy 
plans arc drawn a representative from the stakeholders should be involved. 'I his will allow 
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for them to own the process as the actual implementation begins tn take place. An expert 

in the field of strategy implementation can be engaged to assist in involving everybody by 

use of models, which have proven to succeed in the secular world as well as similar 
institutions. 

Communication channels from the lo~C!r carder to the senior staiT came out as another 

challenge the mainstream churches. Matters that required the attention of the top 

management were not communicated early enough thus causing a delay in acting on issues 

and possibly wasting resources in the process. This can easi ly cause discouragement 

among those who are responsible to see that the strategy is successfully implement. It is 

recommended that the U!>C of teams to manage the stratl!gy process can expedite the 

communication of any matters requiring top management's attention. The team should 

consist of a spectrum of stakcholdc~ as well as senior management. ·r his will ensure that 

issues faced in each team will be communicated faster and acted upon in good time. 

From the study the way in which strategies implementation was communicated in a 

number of the churches did not give the implementers the clear picture of the strategies and 

the implementation process. It is recommended that there is need for managers to 

continually update each other in the project team towards sustaining the implementation 

momentum. The church leaders need also to insist on a common implementation fonnat so 

as to streamline communication by pinpointing emerging issues in the period of the 

implementation. This makes the total impact of communication within the team or unit 

easier and also greatly enhances comparison or collaboration within the project teams, and 

with senior management. 

Most institutions that have exited for a period of ten or more years have a system that is 

deeply ingrained that it is almost automatic. Strategy implementation can sometimes mean 

that we no longer can do a~ the system has been. f-or instance the church may need to 

change the order of service or increase the services to cater for everybody. If it has been 

that every Sunday at a ccnain hour another activity has been taking place, it may compete 

with the intended strategy and C\lcntuall) fail to talc full implementation. Competing 
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activities distracting attention from the strategy was high on the list of chall«!nges. The use 
of nowchans is recommended so that it is possibly tor everybody to visualize how the 
process of change will take place. Drdstic measures should be avoided as much as possible 
but incrementally new activities can be included in the system until it is no longer a 
distraction but part of the syMem. 

The study also found lhat major problems surfaced which had no been identified earlier as 
another challenge. When the implementation process is faced with problems not earlier 
identified, it is possible to distract the attention of those involved in the implementation 
process to fire fighting or damage control and abandoning the stmtcgy all together. It is 
recommended that the usc of scenario planning should be done so as to be ready for any 
eventuality that may occur and yet not get distracted from the implementation process. 
The church believes that strategy implementation is a journey of faith, but let us be found 
ready for anything (Cathedral Church of All Saints, 2007). 

These recommendations however do not only apply to those in the mainstream churches 
only but also to all other organizations in Kenya and other developing countries that would 
want to improve on their effectiveness in the implementation of strategies to generate 
competitive advantage over their competitors and enhance corporate growth and 
sustainability. 
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At'P I•,NHil L~ 

APPRNI>IX 1: UNIVEUSITY LETJ'J~H OF INTIH) I>UCTI ON 

a 
lJNIVKRSrrt OF NAIROBI 

SCHOOL OF BUSINESS 
MBA PROORAII- LOWRR KABIITR CAIIPUS 

Telephone 4 t M 160 fxl 201! 
Tclc,ram~ "Vu~il) •·. t-h1irnhi 

Tclu: 22095 v,.,~it) 

TO WHOM IT MAY CONCERN 

r 0 lln~ ) 0197 
N~•whi. J...en' 1 

· bo«.CAS ~A~~U \ ~ ~\,W(~\~ 
The bearer of th1s letter ...... .... . . ...... ........ ..... ... . ....... .. ... ........ . ........... .. . 

Registration No: . 1?~.1 . ./.f ./.~~·j ~l ./. Q.1 (. ... . . . ... .. . ..............•..... 

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 assessmnnt 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 wi ll be used solely for academic purposes and a 

copy of the same will be availed to the interviewed organizations on request. 
I I 

Thank you. 
. / ;" 

··~}h- - (_ 
J.T. KARIUKI 
CO-ORDINATOR, MBA PROGRAM 
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APPE I>IX II : LETf£R OF I TROI>lJCTION 

eplember, 2007 

Dear Re:,pondent, 

lam currently pursumg a cour')c ot ::.tudy for a Degree ol Ma!,ter of Business Administration (MBA) at 
the chool of Business, University of Nairobi. As part of the study I am carrying out a research on: 
Strategy Implementation Challenges In The Main Strl.!am Churches In Kenya. 

Your church has been selected a::. nne of the respondents to participate in this study. This questionnaire 
is intended to obtain opinion!,. views. feelings or beliefs to enable me come up with recommendations 
to assist organizations improve on their practices. 

I would wish to request you to spare a lew minutes of your precious time to fill in the attached 
questionnaire and to provide the required information on the above area of study to the best of your 
knowledge. 

The infonnation you will prov1de wi ll be treated with the utmost confidence and only for the academic 
purpose mentioned above. 

Your assistance in facilitating the same will be highly appreciated 

lhank you, 

Yours sincerely, 

Dorcas Kung'u 
RESEARCHER. 
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APPENDIX Ill : QU[ 'TIONNAIRE 

A. Background Information 

Please tick in the appropriate position and where applicable ansv .. cr in the space provided. 

I. Gender of the respondent Male [ ] Female I J 

2. Age of the respondent: 18-29 ( 

30-35 l ] 

36-39 [ ] 

3. llighest level of education attained: A' Level f J 

Diploma I 

Degree [ ] 

4. How long have you been working for Lhis company: 

Below I year [ 1-3 years [ ]4-6 years [ 

40-45 [ 

46-50 

50-55 

55-60t [ 

Masters [ 

PhD 

Others -------

] 7-9 years [ ] I 0+ [ 

5. Marital status: Single [ ] Married [ ] Divorced [ ] Widowed [ 

6. Name of the church --------------------------------------
7. Position in the Church 

8. For how long have you been in this position (Years) ____________________ _ 

9. The department of the respondent -------------------------------
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10. Which one of the following decisions has been recently executed by your church in the last 5 

>ears? 1 ic"- appropriate answer. 

( ) Introduction a new program or service 

( ) Opening of a new church or facility 

( ) Discontinuation of a ministry 

( ) Acquire or merging with another church 

( ) Change of strategy in an operational department 

( ) Other (Please specify) 

II. In the following indicate if)OU agree with the statements b} tic"-ing the appropriate answer, YES 

or NO against each question. 

YES NO 

To the best of my knowledge our church has strategic plans 

We refer to strategic plans when planning to execute activities 

Our current church policies adequate ly support strategic plans 

The strategies being used are derived from the strategic plans 

The church leaders arc always at the forefront in the implementation 

of the church strategies. 

Our current church leaders and elders have the skills for successful 

implementation of the church strategies 

The church has conducted staff training in strategy implementation 

Finance needed for strategy implementation is always available 
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B. trategy Implementa tion ha llcng~ 

To what extent do you find eal.h ot the following a challenge in )OUr strategy implementation process. 

Use a 5-point scale where 

1 = o ex tent at a ll 

2 =Little extent 

3 =Moderate ex tent 

4 =Grea t ex te nt 

5 =Very great ex tent 

I. Poor leadership style 

2. Leadership and direction provided by departmental manager~ 

was inadequate 

3. Key formulators of the strategic decision did not play an active 

role in the actual implementation of the activities of the project 

4. Organizational culture did not support strategy implementation 

5. Poor management of the church's resource:, 

6. Capabil ities of employees involved was insufficient 

7. Training and instructions given to employees was inadequate 

8. Co-ordination and teamwork was not sufficiently effective 

9. Competing activities distracted anent ion from the decision~ 

10. The project took more time than originally allocated 

II. Key implementation tasks ami activities were not sufficiently defined 

12. Overall goals \.\ere not su rticicntl y ''-ell understood by employees 

13. Problems requiring top management involvement were not 

communicated early enough 

14. Advocates and supporters of the strategic decision left the organi1ation 

during the project implementation period 

15. Major problems surfaced '"'hich had not been identified earlier 

16. takeholders innuence on the strateg) 's implementation 

17. Targets set were too high. 
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18. Uncontrollablt! factors outside the church's ability had an nd~erse 
impact on implt!memation ( ) ( ) ( ) ( ) ( ) 

19. Information S}stems used to monitor imph:mentation \\ere inadequatt! ) ( ) ( ) ( ) ( ) 

C. Mechanisms U ed To Cope \\'ith trategy Implementation Challenge 
To what extent did you use each o f the following approacht!s to cope with stmtegy implementation 
challenges in your organiLation. l 'se a 5-point scalt! where: 
I = No extent at all 

2 = Little extent 

3 = Moderate extent 

4 = Creal extent 

S = Very greut extent 

2 3 4 5 
I. Change of the over.ill leadership { ) ( ) { ) { ) ( ) 
2. Change of the top leader ( ) ( ) ( ) { ) ( ) 
3. Structural adjustment to su it the strategy { ) ( ) { ) { ) { ) 
4. Training and development of strategy objectives to staff ( ) { ) ( ) ( ) { ) 
5. Communication of objectives to stakeholders { ) { ) ( ) { ) ( ) 
6. Usc of teamwork to implement strategy ( ) ( ) ( ) ( ) ( ) 
7. Involvement of stakeholders thro ugh the implementation process ( ) ( ) ( ) ( ) ( ) 
8. Usc of a process map/flow chart for implementation ( ) ( ) { ) ( ) ( ) 
9. Addressing of environmental issues individually ( ) ( ) ( ) { ) ( ) 
I 0. Use of measurement scales for achievement of objectives ( ) ( ) ( ) ( ) ( ) 

THANK YOU FOR YOUR CO-OPERATION 
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