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ABSTRACT

In the world of management, increasing numbersenfcs managers are recognizing that one of
the key routes to improved business performanémpementation of effective strategic plan.
This applies even to the insurance industry whose&r@nment dynamism in the current times is
posing many challenges to all insurance compamestleerefore calling for effective strategic
plans to be formulated and implemented. The oljectf this study was to establish the
challenges affecting the implementation of stratggian at Blue Shield Insurance Ltd. The
research design employed in this study was a dadg.Data was collected through the use of
primary data including both the interview guide dahd questionnaire. Data collected was both
guantitative and qualitative in nature. Qualitatdega was collected through an interview guide
and analyzed using content analysis while SPSused to analyze the quantitative data, which
was collected using the questionnaire and repredentsing tables. Overall, strategic
management assists an organization to improvesopeittormance and productivity. The main
challenges affecting implementation of strategaenpihclude inadequacy of resources which are
mainly financial in nature. In addition, lack of pettise is another challenge affecting
organizations. Training sessions on strategic mamagts are therefore imperative as they
update the trainee with skills and knowledge ref¢\vhat are relevant in decision making. The
researcher therefore recommends that the compargscaut an evaluation on the application
of the strategic plans. In addition, the governmastone of the major stakeholders on the
stability of country’s economic trends should tdke responsibility of moderating the trends so

as to prevent very adverse effects due to thesahitises.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

This chapter is an introduction to the study anderitails the definition of strategy
implementation concept, overview of the Blue Shiétdurance Ltd, the statement of the
problem as well as the objectives of the study. Thapter also details the importance of the

study.
1.1.1 Concept of Strategy | mplementation

Strategy is the direction an organization takesptsition itself to achieve and maintain
competitive advantage within its industry. Therefone element of strategy that we consider is
the set of competitive priorities that define arfis strategic manufacturing capabilities. To
recognize explicitly the growing importance of tlggobalization, we also consider the
geographic scope of a firm’s strategy, which isektent to which a firm’s customers are located
over a wide geographic area. A strategy is theasnéc of some form of planning, organized
process for anticipating and acting in the futureorder to carry out the organizations mission
(Baker, 2007). More specifically, a strategic pfasm a an organization outlay that helps in
deciding in advance what kind of planning effortasbe undertaken, when it is to be done, who
is to do it, and what will be done with the resulfle more of an organisation’s activities that

are affected by a plan, the more strategic it sdf@rd, 2000).

The longer the effect of a plan and the more diffiat is to reverse, the more strategic it is
(Goodsteinet al, 2001). Therefore, a strategic plan is concerneth wiecisions that have
enduring effects that are difficult to reverse.agigic planning is long-range in nature. In
general, strategic planning is concerned with thegést period of time worth considering.
According to Maddock, (2002), Strategic plans dei#h the futurity of current decisions. It also
looks at the alternative courses of action thatogren in the future; and when choices are made

among the alternatives they become the basis famma&urrent decisions.



An effective strategic plan starts with stratedigeatives. Objectives indicate what management
expects to accomplish, while planning sets forttvhehen, where and by whom the objectives
will be attained. Strategic objectives give risestmategic planning maturities. These maturities
reflect the scheduled points in time by which smat objectives are scheduled to be
accomplished. In turn, strategic planning matwitege established within planning horizons
(Kargar & Parnell, 1996). Hewlett (1999) suggedtatt“a strategic plan and the strategic
planning process itself offers a competitive edged s&enables a company to measure

achievements against expectations.”

A rational framework to evaluate the effectivene$strategic plans can be found among the
tools of strategic planning. The balanced scoredakaloped by Kaplan and Norton (2001) was
developed for a framework to communicate and implanstrategic plans. It has turned out that
the balanced scorecard approach can also be uggantstrategies Kettunen (2004b). It is also
important to find out a rational framework to ek the strategic plans and performance.
Otherwise the effectiveness of strategic plan isedaon subjective judgments of different

persons.
1.1.2 Blue Shield Insurance Company Ltd

The main players in the Kenyan insurance induste. ansurance companies, reinsurance
companies, insurance brokers, insurance agentsfiaallly the risk managers. The statute
regulating the industry is the Insurance Act; Lak&enya, Chapter 487. Insurance business can
broadly be classified into general and life. Desghis classification the different classes of
insurance businesses can be viewed as lines afidassalong the profit centre concept. There
were 43 licensed insurance companies in 2007. Tyweompanies wrote general insurance
business only, seven wrote long term business while fifteen were composite (both life and
general). There were 201 licensed insurance brpkErsmedical insurance providers, 2665
insurance agents, 2 locally incorporated re-insr28 loss adjusters, 1 claims settling agent, 8
risk managers, 213 loss assessors/investigatorgnsd®ance surveyors, and 8 risk managers
during the year, (AKI, 2005).



According to the KPMG’s 2007 Kenya Insurance Suyviye General insurance industry in
Kenya is mainly driven by four main lines of busaeMotor- Commercial, Fire- Industrial and
Engineering, Motor- Private and Personal Accid&he life insurance industry is mainly driven
by two main lines of business: Ordinary Life andp&@annuation, which includes Group Life
Insurance and Deposit Administration. Blue Shigldurance is a composite insurer established
in 1982. The Company was started with the goal aking insurance products and services
accessible to a wide cross section of Kenyans.origins of the company have endeared it to

Kenyans as it is with pride that we say we areytkényan (AKI, 2005).

As one of the oldest indigenous owned insurancepemies blueshield has a large market share.
With its head office in Nairobi, countrywide branchtwork and a strong team of intermediaries
who include brokers and agents. In the last 26 syeBlue Shield insurance has undergone
significant growth. The company has authorized esltapital of Kshs. 250 million and its asset

base is over Kshs. 3.1 billion. The life fund todagnds at Kshs. 260 million.

The strong base ensures that the company can umigeanwy form of risk and adequately cover
its obligations. Its unwavering commitment to ctlemeeds and satisfaction make it the ideal
partner for your insurance solutions. In an efftmtenhance the strategic planning in the
company, Blue Shield insurance has identified amalyaed the problem areas in insurance and
come up with solutions for them. These productsbaicked by dedicated management systems
to ensure that in case of claims arising, the thiemot unduly hindered from compensation by

insurance jargon, ambulance chasers, and fraudstégstedious procedures.

BlueShield Insurance Ltd is currently facing adbthallenges. The first challenge is to come up
with a solution for company whose viability is thtened by their inability to meet policy holder
claims. The second major challenge is how to geéagnawth for an industry that has significant

potential for growing as a percentage of Gross Dxim@&roduct but has been stagnant.
1.2 Statement of the Problem

In the world of management, increasing numbersnics managers are recognizing that one of

the key routes to improved business performanempdementation of effective strategic plan



(Renaissance Solutions Ltd, 1996). This appliesnet@ the insurance industry whose
environment dynamism in the current times is posmmgny challenges to all insurance

companies and therefore calling for effective sfat plans to be formulated and implemented.

All the attention paid to challenges facing managemappraisal in general is therefore
testimony to its potentially pivotal role in infloeing organizational performance and
effectiveness. For the insurance industry, theadyem of the insurance environment in the

current times is posing many challenges to allnasce companies.

Following the background of this study, it is orthose insurance companies that are able to
adapt to the changing external environment and tatep ideas and ways of doing business that
can be guaranteed of survival. Some of the forédeshange that have greatly influenced the

insurance industry include intense competition,bglzation and technological advancement

(Kettunen, 2004b).

There is a vast knowledge on the strategic pladsstmategic planning as put forward by various
researchers including Detest al, (2000); Jarrar and Zairi, (2000); Prajogo and MoeDott,
(2005). Recent research suggests that linking aghons’ strategic plans with content and
process aids strategic plans implementation andowgs performance (Browat al, 2007,
Kotha and Swamidass, 2000; Papke-Shields and MalH2201).

While these frameworks emphasize the importancdrafegic plans, they do not give details of
the challenges affecting implementation of stratqgan. Guided by this knowledge gap, this
proposed study fills that void by answering theesesh question: What are the challenges

affecting implementation of strategic plan in Biskeield Insurance Ltd?
1.3 Resear ch Objective

The objective of the study was to establish thdlehges affecting implementation of strategic
plan at Blue Shield Insurance Ltd.



1.4 Importance of the Study

The study will provide information on strategic pdato potential and current scholars. This will
expand their knowledge on strategy implementatoimsurance sector and also identify areas of
further Research. In the same vein, the reseasdi@ilars will benefit from this study, either in

advancing in the same research problem or in dateceresearch phenomenon.

Although the emphasis in this project is on academesearch, the Blue Shield Insurance
management will benefit from the insights presentBakerefore, we hope that the mentioned
company’s management will pick up on some of tlseies that have been presented and will
begin to respond to these challenges. It is exdeittat the management team at Blue Shield
Insurance will re examine their management positbich will help them steer the company in

the volatile insurance industry in KenyMoreover, the study will identify the external

environmental factors that affect implementationsthtegic plans in Kenya especially in the

insurance industry.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter discusses the past studies on sitgikgi. The concept of strategy is first discusses
and then the strategic planning process. In addittballenges affecting implementation of the

strategic plans are also discussed in details.
2.2 Strategy | mplementation

The main functions of strategic plan have beenarpt by Johnson and Scholes (2003) as
identifying the organization's current mission, eaives, and strategies, analyzing the
environment, identifying the opportunities and #ise analyzing the organization's resources,
identifying the strengths and weaknesses, forrmgatand implementing strategies, and

evaluating results.

Strategic decisions determine the organizatioratioms to its external environment, encompass
the entire organization, depend on input from &lflumctional areas in the organization, have a
direct influence on the administrative and operatlactivities, and are vitally important to long-

term health of an organization (Shirley, 1982). ércling to Hamel & Prahalad (1989), strategies

must be well formulated and implemented in ordeattain organizational objectives.

Hamel & Prahalad (1989) determined that the strafgign implementation process included the
many components of management and had to be stidbessted upon to achieve the desired
results. Here, the critical point is that effectimad successful strategic plan implementation
depends on the achievement of good “fits” betweke strategies and their means of

implementation.

Robbins and Coulter (1996) have taken into conatder that no matter how effectively a
company has planned its strategies, it could noteed if the strategies were not implemented
properly. Harrison (1996) also clarified that thermineffective the top management decisions,

the more ineffective are the choices made at |dewesls of management.



Simons and Thompson (1998) refer to three categofiéactors that affected strategic decision-
making process: environmental factors; organizalidactors; and decision-specific factors.
Here, environmental factors mean external agenth a8 national culture, national economic
conditions, and industry conditions. Organizatiofettors refer to organizational structure,
organizational culture, structure of decision mgkbodies, impact of upward influence, and

employee involvement.

Decision-specific factors can be explained as tins&, complexity, and politics. According to
Porter (1985) strategists must assess the fordestiaj competition in their industry and
identify their company's strengths and weaknedbes), strategists can devise a plan of action
that may include first, positioning the companytisat its capabilities provide the best defense
against the competitive force; and/or second, erfing the balance of the forces through
strategic moves, thereby improving the companysstion; and/or third, anticipating shifts in the
factors underlying the forces and responding tantheith the hope of exploiting change by

choosing a strategy appropriate for the new coripetbalance before opponents recognize it.

Harrison & St. John (1998), and Woolridge emphakittet the strategic plan implementation
could be more difficult than thinking up a goodastégy. Harrison and Pelletier (1998) explained
that the real value of a decision surfaced onlgrahie implementation of a decision. In other
words, it will not be enough to select a good deonisand effective results will not be attained

unless the decision is adequately implemented.

Kaplan, (2005) stated that there were mostly imtligi barriers to strategic plan implementation
such as too many and conflicting priorities, ingudint top team functions, a top down

management style, inter-functional conflicts, poartical communication, and inadequate
management development. Eisenstat (1993) pointedhati most companies trying to develop
new organization capacities failed to get over ¢hesganizational hurdles: competence, co-
ordination, and commitment. Sandelands (1994) atdit that there were difficulties to

conjecture the commitment, time, emotion, and energeded to translate plans into action.
Peng and Litteljohn (2001) explained that the pmitturbulence might be the most important

issue facing any implementation process.



Peng and Litteljohn (2001) mentions that intendeatesgies would be implemented as they have
been envisioned if three conditions were met. Fiteise in the organization must understand
each important detail in management's intendedegtya Second, if the organization is to take
collective action, the strategy needs to make ashnaense to each of the members in the

organization as they view the world from their ogamtext, as it does to top management.

Peng and Litteljohn (2001) notes two dimensionsstofitegic plan implementation: structural
arrangements, and the selection and developmeikieyfroles. According to Govindarajan
(1989), effective strategic plan implementatioraffected by the quality of people involved in
the process. Peng and Litteljohn (2001) claimed dhality of people as skills, attitudes,

capabilities, experiences and other characterigtigsired by a specific task or position.

McKinsey's (1982) model describes the seven factoittcal for effective strategy execution.
The 7-S model identifies the seven factors as egjyat structure, systems, staff, skills,
style/culture, and shared values. Strategy is tsitipning and actions taken by an enterprise, in
response to or anticipation of changes in the mateenvironment, intended to achieve
competitive advantage. Structure refers to the wayhich tasks and people are specialized and
divided, and authority is distributed; how actiegiand reporting relationships are grouped; the

mechanisms by which activities in the organizatios coordinated (Kaplan, 2005).

Systems refer to the formal and informal proceduisesd to manage the organization, including
management control systems, performance measuremuast reward systems, planning,
budgeting and resource allocation systems, and geament information systems. Staff refers to
the people, their backgrounds and competencies;thewnrganization recruits, selects, trains,
socializes, manages the careers, and promotes wmeglo Skills refer to the distinctive
competencies of the organization; what it does lkaehg dimensions such as people,
management practices, processes, systems, techin@od customer relationships (Kaplan,
2005).

Style/culture refers to the leadership style of aggrs — how they spend their time, what they
focus attention on, what questions they ask of eygas, how they make decisions; also the
organizational culture (the dominant values andiebel the norms, the conscious and



unconscious symbolic acts taken by leaders (jdbstitdress codes, executive dining rooms,
corporate jets, informal meetings with employeésistly, shared values refer to the core or
fundamental set of values that are widely sharedhe) organization and serve as guiding
principles of what is important; vision, missiomdavalues statements that provide a broad sense
of purpose for all employees (Kaplan, 2005). Th& Taodel posits that organizations are
successful when they achieve an integrated harnamngng three “hard” “S's” of strategy,
structure, and systems, and four “soft” “S's” oillsk staff, style, and super-ordinate goals (how
referred to as shared values) (Kaplan, 2005).

2.3 Strategic Planning Process

In today's highly competitive business environméniglget-oriented planning or forecast-based
planning methods are insufficient for a large cogtion to survive and prosper. The firm must
engage in strategic planning that clearly definegdaives and assesses both the internal and
external situation to formulate strategy, impleminat strategy, evaluate the progress, and make

adjustments as necessary to stay on track.

Strategic planning processes will be designedttéh® specific need of the organization. It's
argued by McCarthy, 1996; Arthur, 1989] that eveugcessful model must include vision and
mission, environmental analysis, setting objectaed strategic analysis choice. Identification of
the institutions vision and mission is the firgsbf any strategic planning process. What is our
business and what will it be?. This help in infgsthe organization with a sense of purpose and
direction and giving it a mission. A mission is tatement broadly outlines the organizations
future course and serves as a guiding concept. eceision and mission are clearly identified
the institution must analyze its external and m&renvironment [Harrison & St. John 1998].
The environmental analysis performed within thenfeawork of the SWOT analysis, analyses
information about organization’s external enviromtj@conomic, social, demographic, political,

legal, technological] and internal organizatioreadtbrs.

The act of setting formal performance objectives\vents the organizations mission and
direction into specific performance targets to bhi@aved and protects against drift confusion
over what to accomplish and toleration undemandasglts [Arthur 1989]. The organization is



able to draw short range objectives which drawnéitte to what immediate results to achieve
while long range objectives consider what to do nowhave the organization in position to
produce results later. The institution then evasadhe difference between their current position
and the desired future through Gap analysis. Tseclp the gap and achieve its desired state the

institution must develop specific strategies.

Strategic evaluation and control involves not oelaluating strategy for deviations from
intended course but also for flexibility towardsspending to the new challenges and
determining the effectiveness and the pace of tifgementation [Johnson and Scholes 2003].
The institution should measure current performaagainst previously set expectations, and
consider any changes or events that may have iegbdbe desired course of actions. The
revised plan must take into consideration emergardategies and changes affecting the

organization’s intended course.

This ongoing stream of new and revised strategi’amoand means that an organization
prevailing strategy is never the result of a siagirategizing effort rather the pattern of moves
approaches and decisions that establish an org@mmz&trategy assumes its shape over a period

of time.
2.4 Challenges Affecting Strategic Plans

This section discusses the challenges that an iaagam faces dusting implementation of
strategic plan. These include the resource cong$taiorganization structure for process
coordination, management and leadership, polifaabrs, involvement of valuable knowledge,
supportive implementation instruments, poor momgprnd evaluation of performance as well

as organization structure.
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2.4.1 Resour ce Constraints

a) Budget Constraints

Hewlett (1999) suggests that most strategic plaasardled by the financial constraints during

the time of their implementation. It is importapgrticularly at the business level, to integrate
non-financial measures such as market share oremngrkwth in the budget, so that one can
better assess the extent to which improved conneestrength is being achieved as well as the
extent to which deviations are due to changes enhilsiness attractiveness. Also, since most
budgets will be based on operating departments, ihportant to superimpose key non-dollar

factors that would signal whether the strategicgpams are proceeding on schedule. The
concern for financial measurement accuracy in thdgbts seems to have jeopardized the

concern for relevance in some companies' budgets.

The various program alternatives need to be ecatadiyievaluated in two respects. First, there
are different ways to achieve a particular stratégiplementation action and these alternatives
should be compared. A cost/benefit analysis is egebdut unfortunately is done too often on

narrow grounds. By only looking at the financiaktoand benefits without taking a strategic
risk-assessment into account one might easily putisel less favorable project or fail to search

for less risky alternatives (Porter 1985).

To assess risk in this strategic context threesstédpanalysis must be carried out: a specific
assessment of which budgetary factors might sicamfily affect the strategic plan’s success; an
assessment of the degree of predictability of efacdhor; and an assessment of one's own
potential for responding to a particular environtaédevelopment to ameliorate adverse effects
or to take advantage of favorable developmentssTtie choice of plan alternative should put
major emphasis on maintaining strategic flexibi{lisenstat 1993). Unfortunately, a too narrow
financial analysis typically seems to take placeicwhdoes not pay proper attention to

maintaining strategic flexibility. The second agpetthe economic evaluation of the strategic
planning activities relates to the aggregationtadtsgic programs into an overall "package” for
the division. Many businesses do not take exispirmgrams into account when choosing the
overall "package" of strategic programs; thus, toatinued relevance of existing strategic

programs is not examined (Kaplan, 2005).
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However, even if a "zero-base" approach has bdentto the program package evaluation,
another problem seems to be that the package senhaccording to some cut-off point on a
cost-benefit ranking, without paying proper attentito how the combination of strategic
programs provides the direction agreed upon fobti@ness during the objectives-setting stage.
Too often, the strategic programming activities lafeopen-ended without proper assessment of
overall business strategy impact and consistendly thie business objectives. When a set of
strategic programs has been decided upon it iSechphat resource allocations have been made
for these programs, often for several years ineoftiiure. Without providing for the necessary

assets and strategic expenditures a strategicgrogannot be implemented (Eisenstat 1993).

However, in most companies there is a long traditaf allocating resources to capital
investments through capital budgeting and for etjat expenditures through discretionary
expenditure budgets. There is a problem when thresitional resource allocation procedures
are not modified to be consistent with the resowl@cation pattern implied by the strategic
programme activities; the new role for the traditibcapital budgeting and strategic expenditure
tools should be as fine-tuning and safety-checkiegices for the strategic resource allocation
pattern, and not as devices to frustrate the pssgvéstrategic programs. Unfortunately the latter
might easily become the case, particularly wherediht organizational staff groups are

primarily responsible for the activities (Peng dsitieljohn, 2001).

Many projects are based on cost budget. Theréesdency in the private sector to not properly
estimate the true costs of implementing stratetaa for fear of not getting the project funded

adequately. The most common of the forgotten cargtthe indirect or non-project costs. There
is a tendency in some departments to under-estithatigue costs of implementing strategic plan
for fear of not getting the project funded. Thestnoommon of the forgotten costs are the
indirect or non-project costs. Some of the mostrobverlooked costs include staff related costs
(e.g. recruitment costs, training, benefits andusbay payments), start-up costs, overhead or
core costs (e.g. rent, insurance, utilities), viehianning costs, equipment maintenance (e.g. for
photocopiers and computers), governance costs lfeayd meetings, annual general meeting)
and audit fees. After all that have been consideteen a budget is drawn for the whole

organization (Heller & Aghvelli, 2005).
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The primary concern during the budget implementagimcess is to ensure the fulfilment of the
financial and economic aspects of the budget. Tan€ial tasks include; spending the amounts
for the purposes specified, minimizing savings avoiding lapses or rush of expenditures
during the end of the year. The economic tasksherother hand arc; ensuring that the physical
targets of programmes and projects are achievedhenchacro-economic aspects of the budget
such as borrowing and deficit levels are also agteln managing budget implementation one

of the key areas of focus is the revenue and expueadiow pattern.

Aggregate revenues tend to be below the projectbong/hich the budget is based as observed
by Kiringai and West (2000). In situations when erewe inflow is low and therefore cash
releases are effected as budgeted, ministriesfeme fmrced to reduce expenditures. As a rule,
personnel emoluments and statutory obligationsef@mple debt payments are exempt from
expenditure reductions, therefore implementatiodesfelopment projects and purchase of goods
and services suffer severe budgetary reductionsin@éi and West 2000). This result in
distortion of priorities and reduction in produdtyv as the recurrent costs of development
projects cannot be met. One of the major problemghe implementation of the budget
especially the development budget (which is theugoof this study), is the recurrent cost
problem. Heller & Aghvelli( 2005) define the recemt cost problem as the failure to provide
adequate funds to operate and maintain a projegragramme. The recurrent cost problem
arises when the recurrent outlays are sufficicloglipw the level necessary lo operate or maintain
a project at its intended level to result in a cedible loss in output, inefficiency or an obvious
deterioration in plant and facilities (Heller & Agelli, 2005).

Premchand (2004) states that implementation ostiaegic plan requires an advance program
of action evolved within the parameters of the eofdhe budget and means available adequate
This framework, he further states, should incluge following; identification and enumeration
of the implementation tasks, assessment of thalsliiy of the means of achieving the ends and
prospects for the improvement of means if they lass than adequate. The budgetary and
economic tasks are rendered operational througladh@nistrative process that comprises four
major interrelated phases of work namely; an atlonasystem under which expenditure is

controlled by release of funds, (Muleri, 2001). 8wision of the acquisition of goods and
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services to ensure value for the money spent, kBrig 2005). It was suggested an accounting
system that records government transactions andda® a framework for an analysis of their
implications (Kadondi, 2002). Another was a repaytsystem that permits a periodic appraisal
of the actual implementation of policies (Ndiri2907).

State Corporations must prepare forecasts of thendial receipts and payments in order to
facilitate prompt release of funds for the actusian of their activities and programmes.
Release of funds by the Ministry of Finance is astrument that is very critical to the budget
implementation process. When planned and affeateleply it can facilitate the implementation
tasks of spending agencies, while the negativeoifee same process may hamper the activities
of the agencies. In the course of budget implentiemtaanother key factor that has to be taken

into account is the issue of cost increases (CA@my).

In most government programs and projects cost ase® are the rule rather than the exception
and cases of cost increases have been known &beiftoject budgets by as high as 100 percent.
These increases have to be anticipated and pofmierilated to counteract them or provide for
them as has been suggested by Premchand (200dythcceation of a contingency reserve. The
phenomena of excess expenditure also criticallgcafbudget implementation (Premchand,
2004). It may occur as a result of cost increasasa consequence of poor management. Excess
expenditures cause instability in the resourcecation process and are discouraged by many
government, some even providing legislative restms. Schick (1999) observes that a country
can have a sound budget and financial system dhtagtto achieve its intended targets. This is
because the rules of the game by which the budgitrmulated and implemented are equally

important and do influence outcomes (Schick 1999).
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b) Time Constraints

Many strategic planning managers have resorteduntealistic and unattainable strategic plan
schedules. It is easy to ignore reality at timesenvhleveloping a schedule, to skip some
fundamental steps in completing the schedule, arsttip some fundamental steps in completing
the schedule. Very often, everything may look gawd paper but the result may deviate

significantly from reality. One of the way of ensg that paper designs are in tandem or
synergistic with reality is to ensure that the tetgéec plan schedule correctly addressees
dependencies between strategic plan tasks. Whegndes strategic plan schedule, it is always
good to keep in mind how some activities relatettter activities and define them accordingly.

Establishing clear dependencies between tasks avidgha true understanding of the critical

path, (the string of tasks that are the longesttploetween the start and finish of the strategic
plan) is the most important component of any boddconstruction strategic plan schedule.
Pacelli (2004) established that one other way &ugng that the strategic plan schedule is
realistic is to make sure that the strategic plagsichedule is not too long, the strategic planning

team understands it clearly and all the stratelgio fasks produce useful deliverables.

When designing the strategic plan schedule, ithwsaygs good to ask continually what is the
deliverable that will be produced out of any amiaded activity. What will the deliverable look
like? What happens if the activity is not done? Bwt et al, 1999) points out that having a
realistic and attainable strategic plan schedularaniees successful delivery of any strategic
plan. Lack of a proper strategic planning schedsilene of the surest causes of strategic plan
failure especially when the clients is under pres$tom the strategic plan sponsors who insist
on quick returns on their financial investment. sT'is specifically so if the strategic plan is
funded by borrowed funds. It is imperative fortak strategic plan stakeholders to emphasize on
a properly designed strategic plan schedule. Withloel schedule, a strategic plan might linger
for month after another, consuming resource andsingsopportunities. Time is one of the

critical factors that need to be managed for aesafal implementation of a strategic plan.

The objective of communication management is tanmte effective communication between
the strategic planning team members and key stédketso Stock, (1999recommends that to

achieve this, one need to develop a communicatian, pvhich describes who needs what
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information, when he/she needs it and how it wdldiven out. Some of the recommended tips
for communicating especially within large buildistrategic plan are given a competent person
the responsibility for creating a strategic plarbgite and web-based newsletter especially if the
time for completion is long. Use the newsletterréport progress, problems, and up-coming
events. Use the strategic plan web site to poggrasents, meeting dates, meeting minutes and

other materials. Access to this information cambea self-serve basis.
2.4.2 Organization Structurefor Process Coordination

Undeniably coordination is critical to the performca of any firm. The specialist

implementation skills possessed by a mid-level mi@mg manager as an individual do not fully
contribute to the organizational skills base, unldgse individuals can coordinate their efforts.
The challenge for any manager is how to coorditia¢eefforts of talented employees within a
limited time frame and to ensure that the aims mmssion of the intended marketing strategy is
clearly understood. Firms can aid this processutjinorules, directives and routines (Grant,
2002). Coordination deals with only the technicalpem of integrating the actions of mid-level

marketing managers within firms. Cooperation, hasveeoncerns the building mechanisms that
link individuals in ways that permit them to perforgiven tasks, such as implement the

marketing strategy effectively.

Daft and Mackintosh (1984) explore the role of fatrmontrol systems in gaining cooperation in
marketing strategy implementation. Jaworskial. (1993) showed a strong correlation between
the type of control and coordination system in asd firm performance, implying that the
nature of the control system in an implementatifforeis a critical decision. Despite the
negative connotations associated with hierarchaad top-down approaches to marketing
management, it is argued that such structures ssengal for creating a conducive marketing
strategy implementation environment (Dobni, 2003j)att facilitates coordination and

cooperation.

In this way, we argue that for strategic plans @ implemented efficiently by mid-level
marketing managers the firm must display a degredierarchical style and bureaucratic
structure. Power should be located at the apekehterarchy and delegated downward, while
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the achievement of coordination and cooperationarenparamount (Wooldridge and Floyd,
1990). Senior marketing executives should seekraxi] communicate with, and involve, mid-
level marketing managers to win their support,difig of ownership for the marketing strategy
and their compliance with the roles set for theiivhifney and Smith, 1983). Indeed, some
authors have emphasized the importance of mid-levalketing managers' perceptions that
senior management is doing all it can to facilithie marketing strategy implementation process
(Balogun, 2003; Huy, 2001; Floyd and Wooldridge91p Furthermore, the strategic consensus
literature provides a broad range of views of ttedue of a collective mind set during
implementation efforts (Ambrosini and Bowman, 2008oley et al, 2000).They contend that
firms must achieve consensus and cooperation wiki@rfirm in order to gain compliance from
managers to successfully implement strategic pl@hs. benefit of a shared understanding and
the perception that the marketing strategy is bemgrdinated by senior marketing executives
effectively is a development of a commitment amoranagers and a reduction of uncertainty in
the firm as a whole (Noble, 1999).

Moreover, for high levels of coordination and co@p®n, how similar senior marketing
executives ideas are with that of the ideas of len&l marketing managers in terms of the
marketing strategy in question has been recognazedtey in the creation of an atmosphere
conducive to effective marketing strategy impleraéonh (Noble and Mokwa, 1999). The
importance of “championing” has been discussedwide range of literature (Marginson, 2002;
Noble and Mokwa, 1999) explains that championseemany purposes, including mobilising
firm resources, generating momentum for the mangesirategy and making sure that the goals
of the marketing strategy are clear to all thosargbd with implementation duties. Also, a
charismatic and powerful champion, or senior mankeexecutive, is likely to instill a higher
level of commitment among lower level employees amg the marketing strategy (Noble,
1999). Furthermore, securing the support of thelosemarketing executive team is often
essential in marketing strategy implementation {&land Wooldridge, 2000; Jiamgg al., 1996;
Whitney and Smith, 1983) and some authors have asmpd the importance of mid-level
marketing managers' perceptions that senior managie doing all it can to facilitate the

implementation process (Balogun and Johnson, ZD@dmas and Dunkerley, 1999).
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2.4.3 Management and L eader ship

Strategic decisions create a wave of sub-decistbas must be successfully implemented
(Mintzberg et al., 1976). Typically, the managexder (middle managers and supervisors) is
held accountable for the implementation of thededecisions. Sub-decision implementation is
defined as a sequence of tasks carefully executedag a favourable business outcome can be
achieved in the medium to short term. It is cléat the particulars of such implementation vary
widely from decision to decision, but virtually akcisions require efficient implementation to
be successful (Nutt, 1993). Or in other words,iéidnt decision can prove worthless without its
efficient implementation. Even the best decisicattb be implemented due to the inadequate
supervision of subordinates, among other reasoesn¥ (1999) emphasizes that those who

implement decisions to the best of their ability asually those who have made them.

The process defines the steps to take to formwltg will hopefully be the optimal strategy or
solution results in the plan or solution that id®implemented. To prevent these problems from
occurring and maintain overall financial health these economically difficult times,
Organisations must establish a sound, tightly atlett Leadership process. Clearly, no single
system is suitable for all banks. Each organisammst tailor its own in light of its objectives

and the economic environment it faces.

Basically, Leadership should consist of a recurthrge-phase approach: planning, measurement
and control, and interpretation, with total proceesstronger than its weakest element. All levels
of management should participate in each phase,bantbtally committed to achieving the
planned results. Firm should match its strengthihéoopportunities that it has identified, while
addressing its weaknesses and external threatsttdio superior profitability, the firm seeks to
develop a competitive advantage over its rivalsofpetitive advantage can be based on cost or
differentiation.

It is critical that leadership follow these stepscéuse the information gathered and decisions
made in these phases are the foundation for syrategtion and selection. The statement of the
organization's ultimate goal provides the directionvhich the strategies should ultimately lead.
The critical issues list serves as the specificusoand framework for the activities of the
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organization and the pattern of these activitievébping and selecting the strategies). External
market data and program evaluation results prositieal data to support strategy development.
The way in which the strategy is implemented caretasignificant impact on whether it will be
successful. Strategy implementation is undertakediffierent people from strategy formulators.

For this reason, care must be taken to communibatstrategy and the reasoning behind it.
2.4.4 Political Factors

The government, as an important institution, presigublic goods and services and designs the
rules and regulations of the society that allow ket to flourish. It also puts in place the
necessary policies that will facilitate the effitiedistribution and allocation of resources to
enhance the welfare of the people. The governm&su provides important institutional
infrastructure, such as laws that protect propedits, as well as maintaining public order,
without which long term investment and sustainalsiecio-economic development are

impossible.

The government promotes economic development throagnumber of channels. The
government can undertake large-scale investmenh sag investment in industry and
infrastructure projects that are beyond the scdpth@ private sector. The government also
provides social goods such as education, publithestc., and thus raises the stock of human

capital and its productivity in the long run.

Because of this, developing countries, includingnyn&frican countries, have until recently
opted for a strategy of expanded public sectorhasmain development strategy. This state-
dominated policy has increased the role of theipigactor in the economic life of developing
countries and thereby increased the share of glo®ernment expenditure in GDP from about 15
percent in 1960 to about 28 percent in 1990 (WBHdk, 1997).

The government, through its expenditure policiésypa crucial role, not only in mobilizing and
allocating resources, but also redistributing tlestg and revenues raised both at home and
abroad among different economic sectors and holdghof a society. Generally, the

government has different options for spending theenue raised at home and abroad. It can use
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those public resources for certain expendituretudiicg productive capital investment which
generates future income; socio-economic serviced s1$ public health, education; or non-

productive forms of government consumption sucthasnilitary and police.

The issue of whether resources are channeled ir@duptive or non-productive forms of
government consumption has important policy impices because the economic development
of a country partly depends on how the scarce ressuare allocated and utilized among
different economic sectors. Therefore, much comrsy surrounds the basic nature of the
relationship between public expenditure and econatevelopment. Some scholars argue that
non-productive government expenditures drain thegee resources of African countries and
thereby hamper economic development (Landau, 1$8f)instance, available data show that in
the 1960s income per capita in Africa and in maas$tEAsian countries was at the same level.
However, by the mid-1990s, the income levels intEesan countries increased to more than
five times that of African countries (World BanlQ97). A number of scholars and policymakers
attribute this divergence partially to the growingn-productive public consumption and the
weak institutional capability of African countrie® design and implement effective and
pragmatic development policies. A successful deualent policy, inter alia, requires a
committed government with strong visionary leadgrsh also requires effective legislation and
its enforcement. The lack of effective institutiansAfrica and the state's inability to enforce
existing laws and rules often leads to corruptiod mismanagement, thereby increasing the cost
of conducting business in Africa.

Therefore, it is crucial to improve the planninglamplementation capacity of the government
by enhancing the capability of public institutidsdesign effective policies and rules that check
arbitrary state actions and combat rampant cowap{World Bank, 1997). This is crucial

because to the “degree that individuals believéhenrules, contracts and property rights of a
society, they will be willing to forgo opportuniseto cheat, steal or engage in opportunistic
behavior” (North, 1989, p. 1322). This, of coursepossible where there is what Werlin (2000)
refers to as primary corruption where people féacial punishment and popular condemnation.
However, where there is what Werlin (2000) callscoselary (chronic, rampant and

uncontrollable) corruption, as in the case of Nmesaind Kenya, individuals will not fear
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punishment or reprisal because they are rarelyspedi for corruption. In this case, punitive
measures may not be effective, and therefore aabahd fundamental political reform becomes
necessary. Otherwise, secondary corruption willk@aagovernment institutions, including the
judicial system, and undermine the legitimacy & whole political system (Werlin, 2000).

2.4.5 Involvement of Valuable Knowledge

Strategic plan implementation is not a top-downrapph. Consequently, the success of any
implementation effort depends on the level of imeohent of middle managers. To generate the
required acceptance for the implementation as aleyhthe affected middle managers’
knowledge (which is often underestimated) mustaalyebe accounted for in the formulation of
the strategy. Then, by making sure that these nemeage a part of the strategy process, their
motivation towards the project will increase anéthvill see themselves as an important part in
the process (Rapa and Kauffman, 2005).

Unfortunately, in practice, managers and supersisdrlower hierarchy levels who do have
important and fertile knowledge are seldom involwedstrategy formulation. When they are,
however, the probability for realizing a smoothg&ted and accepted strategy implementation
process increases substantially. Research stuntigsate that less than 5 percent of a typical
workforce understands their organization’s stratéggplan and Norton, 2001). This is a
disturbing statistic as it is generally believedtthwithout understanding the general course of

strategy, employees cannot effectively contribata strategy implementation.

To involve employees is an important milestone akenstrategy everyone’s everyday job. That
is why the involvement of middle managers is esaktd increase the general awareness of the
strategy. Moreover, involvement of middle manadetps build consensus for implantation of
strategic plans. A lack in strategic consensus liraih a company’s ability to concentrate its
efforts on achieving a unified set of goals.
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2.4.6 Supportive | mplementation Instruments

To facilitate the implementation in general implenaion instruments should be applied to
support the processes adequately. Two implementatgtruments are the balanced scorecard
and supportive software solutions (Rapa and Kauffn#005).The balanced scorecard is a
popular and prevalent management system that arssithancial as well as non-financial

measures. It provides a functionality to transiat®mpany’s strategic objectives into a coherent
set of performance measures (Kaplan and Nortor3)199hen it comes to meeting the criteria
of a strategy implementation instrument, therense&cellent fit. The individual character of

each balanced scorecard assures that the compsmtegic objectives are linked to adequate

operative measures.

A strategic planning system cannot achieve its faltential until it is integrated with other
control systems like budgets, information and relasystems. The balanced scorecard provides
a framework to integrate the strategic planning arekts the requirements that the strategic

planning system itself can display (Rapa and Kaaffn2005).

In the context of implementing strategies, the @mppibn of software solutions seems to be
neglected. Recent experience has shown that ITesupgaining more and more importance.
Information tools must be available and adequatelltav strategic decision makers to monitor
progress toward strategic goals and objectivesk taatual performance, pinpoint accountability,
and most important provide an early warning of aegd to adjust or reformulate the strategy
(Rapa and Kauffman, 2005).

Unfortunately, this seems to be limited to enteg@riesource planning (ERP) systems, which are
prevalent in the operative environment of a compmarday-to-day business. The strategy
implementation perspective demands systems wifierdift criteria than those of conventional
systems. The supportive character in monitoringtaamking the implementation process should

be in the center of interest (Rapa and Kauffmaf520

In the past, these activities were tracked manuaillaunched on an ad hoc basis so that there

was a lack in mandatory installed business prosesdee supportive application of adequate
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software solutions can be more than helpful to owprthe quality of strategy implementation. In
addition to that, a software solution is a startpmnt to define as mentioned above clear
assignments of responsibilities throughout the wiggion’s implementation processes (Rapa
and Kauffman, 2005).

2.4.7 Poor Monitoring and Evaluation of Performance

Monitoring and evaluation come into play at thek&tibwn phase in strategic plan development.
Poor monitoring and evaluation of strategic plan easily bring down a strategic plan where it
is at the threshold or the completion stage. Miless and targets are important to keep track of
progress. Achievements should be measured agdmastgc plan goals. The progress of the

strategic plan should be monitored actively throsghmilestones and targets.

Two criteria may be used (Sekran, 1992). Stratptao management based criteria should be
used to measure against completion dates, costqualitly. Then operational criteria should be
used to measure against the production system.tbtorg and feedback include the exchange of
information between the strategic plan team memaedsanalysis of user feedback (Hollaetd
al., 1999).

There should be an early proof of success to masagpticism (Rosario, 2000). Reporting
should be emphasized with custom report developmepbrt generator use and user training in
reporting applications (Sumner, 1999). Managemeeta information on the effect of strategic
plan on strategic plan performance. Reports orgu®ees for assessing data need to be designed.
These reports should be produced based on estblistetrics. It must include effective
measurable strategic plan goals that meet strapdgicneeds and are reasonable. Additionally,

performance should be tied to compensation (Falkbetsal., 1998).
2.4.8 Organization Culture

The concept of organizational culture has emergéatively recently in the realm of strategy
implementation. Organizational culture is varioustiefined as responses to corporate
“dilemmas” (Hampden-Turner, 1990), as the fundamergsychology or “feel” of the
organization (Schneideget al, 1996), and as differing psychological contractthvemployees
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(Handy, 1993). Aurelio (1995) says the essencegdrozational culture is the collective psyche
or unconscious of a group, and Sackmann (1991)ridesc culture as the organization’s
collective mind. Several definitions of culture mdidy the existence of different levels of culture.
Schneider, Brief, and Guzzo (1996) distinguish leetw“climate,” how the organization does its
business, and “culture,” what the organizationedads and values. Svyantek and DeShon (1993)
identify an “adaptive” component of culture, whiallows for short-term changes, and a
“configurational” component, which maintains thdura of the organization over time. Schein
(1992) actually distinguishes three different levedf organizational culture, “artifacts,”
“espoused values,” and “basic underlying assumptiohhese assumptions are the essence of
culture, the unconscious mental models and pattirats manifest themselves in observable

artifacts and shared values, norms, and behavior.

Kotter and Heskett (1992) found that culture carhagice business performance if an
organization has a strong culture, a businesseglyahat fits its industry and environment, and
cultural norms and values that help the firm adapénvironmental changes. They found that
low performance (unhealthy) cultures tended to hervegant managers, to not value customers,
employees, and stockholders, and to be hostile rtbweadership and change values. High
performance (healthy) cultures were adaptive anddeé to have managers who (1) cared deeply
about customers, employees, and stockholders areir@hgly valued people and processes that
created useful change. Adaptive cultures energideafign employees to strategies and practices
that fit environmental conditions and have a bmilteapacity to alter those strategies and
practices when relevant conditions change. Companiii high performance cultures had triple
the average annual income growth of low performdimoes (47.26% vs. 14.15%), and industry
analysts were nine times likelier to identify cuéuas helping performance in the high
performing cultures (Kotter and Heskett, 1992).

Kotter and Heskett (1992) found that the criticéfedence in cultural development for the
unhealthy cultures seems to stem from a lack ofpatition. This allowed them to establish a
dominant market position and to succeed in thesiriss without ongoing guidance from their
philosophy and business strategy. They developeddaptive, change-resistant cultures

characterized by arrogance, insularity, bureaugraicg self-interest.
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The strategic focus of successful organizationaat the organization but the value-creating
system itself (Ashkenast al, 1995). With a focus on the value chain, peopled arganizations

- recognize their interdependence, share informatooperate with each other, and customize
their products or services to better meet the owsts needs. While vertical organizations
emphasize status, authority, and power, horizootahetwork organizations focus on useful
ideas, competence, faster and better decisions, gradter commitment. The horizontal
organization creates more fluid, effective businasxesses and more efficient operations. This
is because the network organization must havendiste competence that adds high value to
goods or services that the market desires (MilesSmow, 1994). Organizational members also
reinforce the culture as they learn that the léadghilosophies, strategies, and assumptions
succeed in the course of doing business. Peoplp kdwat works in their organizational
processes and continue to evolve that pattern iokitig, feeling, and acting as part of their
identity and style. The industry and the variousctions and professions needed to achieve the

business also maintain the culture. This cultukbees who they are as they do business.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter covers the research design usedcdigéation methods and data analysis.
3.2 Resear ch Design

The research design employed in this study wasa stady. This method is preferred because it
also allows for prudent comparison of the reseéiratings.The primary purpose of a case study
is to determine factors and relationships amongfdlb®ors that have resulted in the behaviour

under study.
3.3 Data Collection

In this study, emphasis was given to primary dakee primary data was collected using both the
interview guide and the questionnaire. The inteveée was the head of strategy, who is the
Chief Executive Officer and questionnaire to thachional heads, who are 15 in number. The
guestionnaires included both structured (close-@hdas used in an effort to conserve time and
money as well as to facilitate in easier analysistteey are in immediate usable form and
unstructured (open-ended) questions were used soeourage the respondent to give an in-

depth and felt response.
3.4 Data Analysis

Data collected was both quantitative and qualigaiiv nature. Qualitative data was collected
through an interview guide and analyzed using cdrdealysis while SPSS was used to analyze
the quantitative data, which was collected using ¢uestionnaire. Qualitative data analysis
sought to make general statements on how categorighemes of data are related. The
qualitative analysis was done using content amaly€lontent analysis is the systematic
qualitative description of the composition of tHgexts or materials of the study (Mugenda and
Mugenda, 2003).
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CHAPTER FOUR: DATA ANALYSISAND INTERPRETATION OF RESULT

4.1 Introduction

This chapter discusses data findings, analysiefpretation and presentation. Data was analyzed
using the SPSS programme and presented using dphgyand pie charts. The study was an
empirical investigation on challenges affectingatggic plan implementation in BlueShield
Insurance Company with a primary purpose of detairrgifactors and relationships among the
factors that have resulted in the behavior undedystThe research sampled interviewees, the
head of strategy, who is the Chief Executive Offiaed questionnaire to the functional heads,

who are 15 in number. The response rate was 100%.
4.2 Demographic I nformation

This section deals with the general informationha&f respondent and it includes, the department
of the respondent, the position of the respondtndiy level of education, and whether the
respondent has attended any training related ategiic management? This section also gives the
respondents views on whether the trainings woulce ey consequence to the division. More
information on whether the company’s mission st&tetnis written or not and if the division has

developed the strategies of operation.

Table4.1: Departmentsfor the Respondent

Department Frequency | Percent
Finance 6 40.0
Legal department 2 13.3
Business development7 46.7
Total 15 100.0

Table 4.1 shows the department for the respondéhtmajority in business development this
implies that the study was able to get reliabl@imiation since it had a high frequency with a

percentage of 46.7
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Table 4.2: Position of the Respondent

Department Frequency | Percent
Credit control assistant2 13.3
Business development 8 58.3
Accountant 4 26./7
Legal officer 1 6.V
Total 15 100.0

Table 4.2 indicates the position of the responddiajority were in business development which
had the highest frequency of respondent with adriglercentage of more than the half of 53.3%
compared with the other departments which had tless half percentage and less number of

frequency.

Table4.3: Leve of Education

Respondents Frequency | Percent
Below Secondary Certificate 0 -
Diploma 5 33.3
Undergraduate 8 53.8
Postgraduate 2 13.8
Total 15 100.0

Table 4.3 shows the education level of the respoing®o is also the head of strategy. From the
table majority 53.3% were undergraduates and at [E&.3% were post graduates while 33.3%
had gone up to diploma level. There was no onevb#ie secondary certificate; this implies that
the head of strategies in the company are wellifqgchlto give direction to position the

organization and attain competitive advantage.
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Table4.4: Training Related to Strategic Management

Frequency | Percent
Yes | 10 66.Y
No 5 33.3
Total | 15 100.0

Table 4.4 illustrates the number of respondents Wwhee ever attended training related to
strategic management. Majority 66.7% have atterittedtrainings while only 33.3% hadn’t
attended. This means the majority of the resposdeate aware of the strategic managements.

Table4.5: Mission Statement for the Division

Scale | Frequency | Percent
Yes | 12 80.0
No 3 20.(
Total | 15 100.0

Table 4.5 shows the division in the company wittmession statement or the purpose of
existence. Majority 80% had a mission statementlesttie least, 20% didn’'t have a mission

statement.

Table 4.6: Strategiesfor operation in thedivisions

Scale | Frequency | Percent
Yes 8 53.3
No 7 46.7
Total | 15 100.0

Table 4.6 shows the respondents divisions whiche hdgveloped strategies for operation

majority 53.3% have developed strategies for opmrawhile 46.7% haven't. This implies that
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the company’s performance and rate of growth mawpfiected adversely since some division

lack the development strategies.
4.2 General Information

This section deals with the general informationvamat is expected when implementing the
strategies of operation. This involved respond@mdfcating the extent to which certain factors
are considered in the implementation of stratetan,palso the extent to which the respondents
division had been engaged on the levels of strateginagement process, and also respondents
opinion on how implementing strategic plan affectgeiformance and productivity of the
division.

Table 4.7: Extent to Which Various Factors Are Considered In the Implementation of
Strategic Plan

® >
> /2 |8 |8 |E | |u3

Factors z |8 o=l |2 |sS |®Ba
Political and Legal developments 0 3 4 6 2 3.5 1
General Economic trends 0 2 3 5 5 3.9 1
Competitors 4 3 5 1 2 2.6 1.3
Market trends 1 2 5 5 2 3.3 1.1
Technological changes 2 3 4 4 2 3.1 2
Social and Cultural trends 5 3 3 2 2 2.5 1.4
Divisions internal resources 3 2 4 5 1 2.9 2
Customer services 1 4 5 4 1 3 1
Marketing mix 2 5 3 3 2 2.9 1.3

Table 4.7 indicates the factor that seemed to g lwghly valued by the respondents was the
general economic trends which had a mean of 3.%astd. dev. Of 1.0 this implies that general
economic trends are a major factor and it affeetsinplementation of strategic plans to great
extent. Political and Legal developments are alsnsiclered and have a significant effect
towards the implementation of the strategies, d hamean of 3.5 and a std. dev of 1.0 the
market trends also affect the implementation sihdead a mean of 3.3 and std. dev. of 1.1.
According to the respondents some factors didifécathe implementation of the strategic plans
to a great extent, this included Divisions interredources, Marketing mix where each had a
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mean score of 2.9 an a std. dev. Of 1.3 and 1pkeco#isely, while the least considered factor was
Social and Cultural trends with a mean score ofa&® a std dev. Of 1.4 this implied that there
are many factors that are considered when implangeahy strategic plan.

Table 4.8: Extent to Which the Division Has Been Engaged On the Levels of Strategic
Management Process

5 HERERE

— |z ® > L '%

T |0 g n ) =

T = Qo @
Indicators § e |8 é A 5 =

pd (% S — > = n
Strategy formulation 2 3 5 3 2 3 1.2
Implementation of strategic plans 1 2 5 5 2 313 1.1
Strategy Evaluation 1 3 4 5 2 33 1.1
Strategy monitoring and control 3 5 4 1 2 26 1.3
Devising effective competitive strategies 3 2 6 3 1128 | 1.2

Table 4.8 indicates the extent to which the divishas been engaged on the levels of strategic
management. Implementation of strategic plans,Strategy Evaluation both have a mean of 3.3
and a std dev of 1.1 this implies that the two detgreatly affect the division during the
implementation of the strategic plans. While soméhe factors do not affect the division in
implementation of strategic plans. This includedht&gy monitoring and control, with a mean of
2.6 and a std dev. Of 1.3 and devising effectivaetitive strategies with a mean of 2.8 and std
dev of 1.2.

Table 4.9: Extend to which implementing strategic plan affected performance and
productivity

Response | Frequency | Percent
Positively | 10 66.]
Negatively| 5 33.3
Total 15 100.0
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Table 4.9 indicates how implementing a strategianphas affected performance of the
respondents division, from the table, majority 86.@f the respondents confirmed that they are
affected positively while the least 33.3% said tihaty were affected negatively this implied that
the implementation of the strategic plans was domge good in company and it's a viable

business strategy.

Table 10: Extend to which implementing strategy management process has affected

performancein thedivisions.

Response Frequency | Percent
Very high 8 53.3
Not sure 4 26.7
Less improvement| 2 13.3
Not improved at all 1 6.7
Total 15 100

Table 4.10 illustrates how implementing strategynaggement process in the respondents
division has affected performance. Majority 53.386arded very high performance while 6.7%
showed no improvement of the strategy. This givesdication that implementation of strategy

management process had a high positive effect darpgance.

Table 4.11: Duration for administrative/legal influence on the development of the divisions
strategic plan

Duration Frequency | Percent
No time period 1 6.7
1-2 year period 5 33.3
3-4 year period 6 40

5 year period and above3 20
Total 15 100
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Table 4.11 shows the duration in time for the adstriative/ legal influence on the development
of the division’s strategic plans. Majority 40% lizad the influence after 3-4 year period, while
33.3% realized between 1 — 2 years. The least (oré&&tized within no time. This implies that

the effect in administrative and legal influencesvi@t within reasonable time.

Table 4.12: Extent to which the gover nment regulations affect business performance

Extent Frequency | Percent
not at all 1 6.7

to a small extent 2 13.3
to a great extent 4 26.7
to a very great extent8 53.3
Total 15 100

Table 4.12 illustrates the extent to which the gomeent regulations affect business
performance. Majority 53.3% were affected to a vgrgat extent while only 6.7% were not
affected to any extent. This implies that the gowsnt regulation have a great influence on
business performance.

Table 4.13: Extent to Which Certain Factors are a Challenge in Implementation of
Strategic Plan in the respondents Division/Department

5 |,k | & 3

= % 2o X ) o

@ ni ® © W o) 3

8 13 8235 8 |g |°

B © 0O g . o
Factors e c% S> 4 > = 99}
Resource Constraints 1 3 4 5 2 33 11
Hierarchical organization structure 3 4 4 2 2 2(7.3 1
Poor management and Leadership 1 2 6 3 3 3.3 (1.1
Political factors 2 4 5 3 1 2.8 1.1
Involvement of valuable knowledge 1 2 6 5 1 32 1
Supportive implementation instruments 2 5 3 3 2 2.9.3
Poor monitoring and evaluation of performande 2 6 5 1 32| 1
Organization culture 3 2 5 3 2 29 1.3
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Table 4.13 illustrates the extent to which cerfartors are a challenge in the implementation of
strategic plan .Resource Constraints, Poor manageamel Leadership both has a mean of 3.3
and a std. dev. Of 1.1 each this implies that thase two major factors affecting the
implementation of the strategic plans in the dossiWhile these factors affect to a larger extend
the other factors like Involvement of valuable kiedge, and poor monitoring and evaluation of
performance, Hierarchical organization structurelitital factor, equally affect in the

implementation of strategic plan.
4.3 Response from the Chief Executive Officer (C.E.O)

The researcher also used an interview guide intiaddio the questionnaire in order to collect
the data. The interview was done on the chief exezwfficer of the blue shield insurance co.
The CEO holds a masters degree and had attendemtakdvainings related to strategic
management. He asserted that, training sessiorsdrat@gic managements are very important
and valuable as they update the trainee with sailld knowledge relevant in decision making.
He added that, strategic planning sessions attemaéuy focused on strategic decisions making
processes and therefore imparting them with maragskills for making long term decisions
and plans.

On whether the interviewee’s organization had ssioisstatement, the interview stated that the
organization has an elaborate and precise missa@nsent which is in written form. According

to the interviewee, the mission statement for thgaoization has enabled the company to
achieve most of its goals through defining the sastead of the organization and the way to be
followed to hit the targets. In addition, the migsistatement together with the company core

values has enabled the organization to develofegies for operations.

The interviewee claimed that strategic plan devetopy the organization has helped it improve
on its performance and productivity of their orgaation. This has been achieved through proper
planning and implementation of strategies. Therumgv shows that, through strategic planning
the organization is able to successfully undertalkeéhe necessary steps before the process is
completed. This process involves the environmestahning, strategy development, strategy
implementation, strategies evaluation and takirg#cessary controls.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Summary of Findings

From the findings majority 53.3% were undergradsiaed at least 13.3% were post graduates
while 33.3% had gone up to diploma. There was n® lmglow the secondary certificate; this
implies that the head of strategies in the com@arywell qualified. 66.7% had ever attended the
trainings while only 33.3% had not attended. Thisans the respondents were aware of the
strategic managements and may be the remainingyaarionly how to implement. 80% had a
mission statement while the least, 20% didn’t havenission statement. While 53.3% have
developed strategies for operation while 46.7% hav&his implies that the companies may not
record good rates of growth since they lack thesttgpment strategies. On general information
From the findings the factor that seemed to be Veghly valued by the respondents was the
general economic trends which had a mean of 3.%astd. dev. Of 1.0 this implies that general
economic trends are a major factor and it affeetsiinplementation of strategic plans to great
extent. Political and Legal developments are alsnsiclered and have a significant effect
towards the implementation of the strategies, d hamean of 3.5 and a std. dev of 1.0 the
market trends also affect the implementation sihdead a mean of 3.3 and std. dev. Of1.1.
According to the respondents some factors didfécathe implementation of the strategic plans
to a great effect, this included Divisions intermesources, Marketing mix where each had a
mean of 2.9 an a std. dev. Of 1.3 and 1.1 respygtiVhile the least considered factor was
Social and Cultural trends with a mean of 2.5 astdadev. Of 1.4 this implied that there many
factors that are considered when implementing arategjic plan . Implementation of strategic
plans, and Strategy Evaluation both have a me&n3o&nd a std dev of 1.1 this implies that the
two factors greatly affect the division during timplementation of the strategic plans. While
some of the factors do not affect the divisionmplementation of strategic plans. This included
Strategy monitoring and control, with a mean of &2 a std dev. Of 1.3 and devising effective
competitive strategies with a mean of 2.8 and sid af 1.2. On how implementing a strategic
plan has affected performance of the respondenisiah, from the table majority 66.7% of the
respondents confirmed that they are affected pesjtiwhile the least 33.3% said that they were
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affected negatively this implied that the implenagian of the strategic plans was doing more

good in company and it's a viable business strategy
5.2 Conclusion

The study concurs with Simons and Thompson (1998pgsition that an organization is
affected by various factors. As revealed by thel\st@economic factors and trends are highest
influencing external agent for the implementatidnhe strategic plan of Blue shield. Alongside
the legal and Political activities within the corynand hence for the organization to be strategic,
these identified factors must be effectively be nmwed and the processes be adjusted

accordingly.

In addition to the external factors identifieddfiect the Blue Shield , there is a recognition
registered in the . Kaplan 2005 identified impeelits to implementing the strategic plan and
management process. The study reveals that tlaiaegion lack of budgeting resources is a
huge factor in ensuring proper strategic managermedesses and as well as poor leadership

and management

From the study the researcher concludes that therityaof respondents had significant

knowledge of the strategic management directionstradegies of the organization as they were
knowledgeable of mission statements. Therefore aclusion is drawn that there are

recognizable laid down objectives .However, the lengentation of the strategic plan and its
monitoring remained as a challenge to the firm einlcere no indication of progress in

development strategies.

Further the study reveals that the effectivenesstrategic management is enhanced when the
capacity building sessions are carried out. Theiges are valuable as they update the trainees
with skills in decision making. In addition, theaitnings had focused on strategic decisions
making processes and therefore imparted managgiled for making long term decisions and

plans.

The research findings reveal also that the stratplgins, mission statement and as well as the

process have been of value to the organizationsifiaa as productivity and performance is
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concerned. Table 9 and Table 10 show how this peaseenhanced the performance of majority
of divisions with a positive trend being registerétierefore the organizational growth has been

impacted on a positive trend by the strategy imeletation
5.3 Recommendations

The researcher recommends that the company cauiean evaluation on the application of the
strategic plans if this has been running in the mamy. We suggest that this starts from the

division level and all the concerned parties camhgosame to the whole company

From the research there is need for a well plarireding program for staff at the divisional
level and those involved in implementation of th@ategy. Regular trainings would be valuable
to the growth and sustainability of Blue shield k&trshare. It is necessary for the company to

adopt capacity building sessions

The government as one of the major stake holdeth@stability of country’s economic trends
should take the responsibility of moderating tlentis so as to prevent very adverse effects due

to these instabilities.

Channels for proper implementation of the strategian and measures for continuous
monitoring to enhance progress in development shioelset up to ensure positive change in the

organization is adopted by all.
5.4 Areafor Further Research

For further studies the researchers can do morespedific study on the factors affecting the

implementation of the strategic plans. The studyhr suggests that research should be carried
out on challenges facing implementation of stratgdans in other insurance companies so as to
get comprehensive and exhaustive findings on tmeessince each insurance company has

unique challenges and different strategic plang dumpts.
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5.5 Implication for Policy and Practice

Strategic plans are normally a blue print of whatasaganization should do so as to meet its
objective, achieve at its mission and survive intwbulent environment. However,

implementation of the same normally meets challsrayal only a portion of the strategic plans
are successfully implemented. According to thisdgtusome of the challenges are lack of
commitment in implementing strategic plans and fas to be implemented it is costly in terms
of cost and finances. In practice the implementatioes not follow bottom-up approach but top-

down hence often gets resistances from the staff.

From the study, therefore, Blue Shield and othenmanies’ policy should be changed so as the
staff be involved in both strategy formulation anglementation and in evaluation of the same.
This will increase their commitment towards implenation of the same and implementations of

the strategic plans will receive little resistance.
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APPENDICES

Appendix 1: Questionnaire
PART ONE: DEMOGRAPHIC INFORMATION

Department

Position

Level of education

Below Secondary Certificate [ ]
Diploma [ ]
Undergraduate [ ]
Postgraduate [ ]
Any other (Kindly specify) [ ]

Have you ever attended any training related tdesjra management?
Yes No

If yes, did the training add any value in your dign in relation to strategic management? -

If no, do you think you division could be sufferifigm the consequences of not having such
training? Yes [ ] No [ ]

Please state the number of years you have workibdthvs enterprise
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Do you have a mission statement (purpose of exas)eior your Division?

Yes [ ]
No [ ]
(b) If yes, (i) is it a written statement?  esf [ ] No [ ]

Has your division developed strategies for oper&tioYes [ ] No [ ]
PART TWO: GENERAL INFORMATION

Indicate the extent to which the following factsonsidered in the implementation of strategic
plan: Kindly tick where appropriate using the éoling 5 — point Likert scales

Never _ 1;Seldom _ 2; Occasionally  &duently  4; Always 5

Factors Nevel Seldom| Occasionally] Frequently| Always
(@) Political and Legal
developments
(b) General Economic trends
(c) Competitors
(d) Market trends
(e) Technological changes
() Social and Cultural trends
(9) Divisions internal resources
(h) Customer services
(1) Marketing mix

To what extent has your division been engaged eridliowing levels of strategic management

process? Kindly tick where applicable on the follogvranking:
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Not at all 2) Small extent 3) Moderate extent 4)geaExtent 5) Very Large extent

Level Notatall | Small Moderate | Large Very
Extent Extent Extent Large
Extent

(a) | Strategy formulation

(b) | Implementation of
strategic plans

(c) | Strategy Evaluation

(d) | Strategy monitoring and
control

(e) | Devising effective
competitive strategies

How has implementing strategic plan affected pentorce and productivity of your division?
Positively [ ]

Negatively [ ]

How has implementing strategy management procegsundivision affected performance?
Very high [ ]

Not sure [ ]

Less improvement [ ]

Not improved atall [ ]

After what duration is there administrative/legafluence on the development of your divisions

strategic plan

No time period [ ]
1-2 year period [ ]
3-4 year period [ ]
5 year period and above [ ]
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To what extent do the government regulations affeat business performance?

0 = not at all [ ]

1 = to a small extent [ ]
2 = to a great extent [ ]
3 = to a very great extent [ ]

To what extent are the following factors a challeng implantation of strategic plan in your

division/department?

Level Not at| Small Moderate Large Very Large
all Extent Extent Extent Extent
(a) | Resource Constraints
(b) | Hierarchical organization
structure
(c) | Poor management and
Leadership

(d) | Political factors

(e) | Involvement of valuable

knowledge

(N | Supportive  implementation
instruments

(9) | Problem with origina
technique

(h) | Poor monitoring and

evaluation of performance

(i) | Organization culture

Any other comment

Thank you very much for your co-operation
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Appendix I1: Interview Guide

What is your level of education?

Have you ever attended any training related tdeggra management?

If yes, did the training add any value in your dign in relation to strategic management?

If no, do you think you division could be sufferifigm the consequences of not having such

training?

Do you have a mission statement (purpose of exas)dior your organization? (b) If yes, (i) is it
a written statement?

Has your division developed strategies for openatio

How has implementing strategic plan affected penBoice and productivity of your

organization?

How has implementing strategy management procegsunorganization affected performance?
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Appendix I11: Letter of Introduction from School Of Business
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