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ABSTRACT

Management of strategic change has become a ngdessiodern organizations. This is
because organizational health is mirrored in itditgldo strategically adapt to global
influences on modern business. Globalization atetmationalization of modern business
requires organizations to develop a global phpbgoand approach to business, globally
acceptable approaches and technology, techniqudsneathods, quality standards,
processes and products for global customers, glotmketing approaches, strategic
management practices, global vision of businesdallly acceptable political systems to
support and facilitate globalization of businessl @aontinuous benchmarking with the
leading players in the industry.

Strategic management has become a global pradiicednaging strategic change. This
is because it enables organizations to be respotsiegnvironmental needs and changes,
see competitive challenges in advance, achieve atpeal effectiveness, develop
strategic objectives and actions, effectively mabiland utilize existing scarce resources
and develop effective directional policy. It hasctime necessary for organizations to
continuously adapt their subsystems to enable theeet the requirements of the
dynamics in the environment to guarantee theirtoesng, competitiveness and survival.
This is because an organization, as a functionaldiorganism, has to account for its
existence by having a mission. Strategic managenfasitange provides this answer.

The study sought to establish strategic change gesment practices at the Institute
which, since its inception in 1961, has continuedoperate in a constantly changing
environment. This has been achieved by identifyimg strategic change practices and
internal and external factors that influenced théihe accomplishment of the initial
Africanization process, competition for scarce tgses, expansion of size and services,
bad governance, increased democratization, InierredtMonetary Fund’s and World
Bank’s intervention and the government’s reactived groactive policy decisions
fundamentally influenced the Institutes’ strategfi@ange management practices.

This case study employed interview, desk reviebseovation and content analysis
methods to collect and process primary and secgndlaia. The study found that the

Institute has over the years, strategically chaniggegurpose, physical infrastructure,

technology, status, organizational structure, lestdp, business, training content, scope
and approaches. Strategic change is expected tmgenn response to changes brought
about by the promulgation of the New Constitution ahe enactment of laws that will

give it effect.
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CHAPTER ONE: INTRODUCTION

1.1. Introduction

This study was carried out to establish the stratelgange management practices at the
Kenya Institute of Administration and to determfaetors that influence these practices.
To achieve this purpose, this chapter outlineshifead perspective of the concept of
change and change management. The content, camigxytrocess of change are outlined
as perceived by various researchers. The profiléenfya Institute of Administration is

given. Research problem, objectives and envisaigaifisance are outlined.

1.1.1. Concept of Change Management

Change is to make or become different accordirtdaiogopal (2001). It is dissatisfaction
with the old bad state and a belief in a new bedtate. It is a decision making, problem
diagnosis and solving process. Nickols (2007) ugdhdhat it is a systematic planning and
managing of a difference. It is a purposeful endeamimed at achieving higher
performance, accepting new techniques, obtainingatgr motivation, increasing
cooperation, reducing labour turn-over, increasadgptability and changing employee

internal behavior Geiner and Barnes (1970).

Change is either planned, unplanned, incrementatvalutionary Burnes (2004). It can
also be reactive, proactive, happened, anticipatdimectional, fundamental, total or
transformational Harigopal (2001). It can also enanaged or imposed, ABE&RRC
(2008). It can also be first-order or second orfdleanch and Bell (1999). In first-order
change, some features of organization change katfuhdamental features of the
organization remains the same. In second-ordergehahe nature of the organization

become fundamentally and substantially altered.

Change can be multi-casual and non-linear natareduses and form Strickland (1998).
It can also be a political-social process and moaralytical-rational one, when political

considerations are taken into account. Its criteaadcess factors are the organizational



structure, culture, organizational learning, mamiafjebehavior and power politics
according to Burnes (2000). Change may happen atindividual, group and

organizational level Burnes (2004).

In all changing organizations, managers have aablereating and fostering a helpful
organization climate in which productive change eamerge. For change to happen it
requires change leadership, change managers, chraagericks and change agents.
Change leadership is the process of influencingiaspiring others to start a process of
change that will lead to the achievement of a édsfuture state. Change managers are
people who manage planning, coordination and imeteation of activities in the
change process. Change mavericks are individuals are “ahead of the game”,
challenging existing paradigms and constantly timgkof radical, new and improved
ways of working. Change agents are people whotamsts coach leaders and managers
throughout the change process. Stolt (1997) datlseé who seek change climbers, those
who are neutral campers and those who resist clantier.

Change management is a task, area of professioactiqge or body of knowledge and a
control mechanism Nickols (2007). According to Fdenand Bell (1999), it is the
continuous process of aligning an organization wihmarket place and doing it more
responsively and effectively than competitors. Afgent is the continuous
synchronization of the four key management leverstegy, operations, culture and

reward.

Strategic change, according to Johnson and Scha32), involves decisions and
actions concerning the organization as a whole astrof the organization components
and is undertaken for a long time. It uses hugeuregs and is fundamental in effect. It is
initiated by top management and involves one tireeigion. It involves changes at
corporate and business levels. It has organizdtiwitie impact, is futuristic, long term

and is about effectiveness.



According to Worley (1996), strategic change isreaptive and structural approach to
address the people and organizational risks inhererany change effort that will

optimize the realization of business benefit angtan long term performance. Hills and
Jones (2001), states that it is a process of maamgrganization away from its present

state towards some desired future state to incitasempetitive advantage.

On his part Handy (1989), defines strategic changeagement as the actions, processes
and decisions, which are executed by an organretimembers to realize their strategic
actions. Strategic change management arises dbeafeed for organizations to exploit
existing or emerging opportunities and deal withe#lts in the market. It calls for the
need for organizations to enhance their readinadsadility to initiate and implement
change. This involves increasing the capabilityatign and realign policy, systems,

styles, values, staff and skills to realize strgteg

1.1.2. Profile of Kenya Institute of Administration.

The Kenya Institute of Administration (see Appendinf Organograph) is a training,
research and consultancy State Corporation unddvithistry of State for Public Service
(formally the Directorate of Personnel Managem&®K2. 2004), (GOK1. 2004) and
(GOK. 2008). It is a body corporate with perpetsiatcession capable of suing, being
sued, holding and alienating movable and immovpldperty (GOK 1987).

The organization was administratively established961 by the Colonial Government
to prepare African staff cadre who would replace Buropean and Asian Civil Servants
who were to leave shortly after Kenya attained jpahelence (Hyden et al 1970). The
institute facilitated the smooth “Kenyanization” tfe Public Service and has since
continued to perform its mandate of developing @ssional technical and managerial
capacity of Public Servants (KIA June, 2009). dtan internationally recognized
Management Development Institute. At its inceptithe Institute focused mainly on the

Department of Public Administration for the traigiof Administrative Officers. By 1969



it had Departments of Executive Training, Local @mment Training and Social

Development.

The Institute attained its State Corporation status996 through the Kenya Institute of
Administration Act number 2 of 1996 that legallytaddished it. The Act mandates the
Institute to provide training, consultancy and eesh services on commercial basis
which are designed to promote national developraedt standards of competence and
integrity in the Public Service, State Corporaticmsd Local Government, provide
training, consultancy and research services on aaneial basis to persons, local or
foreigners in the private sector, provide trainiagpromote a culture of decency, honesty,
hard work, transparency and accountability amongbli®u Servants, conduct
examinations and award diplomas and other formsudgéble awards to the successful
candidates, and do all such other things as apgpdae necessary, desirable or expedient

for the proper discharge of its functions underAlée

The Institute relates with the Ministry of State feublic Service on policy issues on the
basis of Principle — Agent relationship (Kast ét1@72). This is because the Ministry is
responsible to the Government for Human Resourceagement and Development,
Performance Management, Reforms and Public SerWw®vations as well as

Management Consultancy Service. The Institute algers into Performance Contract

with the Ministry.

There is also an existence of interdependenceige$dtip in which the policies of the
Government through the Ministry affects the operati of the Institute on one hand
while on the other hand; the quality of serviceferad by the Institute to the public
sector influence the quality of service delivereg tthe Government. Through its
Corporate Governance arrangements the Institutesmcll is responsible for anticipating
changes likely to impact the Institute and exeguthange management strategies. As a
social organization, the Institute interacts wits environment from which it gets

resources and to which it deposit its productssaerdices.



The Institute has continued to operate in the eeleanging global and natural

environment characterized by: the rise of oil pide the 1970s and the decline in
Kenya's terms of trade, domestic inflation the yd®80s and the world recession of the
same period, the devastating drought of 1984 (G.MOR6), the wind of democratic

change and multi-partism in 1990s, the Structurdjustment Policies changes, the
Social Dimension of Development Policy changes, sfiarency Development focus,

Globalization and Liberalization of business, Palfiervice Integrity Policy changes,

Civil Service Reform Programmes 1993-1998, 199812&@d 2003-2007 (G.0O.K 2008),

Guidelines on Deepening Ministerial RationalizatigGOK1 2002), Performance

Improvement Programmes (GOK2. 2002), Economic Rexgo®trategy for Wealth and

Employment Creation Strategy (GOK. 2003), the 2805t Election Violence in 2008,

the recent drought and famine, the Global FinarCradis, the implementation of Vision

2030 (GOK1 2007) amongst others.

The analysis of the organization’s internal strengihd weakness as well as its external
opportunities and threats reveals that it is endowéh knowledge of operations of
public sector, business flexibility, and reputati@n quality service delivery, increased
goodwill from government and strategic positioninggovernment reform agency. It is
however disadvantaged in physical facilities, delegicy on central government market,
implementation, monitoring and evaluation of QualiManagement Systems and
Corporate Strategy, Information, Communication améchnology infrastructure,

marketing strategy, standardization and brandinganfiing materials.

It is mainly threatened by increased competitiorthe market, changing stakeholders’
expectations and global financial instability. tgportunity for survival rests in the
formation of collaboration and strategic alliancgsyernment’s commitment to staff
training, development and public sector reformatipenetrating regional markets,
diversifying products and improving its effectiveseand efficiency in service delivery.



1.1.3. Research Problem

All organizations exist to achieve certain purpases given point of time. Hilton (1991)
observes that most organizations exists to mak#,pi@ grow, to achieve financial self-
sufficiency, minimize cost, to achieve product leasthip, diversify market, produce
guality products, preserve environment and acharporate social responsibility. The
purposes are achieved through exploiting and toamshg various resources from the
environment to produce consumable outputs. Theutsitre also consumed by various
consumers in the environment. Organizations tbeegbossess a service and dependent
relationship Ansoff (2007) with their environmenthe attainments of organizational
purpose are always affected by the changes ofdonctihe environment.

As organic systems, organizations are forced gnaineir limited internal resources in
order to adapt to the changing forces in the eateenvironment to ensure their
competitiveness and survival. This adaptation isoarce of problem to nearly all
organization because change is always a sourcdeofrda. This is because there is a
general desire by organizations to change in ordl@emain competitive, adopt more
effective and efficient technology and methods oe dand, while on the other hand
there is a general tendency for organizations sistechange because they desire to
remain stable and predictable in terms of outpostx and finance. The desire to
understand how organizations deal with this dilemmakes change management an

interesting subject of this study.

The Kenya Institute of Administration is worth syirty because it exists in a changing
environment with increasing competitors, changingstecmer tastes, diminishing
resources, increasing technology, changing dembgrapnd changing political

landscape. Scott (1995) maintains that these farncdse turbulent environment requires
for organizational fithess which can only be guéead by ease with which organizations
adapt to the changing environment. Its mandate @golves bringing about change
management practices in the Public Service. Mogarazations implementing change
are usually faced with challenges of imbalanceshi& domain of power, resources,



information, benefits, trust, loyalties, scope, cotment and internal corporate conflict
Kanter (1989).

Studies done on change management by researckerdvibogo (2003), Muraguri
(2007), Olunga (2007), Tomimy (2008), Ongaro (200dptoo (2008) Mute (2008),
Nyamu (2009) and others have not covered manageofiesitategic change at Kenya

Institute of Administration creating a knowledgegehich this study will attempt to fill.

1.1.4. Study objectives

The objectives of this study are:
i. To establish the strategic change management geactt the Kenya Institute of
Administration and

ii. To determine factors influencing strategic changaagement in the Institution

1.1.5. Significance of the study

The study provides an extensive and intensive arsmlgf strategic change and its
management. It also present a useful studies ofanemesearchers in the field of change
management and organizational development and gerah useful approaches and
models used in one document that ease refererdegresult of the study will add to the
Institute’s existing authoritative knowledge, logiknowledge and empirical knowledge.
It will form the foundation for carrying out futur@nd replicate researches. Managers of
similar organizations will be able to borrow a I&@im the strategic change management

approaches deployed in the Institute to implemiegit thange initiatives.

It will give a documentary account of the life toiyy of the Institute and provide
evidence of efforts to make it a continuously impng and learning organization.
Stakeholders will be able to appreciate their pgudtion in the improvement of the
Institute and are likely to redouble their conttibns. The study will also qualify the
author for the award of the Degree of Master ofiBess Administration (MBA), School

of Business, University of Nairobi.



CHAPTER TWO: LITERATURE REVIEW

2.1. Introduction

In this chapter organizational change is analyzétinvits environmental context. The
Systems theory perspective is used to understaed inkerdependence between
organizational parts and between organization @mcemnvironment. A comprehensive
literature review is presented on change managerapptoaches for managing change,
resistance to change, overcoming resistance togehasrganizational change models,

institutionalizing change and a brief concludingnsoary.

2.1.1. Systems Theory Perspective

This perspective considers organizational changé véference to the change forces
from organization’s immediate environment in additito those from within the
organization’s internal environment. It analyses tblationships between organizational
inputs, outputs, throughputs, environment and faeklbThis perspective recognizes that
change is preconditioned by increased changes apdrtainty in the environment,

organization’s structural, strategies and techriofdgbsolesce.

It sees change as a production, political, cultasa well as economic problem and
process. It calls for the use of mission, stratefgyicture, administrative procedures and
human resource management practices to align ®fnital, political, cultural and

economic systems. It takes a holistic view of agaaization as a functional system

composed of subsystems.

In illustrating an organization as a system, Mc®re@l967) defines a system as an
assembly of interdependent parts whose interactaetermines its survival.
Interdependence means that a change in one padsfither parts and thus the whole
system. Guest (1977) identifies four critical ongation sub-systems namely which
constantly interact with each other and with thgiremment: administrative/structural
subsystem concerned with authority and responsibitiecision making/information
subsystem concerned with decision making and convation processes,

economic/technical subsystem concerned with cdsttfe achievement of goals and

8



human/social subsystem concerned with influencielgalsior of organization members

through motivation.

As an open system, organization engages in trdosaaiith a larger system:. society
from which it gets inputs in the form of people, terals, money and energy. It
discharges in the environment outputs in the fofiproducts, services and rewards to its

members.

As an organic system, it is adaptive in nature tgngjing its nature as a result of changes
in the environment. Schein (1965) maintains tlattfie adaptation process to succeed,
an organization has to sense changes in intergia¢@ernal environment, import change
information to the subsystems for action, use th@rmation to change conversion
process, stabilize internal changes and manageesyaskport new products to the
environment and sustain a feedback mechanismehawuior also causes environment to

change.

As a socio-technical system organization is aerab$y of buildings, manpower, money,
machines, processes, technologies and human reatibhis human relations and

behavior determine the inputs, the transformatandsthe output of the system.

Organizations interact with the environment in avegiand take relationship.

Organizations continuously monitor changes in theirenment and adjust accordingly
to make it able to match with the requirementshie tonditions in the environment.
Effective adaptation to environment requires aranization according to Schein (1965)
to be able to sense changes in internal and extenwvaonment, import relevant change
information to relevant subsystems for action, geaproduction process according to
information received, stabilize internal changesd amanaging the undesired
consequences of change, importing new producisénwith the changed environmental
conditions and obtaining feedback of the effecteange through further environmental

scanning.



For an organization to develop these abilitiebas to, effectively receive and relay valid
and reliable information, be internally flexibledaoreative in making required changes,
committed to change management and develop intesrgdnizational climate that

support change, free communication and changeractidcrom this perspective, it is
evident that the Institute has a purpose, leaderstiuctures, systems, strategy, skills,
culture and external environment with which it naigs in a dynamic manner and

therefore, the subject of this study.

2.1.2. Change management re-examined

Scholars including Harigopal (2001), Burnes (20@¢nnis (1966), French and Bell
(1999), Kotter (1996) and others agree that chasga movement, the making of
something different, becoming something differemd areating something different. It is
a movement from an old state to a new state ofgbeinis a difference in form,
appearance, character and disposition. It is eofatttat influences performance and
improvement. That to successful organizationssithe movement of people from a
current state to a defined, different, improvedbetter and desired state through a set of
planned and integrated interventions. Meyer anch&dR000) maintain that changing
organization must be dissatisfied with its currexdlities, have a desired vision or new
state, develop a change plan and implement thegehatan. It is also seen as a

movement from current organization’s performanctitore performance.

In predicting the nature of future organizationstt€r (1996) gave the characteristically
difference that will be manifest in the structuraliltural and systems composition of
organizations in the 0and 2f' Centuries. Carnal (1995) state that change takeepl

when the sum of dissatisfaction with status qusiowi of the future, practical first steps
to implement change and the maintained change miimefvision) are greater than the

cost (economic, psychological and time) of change.

10



Scholars including Quinn (1977) and (1988) are gneament that change is either
planned or unplanned. The planned change is datderorderly, systematic,
evolutionary, proactive, participative, logical amtremental. To bring about planned
change, organizations collect and utilize apprderenvironmental information over a
long time frame, share the information, assimikatel internalize it before adjusting its

systems progressively.

Incremental change increase confidence amongst ogegd reduces organization’s
dependence outsiders to provide the impetus andemium for change. Planned change
is suitable in a stable, highly centralized, andmfalized environment with plenty of

resources. It assumes that managers are capaldletitipate changes in the external
environment for opportunities and risks and abledotrol change. It also assumes that

organizations are run by intelligent and proacthenagers.

Unplanned change is abrupt, revolutionary, reactfast, great and transformational
arising from environmental turbulence. It is a ftioie of unpredictable changes in the
organization’s environment requiring urgent resgofts realignment. It may arise from

diversification, acquisition, and merger.

It may result from shut downs, industry reorganaatlike change of ownership,
response to regulations, competition or major tetdgical breakthrough that changes
production costs, efficiency and speed that calisafradical change through appropriate
strategy. It may take the form of reengineeringstrieeturing, quality programmes,
strategic change, business process outsourcingudiudle change. Success, acceptability,
sustainability, enthusiasm and time frame for impating change also differs according

to whether it is coerced or collaborative.

Scholars also agree that change is caused or dbiyerarious forces operating in the
organization’s environment. Kotter (1996), Peték887) and (1990), Bennis (1969),
Harigopal (2001), Cole (2005), Ivancevich and Msdte (1990), Robins (2003) and

French & Bell (1999) also agrees that change iwvedri Change drivers are the

11



opportunities or threats usually from the environin¢hat negatively impact the
organization’s market position and customer badeeyToutline political, economic,
technological, governmental, demography, socialndse global competition and
changing customer needs and preferences as theadevers that necessitate change.

Internal drivers are given as system dynamics, @gadcy of administrative process,
individual group expectations, structural, techgatal, personnel issues, desire to
increase profitability and resource constrains.aBlisrs and crises whether natural like
drought, earthquakes, floods, famine, outbreakisgates and lightning or artificial like
environmental degradation, sabotage industrial dacds, political, legal, economic,
technological, institutional like the failure of deéitoral Commission of Kenya in 2007
Elections and cultural breakdowns are always cemsil as special drivers for

revolutionary change.

Concerning change drivers, Meyer and Botha (200tes that organizational change
requires critical drivers. These include: managegnsemmitment to change, individuals

commitment to change, clearly defined, understaudl shared vision, effective change
leaders, effective support structures, goals atigilmechange process, valid and reliable
change measurement tools, effective change probsatving mechanism, competent
people with skills to manage change, effective camication for coordination, effective

cost management and effective reward and recognstystem for supporters of change.
The magnitude, duration and impact of change amapbr concern. Change is viewed in

terms of business and people change.

The role of individual members of organization aodjanization’s leadership are
important factors to be considered in managemenhahge. Change in organization is a
manifestation of changes in individual's or grougisowledge, attitude and behaviors
according to Heresy and Blanchard (1972). Changerganization depend on the
number and preparation of its members and leadé&s mwust think that change is

necessary and sensible, feel that change is nghaet to bring change.

12



According to Mclegan (1995), one individual devetbp vision of a desired future state
in the mind, then inspire and influences a few hknown as creative minority of about
one to two percent to share the vision. These igeeatinority, influence others to bring
in to being a critical mass of about ten to fiftegarcent. This group also inspires
committed majority of about over fifty percent wiktrive to influence the competent

majority of about ninety five percent.

According to Senge (1990) the change leader oragemmust, create shared vision,
determine and analyze the current reality of tlgaoization, create shared strategies and
action plans. He or she must manage strategy ingsiation and performance, select
change team, build the team, empower the team aia rihem lead besides creating
mental model and conducive change environment.i@aeager or leader must provide
effective role of a designer, steward and teadbeters (1987) emphasizes that the
leader/manager must, develop and inspire visiomage by example, practice visible
management, listen, defer to the front line, dekegaursue horizontal management,

evaluate the love for change and create a sensgeicy.

As organizations implement change, managers arayaladvised to benchmark with the
leading players in their industry. Benchmarking tise process of identifying,
understanding, and adapting the best practices pancesses of other companies to
improve a firm's own performance. Benchmarking tenwith the prime competitors,
within internal departments and units and with tarding companies and world-class

performers.

Emphasizing the importance of teams, Duck (2000peates for the use of a transitional
team which should oversee the large-scale corpohatege effort by ensuring that all the
change initiatives fit together. The team shouldsist of 8 to 12 highly talented leaders
who commit their time. The team and changes theytrgmg to effect must be accepted
by the power structure of the organization. Themtdaader who is a chief operations

officer must be talented, credible, understanddhg term vision of the company, have a
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complete knowledge of the business and have théidemte of the chief executive

officer.

The team’s responsibilities are to establish cdntex change and provide guidance,
stimulate conversation, discussion and negotiatigmevide appropriate resources,
coordinate and align projects, ensure congruencmesdsages, activities, policies and
behavior, provide opportunities for joint creatioanticipate, identify and address
people’s problems and prepare the critical magspbement change.

Commenting on the inevitability of change, Roge991 p.239) asserted that “change is
inevitable: the problem is how best to harness ghand use its consequences for the
benefit of the organization”. Noting that organiaas should be able to initiate some
change by themselves, he emphasized that, “orgamzanust learn how to respond and

adapt quickly and effectively to the requiremeritsampletely new circumstances”.

From the knowledge from evolutionist scholars lixarwin, it is obvious that the species
that survive are not the strongest nor the modglligént, but the one that is most
adoptable to change. Kanter (1997 p.27) emphasimedeed of organizations to develop
their capacity to create change in order to succedtle market thus, “the success for
companies today comes from the capacity to crdaage. Today products and services
provide only temporary competitive advantage. Sonatde competitive advantage is
based on organizational capabilities to master géarit is apparent that without change

people and organizations will not develop furthed aisk becoming obsolete!

Change is a global phenomenon with global trigipeces. Peters (1987) and Kotter
(1996) identifies globalization occasioned by ecoirecovery of Japan and Germany;
emergence of Newly Industrialized Countries of Kgr&aiwan, Brazil, Singapore and
Spain, shift towards market economies to Eastemof&y Russia and China, emergence
of economic Blocks, Technological Revolution chawgi customer tastes and
preferences, global economic down turns and glebaironmental warming as the major

forces that triggers change globally.
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These forces have resulted to “values added” cttigre availability of low cost high
quality goods and services, availability of vargdducts and services, end of the United
States of America’s policy of dominance, emergeoiceervices industry, development
of business networks through electronic businesd asearch for new bases for
competitive advantage namely: speed, flexibilityalkity, alliances, innovations skills

upgrading and value additions.

2.1.3. Approaches for managing change

Researchers have developed various approachesrubedually or in combination to
diagnose and manage change. Content centered appsofocuses on the elements or
what to be analyzed and changed. Those focusingtutture looks at guidelines,
procedures, organizational charts, rules, budgetamgthods, centralization or

decentralization.

Those focusing on people look at training, attifudearning, skill, competencies,
motivation, behaviors, leadership, management,tip®li and power selection and
performance appraisal. Those focusing on techndlogly at job design, job description,
work flow and methods, work standards, work proessgrocedures and equipments.
Those focusing on culture look at work orientatidimose focused on context look at

time, speed and general environment.

In their work on process centered approach, Greamer Barnes (1970) states that it
focuses on unilateral power of change authorizew momer with power to initiate

change through staff replacement, structural afatioeship changes, collaboration or
participation in change management as well as d&ddgauthority to employees to
initiate and enforce change.
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The content, context and process orientation tomghananagement was advanced by
Pettigrew and Whip (1991). Content concerns thedtvbf change, thus, what is to be
changed. These may be targets, product, marketphisctives, purpose, goals and
evaluation. Process focuses on the “how” of chaimgeformulation, implementation,
management, models and patterns. The context emntiee where of change, its internal
and external, political, business, and social, enuno and cultural environment. They
stated that the implementation of change is andiiee” cumulative and reformulation-
in-use process. The successful change is a retulteointeraction between content

(what), process (method) and context (situation).

They proposed that for the process to succeedfollmving five conditions must be

carefully handled: environment must be continuous$gessed for the monitoring of
competitors and other changes taking place thraygim learning; employees should be
valued and trusted as a key asset of the orgamigatirategic and operational change
management should be interlinked; organizationatiées should lead the organization
forward by creating the right climate for changeomlinating activities, setting agenda
for the right direction, right vision and right wals and change strategy should be

coherent , consonant with its environment, proad®mpetitive edge and be feasible.

The Mckinsey 7-S performance improvement framewads developed by Peters and
Waterman Jr. (1982). It was to make organizatiams @eople become competitive by
changing strategy, structure, staff, style, shat@des and skills. Strategy is a coherent
set of actions for gaining a sustainable competithdvantage. Skills are distinctive
capabilities possess by the organization as a wstact from those of an individual.

Shared values are ideas of what are right andatdsias well as fundamental principles
and concepts which are typical of the organizatind common to most of its members.
Structureis the main features of organizational chart and/ karious parts are linked
according to tasks reporting relationships and mameent responsibilities. Systerase

the formalized processes and procedures througlkhwihings get done. Staff is the

16



composition and structure of the workforce, thé&itls and abilities. Styles are the way

mangers collectively behave with respect to udemd, attention and symbolic actions.

Commenting on this framework, Meyer and Botha (3@9(lain that organizations need
strategy to achieve vision, appropriate structorsupport strategy, systems to support
strategies, skills to deliver strategies, sharetles to anchor change, appropriate
management style aligned to deliver and skilled motivated staff to deliver strategy. It
provides for a holistic approach to manage chaaggeting elements of organization.

The overriding principle is that the elements ggamization are so intertwined such that a
change in one affects changes in other. The elentetdate with each other and with
forces in the external environment like customesnpetitors, science and technology,
suppliers, financial institutions, the press, labanions governmental legislations and

other natural and artificial events.

Organizations are also cybernetic thus, self cdliimtgoentities that adjust to the changes
in their environment. This framework when used fohanging organizational
performance and competitiveness relates to thaPetfigrew and Whip (1991) as it
focuses on content, context and process. Changbecémnought about through either or
all subsystems.

Some scholars relied on a combination of framewddksnalyze change. Dutta and
Manzoni (1999) provide the 7-S framework and thesiBess Integration model to
enhance the understanding of organizational chahlgey advanced that performance
improvement is derived from the alignment of anamigation’s people, processes and

technology with its strategy.

Therefore, a consistent and comprehensive orgamedtchange Programme should
incorporate independently and collectively incogierestablishing a customer focused
strategic vision that will optimize long term sussge organizing, motivating and

empowering people to succeed ,redefining and st business process to
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implement strategic vision and to achieve maximudfacéveness and efficiency of all
resources and applying appropriate technology pp@u streamlined workforce and to
enhance customer supplier relationships . Changeoaph should holistically focus on
strategy, technology, business process and people.

The effective management of change through holistiasing on organization’s purpose,
strategy, structures, processes and monitoringegabliation is also supported by Victor
and Franckeiss (2002). They consider leadershipeffiedtive communication as critical

determinants of the change process.

2.1.4. Resistance to change

Resistance to change is also a very common andabé& phenomenon in people and in
organizations. Generally people usually have ndlpra with change but with being

changed! Research done by Bolognese (2002) revehkddresistance is variously
defined as: behavior which is intended to protecinaividual from the effects of real or

imagined change; any conduct that serves to mairttee status quo in the face of
pressure to alter the status quo; employee beh&vairseeks to challenge, disrupt or
invert prevailing assumptions, discourse, and pawktions; cognitive state, emotional
state; particular kind of action or inaction, antentional acts of commission or omission

and willingness to deceive authority.

Outlining top ten reasons why people resist chaBghuler (2003) states that: the risk of
change is seen as greater than the risk of stargtithgpeople feel connected to other
people who are identified with the old way, peopkve no role model for the new
activity, people fear they lack the competence hange, people feel overloaded and
overwhelmed/fatigued; people have a healthy skispti@and want to be sure new ideas
are sound, people fear hidden agendas among waldeformers, people fear the
proposed change threatens their notions of themsgepeople anticipate loss of status or
quality of life and people genuinely believe thiaé proposed change is a bad idea.
Senge (1990) observed that individuals may not ydwasist change, what they resist is
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being changed. Kanter (1995) stated that changkvisys a threat when done to people,

but an opportunity when is done by people.

Dent and Goldberg (1999) outlined six major cands that cause people to resist
change as: if the nature of the change is not ncke to people who are going to be
influenced by the change, if the change is opem Wwide variety interpretations, if those
influenced feel strong forces determining them fromanging, if people influenced by
the change have pressure put on them to makeeah®f having, a say in the nature or
direction of the change, if the change is madegersonal grounds and if the change

ignores the already established institutions ingitweip.

Robins (2003) attribute individual resistance ta dhabits dying hard, selective
information processing, fear of the unknown, feérirsecurity and economic loss.
Organizational resistance on the other hand igated to structural inertia, limited focus
of change, group inertia, threat to expertise,ahte established power relations and
threat to established resource allocation.

Luesiers (2006) stressed the inevitability of gfern the presence of resistance by
referring to Platonian quote thus, “Change takesglno matter what deters it. Today,
change is the only constant, and an organizatiomg-term success is determined by its
ability to manage change”. Most organizational ¢jemn are usually focused on

organizations’ sub-systems. Lussier (2006) givestaimces where corporations have
effected changes of strategy at corporate levehéenform of growth, turnaround and

investment increases or decreases. Business lévglges have taken the form of
prospecting, defending and analyzing. Functionatllehanges have been effected in
marketing, operations, finance, research and dpweot, human resource and

administration.

Structural changes have affected customer focusy oh command, span of control,
division of labour, coordination, distribution arekercise of authority, organization

design and departmentalization, job design, job pbfivation, job rotation, job
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enlargement, job enrichment and work teams. Chamg&sformation communication
technologies have taken the form of introductionth&f use of computers, photocopiers,
printers, fax machines-mail services, e-commereeeadth, e-banking, e-procurement,
internet services e-conferencing, e-financing, oekmg, e-processing, information

processing and automation.

Changes in people have occurred in skills, knowdeggrformance, beliefs, culture, and
attitude and social relationships. It is apparbat brganizations can not change without
changes in people. People develop and implemeattegiy and structure; they create,
manage and use technology. They are also the mmpstriant organizational resource.
They provide leadership and commitment to changeqss. Most of them like change
but dislike being changed.

2.1.5. Overcoming resistance to change

Robins (2003), Kotter and Schlesinger (1979) andddek (1980) agrees that depending
on urgency, organizational preparedness and cqdication, managers can overcome
resistance to change through the use of effectiueaion, communication, employees’
participation and involvement, provision changeilfi@tion and support, negotiation the
terms of change with stakeholders, manipulatiomptation, coercion and gaining

political goodwill.

Managers can also consciously and proactively mawganizations forward
incrementally i.e. in small bits. This involves iamentally creating awareness and
commitment, amplifying understanding and awarenkessding credibility by changing
symbols, legitimizing new view points through ldgt®ns and rules, making tactful
shifts and practical solutions, broadening polltisupport, structuring flexibility,
systematic trial and waiting, incrementally soldlify progress, creating pockets of
commitment, focusing the organization, managing litoas by formalizing

commitments and empowering champions and contindiveg dynamic of eroding
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concerns, integrating the process and interestableshing, measuring and rewarding

key results.

The organization of the future has to like a chawoe] develop all survival equipment

Doug (1997). It will be required to constantly atlap per the environment demands. The
chameleon organization will have to be flexiblemeoitted to its members, develop and

use superior teams, strong core competences astiesfor diversity.

2.1.6. Organizational change models

In the modern dynamic world environment, managen@nthange has become a
mandatory function of managers. Burnes (2004) aadgdpal (2001) outlines various
models developed by researchers like Kurt Lewis$)9 Kanter (1992), Kotter (1996)
and Bullock and Batten (1985) which have been Ild@esel and are being used to
understand and implement change in individuals ianorganizations. French and Bell
(1999), state that the models are used to managermpance and change and are used
depending on the results of the organization’s rdags. The models overlap and are
complementary. They are summarized below in additiothe ones given previously in

this study:

The Ten Commandment of change model was develop&aiter (1992) and state that
change should be managed by: accurate analysiseobrganization and its need for
change, creation of shared vision and common direcseparating the organization and
individual from the past, creating a sense of ucgefor change, soliciting support of
political sponsorship, crafting and implementingrd, developing enabling structures,
communicating effectively, involving people and rmgeihonest and reinforcing and
institutionalizing change. Eight steps change mosat developed by Kotter (1996)
states that change should be managed in the fiolipeight steps: establish a sense of
urgency, creating a guiding coalition ,developingision and strategy, communicating
the change vision, empowering broad based acti@mergting short term wins,
consolidating gains and producing more change aathiaxing new approaches in the

culture.
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The three step model was developed by Kurt Lew#b(]. It provides that change can
take place at an individual level, structure andtays level and at an organizational
climate level. The change also happens in thrgesstamely: unfreezing, moving and
refreezing, thus stabilizing the new behavior.

Action research is a cyclical change model witte fsteps. Cumming and Huse (1985)
however, maintain that it has eight steps. It change process based on the systematic
collection of data and then selection of changeadiased on what the analyzed data
indicate. The steps are: diagnosis of the problamng which executives senses
problems which can be solved through organizaticlezlelopment; consultation with a
behavioral expert during which help of change eipersought; data gathering and
preliminary diagnosis during which consultant anednmbers of the organization gather
data using appropriate instruments; feed back yodkent group in which useful and
relevant data gathered are given to the organizajoint problem diagnosis ,conduct of
further research and problem identification; jation planning in which joint problem
solving methods are used and specific actions taken agreed on; execution of action
plan to bring about change and monitoring, evatmaéind review through data gathered

on the extent of success and correction actiomadly taken.

Organizational Development Model recognizes theeafschange sponsor, advocates and
agents who may be internal and external expertthenchange areas. Bennis (1969)
maintain that Organizational Development is a raspoto change, a complex
educational strategy intended to change the belatgudes, values, and structure of
organizations so that they can better adapt toteetmnologies, markets, and challenges,
and the dizzying rate of change itself. Beckhar®6@) defined Organizational
Development as a planned organization wide effoeanaged from the top, to increase
organization effectiveness and health through mdnimterventions in organization’s
“processes” using behavioral-science knowledge. $hensor is the organizational
leadership with power to authorize change. Advacare individuals who want change

but lack power to sanction it.
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Turners (1982) outline the work of consultancyf@®ws: providing the information to
the client, solving a client problem, making a diagis which may necessitate
redefinition of the problem, making recommendati@sed on diagnosis, assisting with
implementation of recommended solutions, buildirgpasensus and commitment around
collective action, facilitating client learning i.teaching clients how to resolve similar
problems in future and permanently improving orgation effectiveness. The successes
of change management through the use of these mmaekhnchored on the principles of
creating change agency, vision, empowerment anduéx@. These depend on the
availability of change management competencies twhitdl finally institutionalize the

change process.

Four stage integrative model was developed by Bullocld &atten in 1985. It was
founded on the premise that organizations existiffarent states at different times and
that planned movement can occur from one statéhe@oother. The four stages are:
exploitation in which decision is made whether aonenit resources to change as member
are aware of the problems that call for changemgeof reference are developed and an
expert is outsourced; planning during which problsrdiagnosed, data on the problem is
gathered, change goals and actions are set anghddsiaction in which change action
plans are executed, data gathered on the extersuocfess and impediments and
corrective actions are taken and finally, integnain which change is made a regular
practice and feedback is obtained, motives and ndswvare given to stabilize and

reinforce the gained changes.

Learning organization model was introduced by Se(@®0). It states that learning

organizations perpetually seek strategic changeutjir learning, experimentation and
communication to renew itself constantly. Organma use knowledge and value based
changes to improve their problem solving abilityd azapability for action. People in

these organizations continually expand their cdpatw create the results they truly
desire, learn together and discover how they caaterreality and handle change.
Learning organizations are built through individigdersonal mastery, mental models,

shared visions and team learning. Integrated legnsi runned parallel to work. It relates
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ability to change to ability to learn. Change st is developed through learning.

Organizations are assumed to have learning clianadeopportunities.

2.1.7. Institutionalizing change

Institutionalization of change is a process of mgkichange to be a permanent
phenomenon of the organization’s life. Goodman Bedn (1982) and Huse et.al (1985)
pointed out that change become institutionalizeémiveryone understand the expected
change behavior, believe in it, performs it and nmekledges that others have also
deemed it appropriate and consistent with broademgarozation values.
Institutionalization makes change a permanent gfastganization’s normal functioning.
It is the refreezing and long term persistence bange, making change part of
organization’s culture and shared vision. It is iaebd through socialization of
employees, increasing employees’ commitment, dilogarewards, sensing and
recalibration thus, determining whether the newkwmehavior are performed adequately

and generating correct action if they are not.

2.1.8. Summary

The chapter has demonstrated the interdependereternénts of organization as well as
the interdependence of organization and environmé&ht models and conceptual
framework of change management have been usedesermr change as an evolving
series of stages, phases, sequences as well darspaus intertwined processes.

Change management is presented as a problem salsingy starting with the diagnosis
of the problem, planning for solving the problerauriching the commencement of
problem solving process and finishing with a combms process of monitoring,
evaluation and review of the change managementepso@nd taking of corrective
actions. Guest (1977) has indeed correctly condutiat organizational change is an
extremely complex phenomenon. For it to be undedstone must take into account a
variety of external forces at work, a complicatet & internal administrative-structural,
decision-making, economic and technological sulbesys linked together through

actions of human beings who in themselves conssitathuman/social subsystem.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1. Introduction

This chapter contains the research design thatuseg and explains why it was used. It
also explains the types of data that were colledbedv they were collected, the main

sources relied on, and finally how the data colldatias analyzed.

3.2. Research Design

A case study method was used as it was approgoatarrying out a holistic, in depth
and comprehensive investigation suitable for astile this one on management of
strategic change process. Creswell (2007) stateatbase study research is a qualitative
approach in which the investigator explores a bedndgystem (s) over time, through
detailed, in-depth data collection involving muléipsources of information like
observations ,interviews, audiovisual material,uoents and reports then report a case
description and case-based themes. Cooper anddBah{R006) maintain that it provides
a very focused and valuable insight to phenomeatinttay otherwise be vaguely known
or understood. Kothari (2004) states that it planese emphasis on the full analysis of a
limited number of events or conditions and theteirelations. It is also an intensive
investigation particular unit aimed at locating flaetors that account for the behavior-

pattern of a given unit as an integral of a togalit

Case method is widely used in psychology, socigl@pthropology, political science,

medicine, education and law as it enables explmragxplanation and description. It also
enables a careful and complete observation of mlsacit. The study will focus on the

changes in the Institute’s subsystems notablypitgpose, policy, corporate strategy,
business, structure, technology, people managemedtphysical infrastructure. The

method is feasible as it will allow for the invegtiion of the interaction of changes in the
subsystems. The method will enable an understandfngow the organization has

managed change in its history.
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3.3. Data Collection

Primary and secondary data in the form of words e@kected on strategic changes in
the Institute’s mandate, policies, strategy, busses, physical infrastructure, information
communication technology, quality management systeocorporate culture, people,
customers and competitors. The informant was Dngslat Kobia, the Director/Chief
Executive Officer of the Institute and her depulis is because they are in strategic
positions of authority and in charge of strategitoimation useful for the study. The
deputy was instrumental in identifying importantcdments for the study due to his
comprehensive knowledge having served for a longetin the Institute. They also
presented both the Council and top-management getirges of management of strategic
change in the Institute.

Creswell (2007) state that data collection in csisely research is typically extensive,
drawing on multiple sources of information. Yin 88 recommends six types of
information sources namely; documents, archivabnés;, interviews, direct observations,

participant-observations and physical artifacts.

The data was obtained in both oral and written fo@ral data was obtained from talks
i.e. interview and observation while written datanfi content analysis of documents
(desk review) and preserved official records likegarts, books, newspapers, Acts of
Parliament, development plans, sessional papersnamthgement programmes. The
study used written structured interview schedulentent analysis of documents and
observation. These tools enabled a trade-off betwamst, speed, accuracy, detail,

comprehensiveness, response rate, clarity and amtnyuseful for validity and
reliability.

3.4. Data Analysis

Content analysis method was used to analyze qunaditdata collected. Nachmias and
Nachmias (1996) define it as a research techninaedllows for objective, systematic
and qualitative description of the manifest conterit communication (symbolic

behavior). It enables generalization. Strauss amidi@ (1990) argue that the method is
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scientific as the data collected can be developwtl lze verified through systematic
analysis. It also allows for the generation of dethinformation. The data was then

grouped and interpreted and presented in the atsaiat follow.
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CHAPTER FOUR: RESEARCH FINDINGS AND DISCUSSIONS

4.1. Introduction

This project investigated the strategic managenpeattices carried out at the Kenya
Institute of Administration and the factors respblesfor them. Data was collected by
interviewing the Institutes Director and her deputesk review of reports, strategic
plans, service charters and policy documents. @htsen was also made of the physical

infrastructures and content analysis method wad tesanalyze the data.

This chapter contains the findings on the strategiange management practices
practiced at the Institute, why the change prastisere urgent, the vision for the

strategic change, how the change practices warkemented, how the change practices
have been institutionalized and the factors thaehafluenced the change practices over

the investigation period.
4.2. Strategic change management practices

4.2.1. Introduction

This section present the strategic change manademnattice established to have taken
place and continues to take place at the Instittitattempts to establish whether the
institute practices strategic change managemerdtipea or not. It also attempts to

establish whether these practices were influengefitoces in the institutes environment

or not. Explanations are given for the practiced teir causes. The findings are also
discussed in the light of other findings on studiasstrategic change management.

On the basic of the fact that change is a movertent one point to another, to make

something new, to create something that was nog tlaad to respond to the forces in the
surrounding environment, then, the strategic changeagement practices presented in

table 1 bellow is appropriate for the institute.
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Table 1. Strategic change management practices atX

Serial Number

Strategic change management Practices

1

Movement from Old to New Location

2

Development or Creation of Physical Infrastruatiacilities at the
New Location such as Kitchen, Dining Hall, Admimgton Block,
E-Learning and Video Conferencing Centre, Four Bsoof Halls of
Residence, Lecture Halls, Library, Computer LabmmgtBorehole, 4

Tarmacked Parking Bays and automation.

Transformation into State Corporation from a Gawgent Ministry’s

Department

Increased functions of research, consultancyngdananagemer

and provision of conference services to that mingj.

it

Adoption of strategic management practices of emvirental
scanning, stakeholders’ analysis, problem analysbjective
formulation, crafting of vision, mission statemerdore values
servive charter, action planning, resources allonatmonitoring,
evaluation and review, performance contracting, rfogpsance

appraisal.

Penetration into the regional markets of Jub&authern Sudar

Tanzania, Uganda and Rwanda.

Intends to be a premier learning centre

The study found that the Institute had moved frtsmoid site to its current new site. In

this new site, it developed and continues to dgvetodern state of the art infrastructural

facilities such as a kitchen and a dinning hak abst of 120 million Kenya shillings, an

administration block at a cost of 96 million Kenwhillings, residential blocks,

conference centre at a cost of 64 million Kenydlisgs and tarmacked an access road

and parking bays.
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It had also been transformed from a governmentrti@pat to a State Corporation. It has
adopted strategic management practices comprisembrdfnuous situational analysis,
development and revision of vision, mission, prabl@nalysis, strategic planning,
strategic objectives, execution strategies, moimigprevaluation and review. Its annual
budgeting has been progressively increased for pbeamising from 33million Kenya
shillings in 1996 to 300 million Kenya shillings 2909.

The institute was also found to have expanded @sdate of training by including
research, consultancy, change management and iprowakconference services. | t has
expanded its markets to Southern Sudan, TanzamlaUgianda. It has also adopted
Performance Contracting, use of modern technologfyategic human resources

management ant plans to be a premier center ofrigment training.

The changes the institute has undergone througsteategic as they have affected the
whole organization. The changes were a means optiadato the changes in its
environment. The changes involved decision making &king actions to address
organizational risks and increase its productiatyd improve service delivery. The
transformation was initially imposed but later mgea through a process of planning.
These change practices are common with other chgngrganizations except the
physical change of site which is specific to th&tinte.

4.2.2. The urgency for change

This subsection explains what made the changemedtin the above subsection urgent
and a matter of life and death in the life of tinstitute. It presents the factors that
motivated the institute to launch into the unknowhese are the actors that pushed the
institute from its old location to the new locatiand those that induced it into creating
new things in the new site. The movement into tew Bite in 1989 was made urgent by
the need to allow University of Nairobi to occupetold site. It was also a way of
managing tension and conflict over the sharing cdree resources that had arose

between the two institutions occupying the old sigether. As a result of the movement,
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the institute lost 80 acres of its former land @@ of its physical facilities to the
University of Nairobi. It also lost some o its qgfiad staff who were either absorbed by
the University or into the Civil Service. It logsicapacity to train and its reputation of

training.

The institute had to redefine its vision and maedat avoid extinction after it had
accomplished its initial goal o training for Africiaation. It had to develop its capacity to
execute the new mandate after losing its physmxilifies to the University of Nairobi.
The new changes were required to enable it reddsmmage. The need to be
autonomous, financially self-sufficient and sustagn efficient and productive made it
urgent for the need to change its status into e &arporation. The need to adapt to new
management principles created the urgency to asioategic management which the

government made mandatory in its Deepening Minat&ationalization Policy of 2002.

The need to improve service delivery and contaiise delivery costs made it urgent to
adopt new technology in service delivery. Penairainto the regional markets was
necessitated by the need to capture the existingetsaand increase revenue base. The
inclusion of research, consultancy, change managemed provision of conference
services in its functions was made urgent by thedrte establish why service delivery
was deteriorating in the Public Service and thedrteecome up with better methods of
improving service delivery besides meeting the orese needs in the market. It is
evident that pressures from external environmemt iaternal deficiencies mate it a
matter o life and death or the institute which saprudent to launch into the unknown

and survive than to maintain status quo and perish.

4.2.3. Vision for strategic change

Vision is the desired better future state. It is #nvisioned future state. It includes the
guiding core purpose and the core values to berebdeluring the process og managing
change. It clarifies the direction of the desireoement and reflects the shared expected
future which is to be “a model institution of exegice in management development and
capacity building in the public sector”. This visiavas crafted and developed through

consultative and participative stakeholders’ preessof meetings, seminars, workshops
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and validation. It is a product of environment sdag, problem analysis, objective
setting, consensus building and strategy developriteims at adding value to the gains

made by the Institute during the execution of tlieroandate.

It is effectively communicated to all stakeholdevho are committed to it in service
charter, strategic plans, website, reports, fagtwiand letterheads. It is anchored on the
mission, which is the vehicle to take the Institidehe vision that is “to improve service
delivery in public sector by providing quality tnémg, research and consultancy
services”. These are anchored in the Institute’spa@te values or standards of
operations of team work, productivity, quality, atigity, innovation, accountability and

customer satisfaction.

The vision, mission and core values inspire inclegarticipation by stakeholders who
think, feel and do things differently. It does adlbw for “change survivors”, people who

learn to live through change programmes withoutiatt changing. Top management
and leadership live the vision by walking the taimployees’ fears are continuously
addressed as they crop up. Change culture and fubvedrange coalition have been
created over the years. All changing organizatiastadevelop a change vision, mission
and core values for them to succeed. This is a aompractice confirmed in the

literatures reviewed.

4.2.4. Implementation of strategic change

Implementation is the execution and actualizatibnthe envisaged change. It involves
systematic and logical actions and steps that leatle realization of the desired change.
The institute implemented these changes througlgranomes and projects. From
information contained in its four strategic plariace 1996, implementation process
started with the stakeholders’ analysis of theitungts’ context. Political, economic,

cultural, technological, legal and social factdrattmay facilitate or inhibit change are
continuously analyzed. The power and intereststakeholders are also analyzed to
determine how they can influence change and beuanfied by change. Specific
programmes and projects are designed and impletheonteaddress specific change

problems. For instance, the movement from the idte the new site was designed to
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address the capacity problem that confronted theemgonent and the University o
Nairobi. The development of new physical infrastowal facilities in the new site was to

address its problem of capacity for dischargingné® mandate.

Logical framework approach has been used to imphkicieange by defining the change
goals, purpose, out puts, activities, indicatovegjence, and assumptions before change

is realized. This approach is internationally atabje in management of change.

The implements strategic change through the usestriong stakeholders’ partnership of
Ministries, Departments, Local Authorities, RegibAathorities, Civil Society Groups,
Donors, Staff and KIA Alumni. The succeeding Prpads, Directors like Mr. Alan
Simmance, Mr. Charles G. Macharia, Mr. Habel Nyarlr, Titus Gatere and Dr.
Margaret Kobia and the Members of the Council ptedi strategic leadership,
mobilized strategic resources and organized caatsdt forums and meetings. The
government approved strategic change programmespeojdcts and provided initial
finances however difficult it was. Ministries, Depaents, Local Authorities, Regional
Authorities and Civil Society Groups sponsor traseat the Institute contributing to
Institutes’ income used to support change prograsnrmpmojects and activities. Donors

provided funding for the Conference Center.

A systemic process of programmes and project phapniexecution, monitoring,
evaluation and review is applied. These processesirdegrated in Result Based
Management, Annual Work Planning, Performance @atitrg, Performance Appraisal,
and Rapid Result Initiatives for Quick-Wins. Plampiprocess is linked to budgeting
through the adoption of Medium Term Expenditurenkeavork. Progress is tracked
through monitoring and evaluation. Obstacles oriat@ns are detected and overcome
during reviews. Learning Organization, Action Resba Consultancy (Organization
Development) and teams change models are usedplenrant strategic change at the
Institute as they are the most appropriate toutp@se.
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4.2.5. Institutionalization of strategic change

To institutionalize change means making changé sticl become “the way we do things
around here”, making it seeps into the bloodstre&the organization. It is the rooting of
new behaviors in social norms and shared valussaliconscious attempt to show people
how new approaches, behaviors and attitudes hdped@nprove performance. From
the review of the fourth strategic plan and intewiwith the institutes’ Director, it was
found that the institutes has institutionalize de@management by various measures that

include:

Entrenching it in section 12 of its Act of 1996 wihirequires the development of
strategic plans, three year budgeting and annuabrtiag, change objectives and
execution of strategic actions. Succession planniafyategic human resources
management and strategic outsourcing have guathriegnge by providing change
conscious employees. It has encouraged particpatimnagement that has encouraged
Public Private Partnership for strategic change agament. Staffs are empowered to
make change decisions through experimentation @ngh ideas. Result Oriented
Management practices, Performance Based RewarderBysQuality Management
System, Quality Auditing, pursuit of excellence awdstomer focusing have all

contributed to institutionalization of strategicaclye management.

Change issues are discussed in meetings and Higddign the institute’s newsletter.
Effective budgeting ensures timely availability resources for making things happen.
on-priority projects are avoided or terminated @ae@dance with the governments policy
of budget rationalization and Medium Term ExpendittFramework. Projects are
properly coordinated and aligned to the overallitu®es’ change objectives. Job rotation
is practiced to encourage organizational learn@@gnflicts are effectively managed as
they arise. Periodic organizational audit is damertsure that things happen as planned.
The application of management practices is adeacttr by all literatures reviewed as a
precondition for effective change results.
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Additional initiatives towards institutionalizinghange include self-sufficiency and

sustainable financial policies, business develograed growth management approaches,
strong sense of ownership and committed stakelmldenvironment sensitive

management approach, innovative approach to probdetwing and the use of

Information Communication Technology in deliveringervices. Effective project

management strategies, effective stakeholder ctatisul, strategic talent management,
benchmarking with institution practicing Internatad Standards of Management,
expansion of services to Southern Sudan, Ugandd amzhnia.

The benefit of institutionalizing change managembkas been demonstrated in its
enhanced performance which earned it elevatiohdcstatus of Parastal grade 4A from
grade 4C from 18 February 2009 a fact that is stimulating it toigspo become a
National School for Government

4.3. Factors influencing strategic change managemen

Influencing factors are also known as driving armdisation factors. They are forces
which either caused, facilitated or inhibited changt the institute. They are the
opportunities and threats that were identifiedhia éxternal environment and weaknesses
and strengths that were identified inside the tatti They include government’s
training policy changes, the desire to survive, atorinfluence, technological

advancement, stakeholders’ commitment and benchingark

In 1988 the government changed its training pobgygiving priority the provision of
facilities for maintained post-school training ihgtions, special institutions and and the
Universities. To provide the needed capacity to Wmversity Education, the institute
was forced to move from its old site to the currer@w site. The government
prioritization of training of Civil Servants in thraid 1990s to date influenced the institute
to develop and increase its new capacity in the séw to enable it discharge its

mandate.

The desire to survive after completing its initralandate compelled the institute to
redefine its vision, mission, functions, core valuand service charter. This also

influenced it to adopt strategic management, perémice contracting, performance
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appraisal and commercialization of its business lime with new government
management policy changes. The increased functadnsesearch, consultancy and
management of change were also necessitated bygeraeat malpractices in the Civil
Service which was to be addressed

Its conversion into State Corporation was influehibg the World Bank and International
Monetary Fund as part of reform initiatives whichrev a precondition for getting foreign
assistance imposed on the government. This wasdaaheestoring good governance,
giving it autonomy necessary for its financial ssifficiency, operational efficiency and

general productivity.

Government’s policy on e-government, technologazhlancement in the world, the need
to provide efficient and cost effective services ttte customers influenced the
introduction and use of e-learning and video camfeing and automation of service
delivery systems and processes. Stakeholders’ conani to change, effective change
leadership, a compelling vision and good corpoitture influenced the initiation,
implementation and institutionalization of change.

The desire for the institute to be a premier ingth of government learning has been
influenced by extensive benchmarking. Other infee=n included the desire to be
competitive in the dynamic market. The institutéfened lack of government’s good will

in the 1970s and 1980s which slowed the pace aigdaHowever, from mid 1990s to
date, the institute has continued to receive cotagieodwill from the government that
has enabled it to hasten its change managemenavnds. Technological influences
and governmental policy influences as well as tkednto survive are common to

changing organizations.

The government through the coordination of the tRermanent Secretary, Secretary to
the Cabinet and Head of Public Service, Mr. Jodegiting, the then Vice Chancellor of
the University of Nairobi, Professor Phillip Mbitand the then Minister for Education,
Non .Peter Oloo Aringo gave the old Institute te thepartment of Commerce of the

University of Nairobi, forcing the Institute to mevo the new site.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIO NS

5.1. Introduction

The research project on management of strategiogehat the Kenya Institute of
Administration introduced major concepts and dinmms of change and its
management. It established the strategic changeageament practices at the institution
and the factors that influenced them. The projegbleyed a holistic approach to analyze
change in the environmental context. Literatureréwyown authors and consultants in
change management was reviewed. Approaches of mmgnafpange, reasons why
employee usually resist change, methods of dealily resistance of change, change
management models and ways of institutionalizingnge have been examined. A case
study design was used. Interview, desk review dogkiwvation methods were used to
collect primary and secondary data. Content araly&s used to analyze data whose
findings are presented in table 1.The summary & ftimdings, conclusions and

recommendations are as follows.

5.2. Summary of findings

The study found that the institute moved from ikd site to its current new site. This
change involved strategic decision by top managénitedetermined the survival of the
institute, involved the use of huge resources @éong period of time, it affected all

stakeholders and it is irreversible.

The institute created and developed new infrastrattfacilities that were non-existent
by the time it shifted in 1989. It transformed irdoState Corporation with new legal
status, new mandate and new corporate cultur@vitldped new vision, core values and
service delivery standards through a process ategfic management. It adopted new

technology and ventured into new markets.

The strategic change management practices wend féa have been influence by
changes of government training policies, the intds desire to survive the threat ef
extinction, international donor conditions for gedt financial assistance, advances in

technology, stakeholder commitment to change antttbearking with management
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training institutions like Kenya Institute of Maragent, United Kingdom School o
Governance, Strathmore Business School and Uniyeddi Nairobi Department of

Public Administration.

The institutes’ most life threatening situation viuad.989i During this time it summoned
courage to abandon what it had for what it did Inate, what it was for what it was
capable of becoming. It re-invented itself by dregatvhat was not, a new context, a new
future and a new vision that evoked interest androgment from stakeholders. It made

a better choice of swimming instead of sinkingtsodeath.

It developed adaptive culture characterized by mecoeraged departure rom tradition,
continuous environmental scanning, strategic decisimaking and leadership,
empowerment of change champions and setting um@thanisms or solidifying change
Kanter (1983)

5.3. Conclusion

With the formation of the New Republic under New n&utution, increased

democratization, increased donor participation,ettggment focused on Counties and
Constituencies, disappearance of Districts, expansf government and restructuring of
Provincial Administration, the Institute is liketg undergo through fundamental changes

in future through a change of programmes and pitsduc

Like a chameleon, Doug (1977) it will continue develop its survival techniques by
constantly adapting to its changing environmentamands. Its organismic, flexible
structure, commitment to its members, developmeict ase of effective teams, core

competences and taste for diversity will contiruguarantee its survival in future.

5.4. Recommendations for further studies.

To further the understanding of management of egratchange in the Institute, this
study recommends that future studies should be wated on the effects of the
implementation of Vision 2030 and the New Consiituton the strategic change

management practices at the Institute. This is mapb because with the establishment of
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new values, management principles, organizationsumrganizational structures and
national aspirations, there will be increased nemdtraining in an expanded scope,
diverse content and approach. The cost and riskwasfaging strategic change at the
Institute, the effect of strategic leadership immfge management at the Institute and the
policy changes that will affect strategic changenagement at the Institute beyond the

year 2030. These will fill the gap of knowledge naptured by this study.
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