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ABSTRACT

Strategic change management today has become aortémip aspect in every
organization universally and is considered onehef best practices as there is no
constant organization. Strategic change managerseanmte of the best practices that
can promote performance in an organization. Thidysset to determine the strategic
change practices and performance of Non-governmemnganizations in Nairobi,
Kenya. The study applied cross sectional surveind®y data was collected through
a structured questionnaire administered to sergéwell managers, middle level
managers and supervisors in the study organizat®esondary data was collected
through review of contents of various relevant repand publications available on
the strategic change management and performante diGOs. Data was analysed
using Microsoft excel and statistical packages atias sciences (SPSS). The study
found that the strategic change management practiceNGOs in Nairobi were
necessitated by change in the stakeholder needpraference. The study results
found that strategic change management practicgparfiormance are considered to
be very important by these organizations. It was aloted that employee welfare and
staff morale were not taken keenly in the changegss. The study recommends that
more need to be done in relation to the employekaveeand morale. The study
recommends further research on the strategic chamgeagement practices on
performance in the NGO sector particularly on teefgrmance systems to determine
if they are used as management tools of contrdsponses to strategies.
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CHAPTER ONE
INTRODUCTION

1.1 Background of the Study

Today's organizations are challenged to survive @mibe in an environment of
unprecedented turbulence. Consequently, the emaeotal turbulence has
necessitated and influenced the organizations iogatd the changes witnessed in
order to sustain competitive advantage within tidrenment in which they operate.
According to Cummings & Worley (2009) strategic oba is a recent influence on
organizational developments’ evolution as orgaimzst and their technological,
political and social environments have become cemphd more uncertain, the scale
and intricacies of organizational change have emed. This trend has produced the
need for a strategic perspective and discouragadnpd change processes at the

organization level.

Strategic change involves improving the alignmembhoag an organizations’
environment, strategy and organizations’ designvell designed and implemented
strategy management system - integrating plan@ixegcution, and change leadership
- enables organizations to respond to change wdtiteib strategic focus, aligned
action, employee engagement, prioritization of g¢ct§ and budgets, and measurable
results. Just like the rest of the world, Kenyagamizations in all sectors have not
been spared from the global business cycles likeréizent global recession whose
effects are still being felt in terms of credit och, declining markets and reduced
profits. In general the Kenyan NGO sector has sednction in funding flows that
has necessitated a rethink in their operationaltesjies and therefore consequently

management of strategic change to enhance théarpemce.

1



1.1.1 The Concept of Strategy

Johnson and Scholes (1999) define strategy as iteetidn and scope of an
organization over the long term: which achievesaativge for the organization
through its configuration of resources within a mfiag environment, to meet the
needs of markets and to fulfill stakeholder expmta. In addition, Pearce, Robinson
and Mital (2007) define strategic management astafsdecisions and actions that
result in the formulation and implementation of rndadesigned to achieve a
company’s objectives. The strategy provides cllittaaks which involves planning,
directing, organizing and controlling of a compangtrategy related decisions and
actions. A strategy is a company’s game plan tbasdot specifically detail all the
future deployments (people, finances, materialjloes provide a framework for

managerial decisions and operationalizing of tmeesa

Although there are different definitions they tetadpoint towards confirming that
strategies are long term, have strategic directoord organization (Johnson,
Whittington and Scholes, 2011). It is importantniote that the strategy process is
mainly undertaken at the corporate level which coseg of the organizational chief
executives and directors while the other levelg ldusiness and operational levels
ensure that the strategy implementation is a sacdd® business level strategy helps

bridge decisions at the corporate and functionadle

Strategic management involves the process of fatiau, implementation and
control with each step providing guidance on theerimal and external analysis of
organizations, possible strategy guidance as weati@nitoring and evaluation tools to

use to ensure success in the strategy developineadldition, Johnson, Whittington



and Scholes (2011) state that strategies emploifat depending on the industry at
play therefore some of the characteristics of egpatinclude: should be industry
specific, functional, flexible, and technically ss@r to maximize return on
investment. Thompson, Strickland & Gamble (2008 s the need for flexibility in
strategy due to the ever changing ever changingreait environment. In addition
they argue that an organization strategy would tesidered a winner when the
strategies fit the enterprise’s external and irgkrsituation, build sustainable

competitive advantage, and improve company perfoo@a

According to research study by Riungu (2008) sleatified that essentially, strategic
management processes have a direct impact on pagi@mal performance and that
they affirm that organizational performance is nuead in terms of results. The term
performance generally carries with it an understandf a degree of achievement of
an operation or a set of connected operations) fiarsas an organization's goals and
objectives are concerned. These operations may Iheee formally put in place by

the organization to evaluate and monitor the omgian's capability to successfully

meet its goals and access its employees and sidkehesponsiveness to what has
been learned, through the adoption of efficienudtres, systems and capital

investments.

Objective performance indicators need to be puplate to monitor processes and
criteria to evaluate organizational performance ahdnge and to report any noted
deviations from the organizational expectationstoligh this, the cause of failure
may be addressed and success enhanced within gamization. Performance

measurement serves the purposes of control andigkenf progress, recognizing



and rewarding performers and encouraging and inipgowon-performers. It is
therefore critical to appreciate that strategy @ra@cess and all the interrelated steps

have to correlate if any organization success dae tachieved.

1.1.2 Strategic Change M anagement

Strategic change management is a set of procesgseyed to ensure that significant
changes are implemented in a controlled and sysiemeanner. Management of
strategic change in any organization will dependtm magnitude of the challenge
faced in trying to effect strategic change. It & practical to assume that leading
change effectively in one context is the same aother and assumptions made that
approaches to change are readily transferable bata@ntexts (Johnson, Whittington

and Scholes, 2011).

NGOs today have embodied change management sesitegensure maximization of
resources and optimal returns achievable eachthtin specific motivations therein.

More so the not for profit sector has been doggethe economic effect of the donor
countries necessitating change in every aspetieaf operations. Organizations in the
various sectors need to implement effective strateghange management
programmes to their business processes, produudgorato the organization itself.

Burnes (2009) concurs with other researchers thganizations are changing at a

faster pace and in a more fundamental way thantmsfere.

Motivations of the various stakeholders should ddectaken into consideration and
this will provide a convincing set up for the stiwing and managing the change in

an organization as well as the performance thet@iensure optimal results and



benefits. The change management practitioners idawtified the types of change an
organization can decide to choose: emergent ornplhrin this case at the total
disposal of the organizations’ strategists. Althopgedictions that re-engineering, re-
strategizing, mergers, downsizing, quality effatsl cultural renewal projects would
soon disappear; (Kotter,1996) disagrees with tloion and instead argues that
powerful macroeconomic forces were at work and theyld grow stronger over the
next few decades. As a result, more organizatiomsldvbe pushed to reduce costs,
improve quality of products and services, locate rpportunities for growth and
increased productivity. To date major change edfbdve helped organizations adapt
significantly to shift conditions have improved tbempetitive standing of others and
positioned a few for a far better future. Kottertfier identifies the forces that drive
change such as technological change, maturatioomarkets in the developed

economies, international economic integration anathgrs.

McCarthy & Eastman (2010) argue that the overaghpurpose of change
management is to accelerate the speed at whichepamye successfully through the
change process so that anticipated benefits anevachfaster. In addition various
change models have been provided for guidance bhgugscholars to facilitate the
process of change. The models are used to assasgecat a macro level which many
institutional leaders view. They reveal why changeurs, how change will occur and

what will occur (Kezar, 2001).



1.1.3 Organisational Performance

Performance management involves goal setting, pegioce appraisal and reward
systems that align member work behavior with bussnestrategy, employee
involvement, and workplace technology (Cummings &n&yy, 2009). Organizational
performance comprises the actual output or regilan organization as measured
against its intended outputs. The measure of pagnce can be divided into two
distinct types namely; the financial function mgsdinnounced at the end of every
financial year in terms of profitability and theméinancial function mainly measured
by the; the company staff welfare, the company iggsgtion in corporate social
responsibilities, customer satisfaction, efficienioy production and ability of the

company to honour in time its statutory obligatigh&rangu, 2012).

Performance Management is meant to ensure thatgamiaation achieves its long
goals and objectives in an efficient and effectinggy. Performance measurement was
foremost intended for the business sector but sineegap between business sector
and nonprofit sector has narrowed considerably |#s decade, the interest in
performance measurement has increased among rhesesar@nd practicians. The
interest is due to the evolving pressure on showffertiveness which is experienced

by nonprofit managers (Larsson & Kinnunen, 2008).

1.1.4 NGOsin Kenya

The NGO coordination Act of 1990 defines NGOs asumary organization or

grouping of individuals or organization which istasomous and not —for- profit
sharing; operating in the voluntary sector; orgadiiocally at the grassroots levels,

nationally, regionally or internationally for theaugpose of enhancing the legitimate



economic, social and/or cultural development objabg or advocating on issues of
public interest or interest of a group of indivitki@r organizations; but shall not
include trade unions, social clubs and entertairingports club, political parties,
private companies or faith propagating organizatiqnNGO Act, 1990). A non-
governmental organization (NGO) is generally coesd to be a non-state, nonprofit,
voluntary organization. As a non-state entity, a8ONis generally independent from
government influence and either not established &y government, or
intergovernmental agreement, or, if establisheduich a manner, is not independent
of such influence as a nonprofit organization, aorprofit distributing (NGO

Handbook).

The NGO sector is one of the most expansive sertdfenya today. Kenya is home
to approximately 5,929 registered NGOs accordingffecial registration records
with the NGO Coordination Board in 2009 (NGO coastion board, 2009). An
NGOs Co-ordination Board was established by an dcParliament in 1990 and
commenced its business on June 15, 1992.The masonefor the creation of the
Board was to streamline the registration and Carattbn of NGOs. The NGOs are

registered by the Non-Governmental Organization®fdination Board.

1.1.5 NGOsin Nairobi

According to the survey carried out by the NGO @amation Board in 2009, Nairobi
county played host to approximately 708 confirmad werified NGOs. They include
those that are international, national and commubésed. International NGOs in
Kenya mainly have their headquarters or regionfites in Nairobi. They can be

responsible for funding local NGOs, institutionsdaprojects and implementing



projects. National NGOs include national organimadi such as the Kenya Red Cross.
Some have county branches and assist local NG@scdimmunity based NGOs are
found within the specific local communities whehe tintended targeted clients are
found ( NGO Coordination Board, 2009).These NGOeraie in a cross section of
sectors including: agriculture, water, educationyvimnment, health, human rights,
gender and development, children’s rights, poveitgviation, peace, population,
training, counseling, small scale enterprises,hilisgaand governance( Oranga, 2009;

Oketch ,2011).

Recently changes have taken place in the worlda@agrwhich in turn has affected
the Kenyan economy that has had debilitating effemt the sector. The world
economy in this case referring to the major dorafrshe said sector has led to a
decline in the level of donor funding. The consttaiin funding has led to the
managers in this sector rethinking their strategiesated rivalry between the NGOs
due to competition for the minimal funding availpbihe stringent rules by the donors
for the limited funding available, changes in thEeting environment of the sector

due to the government requirements.

1.2 Research Problem

Strategic change management strategies have becotieal especially in an
environment where accountability and performaneasarement has become urgent
for nonprofit organizations particularly in Kenyah&re they encounter increasing
competition from a proliferating number of agencialé competing for scarce donor,
foundation, and government funding. Yet the pulpkcformance reports and many

internal performance measurement systems of thegeniaations focus only on



financial measures, such as donations, expenditarasd operating expense ratios.
Success for nonprofits should be measured by héectefely and efficiently they
meet the needs of their constituencies. Finandasiderations can play an enabling

or constraining role but will rarely be the primantyjective ( Kaplan, 2001).

Burnes (2009) argues that there are no universad mith regard to leading change;
rather it involves linking action by people at Bbvels of businesses. This clearly
indicates that the strategy process of formulatiorplementation and performance
are linked. Further to this strategy flexibility key as it takes into account the
peculiarities of an organization in question. e tase of strategic change therefore,
the change strategies need to be clearly formularedl implemented if desired
performance results should be achieved. Therecie@sing pressure to perform from
the government, public and donors. With this pressMGO sector managers must
have capacity to adopt and restructure the orgaoizdo challenge constraints.
However, the question being posed is if the marsalgave the capacity to handle the
organizational changes required and at the saneetbrensure the performance of the

said organizations are at maintained or improved|¢e

Numerous studies have been done in the field ateggfic change management with
the majority in the corporate organizations and lipusector. In her research,
Marangu, (2012) focused on employee perceptionti@iegiic change management
practices and performance at KPLC; Riungu, (200&teggic change focus was on
the banking sector; Kathama , (2012 ) conductegsaarch study on performance his
basis being strategic planning practices incorporabf the state corporations;

Waweru (2010), researched on strategic planningesssand Bwibo, (2000) study



research focused general strategic change practithe research conducted in the
NGO sector have been in responses to changes enthinment, however from the
evaluated studies little has been done on the e&angnagement practices and
performance in the NGO sector.

From the above, it is clear that numerous studise hbeen done about change
management practices but few if at all study onitifleence of change management
practices on performance especially in the NGO oseot Nairobi. This study
therefore seeks to fill the gap in the body of kiemlge by determining the change
management practices adopted by NGOs in Nairobitams$tablish the influence of

change management practices to organizational peaface.

The study will be guided by the following study gtien: what is are the strategic

change management practices and performance of NGQ&robi, Kenya?

1.3 Objectives
i.  To determine the strategic change management geacdopted by the NGO
sector in the Nairobi county.
ii.  To establish the influence of strategic change meament practices on

performance of the NGOs in Nairobi

1.4 Valueof the Study

The study will help management teams of NGOs tduat@ the effectiveness of their
strategies on change management performance amd edect change strategies
that will achieve the required performance. It ia# a source of information for the

upcoming NGOs particularly in the area of strategfiange management practices

10



and performance management. The study will prothéeacademicians with a useful
basis upon which further studies on performancehaihge management programmes
in organizations could be conducted and basis dothér research and source of

literature review for other scholars.

The findings from the study can be used as a lbgsis which the donors can have an
understanding of the NGO sector in terms of itsteggic change practices and
performance and be a guide in formulating the potin their partnerships with the

said NGOs. Finally, the findings from the study ¢enused by the government when

formulating policies that will be used to regulite NGO sector.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents the past study on the chamagagement practices and ways of
evaluating change management and performance anizagions. The specific areas
covered here are theoretical foundations, perfoomamanagement and approaches to

change management.

2.2 Theoretical Foundations of Change Management

Change management theories and practice origimate @ifferent, diverse, social

science disciplines and traditions. It is not dinid discipline with rigid and clearly

defined boundary ( Marcredie, Ankletell & Warwick998). The theory and practice
of change management draw on a number of socehseidisciplines and traditions
(Burnes ,2009). Theories of change assist in utalegg, describing and developing
insights about the change process. The three schbdhought that form the basis on
which change management theory stands are theidodiy group dynamics and the

open systems perspectives.

2.2.1 Thelndividual Perspective School

The individual perspective group is divided intatiactions known as the behaviorist
and the gestalt field psychologists. Behaviorighelve that behavior is caused by an
individuals’ interaction with the environment. Thasic principle of this approach,

which originates from Pavlov (1927) work, is thainan actions are conditioned by

12



their expected consequences. This means that reddrehavior is repeated while
ignored behavior tends not to be repeated. Thalydstid psychologists believe that
behavior is not just caused by external stimult, ibarises from how an individual

uses reason to interpret these stimuli. Behavirdétempt to effect organizational
change by modifying the external stimuli acting mpbe individual, whereas gestalt
field theorists seek to change individual self-saveass to promote behavioral and

thus organizational change (Burnes, 2009).

In his research paper on organizational changechadge readiness, Hallgrimsson
(2008) argues that organizational change will b@ldss endeavor without the
participation and commitment of individuals, howewhe focus on individuals
within organizational studies is almost exclusive psychological or social
psychological research. This individual implicatidmerefore makes organizational

change intrinsically personal.

2.2.2 The Group Dynamics Group

Group dynamics theory originated from the work eirkLewin and the theorists who
conforming to these ideas believe that the focushahge should be at the group level
and that its ineffectual to concentrate on indiglduo bring about change as they will
be pressured by the group to conform. Lewins’ ratie was that people in
organizations work in groups and therefore indigidbehavior must be seen,
modified or changed in light with the groups’ priway practices and norms (Burnes,
2009). Burnes acknowledged the work of other re$eas like (Cummings and
Worley, 2005; French and Bell, 1999, Smith et &32) and their arguments that it

was useless to concentrate on changing the behaiviadividuals, according to the

13



Group Dynamics School. The individual in isolatisrconstrained by group pressures
to conform. The focus of change must be at themlevel and should concentrate on

influencing and changing the group’s norms, roles @alues (Burnes; P324).

2.2.3 The Open System School

The open systems school of thought sees organisasie composed of a number of
inter — connected sub ways. It follows that anyngeain one part of the sub — system
will have an impact on other parts of the systemg an turn, on its overall
performance (Burnes 2009). He further adds thastimols’ approach to change is
based on a method describing and evaluating théseystems in order to determine
how they need to be changed so as to improve tlalbvfunctioning of the
organization. It follows that an open system appho& management has the
objective to structure the functions of the orgatian in such a way as to define
certain lines of coordination and sub-system impesthdence. Only if this is

successful can the organization’s objectives bsymd (Burnes, 2004b, p265).

Hallgrimsson (2008) refers to four principal orgaational sub-systems:
organizational goal and value sub-system whichrsefe goals and values can be
viewed as an organization’s objective and the warkure needed to pursue them;
technical sub-system: the specific combination obwledge; technologies and
techniques needed in order for organizations taction and psychological sub-
system: the organization’s culture and climate rdie relationships, norms, values
and whatever else considered essential for creamd) withholding a sense of
“organizational bond” and managerial sub-systemisTih the sub-system that is

responsible for directing an organization towartss dbjectives. This includes a

14



number of responsibilities such as; determiningues] setting goals, developing

strategy, designing structure and establishingrobptocesses.

From the three schools of thought the most releiratite research study is the open
systems school as this framework of change analgsis on the general view of the
open system theory which regards organizationgpalte of continuously changing

their structural form to respond to environments.

2.3 Approachesto Strategic Change M anagement

There are two dominant approaches to strategic gghamanagement: planned
approach to change and emergent approach to chingéirst one is planned change
famously coined by Kurt Lewin to distinguish charigat was consciously embarked
upon by an organization. This means that the orgdion identifies an area where it
believes change is required and undertakes a meoces/aluate and if necessary and
if necessary brings about change. (Burnes, 20028)3Lewin identified four
individual elements — field theory, group dynamastion research and the three step
model. It is an iterative, cyclical process involyidiagnosis, action and evaluation
and further action and evaluation. It is an apphnoé@at recognizes that once change
has taken place, is it must be self-sustaining. ditiginal purpose was to focus on
improving the effectiveness of human side of thgaaization .Emphasis is placed on
resolving group conflicts and improving group penfiance by bringing together
managers and recipients of change, and the consuita jointly diagnose the

organization’s problem and jointly plan and dedigm specific changes.

15



The second one is emergent change approach. Thmrmots of the approach,
change is a continuous, dynamic and contested gsot¢kat emerges in an
unpredictable and unplanned fashion (Burnes, 200@).of the main strands of the
emergent approach is provided by the processudysaisalerived from the work of
Andrew Pettigrew, where process research is comduct organizations. They view
change as a process that unfolds through the lajegd multiple variables within an
organization, especially context, consultation palitical behavior (Burnes 2011;367
- 368). The emergent features for successful charaede: organizational structure,
organizational culture, organizational learning,nangerial behavior and power and
politics. The emergent approach tends to see chasgiven from bottom up rather
than from the top down; it stresses that changaniopen ended and continuous
process of adaption to changing conditions andunigtances and sees process of
change as a process of learning continuous proseshanging conditions and
learning and not just a method of changing orgdiozastructures (Burnes;

2009:P355)

24  Strategic Change Management M odels

This section discusses some of the strategic chanagegement models. The models
discussed are: Kurt Lewin Three Step Model, Bullasid Batten Model and the

Mckinsey 7-S model.

24.1 Kurt Lewin Three Step M odel

This change management model was created in th@s1B$ psychologist Kurt
Lewin. Lewin noted that the majority of people tetuedprefer and operate within

certain zones of safety. He recognized three staigelsange: Unfreeze — Most people
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make an active effort to resist change. In ordesviercome this tendency, a period of
thawing or unfreezing must be initiated through irradton. Transition — Once change
IS initiated, the company moves into a transiti@rigd, which may last for some
time. Adequate leadership and reassurance is rage$sr the process to be
successful. Refreeze — After change has been &ttaptl successfully implemented,
the company becomes stable again, and staff refse@z they operate under the new

guidelines.

While this change management model remains wideéd uoday, it is takes time to
implement. Of course, since it is easy to use, ncostpanies tend to prefer this

model to enact major changes.

2.4.2 Bullock and Batten M odel

Developed in 1985, the model is an integrated fuwase model of planned change.
The focus of the model is at individual and growvel. The phases include:
exploration, planning, action and integration plsasehis model is viewed to have
broad applicability to most change situations (B$;n2011). His research indicates
that the model incorporates key aspects of mangrathange models and especially,
it overcomes any confusion between the processeshafge and the phases of

change. The focus of the model is change at indalidnd group level.

2.4.3 Mckinsey 7- SMod€

The McKinsey 7-S model offers a holistic approaohotganization. This model,
created by Robert Waterman, Tom Peters, Richar@aRgsand Anthony Athos

during a meeting in 1978, has 7 factors that opeast collective agent of change:
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Shared values, Strategy, Structure, Systems, Shyéf and Skills. The top three ,
strategy , structure and systems, are the hardeelsmThe bottom four, skills, staff,
style, and shared values are the soft elementsk&heoint is that all the elements

are all inter-dependent.

Changes in one will have repercussions on the &thEnus introduction of new
systems will certainly affect skills, and may weffect structure, style and staff. It
could even have an impact on strategy. Similar namssions occur with
decentralization. If you just try to change onemedat on its own, the other element
may well resist the change and try to maintain stetus quo. In this sense, any
change in organization is best seen as a shiftanamthole picture. The model can be
used for the following: organizational alignment performance improvement;
understanding the core and most influential faciarsan organization’s strategy;
determining how best to realign an organization aonew strategy or other
organization design and examining the current wgykiand relations an organization

exhibits. (Whittblog, 2011)

2.5 Performance Management

Performance management helps guide organizatiomards achieving their vision,
mission, and goals and therefore is a key factor their survival and success
(Chenhall, 2005; Ferreira & Otley, 2009; Otley, 299According to Kaplan (2001),
the subject performance measurement has becometufge non-governmental
organizations as they encounter increasing conpefitom a proliferating number of
agencies, all competing for scarce donor, foundatesmd government funding. The

public performance reports and many internal perforce measurement systems of
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these organizations focus only on financial measwgech as donations, expenditures,
and operating expense ratios. He further argudsstiess for nonprofits should be
measured by how effectively and efficiently they enhethe needs of their

constituencies.

Financial considerations can play an enabling aristraining role but will rarely be
the primary objective. At the more micro, progranimdevel, organizations may
have myriad measures to track and control loctihtinres. These measures, however,
do not relate to overall organizational mission amloiectives. The increasing
competitive environment of the 1980s which contohtlerough the recessionary early
1990s and remains a dominant factor today has lolestified as a major influence
leading to increased concern for performance imgmmnt (Williams, 2002). In his
research, Mibei (2011) argues that the measurepfeim performance has been a
controversial issue that has generated debate a@nonmany authors like
Chakravarthy, (1986), Venkatraman & Ramanujam, §)l98le observes that the
major problem has been the choice of appropriatésyiak to use in determining firm
performance as different disciplines such as adaugnpsychology, sociology and

operations management have proposed various measure

The goal of business organizations is to succeedheir chosen fields and
organizational performance management and consobding viewed as a key
organizational activity. Today most of the NGOs daadopted aspects of
performance management systems in order to mahagediverse projects aimed at
achieving their vague missions and deliver serviodseneficiaries while at the same

time satisfying multiple stakeholders. The successke majority of the NGOs in
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Kenya are measured on clear performance dimensimisas economy, effectiveness

and efficiency borrowed from the private sector.

Sheehan, (1996) studied philanthropic organizatiand concluded that although
most had clear statements of mission, very few kageloped performance
measurement systems that revealed whether the ipagan had an impact on its
mission. In effect, the organizations had no wadigtinguish whether their strategy
was succeeding or failing. In their case study, Xaperreira, (November, 2010)
articulate their arguments that the NFP sectorgmtssa challenge to performance
measurement due to the difficulties that are enisyad in determining their benefits,

costs and performance.

The success of for-profit organizations is gengratheasured by financial
performance measures which are typically a functibprofitability. In contrast, for
NFP organizations, success is normally understgoldoav much and how well their
services are provided which is far more difficutidaambiguous than measuring
profit. Use of financial tools like ratios, EPS, RB, ROSC and others are deemed
not to provide the effectiveness or efficiency dfetoutcomes of the NFP
organizations’ programs and as such not alignedh Wit organizations’ strategy
(Sawhill & Williamson, 2001). Sawhill and Williamaq2001), concluded that issues
as indicated are addressed with the use of an inag#iRity capacity approach. Under
this approach, impact performance measures are wsesess Mission success,
activity performance measures focused on achiewgogls and implementing
strategies, and capacity performance measures gthegedegree to which the

organization mobilized the resources necessamlfid fts mission.
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Sawhill and Williamson (2001) also reiterate theartance of having a clear vision,
mission and goals and note that it would be anrefqudgment to imagine that a
NFP organization can develop effective performaneasures in the absence of
strategic alignment. This view highlights the imjamice of strategically aligning the
organizations’, mission with the PMSs. Although Bedanced Scorecard has become
very popular, there is no single version of the elothat has been universally
accepted. The diversity and unique requirementiftérent enterprises suggest that

no one - size - fits - all approach will ever de jab.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Introduction
This chapter discusses the method employed toctalkta, analyze data and present

the data. The specific areas of coverage inclugkearch design, population, sample

design, data collection, data analysis and presenta

3.2 Research Design

This research study used cross sectional survegrdescollecting primary data. This
formed a class of research methods that involvegmiation of all of a population, or
a representative subset, at one specific poinime with an aim to provide data on

the entire population under study.

3.3 Population of Study

The study targeted the non-governmental organizstaperating in Nairobi County
as at 2009 and confirmed from the NGO coordinasiorvey of 2009. Reference was
made to the NGO coordination Board of 2009 thafiomed 708 NGOs in Nairobi
The targeted population included the non-governaientganizations in all the
sectors of operations totaling to 71 in numberigted in appendix. The basis for the
targeted population was with reference to Mugendd Blugenda (1999) on the

sample of 10% - 30% of the total population.
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34 SampleDesign

The simple random sampling technique was used ty @t the research study.
These organizations were randomly selected forpimgpose of study. From the
population of 708 NGOs, 10% which is equivalenZfotargeted respondents were

used as the sample.

3.5 DataCollection

Primary data was collected using structured queséoes issued to the respondents.
The method was chosen as it is a positivist rekeaethod. It includes the low level
of involvement of the researcher and high numberegpondents. Secondary data
sources were employed through the use of previamirdents or materials to
supplement the data received from questionnairks. trgeted population included

all the NGOs in Nairobi.

3.6 DataAnalyss

The research study generated quantitative datdist®tal tools used included
Microsoft excel and statistical packages on sos@nces (SPSS). With the SPSS
software, the data collected was analyzed usingrigtise statistics function where
the variables were further analysed to determimér tinequencies, percentages and
mean scores under the corresponding objectivegosbét Excel was used to present

the data in tables.
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CHAPTER FOUR
DATA ANALY SIS, RESULTSAND DISCUSSION

4.1 Introduction

The research objective was to determine the siatdange management practices
and performance of NGOs in Nairobi county This ¢bapresents the analysis and
findings with regard to the objective and discussibthe same. The target population
in this study were NGOs where the respondents tedlgeere senior level managers,
middle level managers and supervisors in orgamaatiA sample of 71 NGOs was
targeted, however only 47 out of the 71 responéedesenting 66% and this formed
the basis of the findings presented in this rep®dhe findings are presented in

narratives, charts and tables.

4.2 Strategic Change M anagement Practices
The respondents were asked to indicate how thganizations reacted to business

environment.

Table 4.1: How the NGOsin Nairobi County React to Business Environment

Reaction Frequency | Percent

Proactively 18 38.3
Reactively 13 27.7
In — Between 1€ 34
Total 47 100

As shown in Table 4.1, 38.3% of the respondentstifigit the organizations reacted

proactively to the operating business environmgnt7% felt that the response was
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reactive and 34 % felt that the organization resctvas in — between the proactive
and reactive reactions.
The respondents were also required to indicatéafees that necessitated changes in

their organizations.

Table 4.2: Forces of Change

Forces of Change Frequency @ Percent

Entrance of competing

organisations 6 12.8

Change in stakeholder needs and

preference 22 46.8
Government requirements 3 6.4
Globalization 16 34
Total 47 100

As shown in Table 4.2, 46.8 % of the respondenlig\®ethat change in stakeholder
needs and preference was the major reason why N@Osssitated change, 34%
believed that globalization was the reason thattkecchange, 12.8% believed in
entrance of competing organizations and 6.4% bedig¢lat government requirements

led to it.

The respondents were also required to indicateinfimtors of strategic change

management in their organizations. The resultslaog/n in Table 4.3.
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Table 4.3: Initiators of Strategic Change M anagement

Initiators of Strategic

Change Frequency Percent
Board of Directors 28 59.6
CEO/COO 6 12.8
Senior Management 12 25.5
Others 1 2.1
Total 47 100

As shown in Table 4.3, majority of the respondé&i&t$%, felt Board of Directors’ in

their organizations were the most vocal in thetsgi@ change management effort
followed by the Senior Management at 25.5% and at 12.8%. 2.1% of the
respondents also felt that there were other stdlel®involved such as the HQ

offices and Organisational councils.

The respondents were also required to indicate dveareness and familiarity of

SCM practices adopted in their organizations. Esellts are shown in Figure 4.1.
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Figure 4.1: Respondents Awareness and Familiar with the SCM Practices
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As shown in Figure 4.1, 51.06% of the respondemiewnoderatelyamiliar, 21.28%
were extremely familiar, 12.77% were slightly ar@im@what familiar respectively
and 2.1% were not at all familiar. The respondangstherefore aware of the strategic

management practices adopted.

The respondents were required to provide theirgpgian on the influence of overall

strategy on change management. The results arenshdvigure 4.2.
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Figure 4.2: Influence of Strategy on Strategic Change M anagement Plan
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As shown in Figure 4.2, 36.2% of the respondenteweé the opinion that that they
were somewhat and very influential respectively,7I% thought that it was
extremely influential, 10.64% thought that the t&gic management practices
adopted in their organizations were slightly infitiel. 4.26% of the respondents

thought that it was not at all influential.

The respondents were required to provide theirgpian on the affected strategic

change management processes in their organizatentesults are shown in Table

4.4,
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Table 4.4: Perception of The Respondents on the Affected Strategic Change

M anagement Process

Affected

Elements M ean Std. Deviation
Structure 2.13 1.24
Systems 2.64 1.26
Behaviour 3.30 1.21
Processes 2.83 1.00
Services 3.25 1.45

As shown in Table 4.4, show the impact of the sg@t change management process

has the most effect on structure, followed by systeprocesses with a mean of 2.13,

2.64 and 2.83 respectively. Services and behawwe \affected the least with a mean

of 3.25 and 3.30 respectively.

4.3 Performance Management

The respondents were required to indicate theicgmion on the importance of the

performance management system in their organizafide results are shown in

Figure 4.3.
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Figure 4.3: Perception on the Importance of the PM S as an Important Tool
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As shown in Figure 4.3, 47.83 % of the respondbet®ved that the PMS was very
important, 30.43% moderately important, 13.04 % 4r856% slightly important and

not all important. 4.35% were neutral on the sutjeatter.

The respondents were required to indicate theicgpion on the reward system in

relation to the PMS in their organization. The tesare shown in Figure 4.4.
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Figure 4.4: Importance of the Reward System in Relation tothe PM S
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As shown in the Figure 4.4, 29.79% thought it wighly important, 27.66% and
25.33% thought it was extremely and moderately irgod, 6.38% thought it was

slightly important and 10.64 % of the respondergsenneutral on the importance.

The respondents were required to indicate thergption on the success on strategy

on the measures of performance in their organizafibie results are shown in Table

4.5.
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Table 4.5: Perception of the Success on Strategy on the M easur es of Perfor mance

M easur e of Performance M ean

Donor Funding 3.80

Quality of Service 3.72

Organisation Growth 3.5P
Organisation Reputation 3.91

As shown in Table 4.5, the respondents attributedsticcess of the Strategic Change
management strategies to the organizational repaotatth a mean of 3.91, followed
by the donor funding available with a mean of 3188, quality of service with a mean

of 3.72 and finally the organizational growth wahmean of 3.52.

The respondents were required to indicate how tmntunication on the PMS to

staff was done in their organization. The resulésshown in Figure 4.5.

Figure 4.5: Communication of the PM Sto the Staff
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According to the Figure 4.5, the performance mamagg system was communicated

to staff mainly through circulars (78.72%), traigen(17.02%) and (4.62%) did not

know.

The respondents were required to rate the rewartietemployees who meet the

targets set by the change practices in their orgdion. The results are shown in

Figure 4.6.

Figure 4.6: Rating on the Rewards to the Employees who Meet the Targets Set

by the Change Practices
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As shown in Figure 4.6, the rating on the rewaadthe employees who meet targets
set by the change practices, 59.57% were moderatgigfied, 12.77% were very

satisfied, 19.15% were slightly satisfied while®®&were not satisfied at all.
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The respondents were required indicate their satisi levels on the resources used

in change processes in their organization. Thdteeate shown in Figure 4.7.

Figure 4.7. Satisfied With Level of Resource Used To Implement the Change

Pr ocess and Per for mance Enhancement
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As shown in Figure 4.7 above indicate that 53.19f6the respondents were
moderately satisfied, 10.64% were very satisfiet,98% were slightly satisfied.

4.26% were found not to be satisfied at all.

The respondents were required indicate the imphthe strategic changes on the

performance indicators in their organization. Tésults are shown in Table 4.6.
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Table 4.6: Impact of the Strategic Changes on the Performance I ndicator s

Performance

Indicator Mean
Stakeholder Satisfaction 3.76
Employee Welfare 2.65
Donor Funding 3.3%

As shown in Table 4.6, the impact of the strategfianges on the performance
indicators where a rating of 1 was the least pasiand 5, the most positive, the
findings indicated that, stakeholder satisfactioaswthe most positively impacted
factor with the mean of 3.76 followed by donor fimgdat 3.35 while employee

welfare are ranked as the least positively impaeaiigidl mean values of 2.65.

The respondents were required indicate the bemefilized by employees from the
change management practices in their organizalfioa.results are shown in Table

4.7.

Table 4.7: Benefits Realized by Employees from the Strategic Change

Management Practices

Benefits Realized to

Employees M ean
Remuneration 3.23
Staff Morale 3.48
Allowances 3.43
Training 2.66

As shown in Table 4.7, the most visible benefit the employees benefitted from the

strategic change practice was in training with aamedf 2.66, followed by
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remuneration, allowances and finally staff moralehwneans of 3.23, 3.43 and 3.48

respectively.

4.4 Resultsand Discussions

The findings of these study shows that the respusdeerceived that overall
organizational strategy was very influential on sti@tegic change management plan.
This further reinforces the findings by researcheugh as Abdel — Kader. &
Wadongo (2011), Sawhill, and Williamson (2001), pY& Ferreira( 2010)
recognition the importance of overall strategy geursed as reference to other sub
strategies such as change management and perf&mnsgategies in organisations.
These organisations seem to adhere to the opeensysthool of thought as their
change processes affect the various sub systemstlilécture, systems and processes

and more so a lean towards the use of the Mckifisagdel of change management.

The Board of Directors was identified as the maiitidtors of strategic change
management. This indicates that the other staff beesnmay not really have a say in
the change process yet the strategic change marag@nocess puts a high value on
the input of the staff Although the PMS was peredito be an important tool, a
majority of the respondents perceived the rewastesy in relation to the PMS to be
slightly important. This is in line with Kaplan (@0) arguments and findings that
many people who become employees of these orgamzatoluntarily accept below-
market compensation because they believe in theionioof the organization, thus
explaining their perception of slight importance the rewards and training as the
highest ranked benefit realized by the staff frdva strategic change management

practices. In their research paper whose contegtthea Kenyan NGO sector, Abdel —
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Kader. & Wadongo, (August 15, 2011), findings shdwtleat rewards and penalties
are part of performance measurement practices seemmdar across the NGOs and

that most of the rewards would be non-financiakblas

The success of the strategy on the measures dabrpermhce was attributed to the
organization reputation and donor funding. This nsethat the management effort on
the strategic change management process and parfoenstrategies of these NGOs
performance was also pegged to their reputationthedamount of donor funding

available. This is in line with Greiling (2011) timg that, the higher the amount of
income a nonprofit organisation generates form émsdhe higher the compliance

with external pressures from funders will be.
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CHAPTER FIVE
SUMMARY , CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter summarizes the findings of the re$ebased on the research objectives
and the research questions. It also gives the asiocis derived from the findings.
Finally, this chapter highlights the recommendatidinat the researcher provides to
the management of Non-Governmental Organisationslaimobi County and their

stakeholders.

52 Summary

The main objective of this study was to determime strategic change management
practices and performance in Nairobi, Kenya. Thalstshowed that the strategic
change management practices in the NGOs in NaCobinty were necessitated by
change in stakeholder needs and preference. MosheofNGOs were found to
proactively react to the business environment. Adiog to the study the strategic
change management process has mostly affecteddhaisations’ structure, systems
and processes with employee behavior being the ésted by the process. It was
also noted that the employee welfare was not tdemmly in the strategic change

process.

The study also identified that the Board of Direstand Senior Management were the
initiators of the strategic change management effowas noted that a significant
number of the respondents consider the PMS an apotoll as well as the reward
system in relation to the PMS. The success of tl&egies employed were mainly

attributed to the organisations’ reputation andilakdity of the donor funding
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available. The benefits most realized by employrdhese organizations is training

followed by the remuneration, allowances and finathff morale.

5.3 Conclusion

The findings show that the respondents felt that strategic change management
practices are necessitated mainly by the changekeholder needs and preference as
well as globalization. The process of strategicngeain these organisations were
mainly initiated by the Board of Directors, Senanagement and the CEO. This led
to a key weakness being seen in the lack of employelusiveness in the
contributions to the strategic change managemewncegs even though The
respondents are aware of the importance of PMSnaaidrity felt that the reward

system in relation to the PMS was important.

The findings indicated that the features understinéit were most affected by the
strategic change process included organizationctsire, systems and processes.
Employee behavior and services were least affdngetie change process. The study
also revealed that the changes instituted led tsitipe impact on stakeholder
satisfaction and donor funding from new businesdlenteast impact was on the
employee welfare. This survey also revealed thatrétte of visible benefits gained
from the strategic change management practiceelay the employees in this
sector. Training was perceived to be the most zedli benefit, followed by

remuneration, allowances and finally staff morale.
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54 Limitations

Challenges faced while conducting the study incltlde fact that some of the
respondents feared the exposure of the sensitieemation and victimization. To
overcome this limitation was the assurance to¢spandents on the confidentiality of
the information that was given them with the emphtsat the study was an academic
project. Secondly, secondary data on this sectsriea readily available for use and

this led to reliance on few sources.

55 Recommendations

5.5.1 Recommendationswith Policy Implications

The study found out that the NGOs in Nairobi Coutdgnya had strategic change
management practices and performance managemeemsys/hich were considered
as very important and had already led to positmpact on the organizations in the
sector. However, in terms of employee welfare aaff snorale, it is recommended
that more need to be done for these organisatmfglly achieve their objectives as
the said majority of the employees in these orgdiuns are satisfied with the

rewards and resources already in the PMS.

5.5.2 Recommendations for Further Research

The study found out that the strategic change memagt practices have a positive
effect on the performance of Non governmental agdions in Nairobi, however,
the study recommends further research on the gitathange management practices
on performance in the NGO sector particularly oe therformance systems to

determine if they are used as management toolsndfa or responses to strategies.
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APPENDICES

Appendix |: Questionnaire

| am carrying out an academic research projecedttlinfluence of change

management practice on performance of NGOs in Nairobi, kenya | am selecting
respondents randomly and | would appreciate if wouwld respond to the following
guestions. Your response will be treated confiddigtiand used for academic

purposes only.

A. GENERAL INFORMATION
1. Please state your gender (Tick where appropriate)
Male () Female ()

2. What is your age? (Tick where appropriate)
() up to 25 years
() 26 to 35 years
() 36 to 45 years
() Above 46 years

3. What is your Position in the organization?
() Project Manager
() Finance Manager
() Administration Manager
() Human Resource Manager
() Internal Audit Manager
() Other (SPECITY) ... ..t e

4. How many years have you worked with the currenapization?
() Less than one year
() Between 1 year and 5 years
() 6to 10 years
() More than 10 years

45



5. Education level (Tick where appropriate)
() Diploma
() Bachelor degree
() Post graduate degree
() Doctorate
() Others (SPECITY) ... v i e

6. How many years has the organization been in operati
() Less than one year
() Between 1 year and 5 years
() 6to 10 years
() More than 10 years

B. CHANGE MANAGEMENT
7. How does your organisation react to changes imthanisations’ business
environment? (Please Tick the most appropriate)
1 - Proactively
2 - Reactively
3 - In — Between
4 - Others (Please SPeCify)........ueoueuiieii i e

8. What forces have necessitated change in your csgton?
1 - Entrance of competing organisations. ..............ccooeeieineinaans
2 - Change in stakeholder needs and preference....... ... ...
3 - Government reqUIrEMENES. .. ..c.e i e e e e
4 - GIODANIZALION. .. ...t e e

5 - Other (Please SPECify).......ouii i e

9. Do you think the change management plan in thenizgtion is influenced by
the overall strategy plan in place? (Please Tiekmtiost appropriate
1 - Not at all influential
2 — Slightly influential
3 — Somewhat influential
4 — Very influential

5 — Extremely influential
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10.Who initiates the change management effort in ywganisation? (Tick more
than one if possible)
1 - Board Of DIr€CIOIS. .. ...t e

3 - Senior Management

4 - Others (Please SPecCify) ......ccoiiiiiiie i e e e e
11.Are you aware and familiar with the strategic clentanagement practices
adopted in your organization? (Please Tick thetmppropriate)
1 — Not at all familiar
2 — Slightly familiar
3 — Somewhat familiar
4 — Moderately familiar

5 — Extremely familiar

12.What has the change management process affectedn@st affected to 5
least affected)

Structure

Systems

Behaviour

Processes

Services

C. PERFORMANCE
13. Do you consider the performance management systgmur organization an
important tool?
1 - Not at all important
2 — Slightly important
3 — Neutral
4 — Moderately important

5 — Very important
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14.Please indicate the importance of the reward systeeiation to the
performance management system?
1 — Not at all important
2 — Slightly important
3 — Neutral
4 — Moderately important

5 — Extremely important

15.To what extent do you attribute the success ofttegegy on the following
measures of performance
(For each strategy tick only one box where 1 = Very small extent, 2 =
Small extent, 3 = Moderate extent, 4 = Large extent, 5= Very large
extent)
Measure 1 2 3 4 5

Donor funding

Quality of services

Organisation growth

Organisational

reputation

16.How was the performance development system comrataudo the staff.(

Tick where appropriate)

Please tick

Circular

Training

Seminars

Do not know
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17.How do you rate the rewards to the employees whet the targets set by the
change practices? Please indicate
1 — Not at all satisfied
2 — Slightly satisfied
3 — Moderately satisfied
4 — Very satisfied

5 — Extremely satisfied

18. Are you satisfied with level of resources useditiplement the change process
and performance enhancement? (Please indicate below
1 — Not at all satisfied
2 — Slightly satisfied
3 — Moderately satisfied
4 — Very satisfied

5 — Extremely satisfied

19.How positively have the changes impacted on tHevahg performance
indicators of the organisation (where 1 is leasitpe@ and 5 is most positive)
Stakeholders’ satisfaction..........cc..cooviiiiiiiiii i
Employee welfare ...,

Donor funding from new business......ccu.oiiiiiiiiiiiiieenn ..

20.Rate the visible benefits employees realized frioendhange management

practices? (1 — most benefit to 5 least benefit)

1 2 3 4 5
Remuneration
Staff morale
Allowances
Training
Thank you
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Appendix I1: Targeted Respondent Organisations
List of the study respondents

AFRICA NETWORK FOR ANIMAL WELFARE

AMREF

BOX GIRLS INTERNATIONAL

CARE INTERNATIONAL

CAFOD

COMPASSION INTERNATIONAL INC.

CONCERN WORLDWIDE

DIAKONIE EMERGENCY AID

O O N| O g &~ W N|

[E
o

HELPAGE INTERNATIONAL

[EEN
[ERN

FAMILY HEALTH INTERNATIONAL

[EEN
N

FARM AFRICA

ELIZABETH GLASER PAEDIATRIC FOUNDATION - EGPAF

[EEN
w

GOAL IRELAND

=
N

HEAVENLY TREASURES KENYA

[EEN
a1

HELPAGE INTERNATIONAL

[EEN
»

HIVOS

[EEN
\‘

CARE INTERNATIONAL

[EEN
<o

ICAP

[EEN
(o]

ICRAF

N
o

IFAD

N
=

INTERNATIONAL MEDICAL CORPS

N
N

INTERNATIONAL ISLAMIC RELIEF ORGANISATION

N
w

INTERVIDA — KENYA

N
D

INTRAHEALTH INTERNATIONAL

N
6}

ILRI

N
(o))

| - TECH KENYA

N
~J

MARIE STOPES INTERNATIONAL

N
[o¢]

MERLIN

N
(o]

MERCY CORPS

W
o

MISSIONARIES OF THE POOR
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Appendix 2: Targeted respondent organisations

List of the study respondents

31

NORWEGIAN CHURCH AID

32

NORWEGIAN REFUGEE COUNCIL

33

OXFAM GB

34

PACE INTERNATIONAL

35

PATHFINDER INTERNATIONAL

36

RELIEF INTERNATIONAL

37

THE REGIONAL AIDS TRAINING NETWORK (RATN)

38

VSF - DZG BELGIUM

39

WORLD HOPE INTERNATIONAL KENYA

40

WORLD VISION INTERNATIONAL

41

SAMARITAN'S PURSE INTERNATIONAL RELIEF

42

SAVE THE CHILDREN

43

TROCAIRE

44

RETRAK INTERNATIONAL

45

USAID

46

UNHCR

47

WORLD RELIEF
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