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ABSTRACT

In the 2fcentury business landscape, firms compete in a lexmand challenging
context that is being transformed by many factomnf globalization, frequent and
uncertain changes to the growing use of informatemhnologies. Thus, achieving the
desired performance is a major pre-occupation @fiosemanagers in many firms
today.The objective of the study was to determihe ftchallenges of strategy
implementation faced by Sacco Societies Reguladarthority (SASRA). The research
design adopted was a case study. The study usedmyrdata which was collected using
an interview guide. Content analysis was used talyaa the collected data. The
respondents were two chief managers and two ser@oagers representing the four core
departments of the Authority. The findings of thiudy is that the organization
communicates its strategic plans to the implemsniterform of monthly andquarterly
reports as well as the balance score card whiangdhe basis of annual performance
management during performance reporting. The aingdle that were found to affect
implementation of strategies at SASRA include; drible organization structure,slow
communication process, inadequate resources (f@manduman resource and
technology), un-adaptive organizational culturereatistic targets, lack of ownership of
strategic implementation plans through staff pgréiton and communication, capacity
limitations in terms of equipment and varied neefistakeholders. It was found thatthe
top management encouraged teamwork in all areapearfations and had put in place a
dispute resolution committee for fast conflict deson. It was concluded that
organization structure, resource allocation ancgwzational culture were hindrances to
strategy implementation in the Authority. The studgommends that the organization
structure should be restructured to facilitate kelicresponse than currently being
witnessed while strategy implementation plans shbel clearly communicated to all the
employees.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the study

In the 2fcentury business landscape, firms compete in a lexmand challenging
context that is being transformed by many factomnf globalization, frequent and
uncertain changes to the growing use of informatemhnologies (DeNist al., 2003).
Thus, achieving the desired performance is a n@aioccupation of senior managers in
the competitive and slow growth markets, which ahterize many businesses today and
the sources of competitive advantage have been jar mancern for scholars and
practitioners. The guiding principles in any stgitemanagement process, whether in the
public or private sector, is about understandingatwbhanges are needed, how to
implement and manage these changes, and how tte caeaoadmap for sustaining
improvements that lead to better perform#&Beogson, 2004). This statement can be
construed to mean that many institutions know theisiness needs and the struggles

required for success.

Johnson and Scholes (2002) point out that the dpwent and implementation of
strategies by an organization or government to tcther future path to be taken will
enhance the competitiveness of such firms operating competitive environment.
However, they observe that many firms develop dentktrategies to counter and adapt
to the environmental challenges but suffer a wesdme the implementation of the same
strategies. Transforming strategies into actioa f&ar more complex and difficult task.

Many institutions know their business needs andtheggles required for success.



Implementing strategies successfully is vital foy @rganization, be it public or private,
however, many institutions struggle to translateeotly into action. Without

implementation, even the most superior strategysedess (Alexander, 1991). The notion
of strategy implementation might at first seem gustraightforward: the strategy is
formulated and then it is implemented. The develepmand implementation of

strategies by an organization to chart the futua¢h go be taken will enhance the
competitiveness of such firms operating in a coitipetenvironment. However, many
firms develop excellent strategies to counter at@ptto the environmental challenges

but suffer a weakness in the implementation ofstae strategies.

1.1.1 Concept of Strategy

A strategy is a framework through which an orgatiracan assert its vital continuity

whilst managing to adapt to the changing envirorintengain competitive advantage

(Ansoff, 2002). It is a mediating force betweem thrganization and its environment
through which consistent streams of organizatiaealisions are developed to deal with
the environment. On the other hand strategic manageis a systematic approach to the
major and increasingly important responsibilitygeneral management to position and
relate the firm to its environment in a way whichilassure its continued success and

make it secure from surprises.

Gole(2005) proposes that strategic managemenpiiscess, directed by top management
to determine the fundamental aims or goals of tlgamization, and ensure a range of
decisions which will allow for the achievement bbse aims or goals in the long-term,
while providing for adaptive responses in the stemn. The three core areas of

corporate strategy as outlined by Gole(2005) enemsgs: strategy analysis, strategy
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development and strategy implementation. Strateggt be judged on its performance
and effectiveness to meet the overall vision, rarssind objectives. A strategy is not an

end by itself but a means to attain the statedsgoal

A company’s strategy consists of the business agpes and initiatives it undertakes to
attract customers and fulfill their expectatiorswithstand competitive pressures and to
strengthen its market position. These strategiegige opportunities for the organization
to respond to the various challenges within itsrafyeg environment. Firms also develop
strategies to enable them seize strategic inigatand maintain a competitive edge in the
market (Porter, 1985). The core of a company’s etarg strategy consists of its internal
initiatives to deliver satisfaction to customerg hiso includes offensive and defensive
moves to counter the maneuvering of rivals, acttonshift resources around to improve
the firm’s long term competitive capabilities an@nket position, and tactical efforts to
respond to prevailing market conditions. Strategjp$ to achieve success whether in
business or otherwise, success in this contextgefethe realization of objectives that
are desired. Effective strategy is formulated acofaur factors. These are, the goals and
objectives are simple, consistent and relate to ldregy term, there is profound
understanding of the competitive environment, thisrean objective appraisal of the

resources available and that there is effectivdempntation (Hitét al.,2008).

1.1.2 Strategy Implementation

Strategy implementation is the process of puttitrgtegies and policies into action
through the development of programs, budgets aondepiures (Bradforet al 2000).
According to Judson, (1991), only one in every ¢empanies does an effective job of

formulating strategy and equally implementing iar Ehe rest, presumably, the well —
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crafted strategy is lost in the press of day- ta@a&yical concerns or its left to languish in
a report on the dusty book shelf of the chief ekigewfficer. Yet very few people would
deny that, in today’s fast moving and fast chandmginess world, strategy, with its
long- range perspective, is critical. Successftategy implementation requires strong
leadership that enables allocation of resourcesinbas process and policies that support
the strategy. According to Atreya (2007), interlegdership is needed to drive strategy
implementation process towards the right directig¢hat makes it even tougher to
implement strategy is the varied range of actigitieat need to be performed and the
varied skills needed to perform them. Just becaheemanagement has decided on
strategy does not mean that subordinates will fobmd cooperate in its implementation.
A number of issues are involved including vestetkrest, office politics, existing
attitudes and ingrained practices all of which @ayajor role in strategy implementation

(Atreya, 2007).

Effective strategy implementation and executioresebn maintaining a balance between
preventing failures and promoting success simutiasky. When there is a proper
alignment between strategy, administrative mechassnd organizational capabilities, it
will be easier to implement and execute the styasegl to achieve the desired objectives
(Okumu, 2003). Strategic management is gradualiftirstp from paying 90 per cent
attention to strategy formulation and 10 per censtrategy implementation, to paying
equal attention to both (Grundy, 1998). Traditibypalit is believed that strategy
implantation and execution is less glamorous theategyy formulation, and that anyone
can implement and execute a well-formulated stsat@dperefore, implementation and

execution has attracted much less attention thategly formulation or strategic planning



(Alexander, 1991). While strategy formation and liempentation are tightly integrated
functions, strategy implementation is the most cdicafed and time-consuming part of
strategic management. It cuts across virtuallyfadets of managing and needs to be
initiated from many points inside the organizatidme implementation task involves
coordination of a broad range of efforts aimedrangforming strategic intentions into

actions.

1.1.3 Strategy | mplementation Challenges

Strategic challenges are those pressures thata&xketisive influence on an organization
frequently driven by the organization’s future cagtifive position relative to other

provisions. The task of implementing challengingtgtgic initiatives must be assigned to
executives who have the skills and talent to harald can be counted on to turn
decisions and actions into results to meet estaligargets. Without a smart, capable
result-oriented management team, the implementationess ends up being hampered
by missed deadlines, misdirected or wasteful effddohnson and Scholes, 2002).
Building a capable organization is thus a priofinystrategy execution. High among

organizational building priorities in the strateigyplementation is the need to build and
strengthen competitive valuable competencies agdnizational capabilities. Training

therefore becomes important when a company slhufts gtrategy that requires different

skills, competencies and capabilities.

Companies have long known that, to be competitivey must develop good strategies
and to appropriately realign the organizational&tire, systems, leadership behavior and
human resource policies. However, between idealategic alignment and

implementation lie many challenges. Many managessevee that a well-conceived
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strategy that is communicated to the organizatigmats implementation. According to
Beer and Eisenstat (2000), there were six fundamheaasons why various strategies
developed by firms were not implemented effectivalley identified that employees
saw the overall problem being rooted fundamentiallyhe process of management issues
of leadership, teamwork and strategic direction modin the commitment of people and
their functional competencies. Poor quality vetticammunication not only hinders
strategy communication but also prevents discussibrthe barriers themselves. Sterling
(2003) identifies challenges to strategy implemeéotaas: unanticipated market changes,
effective competitor response to strategy, insidfit resources, failures of buy-in,
understanding and communication by those who gipaged to implement, strategy not

being timely and unique, lack of strategic focud poorly conceived strategies.

1.1.4 Sacco Societies Regulatory Authority (SASRA)

Sacco Societies Regulatory Authority (SASRA) is emsautonomous Government

agency operating under the Ministry of Industriaiian and Enterprise Development. It
is a creation of the Sacco Societies Act 2008 aasl waugurated in 2009 charged with
the prime responsibility to license and supervigpasit taking Sacco societies in Kenya.
The establishment of SASRA falls within the Goveeminof Kenya'’s reform process in

the financial sector which has the dual objectigégprotecting the interests of Sacco
members and ensuring that there is confidenceeiptiblic towards the Sacco sector and

spurring Kenya’s economic growth through the mahiiion of domestic savings.

The authority derives its powers to regulate theod# taking Sacco Societies in Kenya

from the Sacco Societies Act 2008 and the regulatissued there under. The mandate



of the Authority as provided by the Act includes tfollowing; licensing of Sacco
societies to carry out deposit-taking businesscooedance with this Act; regulation and
supervision of Sacco societies; to hold, manage auly the General Fund of the
Authority in accordance with the provisions of tist; levy contributions in accordance
with this Act; doing all such other things as mayléwfully directed by the Minister; and
performing such other functions as are conferred by this Act or by any other written

law.

In executing its mandate, the Authority adheredhi core principles of objectivity,
accountability and transparency in promoting notyocompliance with the Sacco
Societies Act and other legal requirements by Sawropanies and intermediaries but
also sound business practices. The Authority tobesefpractices regulation and
supervision that enables industry players to bevative and entrepreneurial. Bearing in
mind industry differences in terms of size, extentl complexity, necessitating changes
in operating and investment decisions helps cutrdow compliance costs. Since in the
long run, this has impacts on productivity and gioaf the Saccos, the Authority has to
deploy significant resources in monitoring markeh#viors, compliance and solvency

issues (Sacco Societies Regulatory Authority, @ffilomepage, 2013).

1.2 Research Problem

When an organization’sstrategic plan is not impleteé successfully, a gap is created
that makes it difficult to achieve success. Foriglen makers, the inability to steer the
organization to the attainment of the plans cawasést of anxiety focused around the

difficulty in ensuring that the strategic plan bews a living plan rather than a document



that gathers dust on the shelf. The organizatiatrategic plan is expected to be a
guiding document for the organization; however, rpmoplementation of the plan can
result in it becoming an ineffective document (Rfefand Sutton, 2006). They further
point that organizations are often unable to tramsfexisting knowledge into meaningful
action, which creates a gap in implementation. Ginthe main causes they cite for the
knowing-doing gap is that organizations come to libgef that if they just talk about
doing something, this very action of discussionl wiitomatically lead to execution. It
therefore becomes important that an organizatisesgthe implementation phase of its
strategic process due importance and allocate atkeqesources that will enable it

achieve the desired objectives.

The Sacco Societies Regulatory Authority (SASRA)casidered a young financial
regulator compared to the others such as the GdBdek of Kenya, Capital Markets
Authority and Retirement Benefits Authority. Thiise organization has faced a number
of challenges such as developing its strategiesrapttmentation of the same strategies.
However, in the last three years, the organizatias been able to develop its strategies
but the major challenge has been the realizatioihe@fsame objectives. Implementation
of the strategies has been a hindrance to the ssfoteealization of the set objectives as
manifested by the annual reports of the organimatier the last two years. Considering
the important objectives of the organization itimeumbent upon it to achieve its
objectives through effective implementation of 8et objectives. The Saccos are faced
by several challenges that make their operationthenKenyan market difficult. These
challenges are dependent on the people, the stattlee market, laws governing the

sector and the lack of proper information about 8aEcos. The oversight role being



played by the Authority however depends on the @mp@ntation of its strategies that
have a clear roadmap on how the Saccos shouldnbétis on the basis of this problem
that the current research will establish the sgraienplementation challenges at Sacco

Societies Regulatory Authority (SASRA).

Recent studies that have been undertaken on thtegjr implementation challenges
include; Waiyego (2009) studied strategy implemioaat Kenya electricity generating
company Itd observing that for dominant players timee market, the strategy
implementation process has changed recently dogote scrutiny from the government
and stakeholders in general. Nyangweso (2009) an dirategy implementation
challenges at Cooperative bank who found out th#éhe case of Co-op bank just like in
any other player in the banking industry, impleraéoh of strategies should be fast,
consistent and should be adaptable on many fromsiltaneously. Kiprop (2009)
researched on challenges of strategy implementatiadghe Kenya Wildlife service and
identified that a firm should focus on formal orgaational structures and control
mechanisms of employees while implementing its tesgraAkwara (2010) studied
challenges of strategy implementation at the Miyistf Co-operative development and
Marketing and his studies revealed that; orgaromali culture, human resource policies,
financial resource policies and procedures, inféionaand operating systems and
performance incentives were all impediments totetna implementation.This research
therefore seeks to establish the challenges fag&hbco Societies Regulatory Authority
in theimplementation of its corporate strategy. sTproblem statement leads to the
following question: what challenges does Sacco éies Regulatory Authority face in

theimplementation of its corporate strategy?



1.3 Research Objective

To determine the challenges faced by Sacco Sceidegulatory Authority in

theimplementation of its corporate strategy.

1.4 Valueof the study

The study will be of value to Sacco Societies Ratpuy Authority since it will help them
understand the factors that affect the implemesmadf its strategies and thus put in place
mechanisms that will ensure that its strategiesimmemented. In addition, the study
will be an invaluable source of material and infation to the Sacco societies operating
in the country since they will understand the dvales affecting implementation of
strategies in the industry and thus come up witlgswaf ensuring that its strategies are

fully implemented so that they can compete effatyiwith other firms.

The study will also create a monograph which cdaddeplicated in other Authorities so
that they can ensure that their strategies arelwhoplemented. The policy makers will
obtain knowledge of the Saccos and the appropiaaters that affect implementation of
strategies in the industry; they will thereforeabtguidance from this study in designing
appropriate policies that will regulate the secteuture scholars may use the results of
this study as a source of reference. For academsicihis study forms the foundation

upon which other related and replicated studiesbeabased on.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter will review the theoretical foundatiointhe study, strategy implementation

and strategy implementation challenges.

2.2 Theoretical Foundation of the study

Combining profound, established theoretical threéadsn effective manner needscareful
selection. The resource-based view of a firm hgeeenced a rapid diffusion throughout
strategic management literature (Priem and Buf®&12 A firm’s aim must be to achieve
competitive advantage over its competitors, whithideally derives from valuable

resources that are superior in use, hard to im#éai difficult to substitute. Barney

(1991) posits that resources can be classified ihtee categories: physical capital
resources such as plant and equipment, human Icapgaurces such as training
relationships and experience, and organizatior@talaesources, for example, reporting

structure, formal/informal planning and controlling

For firm resources to be the source of a sustatoadpetitive advantage,they must pass
the valuable, rare, imperfectly imitable, (non-)stitoitable) test (Barney 1991).
Resources can occur in different forms such asngtelationships or processes. Barney
(1991) further argues that the contrary is appledbrstrategic implementation. The
strategy implementation can be characterized asnatibnal competence in that it
dealswith distributing a firm’s resources to fitetlstrategic alignment of the firm.

Strategicinitiatives need to be distributed andceted as dictated by the strategic plan.
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The institutionaltheory recognizes the embedment imdtitutional actors in an
environment offormal and informal rules. Institutad theorists suggest that
organizational actions and processes are drivethéyy actors in order to justify and
plausibly explain their actions. According to tperspective, strategy implementation are
rationally accounted for by organizational actonsl @oted in the normative and social
context that motivates actors to seeklegitimacyc{aOliver et al., 2007). Through
various cognitive, normative and regulative foroeganizations adopt astandardized set
of practices (Scott 2001). In other words, an oizgtion is composed of three pillars: the
cultural-cognitive, normative, and regulative elesethat together with associated
activities and resources provide stability to sbtifa. Companies try to fit in with the
norm by adopting strategy implementation that \@wbd them as part of the
organizational field. In essence, traditional iwional theory believes that
organizational fields become structured by powarffilences among organizations. The
adoption of a system such as strategy implementé&ibighly dependent on the extent to
which it is institutionalized by legitimacy. Legiiacy concerns lead organizations to
adopt practices that “conform to the mandate ofitiséitutional environment” (Kraatz

andZajac, 2006).

2.3Strategy | mplementation

Pearce and Robinson (2007) argue that, to ensaoessiof the strategy implementation,
the strategy must be translated into carefully enpnted action this is because the firm

strategy is implemented in a changing environmeat therefore the need for strategic
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control during the implementation. Implementingattgy is difficult and without proper
implementation, no business strategy can succeéficulies abound due to lack of
execution know-how and the ability to confront wifit organizational and political

obstacles that stand in the way of effective imm@etation.

Successful strategy implementation is best achiewdetn those responsible for
implementation are also part of the formulationgess unfortunately most managers
know more about developing strategy than they dmtlmplementing it since rarely do
them get involved in the implementation. Consedyennplementation is left to lower
level employees who rarely get involved in the plag and formulation stages.
However, managers can learn the key steps or Vesidlat lead to successful execution.
A model of implementation that outlines implemeimtatactions and key processes and
decisions involved, can be availed to provide acllgapproach to making strategy work
(Mitchell, 2009).

David (2003) posits both managers and employeesulghbe involved in the
implementation decision and adequate communicdigtween all parties is important
for successful implementation. Elements that reguoonsideration during the
implementation process include annual objectiveslicies, resource allocation,
management of conflict, organization structure, agamg resistance to change, and
organizational culture David (2003). In developipgiicies during the implementation
process, methods, procedures, rules, forms, and ingdrative practices are
established.Successful strategy implementation yidld the following benefits to an

organization: proper utilization of resources witiancial and human and thus enhance
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organizational growth, development of efficienttsyss that will enhance coordination
that would guarantee achievement of organizatiooal @nd set targets, increased
organizational impact due to improved organizatioparformance and sustain its
competitiveness, the organization will be able &awéha clear focus and direction in its
growth path and in the process attract competedtrasourceful human resource base

(Pearce and Robinson, 2007).

2.4 Challenges of Strategy |mplementation

Formulating appropriate strategy is not enoughr dftective strategy implementation,
the strategy must be supported by decisions raggrthe appropriate organization
structure, reward system, organizational cultuesources and leadership. Just as the
strategy of the organization must be matched texternal environment, it must also fit

the multiple factors responsible for its impleméiota (David, 1997).

2.4.1 Organizational Structure

Successful strategy implementation depends to ge laxtent on the organizations
structure because it is the structure that idestikey activities within the organization
and the manner in which they will be coordinatedathieve the strategy formulated.
Structure also influences how objectives and pediavill be established, how resources
will be allocated and the synergy across the depants. It is necessary for an
organization to rationalize its operational/managenstructures so as to streamline it to

be effective in strategy execution. This would udg transfers, mergers, and creation of
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new departments and divisions for effective managgmThe organization structure

therefore should fit with the intended strategi@isrnbaum, 2000).

An organization should be structured in such a tisay it can respond to pressure from
the environment in order to change and pursue apyoariate opportunities which are
spotted. Thompson and Strickland (2003) notes strategy implementation involves
working with and through other people and instgos of change.lIt is important therefore
that in designing the structure and making it openal, key aspects such as
empowerment, employee motivation and reward shdeldconsidered. Strategies are
formulated and implemented by managers operatinfgivihe current structure. The
structure of an organization is designed to breakdbow work is to be carried out in
business units and functional departments. Paspik within these divisions and units

and their actions take place within a defined fraword of objectives, plans, and policies.

2.4.2 Resour ce Allocation

Resource allocation is a central management actilvét allows for strategy execution.
Strategic management enables resources to be talfocaccording to priorities
established by annual objectives. Organizations beagaptured by their resource legacy
or assumptions people make about what resourcet@soreally matter (Johnson and
Scholes, 2002). Strategy can be best understoddisfviewed as an element of an
organization that includes proper resource allocatiThe causes of breakdown in
strategy implementation relate to the capabilifecesses and activities that are needed

to bring the strategy to life.
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Effective resource allocation calls for uniquegative skills including leadership,
precision, attention to detail, breaking down commjly into digestible tasks and
activities and communicating in clear and concisgswthroughout the organization and
to all its stakeholders. Successful strategy impletation is due to the design,
development, acquisition, and implementation obveses that provide what is needed to

give effect to the institution’s new strategiesdSon, 1991).

The organization needs to have sufficient funds andugh time to support the
implementation process. True costs include realisthe commitment from staff to
achieve a goal, a clear identification of experassociated with a tactic, or unexpected
cost overruns by vendors (Olsen, 2005). Resoutoeation is important and equitable
resource allocation and sharing is an importantigcthat enhances strategy execution.

The resources include financial, physical, humachmological and good will resource.

The budgetary resources should be marched withriole@atal operations. Effective
implementation of any organization’s strategic ptiepends on rational and equitable
resource allocation across the organization. Prioples should be developed between the
strategic plan and operational activity at depant@devels in order to necessitate proper
implementation of strategies (Birnbaum, 2000). Res® allocation helps strategic
managers to coordinate operations and facilitabesral of performance. It is important
to have a budget for the whole organization or suib-The financial objectives of all the
departments should be indicated. The strategic igléinked to the annual business plan

i.e. the budget (Birnbaum, 2000).
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2.4.3 Communication and Strategy | mplementation

Guffey and Nienhaus (2002) found a strong link et organizational commitment
(strong belief in the organization’s goals and ealuwillingness to exert effort on behalf
of the organization, and strong desire to maintagmbership in the organization) and
employees’ support of the organization’s stratggan. Effective communication of the
strategy and its underlying rationale are alsoicaliy important particularly when

reaching out beyond the group directly involvedha development of the strategic plan.
It is essential both during and after an organireti change to communicate information

about organizational developments to all levela trmely fashion.

The way in which a change is presented to empkygef great influence to their
acceptance of it. To deal with this critical sitoat an integrated communications plan
must be developed. Such a plan is an effectivecietor focusing the employees’
attention on the value of the selected strategyb& implemented. Therefore,
communication plans will provide the appropriatéormation to market the strategy

implementation effectively in order to create anaimtain acceptance.

Communication down the organization or across aiffefunctions becomes a challenge.
Making sure that processes throughout the orgaaizatipport strategy execution efforts
can be problematic in a large organization. Ligkstrategic objectives with the day to
day objectives at different organizational leveis éocations becomes a challenging task.
The larger the numbers of people involved, thetgreie challenge to execute strategy
effectively (McCracken, 2002). Birnbaum (2000) icates that strategy implementation

requires the transfer of information from one parsmanother through specific channels.
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Communication allows sharing of ideas, facts, apisi and emotions and above all
provides feedback. In organizational strategy imq@etation, information flows in all
directions; downwards, upwards and laterally (Chapn2004). The employees freely
communicate their ideas, suggestions, commentsamgblaints to the management on
strategic objectives. These can be done throughergigprs, joint consultative
committees, suggestion schemes, trade unions ompegres. Departmental
communication is encouraged through inter-departatemeetings, committees and
personal consultations. The management of the ma@on therefore thinks about the

communication needs that to be articulated duriragesyy implementation.

External communication consists of communicatirggtrategy, or key elements thereof,
outside of the organization (Pearce and Robins6632 Communicating the strategy
externally allows the agency to build the necessapport for its activities. In particular,

failure to transmit the importance of the agenofgectives, especially when the benefits
will not be seen in a short-term period, can begdaous for the agency’s activity and
may even call into question its existence. Johnsott Scholes (2002) posit that the
simplest way to communicate the strategy to theidetworld is a general dissemination
of the strategic plan, by making a version of ipublic document, however issuing a
press release on the adoption of strategy docunoerdslivering a speech or publishing
an article or even an annual letter by the headhefagency on the strategy of the
organizations can also be used. Rapert, Velliquattk Garretson (2002) observed that

shared communication and understanding among huesaairces is an important aspect
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in strategy implementation process. For instantweugh communicating vertically, the
shared understanding about the prioritized strategre likely to be enhanced hence

leading to improvements.

2.4.4 Top Management Commitment

Leadership is the key to effective strategy impletaton. The role of the chief executive
officer is fundamental because a chief executiicef is seen as a catalyst closely
associated with and ultimately is accountable Fa&r $uccess of a strategy. The chief
executive officer's actions and perceived seriogsrte a chosen strategy will influence
the subordinate managers’ commitment to implememtal he personal goals and values
of a chief executive officer strongly influence ianfs’ mission, strategy and key long
term objectives. The right managers must alsonbtheé right positions for effective

implementation of a new strategy (Jones and HI§7).

Top management goodwill and ownership to drivegitaeess is also critical to effective
implementation of strategy. According to Grund9@2), an organization should among
others have the top management be committed tstthtegic direction the firm is taking.
To this end, he argues, the managers will willingiye their energy and loyalty to the
implementation process. In addition the senior rgareshould abandon the notion that
the lower level managers have the same perceptiostrategy and its underlying
rationale and urgency. They must not spare anyteaffqersuading the other employees

in adoption of their ideas.
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Implementing a new strategy also requires leadelmave adept managerial relationship.
This is important because business leaders anduies must be at the forefront of
overcoming disagreements and pockets of doubt. Thest also lead their people in
building a consensus on how to proceed with theowuarinitiatives included in the

strategy being implemented. Strategy implementateeders must also secure the
commitment and cooperation of all concerned pattieget all the implementation pieces
in place. The management of the organization pesvidirection to workers as they
pursue a common mission in implementing strate¢&sapman, 2004). The leaders

influence their relationship with their followens the attempt of achieving their mission.

Effective leadership is very crucial during stpteexecution and can be achieved
through participation by all groups and individuaksptured in strategic plan through
freedom of choice of leaders by team members. Hads to rational leadership styles
for those with good leadership qualities and gigaifons (Chapman, 2004). A good
strategic leader operates without bias, is visignaelf-confident, has empathy and
respect to others and is experienced. Strategyemmhtation calls for efficient and
effective leaders to guide the rest of the empleyheough the strategic plan with a lot of

ease and provide solutions and explanations teandsues (Chapman, 2004).

Top managers must demonstrate their willingnesgive energy and loyalty to the
implementation process. This commitment becometjeasame time, a positive signal
for all the affected organizational members. To csgsfully improve the overall
probability that the strategy is implemented asndid, senior executives must abandon

the notion that lower-level managers have the speameeptions of the strategy and its
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implementation, of its underlying rationale, and itrgency (Cummings and Worley,
2005).Instead, they must believe the exact oppesitespare no effort to persuade the

employees of their ideas.

By changing the way they view and practice strategglementation, senior executives
can effectively transform change barriers into gatgs for a successful execution.
Change is part of the daily life within an orgariaa. The ability to manage change has
shown to be a core competency for corporations.réatgchallenge within strategy

implementation is to deal with potential barrief¢he affected managers.

2.4.5 Organizational Culture

Culture is a set of assumptions that members afrganization share in common (shared
beliefs and values). Organizational culture hetpsurturing and dissemination of core
values. Implementation of new strategy will be @med with adjustments in the
structure, employees, systems and style of doimggshin order to accommodate the
perceived needs of the strategy (Pearce and RqQI#807).Culture can be inferred from
what people may do and think within an organizasia@etting. It involves the learning
and transmitting of knowledge, beliefs and pattexhbehaviour over time. This means
organizational culture is fairly stable and does cltange fast. It sets the tone for the
company and establishes rules on how people sthalldve. The top managers create a

climate for the organizations and their valuesuafice the direction of the firm.

Johnson and Scholes (2002) note that culture isremgth that can hinder strategy

implementation when important shared beliefs arldesinterfere with the needs of the
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business, its strategy and the people working enctbmpany’s behalf. A company’s
culture also prevents a company from meeting coneetthreats or adapting to
changing economic and social environments that\asteategy is designed to overcome.
Social processes can also create rigidities if egarozation needs to change their

strategy. Resistance to change may be “legitimizgdthe cultural norms.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

This chapter introduces the design of the researuh the data collection and data

analysis technique.

3.2 Research Design

The research design was a case study. A case sty in-depth investigation of an
individual, institution or phenomenon. Case stu@diksw a researcher to collect in-depth
information, more depth than in cross-sectionaldiss with the intention of
understanding situations or phenomenon. It alspshiel reveal the multiplicity of factors,
which have interacted to produce the unique charamf the entity that is subject of
study. The study was used to identify the challerfgeed by Sacco Societies Regulatory
Authority in theimplementation of its corporateaségy. The reason for this choice was
based on the knowledge that case studies are tisé appropriate for examining the
processes by which events unfold, as well as exgjocausal relationships and also

provide a holistic understanding of the phenomena.

3.3 Data Collection

The study used primary data which was collectedguan interview guide. The interview
guide was made up of three sections with SectiodeAling with demographic data,
Section B dealing with strategy implementation wtslection C indicated the challenges

faced by Sacco Societies Regulatory Authority ia mplementation of its corporate
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strategy. The respondents earmarked to be inteedemere chief executive officer, chief
manager Sacco supervision, chief manager finandepkamning, chief manager human
resource and administration.These were considerbd key informants for this research.
Key informants are a source of information that aasist in understanding the context of

an organization, or clarifying particular issuegpavblems.

3.4 Data Analysis

The data obtained was analyzed using content asaysntent analysis is the systematic
qualitative description of the composition of thgexts or materials of the study (Hsieh
and Shannon, 2005). It involved observation andildet description of objects, items or

things that comprise the object of study.

Content analysis, as a class of methods at thesedgon of the qualitative and
guantitative traditions, is used for rigorous exatmn of many important but difficult-to-
study issues of interest to management resear¢@artey, 2003). This approach was
more appropriate for the study because it alloveedléep, sensible, detailed accounts in
changing conditions. Thus the qualitative method waitable for this research because

itwas conducted within the environment where thplé@mentation initiatives occurred.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

The research objective was to establish the clgdlenfaced by Sacco Societies
Regulatory Authority in the implementation on itergorate strategy. This chapter

presents the analysis and findings with regartiécobjective and discussion of the same.

4.2 Demogr aphic Infor mation

This study targeted four of the top managementiatB of SASRA, who are heads of the
core departments in the organization. These aref@xecutive Officer, Chief Manager
Sacco Supervision, Chief Manager Finance and Fignand Chief Manager Human
Resources & Administration. In total, the researdhterviewed fourrespondents, two of
whom represented the Chief Managersthat had beéended to be interviewed in the
research design. The respondents were Senior Offimporate Communications
representing the Chief Executive Officer, Seniomisiger Human Resources representing
Chief Manager Human Resources & Administration,eCiManager Sacco Supervision
Department and Chief Manager Finance and Plan#iaa result the response rate was

around 82%.

All the respondents interviewed had worked in thegpective positions for at least four
years in SASRA and had therefore worked long endgagimderstand the Authority and
the challenges faced in the implementation of sgpatAcademically, the respondents had
all attained university education with three ofrthbaving undertaken a master’'s degree

in their respective fields. In addition,two of th#erviewees had risen through the ranks
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in the institution to occupy the present managenpodition over the ten years of
employment they had worked. With their solid acamebackground and experience in
the affairs of the organization, the respondentsevieund to be knowledgeable on the
subject matter of the research and thus capalkelfin the realization of the research
objective, despite the unavailability of the Chiekecutive Officer and the Chief

Manager Human Resources & Administration.

4.3Strategyl mplementation at SASRA

This section of the interview guide sought to elsgalfrom the respondents whether they
understoodstrategy implementation at SASRA. Thdi@meaovered questions on the
strategy implementation phases, persons involvedthm implementation and the

involvement of the staff in different stages of Ieypentation.

The findings from the questions on whether the oedpnts understood the strategy
implementationin the organization was that all fbar respondents answered to the
affirmative. The uniform answers givenby the respents indicated that all of them
understood the organization’s implementation phases$ pointed that the Authority’s
priority areas over the current strategic plan@22013 involve among others licensing
and supervision of deposit-taking Sacco Societtapacity building of the Authority,
financial viability and sustainability of the Authty and also partnering with key
stakeholders in the development of Sacco socidtiegas also found that towards the
realization of the strategyimplementation objedijvithe respondents indicated that in the
current strategic plan, the Authority has to ensffective implementation of the legal

and regulatory framework, effective use of inforimat  and
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telecommunicationtechnology, availability of adetgueesources and efficient utilization,
effective stakeholder alliances and partnerships @so use of effective performance

management systems.

The respondents pointed that the organization hasmplementation management
structure where the senior management teams (Gtaeagers) of SASRA are members
of the Implementation Committee that meets montblgeview progress and to come up
with quarterly reports on implementation of therplaligned to annual performance
contracts.The widespread involvement of all empésythrough the section heads means
that strategy implementation at SASRA is an alltisive process, an attribute that
enablesevery stage to be supported by all the gmgdo In particular, the involvement of
section heads - the smallest unit of organizatiomsanagement- in the
implementationstages have ensured that the vievadl tfie members of staff are taken

into consideration.

The strategy implementation byorganizations shbel@d wholly involving process where
all important stakeholders are involved. One okéenportant internal stakeholders is
the organization’s employees because they are iks tasked with the actual duty of
implementing the strategies. The respondents mbititat in the analysis of the of the
Authority’s Strengths, Weaknesses, Opportunities Bireats (SWOT) as well as that of
the external operating environment, it has becoppas@nt that the Authority must well
be aware of its stakeholders’ expectations and whatxpect from them, especially in
those areas where the organization stands to bgequithe other finding was that
SASRA appreciates the role played by its employeefe process of developing and

eventually implementing its corporate strategyvdis found that employees are involved

27



during the preparation of the work plans, budgetd setting performance targets and
later on during performance of their duties to aghithe set targets. They argued that
since the employees are involved in the strateggldpment phase, there will be less
level of resistance during the implementation peand this will therefore increase the

rate of success.

The practices employed by a firm in implementatdrits strategy influences the degree
of success during the implementation phase. Ongtnestion of what some of the
strategic practices employed at the organizationpese, it became apparent that a top-
down strategic practice is currently being adogted that it is the top leadership of the
organization that develops the strategies while a&lcgvities to be undertaken are
cascaded down to the lower level staff for impletagan. The level at which
stakeholders are involved include consultation aatfidation stage of the strategy
implementation report for the purpose of ownershijp. addition, the inaugural plan
involves internal stakeholders only while the setoeview of the work in progress is
presented to external stakeholders (Ministry ofubtdalization and the other industry
players) after the Board has adopted. The annuak-plans are first developed,
performance contracts are then developed at itistial level followed by departmental

annual work-plans which feed to individual tasks.

An organizations’ strategic plan is long-term irtura and it is expected that the day- to-
day operational plan and annual program should fzkeraken in a manner that will
ensure that the long term strategic objectives aleieved. Towards this end, the

researcher sought to establish whether the orgamz operational and annual
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programs work in tandem towards the achievemerthefoverall strategic plan. The

respondents pointed that indeed the organizatianieual programs are developed and
performed in line with the overall strategic pldiey also noted that all the work plans
and programs are formulated from the strategic’plaoint of view and any changes

made in the period is based on changes in the@magnt and is usually geared towards
realization of the overall objectives set in theatggic plan. Further, all the departments
in the organization are involved in developing titables that includemeasurable

performance targets linked to the annual work plmsthe organization’s vision.

4.4Strategy | mplementation Challenges at SASRA

For effective strategy implementation, the strategyst be supported by decisions
regarding the appropriate organization structuesource allocation, management,
leadership and resources and culture.Thereforedévelopment of an organization’s
strategy is not enough if the same cannot be impited and it is therefore necessary
that an organization employs an appropriate impieat®n strategy to actualize the
plan. However, in many organizations, the impleragoih phase is faced by a number of
challenges. This section of the interview guidegbduo find out the challenges that

SASRA faces in the implementation of its strategies

4.4.10rganization Structure

The results from the interview with the respondesitsw that SASRA’s organizational
structure is an impediment to the successful implgation of the strategies. All the
respondents agreed that the existing organizattoaunctare results in slow decision

making. It was found that in the present stratptan, no room has been made for market
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dynamics and internal growth.Instead, the structureates a perception that
implementation of strategy is a preserve of then@gmagement more so when there is
lack of communication to other staff in the chaiihwas also found that not all the
departments are involved in the implementation eHast instead only two functional
departments, Sacco Supervision and Finance andhiR¢adepartment, are in charge of
institution-wide reporting to the management andrdrhey observed that there is need
for all the departments to be given a leading edpecially on issues relating to the

departments.

The operations of the Authority, and therefore kemsion its structure, is regulated by
the Sacco Societies Act, 2008 which stipulateshitoead mandate of the Authority to
license Sacco societies to carry out deposit takiugjness, regulate and supervise Sacco
societies and also protect member deposits. Siheefunction of the Authority is
anchored in the Law, the respondents noted thatritsture has been slow in adapting to
the changing requirements and also by the readizdtiat the body has only been in
existence for only five years. The vertical orgatian structure that exists presently was
noted to be the same one that was put in place tigeorganization was formed.There is
need to change it to reflect the present operamgronment in which the stakeholders
require prompt guidance and decisions from the éwih and which can only be
achieved with a much flatter structure to facibtéster decision making. Like any other
corporate organization, it was found that commuimcacomes from the top and this
may sometimes come with bureaucratic challengeadttition, the management is made

up of Chief Managers and they form the major chhaheommunication both ways. The
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respondents also noted that since the Authoritg population is made up of only fifty
five employees, an employee can directly seek gueldrom the CEO without adhering

to reporting lines.

On the other hand, some of the respondents wetbeobpinion that the structure at
SASRA was not a hindrance to the implementatiorvarious strategies and instead
observed that the current structure acts as a engpiting factor to the implementation
of the strategies through equal representationl @fr@as of the organization. One other
respondent noted that the structure ensures stialexhp especially the development
partners and donors, other regulators such aseRegint Benefits Authority, Insurance
Regulatory Authorityand the Central Bank of Kenymrticipate in the Authority’s

projects through representation in the board. Tpapted out that the current structure
provides managers with a vehicle to exploit fulhetskills and capabilities of the
employees with minimal costs and as a result leadthe enhancement of the
organization’scapacity to achieve superior efficignquality, innovation and customer
responsiveness. There is need however for the Atthtm build strong institutional

foundations in terms of human, financial and tedbgical resources for effective

realization of its mandate through adoption of Mgaraent Information Systems.

4.4.2 Resour ce Allocation

Limited resources were found to be another fadtat affected the level of success in
implementation of strategies in the Authority. Theancial limitation was found to be a

major challenge in terms of resources since in plast, the Authority did not
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receiveadequate funding from the Government. Fetancte during the 2012/2013
financial year, the funds required for capacity Iding, financial viability and
sustainability including payment of administratexpenses was Ksh. 400.9 million. Out
of the revenue received during the same period atmguto Ksh. 204.9 million, only
Ksh. 90.85 million was received from the Governmemhile Ksh. 12.9 million was
received from donors and development partners.rébseof the revenue was generated
internally through license fees and penalties lega shortfall of Ksh. 196 million. The
respondents also pointed that the Authority isemnitty undertaking joint programs and
initiatives with national cooperative entities sutdnya Union of Savings and Credit Co-
operatives Limited, Cooperative Bank of Kenya am&l €ooperative College of Kenya to

support its initiatives in order to reduce soméhef operating costs.

The human resource base of the organization isliatged to the extent that some of the
critical functions and mandates of the Authoritwé&anot been achieved. It was found
that presently there are few very few employeahénorganization, most of who do not
possess adequate skills on strategy implementatfiba. respondents noted that since
strategy implementation is done in stages witheddiht levels of activity at each stage,
the staff involved are always overworked due to mhmeny activities an employee is
expected to perform at each of the implementatiages, thereby slowing the pace at
which the implementation moves from one phase &dther, or leaving some tasks

incomplete.
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It was found that there is lack of reliable datattoe sub-sector, inadequate infrastructural
capacity and also lack of documented operationitipse and procedures which can all
be attributed to inadequate resources. The respta@einted out that the management
information software systems have not been upgrailece they were put in place at
SASRA's inception. They also noted that most of pinecesses and procedures in the
organization are lengthy and laborious as theyatdully automated.They indicated that
most records are kept in ledgers and manual repaatsare filed in a registry, with each

department having a registry for its operations.

4.4.3 Communication

The communication of an organization’s strategied the actions to be undertaken to
achieve the desired results is one of the key digres necessary in the implementation
process. An organization should endeavor to adoptopriate communication channels.
The selection of the appropriate means of commtioitawill depend on the sector,

coverage, sensitivity of the information and alse tirgency of communicating the same.
The findings of the study were that communicatiffecs the strategy implementation

process of anorganization. It was pointed that tduthe organization structure existing
atSASRA, information has to be passed from top d@tton since development and
evaluation of the strategies occurs at the topllefenanagement and there is need

therefore for passing the same to the middle awdrddevels of the employees.

It was also found that due to the small numbertaff én the Authority, the organization

has had monthly meetings where employees are gippartunities to share their ideason
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how the Authority can be able to realize its obysd. It was noted that SASRA has
established an open door policy and has formedngpettion on creative ideas where
employees are rewarded for giving out suggestidreg are practical to assist the
organization realize its objectives during the iempéntation phase. The feedback on the
progress of the work done is usually passed duhagnterdepartmental meetings which
are held monthly. It was also found that regularetimgs are normally held in the
organization on weekly and monthlybasis which nyod#pends on the need at hand as
well as the occasional CEO breakfast meetings wh#réhe employees are given a

freehand to suggest on ways that can be employesiliae the organization’s mandate.

4.4.4T op Management Commitment

The researcher also wished to establish from trsporedents if leadership and
management was a challenge to strategy implementakiowever, the respondents
agreed that leadership was not a problem at SASRAamflicts between the top
management and the lower cadre employees wereonohon. They pointed out that the
top managers encouraged teamwork in all areaseratpns and fast conflict resolution
mechanisms through a dispute resolution committeepeising all the Chief Managers
and one representative from each cadre of employBasyalso noted that the top
managers attend many capacity building seminars vamdkshops that involve other
stakeholders to equip them with additional knowke@nd ideas for different phases of

the strategy implementation.
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4.4.50rganizational Culture

The respondents agreed that the organizationalreudtt SASRA was a hindrance in the
implementation of its strategy. The cultural fastothat were identified by the
respondents varied and included the following:istaace to change and the fear of the
unknown. Three of the respondents indicated theattis a certain number of senior staff
members that are used to a certain way of doimgg$hin the organization and whenever
new ways of implementing the strategy were requicedapture a certain opportunity or
counter a given threat, the same group would b& sladecision making and this would
lead to a loss of opportunity. The respondenteesl that when employees were used
to a given way of life or doing things normallywmédeas were seen as a threat to the
existing culture and would naturally resist the samihe customers’ influence on the

implementation of the organization strategy wase alsted as a challenge.

The researcher also wished to get from the respdsdeow they overcame the
challenges posed by the values and beliefs sharadeborganization’s employees and
still ensured the maintenance of the organizatioodure. The respondents indicated that
the involvement of the senior management in styatidgplementation and training
together with communication of benefits of changihg strategy to all staff were key
ways to overcome most of the challenges realizesfrategy implementation. One of the
respondents noted that whenever the organizatiok tbhe employees through the
benefits of changing a particular strategy, theyoemntered less challenges in its
implementation. In addition, the respondents recemsted the openness of board
meetings to create an all-inclusive process whet®nly the staff but also the customers

could feel as part and parcel of the process. Assalt, the respondents also indicated
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customer-centric approach together with educatr@hianovation as core to overcoming

these challenges.

4.5 Discussion

Although formulating a consistent strategy is diclilt task for any management team,
making that strategy work — implementing it throaghthe organization — is even more
difficult. Strategy formulation is both an instiimal and an interpersonal process that
gathers data and viewpoints and ultimately resultstrategic decisions. These strategic
decisions and how they have been reached have ar ni@pact on strategy
implementation success. The study found out thaSFSA involves its employees,
stakeholders in strategy development and implertienta Competency in
implementation and the ability to put ideas inti@ats can be an organization’s source of
competitive advantage. Because the implementers stfategy in most cases are the
lower level staff, the process requires a shiftesponsibility from strategist to divisional
and functional managers to ensure effective impigat®n. The findings of the study
were that those actively involved in the strategplementation should also be actively
involved in the strategy formulation to ensure owgh@ of the process. This position is
found to be consistent with that David (2003) whiserves that the human element of
strategic implementation plays a key role in susftesmplementation and involves both
managers and employees of the organization and rparé&cularly the need to

incorporate the views of the middle and lower caudrstaff.

The top management participation in strategy impletation leads to greater

commitment to the firm’s goals and strategies. leeslip is the key to effective strategy
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implementation in an organization and this poinnheaout strongly during the research.
The respondents pointed that the leadership offithe should support the process
through directing both human and material supposatrds the strategy implementation
process. The leadership should also liaise witkragtakeholders outside the organization
that will affect the success of the strategies dpeindertaken and seek their support in
realization of the same strategies. As Hill ande30f1997) noted the right managers must
also be in the right positions for effective implemtation of a new strategy since the top
management goodwill and ownership to drive the ggecis also critical to effective
implementation of strategy. To finding was also muped by Hrebiniak and Snow
(1982) findings that the process of interaction agpatticipation among the top
management team typically leads to greater commitme the firm’s goals and
strategies. Thompson (1997) further observed thatrategic leader must direct the
organization by ensuring that long term objectiaed strategies have been determined
and are understood and supported by managers witirirorganizations who will be

responsible for implementing them.

The value any organization places on role modbaleugh the system of complements,
and coupled with employee expectations has a bgaginon developing the morale of
workers. Culture impacts on most aspects of orgdioizal life, such as how decisions
are made, who makes them, how rewards are distdbwho is promoted, how people
are treated and how the organization respondsvicoemental changes. The study found
out that the culture in the Authority was a hindmarto strategy implementation as it
caused resistance to change and the fear of theowmnk The findings were constituent

with Johnson and Scholes (2002) findings that celltis a strength that can hinder
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strategy implementation when important shared fselend values interfere with the

needs of the business, its strategy and the paaplking on the company’s behalf.
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CHAPTER FIVE:SUMMARY OF FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

5.1Introduction

This chapter sets out to discuss the summary dindengs, draw conclusions, and make

recommendations.

5.2 Summary of Findings

The objective of the research study was to estalilie challenges faced by Sacco
Societies Regulatory Authority in the implementatif its corporate strategy. The study
shows that the respondents were aware of the gyrateplementationchallenges that
have taken place in the organization within the fasir years which they considered
extremely significantasthey outline the organizaiBoobjectives, targets, means of

achievement and responsibilities.

The researcher interviewed four respondents, am &ach of the four core departments
of the organization. They comprised the followiren®r Manager, Corporate
Communications; Senior Manager, Human Resourcesjef CManager, Sacco
Supervision; Chief Manager, Finance and Plannirijth® respondents had worked in
their respective positions for at least four yeard had attained university education with

three of them having undertaken a master’s degréeeir respective fields.

The respondents understood the strategy implenmemtatages and phases in the
organization as well as the challenges that therorgtion was facing towards the

realization of the its objectives of ensuring efifexz implementation of the legal and
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regulatory framework, effective use of informatiand telecommunication technology,
availability and efficient utilization of adequatesources, effective stakeholder alliances
and partnerships, and use of effective performant@nagement systems. The
organization’s strategic plan is long-term in natuend it is expected that daily
operational plans and annual programs are underiaka way that ensures that the long
term strategic objectives are achieved. The dementisnin the organization are therefore
involved in developing time-tables that include swwable performance targets linked to

annual work-plans and the organization’s vision.

SASRA'’s organization structure is an impedimentiocessful implementation of the
strategy.Decision-making is slow and no room hanbmade for market dynamics and
internal growth. The structure creates a percepti@t strategy implementation is a
preserve of the top management. Only two deparsnienthe organization are involved
in institution-wide reporting to management and thard. The operations of the
Authority are governed by the Sacco Societies 2808 and no change has been made to
reflect the present operating environment wher&estalders require prompt guidance
and response. That number of staff is very smallantess to the chief executive officer

is not restricted.

Lack of resources is one of the major challenges Have threatened the successful
implementation of strategies at SASRA. Even thotlgite are other sources of revenue
like license fees and penalties, SASRA still degead the government to allocate its
resources which are not enough to ensure thatdentekes its mandate effectively.
However the government has been allocating to thiaity a small fraction of required
budgetary support leaving the Authority with a hugeficit that is hard to
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bridge,resulting in un-attainment of the set tasgeFurthermore, the strategy
implementation efforts appear not to be matchedth aitailability of funds and this has
resulted in ambitious plans with the expectatioat tthe government will avail all the
needed funds and equipment. The findings furtheealed that the Authority does not
have sufficient and qualified staff and this wasoagstablished to be a hindrance to the

attainment of the set objectives.

The Authority communicates its strategic plansh®e implementers in form of monthly
and quarterly reports. It makes use of the balawoee card which forms the basis of
annual performance management as well as undeagtaerformance reporting which
assists in amending the implementation plan wheeded. SASRA has established an
open door policy to encourage staff to share idleaiscan assist in realizing the strategic
objectives during the implementation stages. Tleelllack on the progress of work done
is usually passed during inter-departmental mestimigich are held monthly and during
occasional breakfast meetings with the chief exeeudfficer.lt was found that strategy
implementation is perceived as a function of the nanagement as top down approach

is used to implement strategy.

5.3 Conclusion

Strategy implementation is very vital for the fuonoing of any organization. From the
findings, it was established that the authority midosome practices in the strategy
implementation which involve continuous monitoriggd evaluation that generates

qguarterly and annual progress reports, capturimgpws aspects of the strategy in the
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performance contract and work plans, dividing ttrategy into short term and medium
term strategies, use of consultancy and involveroéstakeholders. All these are geared
towards successful implementation of the strategiese top management of the
Authority was found to be playing its role effeaiy by guiding the organization and
liaising with the central government towards regata of the Sacco sector which has

seen many Saccos goes under with members’ condnitsut

The Authority cannot however achieve its objectivkge to various challenges that
inhibit the achievement of its strategy implemepotatplans. These challenges include
inadequate technological resources, insufficienbhagament approaches and inadequate
support from the central government towards thelempntation of the organization’s
strategic plan. It was also concluded that emplegtmuld be trained on various matters
concerning the implementation of strategic plani.efployees should be involved in
making decisions on matters focusing on implementadf strategic plans. Therefore,
the organization’s management should be inclusime all matters focusing on
strategyimplementation. It should allow all theffstaembers to participate fully from the
formulation until the evaluation of its strategilaup.Effective monitoring and evaluation
of the strategies during implementation was foumtbe critical. The organizationshould
thereforebe able to put in place measures for imgckown progress and facilitating
learning and decision making in a quick manner dretefore increase the chances of
achieving the same strategies. In an effort to awprmonitoring and evaluation, an
external consultant will be recommended to giveepehdent opinions and guidance

towards the achievement of the same objectives.
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5.4 Recommendations

The study established that strategy implementdtazha greatinfluence on the successful
achievement of the Authority’s objectives and itesommended that at the start of any
of the strategy implementation phases, it woulghfuglent to include a Human Resource
audit to assess the capacity of the staff to beliad in implementing the new strategy
and give recommendations. The basis of doing #liss on the principle of having the
right people on board, then the problem of managmdydirecting them is minimized. To
improve on human resource management, SASRA needsstitute a modern
performance management system and train the k#yostadministration of the system,
review the job descriptions and personnel polidiesorder to have the workforce

motivated.

The study established that resources was a keyorfaaffecting the successful
implementation of the Authority’s strategies andsitecommended that the government
increasesitsresource allocation to the Authoritytred enough employees can be hired
and adequate assets or equipment purchased toeetrabl Authority undertake its
mandate effectively. The Authority should also ddes sourcing for funds from
development partners and sponsors to strengthesirégegy implementation capability
through facilitation of training of employees faroper implementation, staff motivation
and improvement of communication between the gyatermulators and implementers.
Public private partnership agreements for trairmhdhe implementers is also a viable
option to bridge the cash shortfall. The Authorishould consider immediate

implementation of fees, levies and charges as spéin the regulation.
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The study established that the top managementeofathihority influenced successful
implementation of strategies in the authority ahds itherefore recommended that the
management ensures that there is effective codioimand sharing of responsibilities in
the Authority. There should be adequate and reguammunication to the employees by
the management on new developments affecting gyrataplementation so that they
understand the progress of implementation whilth@tsame time employees should be

rewarded for successful implementation of the sgyat

In order to implement the strategy more efficiejatlyeliable measuring system should be
developed to provide a better measure of the &iesvivhich are related to the strategy.
Tasks and processes should be automated to priaster data processing and accurate
reports on the stages of strategy implementatiordd managers should highlight
strategic implementation issues when communicatittly their subordinates to increase
awareness. They should go through together withstd# working under themon what
actions, why and how they are related to the gyateorder to better involve them in the
implementation plans. It would also be profitaldeoffer middle managers opportunities
to improve their management and leadership skiid #ose skills should also be

emphasized in the future when choosing new managers

5.5 Recommendation for Further Resear ch

The study confined itself to Sacco Societies RagnyaAuthority (SASRA). The study
should be replicated in other Authorities so thabmparison can be made of the factors

influencing strategy implementation. This wouldisisthe government to come up with

44



solutions to the challenges facing the Authoritges that they can deliver on their

mandate.

Further research is required on the effect of stfatmplementation at SASRA to enable
a comparison to be made between the challengesféauls of strategy implementation
to assist the Authority in making amendments whereessary in order to achieve the

desired performance and remain sustainable.

5.6 Limitation of the Study

SASRA is the newest financial regulator in Kenyaihg been incorporated in 2009.
This study is therefore limited to the four yeanshim which the Authority has been in
operation. This period is not long enough to adegjyastablish the major challenges of
strategy implementation in the Authority.Howevehng tlimitation did not have any

adverse effects on the findings of the study.
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APPENDICES

Appendix |: Letter of Introduction

University of Nairobi
School of Business Studies

Dear Respondent,

| am a postgraduate student in the School of Basir&udies, University of Nairobi,

conducting a management research paper on challefeged by Sacco Societies
Regulatory Authority (SASRA) in the implementatiohits corporate strategy. In order
to undertake the research, you have been selextedn part of the study. This letter is
therefore to request your assistance giving mernmition to the attached interview
guide. This information will be treated with stricbnfidence and is purely for academic

purposes. A copy of the final report will be avdile you upon request.

Your assistance and co-operation in this exerciidw highly appreciated.

Yours faithfully,

Jane Wanjiku Muigai Florence Muindi

MBA student Super visor



Appendixll: Interview Guide

The interview guide will seek to achieve the follog/objectives;

1. Establish the challenges faced by Sacco Socieggsilatory Authority (SASRA) in

the implementation of its corporate strategy.

SECTION A: Demographic Data

1. What is your designation in the Sacco?
2. For how long have you been holding the currenttjos?
3. For how long have you worked in the Authority?

4. What is the highest level of education you haveed?

SECTION B: Strategy | mplementation

5. What duration does the Authority strategy cover?
6. What level of involvement of employees does thategly development take?
7. What practices does SASRA adopt in the implemeontadf its strategy?

8. At what level do you involve the stakeholders imystrategyimplementation?

SECTION C: Challengesfaced by Sacco Societies Regulatory Authority

(SASRA) in theimplementation of its corporate strategy.

A) Organizational structure

a) Is there structure for strategy implementation ASRA?



b) How does the structure in your organization poskalenge to strategy

implementation?

c) Is the organizational structure of SASRA alignethvgtrategies being implemented?

d) What approach can you describe the organizati@testy implementation to adopt?

Top down or bottom up?

e) Is SASRA structured in such a way that it can resp pressure to change from the

environment and pursue any appropriate opportsniti@ch are spotted?

f) Does the structure of SASRA affect how the objedivand policies will be

established and implemented?

g) How does SASRA structure affect communication frtime management to the

employees and vice versa?

B) Resour ce allocation

a) Has SASRA set aside resources for strategy implaatien? What kind of resources
in particular?

b) Do you have sufficient capabilities, processesamsiivities that are needed to bring
the strategy to life causes breakdown in strategyt@mentation?

c) In your opinion, were the available resources (Riaysfinancial, technological and
human) adequate for strategy implementation?

d) Does SASRA rational and equitable resource allonacross the organization

affect effective implementation of any organizatsostrategic plan?



C) Communication

a) Is there adequate communication of the strategyitandthderlying rationale to all the
staff and clients for their understanding and atzoege?

b) Do the top managers link strategic objectives wilie day to day objectives at
different organizational levels and locations?

c) What measures have been instituted to improve aovde necessary and adequate
communication on strategy implementation?

d) Does the SASRA gives an opportunity to its emplsysbare their ideas, facts,
opinions and emotions and above all provides feddllarough inter-departmental

meetings, committees and personal consultations?

e) How often is feedback on strategy implementatiom@mnicated to the employees?

f) What means of communication does the managementtaissommunicate the

awareness of change to both internal and extetalatisolders?

D) Top management commitment

a) Are the top managers in SASRA at the forefront iavling leadership in strategy
implementation?

b) Is leadership a challenge to the process of styateglementation?
¢) What kind of challenges do you face with leaderdhip

d) Do you face the challenges posed by ineffectiverdioation and poor sharing of

responsibilities?



e) Are you faced with the challenge of conflict indeaship whereby the CEO’s vision
is not shared all? If yes, how does this impact the stages of strategy

implementation?

E) Organizational culture

a) Is there culture for strategy implementation in E4&

b) What challenges are brought about by SASRA culture?

c) How do the shared beliefs and values that intesfétte the needs of the business, its
strategy and the people working on the organizatidrehalf hinder strategy

implementation?

d) Is there a coordinating committee to ensure tHabwktanding issues regarding the
implementation of the strategy are resolved and the activities of the various

directorates are properly coordinated?

Thank you for your participation



