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ABSTRACT

Strategy implementation is the process by whichteties and functional policies are
put into action through the development of actitang, goals, programmes, budgets,
procedures, structures, culture, motivation, comigation, leadership, allocation of
resources, working climate and enforcement. Inrotv@ds, strategy implementation
is inward looking and looking and calls for the wdemanagerial and organizational
tools to direct resources towards accomplishing #meh into results. It entails
converting the strategic plan into action and tima results. Strategy implementation
is said to be successful if the organization acksdats mission and objectives through
the envisaged functional polices. As a process @oncerned with monitoring the
effectiveness of the objectives and the functiudicies towards the mission and it is
primarily the function of all employees of the firth follows, therefore, that whatever
nature of the decision and the level in the orgation, at which it is taken, the
decision will only be regarded as effective ifstdupported by the people who must
implement it, and if it achieves the objectivesist related to. A successful
implementation depends largely on successful ptenand formulation processes, for
successful strategy implementation, an organizattosuld understand the impact on
strategy of external environment, internal resosir@nd competence, and the
expectation and influence of stakeholders. The abibje of the study was to
determine the strategy implementation process drallenges encountered when
implementing the strategy at Kenya Urban Roads évith the research design was a
case study of the Authority. The data collectiorthod was an interview guide where
content analysis was used to analyze the qualitapiimary data collected by
conduction the interview. It found that strategyitself is an important tool that the
authority uses to know what it is supposed to daytzat time towards achieving its
objectives. The study found that that the durakenya Urban Roads Authority takes
on the implementation of strategies before reviemes done is one year though in
some cases some strategies take more than twofgealslly implementation it also
found that the implementation of any organizatitategy will only be successful if
the employees who are the actual implementerscgzate fully in the process. It is
important to motivate the employees to work to rthesst of ability in the strategy
implementation process is offer an attractive pagkpge.
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CHAPTER ONE: INTRODUCTION

1.1.Background of the Study

Strategic implementation is that phase in strategamagement process when action
are taken to actualize approved plans. It begitis thie analysis of longer terms plans
and breaking them down to small workable annuakloort term plan. It further
includes division of works and assigning duties individual departments and
individuals to carry out actual work (Yabs, 2010)hompson (1997) argues that the
prospects of effective implementation are cleapehdent upon appropriateness,
feasibility and desirability of the strategy. Herther argued that competence in
implementation, which is the ability to translaeas into actions and generate
positive outcomes, and can be a competitive adgant8trategy implementation is
inward looking and calls for the use of manageaiad organizational efforts to direct
resources towards accomplishing strategic resBitiategy objectives through the
envisaged functional policies. As a process, icamcerned with monitoring the
effectiveness of objectives and functional polidesards attainment of the mission
and it is primarily the function of employees oétfirm (Sababu, 2007). Successful
strategy implementation depends in large part enfittm’s primary organizational
structure. Structure helps identify the firm’s kagtivities and the manner in which
they will be coordinated to achieve the firm’s tc purpose (Pearce and Robinson,

1997).

Globalization and environmental sustainability presreal challenges to the strategic
management of business corporations. How can aaycompany keep track of all

the changing technological, economic, politicalalegand socio-cultural trends



around the world and make the necessary adjustfhéliis is not an easy task.
Various theories have been proposed to accouritdar organizations obtain fit with
their environment. The research advocated for ézgéions to have a strategy and to
ensure that it guides them on their daily actigi@nd decisions. Strategy in corporate
practice is an integrated concept with the objdcermsuring long-term survival in
active interaction with the competition and its endnt opportunities and threats,
whereby the systematic realization the concephaébke by have regard to individual
strength and weaknesses (David, 2013). ResourcedBeg&w theory is used to
determine the core competency of an organizatias, used to analyze the strengths
and weaknesses of a company and states that tleecerséain core competencies that
constitute competitive edge (Kotler, Berger anckBadf, 2010). Stakeholder’s theory
is another important theory used to determine theiwal of the firm, stakeholder’s
theory encourages firms to identify and know itskeholders for the purpose of its
survival, economic well-being, to take advantageopportunities and influencing
public policy (Mitchell, Agle and Wood, (1997). Qfdier's strategy-Structure
Proposition observed that for organization to impat strategy effectively strategy
and structure should be aligned for the deternonadif long term goals and objective
of an organization (Chandler, 1962). But whichesgproach, an organization need to
find a strategy that works for them and use it. Bgament of these strategies thus
determines organizations’ failure or success ineagig their mandate (Ansoff and

McDonnell, 1990).

Environment is turbulent which means constantlyngfirag which makes it imperative
for organization to continuously adapt activities arder to ensure survival in the

competitive environment. Pearce and Robinson (188%grved that organization to



achieve their goals and objectives; they have tostamtly adjust their environment.
Mounts (2014) recommends organization to have ategty, Organization should
have strategy to ensure that it guides them omr thely activities and decisions.
Organizations whether for profit or non-profit, yate or public have found it
necessary in the recent years to engage in sttategnagement in order to achieve
their corporate goal. Kenya Urban Roads Authoritives to achieve its objectives

through improved roads by successful implementaifastrategies.

1.1.1 Strategy Implementation

Strategy implementation impacts every part of thiganization structure in an
immense way, from the biggest organizational uaittite smallest frontline work
group. All managers take strategic position in iempénting these strategies in their
areas of authority and responsibility and all engpés should be involved (Thomson

and Strickland, 1998).

Strategy implementation falls within strategic mgement which is the application of
strategic thinking to doing the business of an oizgtion. It focuses on the total
organization and entails the willingness to adaptchanging circumstances. It is
therefore portrayed as a lively process by whichmganies identify future

opportunities and survival (Pearce and Robinsor§4L9In this study, strategy
implementation will be used as an iterative proceésmplementing strategies,
policies, programs and action plans that allowsoaganization to achieve its goals
despite the available challenges and threats. egraimplementation has attracted
much less attention in strategic and organizatioes¢arch than strategy formulation

or strategic planning. Organizations seem to haffeeuties in implementing their



strategies. Implementing strategies requires sutioraas altering sales territories,
adding new departments, closing facilities, hiringw employees, changing and
organization’s pricing strategy, developing finaicibudgets, developing new
employees benefits, establishing cost-control pitooes, changing advertising
strategies, building new facilities, training newnm@oyees, transferring managers
among divisions, and building a better managemdotrnation system. These types
of activities obviously differ greatly between méaxturing, service and

governmental organizations (David, 2011).

1.1.2. Challenges of Strategy Implementation

Strategy Formulation is an involved, intricate, aswmplex process that takes an
organization into uncharted territory. It does patvide a ready-to-use prescription
for success; instead, it takes the organizatiomutiin a journey and offers a
framework for addressing questions and solving lerob. Being aware of potential

pitfalls and being prepared to address them is néisbeto success, Strategy
implementation challenges can arise from both matkeand external factors (David,
2011). Lack of financial resources, inadequate camigation of strategy to staff,

wrong firm structure, poor leadership and inadegj@ammunication and information

of system are challenges to strategy implementation

According to Bardach (1977), most challenges ofl@mgntation stem from what he
likensto a system of loosely related implementation gariee dominant effect is
to make politics of implementation process highlgfehsive. In such

cases, great energies focus on maneuvering to agspbnsibility, blame, and

scrutiny. These games lead to under achievemestatdd objectives, delay and with



it excessive financial cost. Some of the gamesid®] implementation as “pressure
politics” where the pulling, maneuvering, bargagmend hauling of the design stage
carries over to the implementation stage. Bureasicemd bureaucracy assert
administrative control but common perception istthawer-level bureaucrats do

not carry out the instructions and orders of hige&el bureaucrats. Individual

officials have own varied goals and use discretioriranslate orders from above
downwards and in the process change the precigmgaithe superior had in mind

for the lower level staff (Bardach, 1977).

1.1.3 Infrastructure in Kenya

A high quality road network is a treasured assetfty economy and fully deserves
to be managed within a well programme strategic jpolicy framework. With the
Kenya vision 2030 and promulgation of a new counsth, Kenya has established a
detailed development blueprint and political framekvto promote wealth creation
and equitable development. Facilitating efficieransport and communication is

crucial to achieving this goal (Ministry of Roa@§11).

The Kenya vision 2030 aspires to a country witkegnated and firmly interconnected
transport and communication infrastructure consistdf roads, railways, ports,
airports, waterways and telecommunication infragtme. Government of Kenya
recognizes that the attainment of Kenya Vision 288@ millennium development
goals will depend heavily on the quality of our dometwork. Road transport is
cardinal in Kenya'’s transportation sector as itexarfor over 93% of all freight and

passenger traffic in the country. With the impleta¢ion of the roads subsector



investment programme and strategy, Kenya stand®ap immense benefits as a

result of high quality road networks (Ministry ob&ds, 2011).

Kenya Roads Act (2007) gives overall responsibilitythe management of the entire
road network to the ministry of roads (MOR) througle agencies namely; Kenya
National Highways Authority (KeNHA); Kenya Rural Rds Authority (KeRRA);
Kenya Urban Roads Authority (KURA); Kenya Wildlifeervice (KWS) and Kenya
Roads Board (KRB). KeNHA, KeRRA, KURA and KWS aresponsible for
planning and implementation of road works programm@der their jurisdiction
while KRB is responsible for the management of Rddaintenance Levy Fund

(RMLF).

The country’s Vision 2030 aims to transform Kenydoia newly industrializing
“Middle-income country providing high quality liféo all its citizens by the year
2030". Infrastructure sector is one of the founmtadi of the three pillars expected to
provide cost effective world class infrastructuegilities and services in support of
Vision 2030. The promulgation of the constitutidnkenya, 2010, and in particular
the devolution of governance structures has browgtit it new opportunities for
beneficiaries to participate more actively in shgpand implementing development
initiatives. The Constitution, under the Bill of dRits (chapter 4), Article 43(1)
provides for broad based economic and Social Righfersons. The R2000 concept
effectively facilitate the compliance of the roathssector with the provisions of the

constitution



The Road Sub-Sector Policy document, SessionalrRépe5, of 2006 led to the
formation of the three (3) road authorities. Theperationalization has streamlined

the implementation of R2000 programmes.

1.1.4 Kenya Urban Roads Authority

The Ministry of Roads in Kenya has the overall meggibility for the provision of an
efficient road network in Kenya. The Kenya UrbanaBe Authority (KURA) is a
statutory body established by the Kenya Roads 2@07. The Act also established
other Road Authorities (RAs) and provided for the@owers and functions as

stipulated within the Act.

Kenya Urban Roads Authority (KURA) is responsibler fthe management,
development, rehabilitation and maintenance of mlblic roads in cities and
municipalities except where these roads are caigbras national roads totaling
approximately 12,549 km of roads in urban areas raodicipalities in Kenya. The
vision of KURA is to be “global leader in the preion and management of urban
roads network” while its mission is to “professitipaprovide quality, safe and

adequate urban roads network that satisfies stékaisoneeds”.

KURA aims to upholding the following guiding pripdes: quality service and
corporate governance and includes, professionalistagrity, equity and fairness,
recognition and personal development, team sphard work and visionary
leadership. KURA will develop, manage and maintlinpublic roads in cities and
municipalities. Kenya Urban Roads Authority is euwmtty managed by Board of

Directors and run by Director General as the Chieécutive Officer. The Director



General is assisted by General Managers as thes ldadkpartments and Heads of
Section at the headquarters. Kenya Urban RoadsoAtythhas ten (10) Regional
offices in the country which are being run by RegioManagers. The Organization is
structured around a number of departments includiigance and Administration,
Design and Construction, Planning and Environmigtaintenance, Human Resource
and Administration, Corporate Affairs, Legal, Infeetion Communication
Technology, Procurement and Internal Audit. Eacthefdepartment has an objective

and it is all geared towards achieving the Autlyamtaindate and vision.

In the execution of its mandate through its stiatptan 2008-2012, KURA has been
successful and this can proved from the state gfroned roads in cities and
municipalities in the country. This has been atiiédal by successful implementation
of strategies. KURA is still faces challenges irpiementation of it strategic plan that

include political and global.

To build on the KURA legislative mandate, the Auihohas a strategic plan (2013-
2017) which was developed to ensure that resoaneews/ell deployed and to address
attendant challenges. KURA ensures that its sti@ggnning processes are in line
with Government’s Strategic and Annual Planningrieavork, which emphasizes on

the outcomes oriented monitoring and evaluatiorhology.

1.2.Research Problem
Managing the implementation and execution of sfyats an operations-oriented,
make thing-happen activity aimed at performing dausiness activities in a strategy

supportive manner. It is easily the most demandind time consuming part of



strategy management process. Converting stratégits n actions are results test a
manager’'s ability to direct organizational changeotivate people, build and
strengthen company competence and competitive daiesb create and nurture a
strategy-supportive work climate, and meet or hmaformance target. (Thomson,
Strickland and Gamble, 2007). Strategy implememtatihallenges are also found in
sources external to the organization. The challengé emanate due to the changes
in the macro-environment context, namely EconomRylitico-legal, social,
technological and environmental. In the rapidly ridiag social environment of the
highly interdependent spaceship earth, businesstgfeat pressure to respond to the
expectations of society more effectively. Therefaray changes in social values,
behaviours and altitudes regarding childbearingyiage, lifestyle, work, ethics, sex
roles, racial equality, and social responsibilitieaong others will have effects on

firms’ development (Pearce and Robinson, 1994).

Infrastructure in Kenya is being identified as resity in improving the living
conditions of both farming and pastoralists’ comitias, it is also necessary for
improving security and to contribute significantty the reduction of cost of doing
business. Kenya Urban Roads Authority is barely fgears old and has been faced
by challenges emanates from fiscal changes brobghtthe new constitution,
encroachment on road reserves, inadequate fundintheo road works, climate
change, inadequate internal and external capaditiesndertake the road works

among others (Ministry of Roads,2011).



A number of studies have been conducted on strategementation, however there
is no study done on strategy implementation at ledgban Roads Authority. Some
of the studies, on strategy implementation don&eémya includes Mbithi (2011),
Strategy Implementation at Nakummat Holdings LimhitdMaswan (2012) Strategy
Implementation at Kenya National Highways Autharitdutisya (2013) Strategy
Implementation by Milk Processors in Kenya, Nyangwe(2009) Strategy
Implementation at Cooperative Bank of Kenya, Kisaka010) Strategy
Implementation in Lake Basin Development AuthoriBhiru (2012), Challenges of
Strategy implementation facing audit firms in Nairo Kenya, Elwak (2013),

Challenges of strategy implementation at Mazarsyden

It is possible that the strategy implementation cpeses adopted by various
industry/organization in Kenya vary. There is ne amiversal approach to strategy
implementation. There was a knowledge gap thatexkisn strategy implementation
in Kenya Urban Roads Authority which this study glouto bridge. How is Strategy
being implemented at Kenya Urban Roads AuthorityJRQ), and what are the
factors that hindered strategy implementation pscat Kenya Urban Roads

Authority (KURA)?

1.3.Research Objectives
The study has two objectives
I.  To establish the process of strategy implememtattdcKURA

ii.  To determine challenges associated with strategjeimentation at KURA

10



1.4. Value of the Study
The study findings can be important to top managerieam, employees, consultants

other roads authorities and researcher and scholars

Then findings can inform on Public policy reform&nya Urban Roads Authority
will be able to transform the structures, procedum@nd performance in order to
effectively play its enabling role in the developthagenda of the country. This study
can inform such initiatives in regard to stratefgansformation of institutions within

the Ministry of Transport and Infrastructure.

To KURA, the findings of the study can be of importe to the managers by
highlighting on the challenges facing strategy iempéntation in the organization; the
managers will use the findings of the study to carpewith strategies which will be
aimed at limiting the challenges thus improving geeformance of the Organization.
The study proposes appropriate measures to guid®AKlh designing proper

approaches geared towards enhancing their stratggigmentation.

Researchers and scholars can use the study asddvdarther research that will add

value to the body of knowledge on implementatiorstoategies in roads authorities

which has not been attributed much attention.
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CHAPTER TWO: LITERATURE REVIEW

2.1. Introduction

The chapter reviews the literature on strategy @m@ntation, theories that have been
employed if any, areas of interest to other sciaiarthis field of study, the concept

of strategy, strategy implementation process, ehgkts of strategy implementation

and how to mitigate the challenges.

2.2. Theoretical Foundation of the Study

This section will provide the basis for discussimyv different organizations have
implemented their strategies and challenges faeethgl strategy implementation.
The discussion will be based on McKinsey's 7S Mpdelakeholder’'s theory,
Chandler strategy-structure proposition, ResoureseB View and Organization

Theory.

2.2.1. McKinsey's 7S Model

McKinsey model describes the seven factors critioaleffective strategy execution

(Kaplan, 2005). It identifies the seven factorss&rategy, structure, systems, staff,
skills, style and shared values. Strategy is tlaa pif action an organization prepares
in response to or in anticipation of changes ineitwironment. It deals with three

questions, where the organization is, where it wémbe in a particular length of time

and how to get there (Kaplan, 2005).

12



Structure represents the way business divisionsuaitd are organized and include
the formation of who is accountable to whom. Sutetis the organizational chart of
the firm. Structure refers to the way in which ®slnd people are specialized and
divided, how authority is distributed, how actiesi and reporting relationships are
grouped and mechanisms in which activities in thganization are coordinated
(Kaplan, 2005). Systems refer to the formal andrimfl procedure used to manage
the organization including management control sgsteperformance measurement
and reward system, planning, budgeting and resowaltmation systems and
management information systems (Kaplan, 2005). \Evaganization has some
systems or internal processes to support and ingiethe strategy and run day to
day affairs. Staff refers to the people, their lmmokind and competencies, how the
organization recruits, selects, trains, socializeghages the careers and promotes

employees (Kaplan, 2005).

According to Kaplan (2005), Organizations are mag®ef humans and it's the people
who make the real difference to success of the nizgdon in the increasingly
knowledge based society. Skills refer to the didive competencies of the
organization, the management practices, processssems, and technology and

customer relationship.

Style refers to the way company is managed bye¢wptimanagers, how they interact,
what action do they take and their symbolic valdew they spend their time, their

focus of attention, what questions they ask emp@sy@nd how they make decisions
(Kaplan, 2005). Shared values refer to core furetdal set of values that are widely

shared in the organization. They serve as guidirgiples of what is important, that

13



is, the vision, mission and value statements thatige a broad sense of purpose for

all employees (Kaplan, 2005).

2.2.2 Stakeholder’s Theory

According to Philips, Freeman and Wicks (2003), t#ren stakeholders is a powerful
one, this is due to a significant degree to itscepiual breadth stakeholder’s model
has been one of the major themes in managemerdtlite over the last decades.
Stakeholder's management has become an importattumment for increasing
awareness around the corporate responsibility asthéss ethics in current business
practices. Freeman (2003), defined stakeholdeeninrganization as any group or
individual who can affect or is affected by the i@gkement of the organization’s

objectives.

The board view of stakeholder, in contrast, is Hasa the empirical reality that
companies can indeed be vitally affected, almostoae. But it is bewilderingly

complex for managers to apply. The idea of comprsively identifying stakeholders
types then is to equip managers with the abilityetwognize and respond effectively
to a disparate, yet systematically comprehenssgaepf entities who may or may not
have legitimate claims but who may be able to affacare affected by the firm
nonetheless, and thus affect the interest of thvlse do have legitimate claims

(Mitchell, Agle and Wood, (1997).

The aim of stakeholder management practice isiforsfto know about all of their
stakeholders of the firm-centered purpose of satyigconomic well-being, damage

control, taking advantage of opportunities, the petition, winning friends

14



influencing public policy and coalition buildinga lcontrast managers might want an
exhaustive list of all stakeholders in order totipgrate in a fair balancing of various
claims and interest within the firm’s social systelfoth the former public affairs
approach and the latter social responsibility apphnorequire broad knowledge of
actual and potential actors and claimants in tha'$i environment (Mitchell, Agle
and Wood, (1997). Stakeholder theory is distinataose it addresses morals and
values explicitty as central features of managingganizations. Managing
stakeholders involves attention to more than sinmpéximizing shareholders wealth.
Attention to the interests and well-being of thoae assist or hinder the achievement
of the organization’s objectives in the central adition of the theory (Philips,

Freeman and Wicks, 2003).

2.2.3 Chandler’s Strategy- Structure Proposition

Chandler (1962) pioneering work has constitutedréfsearch on strategy, growth and
structure of the large industrial enterprise. Adoag to Chandler (1962), structure
follows strategy proposition becomes a worldwidecested proposition. The
proposition implies that the division of work, albtion of resources, and their
subsequent integration work together in order taximee performance on the

organization’s strategic choice. Strategy is thdet@rminant of structure as well.

Chandler (1962) saw cluster of top management id&sisas constituting strategy. In
his first major work, he defined strategy as “tleedmination of the basic long-term
goals and objectives of an enterprise” and develdpe proposition that “strategy
follows structure”. Strategy as responding to emwvnental factors, such as the

opportunities and needs created by the changinglaopn and changing national

15



income and by technological innovation. Top manageesponding to the
opportunities presented by the late nineteenth ucgnphenomena such as the
expansion of the railroads and urbanization by re¢iming control over integrated
production and distribution units, then later ingthg a decentralized multidivisional
structure (Chandler, 1962). Multidivisional formrpetted a team of top executives to
control large organization for more efficiently tha unitary set-up in which top
executives would also try to exercise authority rogperational details (Chandler,

1962).

2.2.4. Resource Based View (RBV) Theory

Resource Based View is a method of analyzing aedtitying a firm’s strategic
advantage based on examining its distinct comlmnatif assets, skills capabilities,
and intangibles as an organization. The RBV’s ugydey premise is that firms differ
in fundamental ways because each firm possessegjaeu‘bundle” of resources —
tangible and intangible assets and organizatioaphlgilities to make use of those
assets. Each firm develops competencies from tressmirces and, when developed
especially well, these become the source of tile'icompetitive advantage (Pearce,

Robinson and Mital, 2008).

2.2.5 Organization Theory Chester Barnard

According to Barnard (1927), people come togethrerfdrmal organizations to
achieve ends they cannot accomplish working aldBet as they pursue the
organization’s goals, they must also satisfy thadiividual needs. He arrived at his

central thesis that an enterprise can operateiegitly and survive only when the

16



organization’s goals are kept in balance with thresaand needs of the individual

work for it.

Individual and organizational purpose can be kegtdlance if managers understand
an employee zone of difference that is what theleyee would do without question
the manager's authority. For employees to meetr thersonal goals within the
confines of the formal organization, people comgetber in informal groups. To
ensure its survival organizations must use thefsenral groups effectively, even if
they sometimes work at purposes than run counterattagement’s objective (Stoner,

Freeman and Gilbert, 2003).

2.3. Concept of Strategy

Strategy has a range of definitions reflecting ificgnt differences in the way the
process of strategy-making is understood. From pghat of view of strategic
decisions, Johnson, Scholes and Whittington (2@&#nes strategy as the direction
and scope of an organization over the long termclvldchieves advantage in a
changing environment through its configuration e$agurces and competences with
the aim of fulfilling stakeholder expectations. Heot (2011) contrasting strategic
verses tactical decisions, define strategy as tikeatl plan for deploying resources to
establish a favorable position whereas Kenichi {398n strategy and competitive
advantage argues that “what business strategy &balt is, in a word, competitive

advantage.

17



Mintzerberg and Quinn (1998) identify four inteatdd definitions of strategy as a
plan, perspective, pattern and position. As a pians some sort of consciously

intended course of action, guidelines to deal wi#hiituation. As a pattern it integrates
an organization’s major goals, policies and actisaguences into a cohesive whole.
Strategy as a position becomes a mediating foragaeaich between the organization
and its external and internal environments. A sgatof an organization describes the
way that organization will pursue its goals, givbe threats and opportunities in the
environment and the resources and capabilitiethoorganization. The term strategy
has further been defined as the organization’siariss fundamental purposes, overall
corporate objectives and basic policies. Strategglémentation is the process by
which strategies and functional policies are pt iaction through the development
of action plans, goals, programmes, budgets, proesd structures, cultures,

motivation, communication, leadership, allocationr@sources, working climate and

enforcement (Sababu, 2007).

2.4. Strategy Implementation Process

Strategy implementation requires a firm to estéiblennual objectives, devise
policies, motivate employees, and allocate res@uscethat formulated strategies can
be executed. Strategy implementation includes deuel a strategy-supportive

culture, creating an effective organizational dinoe, redirecting marketing efforts,

preparing budgets, developing and utilizing infotima systems, and linking

employee compensation to organizational performéDeeid, 2011).
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Implementation as a process it is also concernéad monitoring the effectiveness of
the objectives and the functional policies towattts mission and it is primarily the
function of all employees of the firm. Whatevetura of the decision and the level
in the organization at which it is taken, the deciswill only be regarded as effective
if it is supported by the people who must impleméntand if it achieves the
objectives it is related to (Sababu, 2007). Acauydio Pearce and Robinson (2002),
shifting from strategy formulation to implementatigives rise to three interrelated
concerns namely, identification of measurable, mllgu determined annual
objectives, developments of specific functionalatgtgies and communication of
concise policies to guide action. Strategy impletaton is often called the “action
stage” of strategic management. Implementing ategiya means mobilizing

employees and managers to put formulated strategeesaction (David, 2011).

2.4.1. Integrating Strategy and Culture

Relationship among a firm’s functional businessvées perhaps can be exemplified
best by focusing or organizational culture, anrimaé phenomenon that permeates all
departments and divisions of an organization. Aganization culture can be defined
as pattern of behavior that has been developedh lmyganization as it learns to cope
with its problem of external adaptation and intéraategration. Culture in
organization is reflected in the way people uncanssty perform tasks, set objectives
and administer resources to achieve them. It affinet way make decision, think, feel

and act in response to opportunities and thredaa3a 2007).
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Organizations can be ‘captured’ by their culturel &éind it very difficult to change
their strategy outside the bounds of that cultbdanagers, faced with a changing
business environment, are more likely to attemptdéal with the situation by
searching for what they can understand and cogeiwiterms of the existing culture.
The result is likely to be incremental strategicamge with the risk of eventual

strategic drift (Johnson, Scholes and Whitting&008).

2.4.2. Matching Structure with Strategy

A successful strategy implementation depends frgelextent on the organization’s
structure because structure identifies key aaotiwitivithin the organization and the

manner in which they will be coordinated to achistategy. A change in strategy

requires changes in the ways an organization igtsired because structure dictates
how objectives and policies will be established &o@ resources will be allocated

(Sababu, 2007).

Strategy is the determination of the basic longitgoals and objectives. It is a plan
for action to attain one or more of the organizatayoals. It is all about integrating
organizational activities, allocating and utilizithe scarce resources within the
organizational environment so as to meet the sgictibes. Strategy must take into
consideration the environment under which the dmgdion operates (Chandler,

1962).
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2.4.3. Communication

Communication is the process of transmitting infation from one person to another
through specific channel in a given environmentefers to the process of sharing
ideas, facts, opinion and emotions. It is saiddéstiategically complete when there is
directional reaction towards the mission or fee#ban organizational strategy

implementation, communication flows in three direet downwards, upwards and

lateral (Sababu, 2007).

Downwards communication is the transmission of rim@tion from managers to
juniors, upwards communication happens when juaimployees communicates their
ideas, suggestions, comments and complaints to nth@agement and lateral
communication is the transmission of informatioanfr one person to another at the
same level in an organization (Sababu, 2007). Ofteme arise communication
barriers to strategy implementation in an orgaiozat Such barriers arise from
individual bias, status difference in message pregation, inappropriate channels of
communication, too many intermediaries, and feacrifcism, selfishness and poor
supervision. The barriers can be overcome by degjgan appropriate process of

communication (Sababu, 2007).

2.5. Strategy Implementation Challenges

Hansen, Boyd and Kryder (1998), identified challefgo strategy implementation
which include failing to periodically alter the pleor adapt it to changes in the
business environment, deviation from original obyexs and lack of confidence about
success. According to Rutan (1999), all implemémtaaspects during the planning

phase are fundamental for execution as there ismm® to do that during execution.
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Downes (2001), states that the kinds of executimstazles most companies run into
fall into two categories: problems internal to tteanpany and problems generated by
outside forces in its industry. These internal amternal issues are affected by the
extent of flexibility companies have to launch &tac initiatives successfully. DelLisi
(2001) examined “the six strategy killers” of ségy execution, pinpointed by Bear

and Eisenstat (2000).

Johnson (2002) in his survey found that the fiye teasons why strategic plans fail
are related to motivation and personal ownerstimmunications, no plan behind the
idea, passive management, and leadership. Ram rC2083) in his research on
implementation problems notes that “ignoring toi@pate future problems” hinders
successful strategy execution. Hrebiniak (2005)trdouted to the identification of

additional factors that may cause obstacles toessfal strategy implementation
included: Lack feelings of "ownership" of a strategy execution plans among key
employees; not having guidelines or a model to @sitategy- execution efforts; lack
of understanding of the role of organizational ctinoe and design in the execution
process; inability to generate "buy-in" or agreetmen critical execution steps or
actions; lack of incentives or inappropriate inoerg to support execution objectives;

insufficient financial resources to execute thatstyy.

2.6. Mitigating Strategy Implementation Challenges

Victoria (2014) identifies four steps to curb Séigy Implementation Challenges:
First, engage all levels of your company in thetsggy planning process through
vertical flow of information from the lowest levets the company up to the decision

makers. This is significant as it, brings valuadai¢erprise information to the decision
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and planning process. Top management must be &gre of how the company
operates and how change will affect operation. Be&lyp communicate effectively

and efficiently to all team members on the varioegds and how decisions were
made to fill those needs. Employees and all stdkeh® must understand why the

strategy is being put in place and its goals.

Thirdly, Obtain buy-in by all key employees and kstaolders involved in
implementing the strategy, that is ensuring a tiotadlvement of all persons from the
organizations and ensure that all departments vimrkandem. Fourthly, conduct
informational sessions or training to achieve a fooimlevel with new strategic
processes and procedures. This is the time to ex@k@ecessary changes to the plans

as gaps and mistakes appear.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter describes the research methodolodgywtas followed in achieving the
objectives of the study. The subsections coverede wesearch design and data

collection.

3.2 Research Design
The research used a case study. A case studyeimpinical inquiry that “investigates
a contemporary phenomenon within its real-life eahtespecially when the

boundaries between phenomenon and context ardeaotycevident” (Yin, 2003).

Hartley (2004) explains a case study as a resesirategy which involves detailed
investigation of phenomena where the aim is to tstded how behavior and/or
processes are influenced by and influence congext,where context is deliberately
part of the design. Moreover, it is a study in gagndetailed information by using
triangulation in data collection during a periodtiofie. This shall help the researcher
monitor the behavior of the variables and hencegrean opportunity to challenge
theoretical assumptions. The design of the studgl#ed examining the process of
strategy implementation, challenges and ways afating them at the Kenya Urban
Roads Authority. It was therefore most appropriateise case study design since the

study seeks to examine the practices of a singt®rse
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3.3 Data Collection

The study utilized primary data. Primary data whtamed through use of interview
questions from respondent who were Head of Depatsnen Planning &
Environment, Design and Construction, Procuremdaintenance, Human Resource

and Administration, Finance and ICT at Kenya UrBarads Authority.

Open-ended interview guide questions were dividedséction to capture the
respondents’ perception of the various variablest tltonstituted strategy
implementation at Kenya Urban Roads Authority sat tthe research achieves its

objectives.

3.4 Data Analysis

The data collected was qualitative in nature. Tathgred data was analyzed using
content analysis. Content analysis is a qualitaginalysis method for the systematic
description of behavior, asking who, what, whengmhand how questions within

explicitly formulated systematic rules to limit threffects of analyst bias (Strauss,

1990).

Content analysis is the systematic qualitative digson of the composition of the
objects or materials of the study (Mugenda and Mdge 2003). This technique
helped the researcher to provide knowledge and faull practical guide with regard

to the challenges facing strategy implementation.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

This chapter presents data findings from the figddanalysis and interpretations. The
data was gathered through interview guides andyaedlusing content analysis. The
data findings were on strategy implementation amallenges at Kenya Urban Roads
Authority. According to the data found, all the Heaf departments in planning &

environment, design and construction, procuremeratintenance, human resource
and administration, finance and ICT who were toirlierviewed were interviewed.

This was made possible since the researcher mgu@napents with the head of

departments despite their busy schedule and maktionge calls reminding them of

the interviews.

4.2 Background Information

In order to ascertain the interviewees' competeaogd conversance with matters
regarding Kenya Urban Roads Authority, the studyedsguestions on the position
that the interviewee held in the authority. Accaglito the data findings, all the
interviewees were head of departments of varioy&rdeents in the authority. The
researcher also asked a question on the yearshéhanterviewees had worked for
Kenya Urban Roads Authority. According to the intewees’ response, all of them
had worked for the authority for at least four yweas most promotions are internal.
The study lastly asked the period interviewee’sehb@en holding their positions. All
the respondents indicated that they have beennrwpldlieir positions for more than

two years. The interviewees’ responses hence haddlkantage of good command
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and responsibility being that they were head ofadepents and had experience and

aptitude owing to their years of experience inab#ority.

4.3 The Process of Strategy Implementation at Kenydrban Roads Authority

This section sought independent opinion on what tdumsider to be the organizations
strategy implementation process. It was importantrtderstand the process because a
good strategy implementation process that is alusive will impact on the degree of

its success.

The respondents in totality agreed that the styategplementation at Kenya Urban
Roads Authority is concerned with carrying out aiton analysis that leads to setting
of strategy objectives. The authority vision andsion statements are in most cases
the guiding factor in the development of the sgegs. The respondents argued that
strategy in itself is an important tool that thethauity uses to know what it is
supposed to do, at what time towards achievin@lifsctives. As a result, a policy
guide towards the achievement of this is importatdcording the interviewees,
Kenya Urban Roads Authority makes their strategiese a year and the approach
normally used is the top down though in some castt®m—up approach is adopted

depending on the circumstances.

Interviewees stated that the duration Kenya Urb@adR Authority takes on the
implementation of strategies before reviews areederone year though in some cases
some strategies take more than two years for dullglementation. One of the
respondents observed that the duration taken vameshe type of contract the

strategy works towards.
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The study asked about the level of involvement mpleyees during the strategy
implementation process. Respondents stated that iiementation of any

organization strategy will only be successful ie tamployees who are the actual
implementers participate fully in the process. Tfast was stated by six of the
respondents, representing 86% of the respondetis,did indicate that one of the
ways in which to motivate the employees to worktheir best of ability in the

strategy implementation process is offer an aitragbtay package. The interviewees
observed that employee compensation and job sgdsrdocumented in the Human

Resource Policy Manual.

The respondents indicated that they understood ctiveent strategic plan and
priorities of KURA. The study showed that when tjebal strategy that requires
investments on road construction is deployed, theall market management is
involved in redeploying this strategy to the coestand institutionalizing the same to
suite KURA. The study therefore shows that thetesgia implementation process at
KURA is participatory where all stakeholders arevolwved in implementation,

monitoring of progress and evaluation.

This is done through further deployment at Functidevel based on the strengths
and capabilities of the different functions wittfttURA. The functional heads then
educate their teams on the organizational straaegythey come up with a functional
strategy to help in achieving the Authority strgtegt this point they highlight their
different needs to achieve their functional strgtegg. training, staffing, policy
changes, and organizational culture changes amtregso This are then addressed

through the responsible departments to ensurathiatwell in place.
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It was clear that through the management involvenmetihe strategy deployment and
implementation process, they were able to own treegy and run with it. It was
also well indicated that other staff in the depamits participate in the process by
implementing the agreed action plans set in disonsswith their managers and
outlined in the yearly action plans, provision eéfiback on the progress of the plans,
highlighting and or escalating on a timely manneallenges or hindrances that are
encountered and adhering to the set policies afectlees among others. It was
however clear that most of the respondents undmistbe organization strategy

mainly in relation to their functions.

4.4 Challenges of Strategy Implementation

The study in this section sought information abtheé challenges that face Kenya
Urban Roads Authority during strategy implementatjgrocess. The study asked
respondents to state the challenges encounteredgdiire implementation of the
Strategic Plan. According to the interviewees, a@tadte capacity at KURA regional
offices and the local authorities; inadequate fogdio effectively complete all
planned projects; inadequate operation managenystérss; escalating cost of road
construction materials; unpredictable weather padtebacklog of unmaintained
roads; continued theft and vandalism of road fureitinadequate capacities of local
road contractors and consultants to effectivelyycaut and complete projects; non-
compliance of axle load limit due to poor enforceinenadequate research and
development; shortage of skilled and qualified essfonals; conflicting legal
framework for example Roads Act versus provisionLotal Authorities by-laws;
encroachment on road reserves; poor coordinatiom sérvice providers who share

the road corridors; lack of ownership of road awrs; costly process of land
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acquisition; and political Interference are the lidmges encountered during the

implementation of the Strategic Plan.

When asked whether they were facing political eflce in implementation of
organizational strategy head of departments inedcahat they did. The managers
specified that political instability impacts negally on effective running of the
authority. Whenever there is political instabilityost operations within the authority
indicated that there was political influence in qu@ement procedures in which
corrupt government officials were biased in awafdemders. Service delivery in
some government offices, implementation of regmafmlicies and issuance of trade
license are prone to political manipulation. Theyther added that political
interference in management of government busindsads to economic inflation and

rise in interest rates.

All the interviewees unanimously agreed that thiatsgic implementation problems
that are related to organizational hurdles werd sigcthe processes taking long than
expected and sometimes failure in the implementatithe interviewees were in
accord that they face the challenge of strategy ldmpntation time being
underestimated and thus most of the implementers hadeadline that is merely an

approximation due to the occurrence of unexpectsgldpments.

The study asked respondents how organization eultaffects strategy
implementation process at KURA. Interviewees agréeat organizational culture
hinders implementation of strategy. Resistancenamge and the fear of the unknown

were some of culture factors that were identifigdthe respondents. Four of the
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respondents, representing 57%, indicated that themgloyees are used to a certain
ways of doing things in the authority and whenewew changes are introduced or
change of strategy was required to capture a oedportunity or counter a given
threat, the culture is slow making management slowdecision making. The
interviewees observed that when employees are tosadjiven way of life or doing
things normally new ideas are seen as a threhetexisting culture and will naturally

be resisted.

Most of the respondents moderately agreed thattship style of managers, lack of
understanding of strategy implementation, diffimdt and obstacles not
acknowledged, recognized or acted upon, how masageke decisions and the
dominant values and beliefs, the norms affect exsaimplementation. One of the
respondents argued that customers and staff nigt dppreciating the strategy and
conscious and unconscious symbolic acts taken &gels (job titles, dress codes,
corporate jets, informal meetings with employeei§¢cts strategy implementation

process at KURA.

The study also interviewed respondents how comnatinit process affects strategy
implementation process at KURA. The intervieweeatest that communication
process at KURA resulted to delayed results, wastdgesources, loss of business,
and rejection of the strategy, demotivation and lat commitment to new ideas.
Respondents also argued that an integrated comatiams plan must be developed
at the organization to enhance strategy implemientait is essential both during and
after an organizational change to communicate mé&ion about organizational

developments to all levels in a timely fashion. Ttady found that the authority
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being faced with the challenge of lack of a two-veaynmunication program that
permits and solicit questions from employees alssues regarding the formulated
strategy and lack of communications causing moretes the employees are not told
about the new requirements, tasks and activitiebetqperformed by the affected

employees.

In the interviews view, communication is pervasive every aspect of strategy
implementation, and it is related in a complex way organizing processes,
organizational context and implementation objediwdich, in turn, have an impact
on the implementation process. They further addet tommunicating is not
organizing, as organizing involves structure areamngnts, resource allocation and
many other activities, which are beyond the capact communication. But

communication is embedded in the processes of w@iggn affecting the

effectiveness and efficiency of these processes iantlirn, the process of strategy
implementation. In other words, effective commuti@ais a primary requirement of
effective implementation but it does not guarantdee -effectiveness of

implementation.

To the question on the challenges caused by Idaigelineffective coordination and
poor sharing of responsibilities of strategy impésrtation activities, the interviewees
unanimously agreed that they caused challenges edyedd implementation,
overworking of some workers, errors of commissiomission and duplication. All
the interviewees were of the opinion that indeediézship was a big challenge to the
process. They supported this by pointing out th@wua kinds of challenges faced by

the authority that resulted by the leadership ercel First, rigidity and bureaucracy
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together with the failure to embrace new ideas amtbvational technology in

business was noted as a challenge. In additione sointhe managers have been
known to lack expected competence to ensure aréti@in of the strategies.

Management resistance to change and new ideaspflatsionary leadership together
with poor leadership skills and knowledge are stdditional challenges facing the
organization. Some of these leadership skills vienad to be due to a lack of proper
training and this could be remedied through thecgss of training of those in the

management positions.

The study requested respondents as to whetherreesoand capacity is a challenge
that faces strategy implementation at KURA. Thepoeslents agreed unanimously
that resource constraints hindered strategy impiatien. Human resource capacity
in terms of qualifications, competence and numbgese identified as a major
constraint. Further, financial and time resourcesrew also highlighted. The
respondents argued that when there is time shor&ggiven time is underestimated,
external partners also delayed in providing exgbdeapport in time. Poor time
planning may lead to disillusionment of the parsnen strategic decisions who may
quit the business before implementation is comgletss far as the resource is
concerned setting and communicating deadlines #rat workable as well as

prioritizing on the policies is key.

With financial resources, proper planning and pimng on the policies is a key
factor to be considered in avoiding wastage. HIs® important to set aside enough
finances for the project while ensuring that se# motivated and recognized i.e.

through reward and appreciation schemes. The stafifisadequate training in their
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roles in strategy implementation are nerve centerdoosting the organization

competence and qualification to handle demandiskstaAs a result, the respondents
noted that when the organization is setting budgetsught to incorporate adequate
resources to ensure the realization of the sesgwal putting in place mechanism of

addressing the issue of resource limitation inrticde.

The interviewees indicated that the cost to implentiee strategies was too high and
hence it could not be met at once. Further dondrcipe governing the funds

distribution were unfavorable. The respondents mdwated that there were irregular
meetings in the company, poor coordination, poarcpuality, financial management
reports not discussed, poor cash flows, low earlengls and poor customer service.

The respondents were in agreement of facing thdeciyes posed by ineffective
coordination and poor sharing of responsibilit®me of this is as a result of poor
communication, overworking of some staff leading éoors. The respondents
recommended various ways of addressing these ogake among them engaging
human resource department and business units mamizing all roles at KURA.

Communication of roles and responsibilities at anlyestage and involvement of
middle line managers at the tender stage was fustheocated for by the respondent
views. The respondents in addition emphasized eporgsibility and accuracy as a

great remedy to the challenges.

Respondents indicated that in order to mitigates¢hehallenges and to ensure that
KURA is able to overcome them in future, the follow measures have been
identified and will form part of the strategies fiuture plans and actions: aligning

KURA to the Constitution of Kenya 2010; change @§dl framework — revision to
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the provisions of the Roads Act and Local Authestby-laws to remove conflicts;
enhance enforcement measures especially in reltgienle load control, road usage
and safety, traffic management; enhance activitid8&D; enhance utilization of ICT

for effective and efficient operations; and acdiosi of title deeds for road reserves

by RAs.

4.5 Discussion of Findings

4.5.1 Comparison with Theory

The study found that implementation of any orgatiozra strategy will only be
successful if the employees who are the actualemphters participate fully in the
process. It also found that one of the ways in thiw motivate the employees to
work to their best of ability in the strategy implentation process is offer an
attractive pay package. The package satisfies riif@ogees’ needs which motivate
them towards effective strategy implementationthe organization theory Chester
Barnard, Barnard (1927) argues that people comethiegin formal organizations to
achieve ends they cannot accomplish working alddet as they pursue the
organization’s goals, they must also satisfy tdividual needs. For employees to
meet their personal goals within the confines efftbrmal organization, people come
together in informal groups. To ensure its survieagjanizations must use these
informal groups effectively, even if they sometimesrk at purposes than run counter

to management’s objective (Stoner, Freeman ance@,lB003).

The study found that resource constraints hindstedegy implementation. It found
that human resource capacity in terms of qualificest competence and numbers

were identified as a major constraint. It also fuhat financial resources affects
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proper planning and prioritizing on the policiesesRurce Based View theory is a

method of analyzing and identifying a firm’s stgiteadvantage based on examining
its distinct combination of assets, skills capdilesi, and intangibles as an

organization. The theory argues that firms diffefundamental ways because each
firm possesses a unique “bundle” of resources-damgand intangible assets and
organizational capabilities to make use of thosetas(Pearce, Robinson and Mital,
2008). Hrebiniak (2005) also identified insufficidinancial resources to execute the

strategy as a challenge during strategy implemient@irocess.

The study found that communication process at KUigsulted to delayed results,
wastage of resources, loss of business, and m@jectithe strategy, demotivation and
lack of commitment to new ideas. It found that ategrated communications plan
must be developed at the organization to enhanegegy implementation, it is

essential both during and after an organizatiohahge to communicate information
about organizational developments to all levela tmely fashion. McKinsey model

describes the seven factors critical for effectrategy execution (Kaplan, 2005). It
identifies the seven factors as strategy, structtwenmunication, staff, skills, style

and shared values Johnson (2002) in his surveydfthiat the five top reasons why
strategic plans fail are related to motivation gedsonal ownership, communications,

no plan behind the idea, passive management, addrghip.

4.5.2 Comparison with Other Studies
The study found that strategy implementation at yelirban Roads Authority is
concerned with carrying out situation analysis thedds to setting of strategy

objectives. The study found that the implementatibany organization strategy will
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only be successful if the employees who are theahatplementers participate fully
in the process. The findings are in line with thelings of David (2011) who argued
that Strategy implementation requires a firm taablsh annual objectives, devise
policies, motivate employees, and allocate ressuscethat formulated strategies can
be executed. Strategy implementation includes dpued a strategy-supportive
culture, creating an effective organizational dinoe, redirecting marketing efforts,
preparing budgets, developing and utilizing infotioa systems, and linking

employee compensation to organizational performance

The study found that the authority vision and naissstatements are in most cases the
guiding factor in the development of the strategiefound that strategy in itself is an
important tool that the authority uses to know wihat supposed to do, at what time
towards achieving its objectives. According to Sabg2007), implementation is
concerned with monitoring the effectiveness of tigectives and the functional
policies towards the mission and it is primarile tlunction of all employees of the
firm. Pearce and Robinson (2002) argues that sgiftiom strategy formulation to
implementation gives rise to three interrelated ceons namely, identification of
measurable, mutually determined annual objectivesyelopments of specific

functional strategies and communication of conp@ies to guide action.

The study found additional factors that are chaé=nto strategy implementation
which are: inadequate capacity at KURA regionalce and the local authorities;
inadequate funding to effectively complete all plad projects; inadequate operation
management systems; escalating cost of road ceotistiumaterials; unpredictable

weather patterns; backlog of unmaintained roadsfimoed theft and vandalism of
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road furniture; inadequate capacities of local re@attractors and consultants to
effectively carry out and complete projects; nomptiance of axle load limit due to
poor enforcement; inadequate research and devetdprakortage of skilled and
qualified professionals; conflicting legal framewdior example Roads Act versus
provision of Local Authorities by-laws; encroachrheon road reserves; poor
coordination with service providers who share thadrcorridors; lack of ownership
of road corridors; costly process of land acquisitiand political Interference are the

challenges encountered during the implementatiagheoStrategic Plan.

Hrebiniak (2005) contributed to the identificatiohadditional factors that may cause
obstacles to successful strategy implementationludec: Lack feelings of

"ownership" of a strategy or execution plans amdéey employees; not having
guidelines or a model to guide strategy- execuétiorts; lack of understanding of
the role of organizational structure and designhie execution process; inability to
generate "buy-in" or agreement on critical exeeutsbeps or actions; and lack of

incentives or inappropriate incentives to supprecation objectives.
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CHAPTETE FIVE: SUMMARY, CONCLUSIONAND RECOMMENDATIO NS

5.1 Introduction

This chapter presents the discussion of key dathrfis, conclusion drawn from the
findings highlighted and recommendation made thereThe conclusions and
recommendations drawn were focused on addressasgineh objectives which were
to establish the process of strategy implementatibrKURA and to determine

challenges associated with strategy implementatidtiURA.

5.2 Summary

The study found that the strategy implementatiodeatya Urban Roads Authority is
concerned with carrying out situation analysis thedids to setting of strategy
objectives. The authority vision and mission staeta are in most cases the guiding
factor in the development of the strategies. Itnfibuthat strategy in itself is an
important tool that the authority uses to know wibhdd supposed to do, at what time
towards achieving its objectives. The study foumat that the duration Kenya Urban
Roads Authority takes on the implementation oftetyees before reviews are done is
one year though in some cases some strategiegrmate than two years for dully

implementation.

The study found that the implementation of any pizgtion strategy will only be

successful if the employees who are the actualemphters participate fully in the
process. It found that one of the ways in whiclmiativate the employees to work to
their best of ability in the strategy implementatiprocess is offer an attractive pay

package.
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It was found from the study that there are chabsnipat face KURA during strategy
implementation. These challenges include: inadegeapacity at KURA regional
offices and the local authorities; inadequate fogdio effectively complete all
planned projects; inadequate operation managenysterss; escalating cost of road
construction materials; unpredictable weather pagte backlog of unmaintained
roads; continued theft and vandalism of road fureitinadequate capacities of local
road contractors and consultants to effectivelyycaut and complete projects; non-
compliance of axle load limit due to poor enforcaemenadequate research and
development; shortage of skilled and qualified essfonals; conflicting legal
framework for example Roads Act versus provisionLotal Authorities by-laws;
encroachment on road reserves; poor coordinatiom sérvice providers who share
the road corridors; lack of ownership of road awrs; costly process of land

acquisition; and political Interference.

The study found that political influence in implem&tion of organizational strategy
impacts negatively at KURA. It found that whenethere is political instability, most
operations within the authority indicated that thewas political influence in
procurement procedures in which corrupt governnoffitials were biased in award
of tenders. It found that organization culture, cammication process, leadership
style of managers, lack of understanding of stsategplementation, difficulties and
obstacles not acknowledged, recognized or acted, dmw managers make decisions

and the dominant values and beliefs, the normgitedteategy implementation.
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The study found that in order to mitigate thesdlehges and to ensure that KURA is
able to overcome them in future, the following meas have been identified and will
form part of the strategies for future plans andoas: aligning KURA to the
Constitution of Kenya 2010; change of legal framewe revision to the provisions
of the Roads Act and Local Authorities by-laws t®move conflicts; enhance
enforcement measures especially in relation to #odel control, road usage and
safety, traffic management; enhance activities &DRenhance utilization of ICT for
effective and efficient operations; and acquisitairtitle deeds for road reserves by

RAs.

5.3 Conclusion

The study concludes that the management shoul@ipetent so as to ensure good
strategy objective setting, achieve strategic amesg, manage resistance to strategy
implementation; early involvement of firm membensthe strategy process helped
members understand super-ordinate goals, stylecalfutal norms and thus become
essential for the continued success of a firm exgsatimplementation, puts all
members at the same platform, and helps the emgdot@® own the process thus

ensuring better results.

The study concludes that inadequate capacity atXtHgional offices and the local
authorities; inadequate funding to effectively cdetg all planned projects;
inadequate operation management systems; escaletisig of road construction
materials; unpredictable weather patterns; backfognmaintained roads; continued
theft and vandalism of road furniture; inadequatpacities of local road contractors

and consultants to effectively carry out and coneppgojects; non-compliance of axle
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load limit due to poor enforcement; inadequateardeand development; shortage of
skilled and qualified professionals; conflictingyé framework for example Roads
Act versus provision of Local Authorities by-lawsncroachment on road reserves;
poor coordination with service providers who shé#ne road corridors; lack of
ownership of road corridors; costly process of laachuisition; and political

Interference are challenges faced during strategyementation process.

5.4 Recommendations
This study found that there were conflicting prii@s in the implementation of
strategies at the KURA. It therefore recommendst ttap strategies of the

organization should be agreed upon by all heacgpadments.

The study also recommends that the managementdskosure that they employ and
deploy qualified and competent individuals. In didadi, the study recommends that
KURA should employ monitoring/supervision mechanistm allow efficiency in

strategy implementation.

The study recommends that Kenya Urban Roads Auyhshiould improve integrated
communications plan to improve strategy impleméoat The content of such
communications plan should include clear explamatb what new responsibilities,
tasks, and duties need to be performed by the gm@o It also includes the why
behind changed job activities, and more fundambntae reasons why the new
strategic decision was made firstly. This will enba communication of change
during and after an organizational change on omgaioinal developments to all levels

in the appropriate manner.
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5.5 Limitations of the Study

The study was carried out within a limited periofl tone and resources. This
constrained the scope as well as the depth ofstges covered by the research. In
addition, the study was restricted to the procelsstategy implementation and
challenges associated with strategy implementatidQURA. It did not include other
important fields of strategic management proceskithng strategy development and
strategic analysis. Its utility therefore was caoefl to strategic implementation

process and challenges.

5.6 Suggestions for Further Research

This study focused on the process used by KURAtiategy implementation and
challenges facing strategic implementation by KURRQURA is a government
authority amongst other authorities in Kenya whichuild be using different strategy
process and could be facing different challengess therefore recommended that
further research be done in the area of strategyeimentation process and strategy

implementation challenges among other authoritidsenya.
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APPENDIX

APPENDIX: INTERVIEW GUIDE

STRATEGIC IMPLEMENTATION
A CASE STUDY OF KENYA URBAN ROADS AUTHORITY (KURA)
The interview guide will seek to determine thedwaling objectives

i. To establish the process of strategy implememattdKURA

ii. To determine challenges associated with strategyeimentation at KURA

BACKGROUND INFORMATION FOR INTERVIEW
1. What is your position in your organization?
2. For how long have you worked with KURA?

3. For how long have you been holding your currenitmr?

PART 1: STRATEGY IMPLEMENTATION PROCESS
1. Does KURA carry out situation analysis?
2. How was the organization objectives set in thetesgiia plan?
3. How were the vision and mission of KURA formed?

4. How is strategy implementation process carriedm#tURA?

PART 2: STRATEGY IMPLEMENTATION CHALLENGES
5. What are the challenges encountered during the emm@htation of the
Strategic Plan at KURA?

6. Does political influence affect strategy implemeiata at KURA? How?
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7. What are the strategic implementation problems that related to
organizational hurdles?

8. How does the organization culture pose challenggrategy implementation?

9. How does KURA organization structure affect comneation from top
management to other staff and vice versa?

10.How does communication process affects strategyeim@ntation process at
KURA?

11.Do you think there is adequate communication to leyges on strategic
implementation in the organization?

12.How does leadership ineffective coordination andorpcsharing of
responsibilities affect strategy implementatiolK&iRA?

13.Does KURA have resource constraint hindering ssateiplementation?

14.What kinds of resources (e.g. Human, Financial heldygical etc.) are
hindering the strategy implementation?

15.What measures have been put in place by KURA tarerthat the resources
are available for successful strategy implement&tio

16.What are the measure have you put in place to endat challenges of

strategy implementation are dealt with in the orgation?
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