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ABSTRACT 

Strategy implementation involves allocation of sufficient resources financial, personnel, 

time, and establishing a chain of command or organizational structure. It involves 

assigning responsibility of specific tasks or processes to specific individuals or groups. It 

also involves managing the process. Many organizations are able to generate innovative 

strategic plans, but few are able to successfully implement these plans. Some researchers 

note that organizations fail to implement up to 70% of their strategic initiatives. This 

study mainly focused on a different context and concept from what the current study 

seeks to cover. Given the importance of strategy implementation, this study sought to fill 

the gap by seeking answers to the following research question: the challenges facing 

strategy implementation at the Nairobi County Government? That is the knowledge gap 

that the study sought to fill. The objective of the study was to establish the challenges of 

strategy implementation at the Nairobi County Government. The research adopted a 

descriptive cross-sectional research design, which is used when the problem has been 

defined specifically and where the research has certain issue to be described by the 

respondents about the problem. The study employed a face to face interview as a primary 

data collection method. An interview guide was employed as the sole research instrument. 

Content analysis enables researchers to sift through large volumes of data with relative 

ease in a systematic fashion. Qualitative content analysis does not produce counts and 

statistical significance. It uncovers patterns, themes, and categories important to a social 

reality. The study found that level of management skills influences the strategy 

implementation to great extent. It established that innovativeness is a key success factor 

in strategy implementation. The study also found organizational structure influences 

strategy implementation in the organisation. This was through bureaucratic bottlenecks, 

differentiated roles that lead to specialization, number of reporting lines, harmony of 

reporting lines and employee placement. It also revealed that the challenges faced during 

strategy implementation  were lack of support from the top management , slow budget 

approval, lack of clear individual role, lack of alignment with the organization strategic 

plan, lack of employee involvement, poor staffing  level, ineffective communication 

during strategy implementation and lack of coordination of activities during strategy 

implementation. It found that employee did not understand what the County Government 

strives to achieve, politics affected strategy implementation in Nairobi county 

Government and transition affect strategy implementation. The finding of this study will 

be of great importance to policy makers as it will help them to come up with factors that 

delays strategy implementation and those which will hinder their implementation 

altogether. When such factors are identified, strategies will then be formulated to curb the 

situation. Strategies that face implementation problems are in most cases those that will 

give a company the required competitive edge. This implies that there is direct 

relationship between strategy implementation and the competitiveness of an organisation. 
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CHAPTER ONE: INTRODUCTION 

1.1 Background of the Study 

Strategy implementation has attracted much less attention in strategic and organizational 

research than strategy formulation or strategic planning. Alexander (2011) suggests 

several reasons for this: strategy implementation is less glamorous than strategy 

formulation, people overlook it because of a belief that anyone can do it, people are not 

exactly sure what it includes and where it begins and ends. Furthermore, there are only a 

limited number of conceptual models of strategy implementation. Organizations seem to 

have difficulties in implementing their strategies, however. Researchers have revealed a 

number of problems in strategy implementation: e.g. weak management roles in 

implementation, a lack of communication, lacking a commitment to the strategy, 

unawareness or misunderstanding of the strategy, unaligned organizational systems and 

resources, poor coordination and sharing of responsibilities, inadequate capabilities, 

competing activities, and uncontrollable environmental factors (Beer and Eisenstat, 

2010). 

 

According to Resource Based Theory resources are inputs into a firm's production 

process and can be classified into three categories as; physical capital, human capital and 

organizational capital (Currie, 2009). These resources are need for effectiveness in 

strategy implementation. Strategic balancing is based on the principle that the strategy of 

a company is partly equivalent to the strategy of an individual. Indeed, the performance of 

companies is influenced by the actors’ behaviour, including the system of leaders’ values 

(Casley and Krishna 2007).  
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Devolution in itself has led to a change dilemma as Kenyans ask whether the new 

structure again fails as it did 38 years ago.  Counties will be embraced as the new centers 

of power and resources. County government in their planning incorporate their 

contributions in meeting the Millenium Development Goals which includes change 

management entails thoughtful planning and sensitive implementation, above all 

consultation with and involvement of the people affected by the changes, (Kotter 2008). 

The devolved government is expected to promote social and economic development and 

the provision of proximate, easily accessible services throughout Kenya. While there are 

a lot of prospects in the success of devolution, there is equal measure of threats to 

this success.  This study seeks to establish the challenges of strategy implementation at 

the Nairobi County Government. 

1.1.1 Concept of Strategy Implementation  

Strategy implementation involves allocation of sufficient resources financial, personnel, 

time, and establishing a chain of command or organizational structure. It involves 

assigning responsibility of specific tasks or processes to specific individuals or groups. It 

also involves managing the process. This includes monitoring results, comparing to 

benchmarks and best practices, evaluating the efficacy and efficiency of the process, 

controlling for variances, and making adjustments to the process as necessary. Strategy 

formation and implementation is an on-going, never-ending, integrated process requiring 

continuous reassessment and reformation (Olson et al. 2005). Strategic management is 

dynamic. It involves a complex pattern of actions and reactions. It is partially planned and 

partially unplanned. Strategy is planned and emergent, dynamic, and interactive. Strategic 

management operates on several time scales. Short term strategies involve planning and 

managing for the present. Long term strategies involve preparing for and preempting the 

future (Balogun & Johnson, 2004). 
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In most corporations there are several levels of strategy. Strategic management is the 

highest in the sense that it is the broadest, applying to all parts of the firm. It gives 

direction to corporate values, corporate culture, corporate goals, and corporate missions. 

Under this broad corporate strategy there are often functional or business unit strategies. 

Functional strategies include marketing strategies, new product development strategies, 

human resource strategies, financial strategies, legal strategies, and information 

technology management strategies (Chebat, 1999). The emphasis is on short and medium 

term plans and is limited to the domain of each department’s functional responsibility. 

Each functional department attempts to do its part in meeting overall corporate objectives, 

and hence to some extent their strategies are derived from broader corporate strategies 

(Bourgeois & Brodwin, 1984). 

Many companies feel that a functional organizational structure is not an efficient way to 

organize activities so they have reengineered themselves according to processes or 

strategic business units (SBU). An SBU is a semi-autonomous unit within an 

organization. It is usually responsible for its own budgeting, new product decisions, 

hiring decisions, and price setting. An SBU is treated as an internal profit centre by 

corporate headquarters. Each SBU is responsible for developing its business strategies, 

strategies that must be in tune with broader corporate strategies. The “lowest” level of 

strategy is operational strategy. It is very narrow in focus and deals with day-to-day 

operational activities such as scheduling criteria. It must operate within a budget but is 

not at liberty to adjust or create that budget. Operational level strategy was encouraged by 

Drucker (1954) in his theory of Management by Objectives (MBO). Operational level 

strategies are informed by business level strategies which, in turn, are informed by 

corporate level strategies. 

http://www.nowsell.com/marketing-guide/marketing-strategies.html
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Since the turn of the millennium, there has been a tendency in some firms to revert to a 

simpler strategic structure. This is being driven by information technology. It is felt that 

knowledge management systems should be used to share information and create common 

goals. Strategic divisions are thought to hamper this process. According to Chandler 

(1962), the organization structure is determined by the strategy. A long term coordinated 

strategy was necessary to give a company structure, direction, and focus. He states that 

"structure follows strategy". However it has also been noted more recently that strategy 

also follows structure. 

Simons and Thompson (1998) pointed out that almost all the management functions -

planning, controlling, organizing, motivating, leading, directing, integrating, 

communicating, and innovation is in some degree applied in the implementation process. 

Hendry and Kiel (2004) also point out that to effectively direct and control the use of the 

firm's resources, mechanisms such as organizational structure, information systems, 

leadership styles, assignment of key managers, budgeting, rewards, and control systems 

are essential strategy implementation ingredients. There should be specific interim or 

ultimate time-based measurements to be achieved by implementing strategies in pursuit 

of the company's objectives. The implementation activities are in fact related closely to 

one another and decisions about each are usually made simultaneously. 

The fatal problem with strategy implementation is the de facto success rate of intended 

strategies. In research studies it is as low as 10 percent (Judson, 1991). Despite this 

abysmal record, strategy implementation does not seem to be a popular topic at all. In 

fact, some managers mistake implementation as a strategic afterthought and a pure top-

down-approach. Instead, management spends most of its attention on strategy 

formulation. It is thus not surprising that after a comprehensive strategy formulation, 
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significant difficulties start arise during the subsequent implementation process. 

Implementation manifests the strategic intent of an organisation through various tactical 

and competitive actions to achieve the desired results, which otherwise may remain as 

distant dreams. Research emphasizing strategy implementation is classified by Bourgeois 

and Brodwin (2004) as part of a first wave of studies proposing structural views as 

important facilitators for strategy implementation success.  

1.1.2 Challenges of Strategy Implementation  

According to Alexander (1985), the ten most frequently occurring strategy 

implementation problems include underestimating the time needed for implementation 

and major problems surfacing that had not been anticipated, in addition uncontrollable 

factors in the external environment had an adverse impact. Based on empirical work with 

93 firms, he observed that senior executives were over optimistic in the planning phase 

and it is noteworthy that the first two issues which occurred most frequently in 

Alexander's study are planning issues. He also found the effectiveness of coordination of 

activities and distractions from competing activities inhibited implementation, in addition 

key tasks were not defined in enough detail. With regard to people, the capabilities of 

employees involved were often not sufficient, leadership and direction and “training and 

instruction given to lower level employees were not adequate” (Alexander, 1985, p. 92). 

Although the least frequent in this study in many cases the information systems used to 

monitor implementation were not adequate. 

Reed and Buckley (1988) discuss problems associated with strategy implementation 

identifying four key areas for discussion. They acknowledge the challenge and the need 

for a clear fit between strategy and structure and claim the debate about which comes first 

is irrelevant providing there is congruence in the context of the operating environment. 
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They warn that, although budgeting systems are a powerful tool for communication, they 

have limited use in the implementation of strategies as they are dominated by monetary 

based measures and due to their size and the game playing associated budget setting “it is 

possible for the planning intent of any resource redistribution to be ignored” (Reed and 

Buckley, 1988, p. 68). Another problem is when management style is not appropriate for 

the strategy being implemented, they cite the example of the “entrepreneurial risk taker 

may be an ideal candidate for a strategy involving growth, but may be wholly 

inappropriate for retrenchment” (Reed and Buckley, 1988, p. 68).  

1.1.3 County Governments in Kenya 

The promulgation of the new constitution in Kenya in 2010 brought about a new system 

of government. The new system of government had two levels of government, the central 

government headed by the President; and devolved governments referred to as county 

governments which were to be headed by governors. The new system of government was 

to kick off after the 2013 general elections, which was to serve as a platform to elect the 

national leaders and the county leaders.  

A total of 47 counties were created in the constitution. Each county was to receive 

funding from the National government and at the same time generate funds to sustain 

themselves. Just like in the case of the president, the county governors were elected on 

the platform of the vision that they created for their county. The vision was their plans on 

how to generate funds for their county and how they would make their county the best in 

the country by improving the standards of living and eradicating the issues affecting the 

county. 
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1.1.4 Nairobi County Government 

Nairobi County is the most important county so far. This is because is hosts the capital 

city of the country, it hosts almost all the headquarters of the central government and the 

biggest industrial town in the country and hence heart of economy of the country. The 

governor of Nairobi was always going have a difficult task to control the county that is 

viewed as the heart beat of the country.  

As the governor with the biggest work on his plate, the Nairobi governor was to come up 

with strategies of tapping the massive potential and delivering the dreams of the residents 

and the country at large. As the capital of the country, Nairobi County is cosmopolitan 

and harbors people from all walks of life. The residents have different needs, different 

dreams, different political following; and it is upon the governor and his government to 

ensure that all the people have their different needs met. 

Nairobi County government was coming from a backdrop of the Nairobi City Council 

which for many years had been dogged with inefficiencies in provision of services, 

corruption, bloated operational costs due to ghost workers etc. The Nairobi county 

government headed by His Excellency the governor Dr. Evans Kidero came into power 

with the promise of effectively providing services to the people of Nairobi, making the 

county government profitable by effective revenue collections and reduction of 

operational costs, as well as increasing efficiency by simplifying processes within the 

county government. Dr. Kidero and his team had drafted a strategy to deliver all these. In 

his manifesto “my commitment to you”, Dr. Kidero had his laid down strategy of how 

him and his government was going to deal with Insecurity and job creation, making 

Nairobi a world-class city, and transforming Nairobi through good governance.  
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1.2 Research Problem  

Many organizations are able to generate innovative strategic plans, but few are able to 

successfully implement these plans. Some researchers note that organizations fail to 

implement up to 70% of their strategic initiatives (Miller, 2002). The transition from idea 

to reality or stated differently, the link between strategy and implementation is complex. 

The literature suggests that successful strategy implementation is difficult to achieve for 

six key reasons (Pateman, 2008). These includes  persistent pressure from stakeholders 

for greater profitability, increased complexity of organizations, difficult challenge faced 

by executives , low levels of participation of a large number of managers across all 

functions at an early stage of executing strategy, difficulty of securing the required 

resources to execute the strategy and executives know more about strategy formulation 

than strategy implementation (Hrebiniak, 2008).  

In Kenya a number of studies have been carried out on strategic implementation among 

them Arumonyang (2009), who did a survey of strategy implementation challenges facing 

regional development authorities in Kenya, Patrick (2009), on challenges of strategy 

implementation at Kenya wildlife service, Martha (2010), challenges of strategy 

implementation at the ministry of road and public works in Kenya. Awino (2009), also 

did a survey on challenges facing implementation of Differentiation strategy in Mumias 

Sugar Company. Of the studies done in the area of strategy implementation, none seems 

to have explored the process of strategy implementation in the new system of devolved 

government. This study mainly focused on a different context and concept from what the 

current study seeks to cover. Given the importance of strategy implementation, this study 

sought to fill the gap by seeking answers to the following research question: the 

challenges facing strategy implementation at the Nairobi County Government? That is the 

knowledge gap that the study sought to fill. 
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1.3 Research Objectives  

The objective of the study was to establish the challenges of Strategy Implementation at 

the Nairobi County Government. 

 

1.4 Value of the Study 

The study was important not only to Nairobi County Government but also other counties 

in Kenya. It was going to help them understand the challenges facing strategy 

implementation in devolved government. This was to going help county government in 

service delivery to Kenya as they implement various strategies. 

Little is currently known about devolution in Kenya. Counties in Kenya are the new 

centers of power and resources. Therefore, knowledge on devolved governance is 

important to policymakers, county employees, politicians, citizens, the central 

government, the development partners, academicians and researchers. 

The study was going to form a reference material for future researchers on other related 

topics; it will also assist other academicians who will undertake a similar topic in their 

studies. The study was also going to highlight other important relationships that require 

further research; such may include areas of relationships between intelligence and firm’s 

performance. 

The study will be of great importance to theory and practice as it helps in enlightening on 

the challenges of strategy implementation at the Nairobi County Government. This will 

add to existing body of knowledge on the challenges of strategy implementation. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction 

This chapter summarizes the information from authors and researchers who have carried 

out research in the same field of study. The specific areas covered here are strategy 

implementation and performance, theoretical orientation and the empirical review: the 

challenges of strategy implementation. 

2.2 Theoretical Foundation 

This study sought to establish the challenges of strategy implementation at the Nairobi 

County Government, it was based on the McKinsey 7S Model, dynamic capability model 

and the resource based view theory. 

2.2.1 McKinsey 7s Model 

McKinsey 7s model is a tool that analyzes firm’s organizational design by looking at 7 

key internal elements: strategy, structure, systems, shared values, style, staff and skills, in 

order to identify if they are effectively aligned and allow organization to achieve its 

objectives. McKinsey 7s model was developed in 1980s by McKinsey consultants Tom, 

Robert and Julien with a help from Richard and Anthony. It sought to present an 

emphasis on human resources (Soft S), rather than the traditional mass production 

tangibles of capital, infrastructure and equipment, as a key to higher organizational 

performance, (Modahl, 2000). The goal of the model was to show how 7 elements of the 

company: Structure, Strategy, Skills, Staff, Style, Systems, and Shared values, can be 

aligned together to achieve effectiveness in a company. The key point of the model is that 

all the seven areas are interconnected and a change in one area requires change in the rest 

of a firm for it to function effectively.  
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The model can be applied to many situations and is a valuable tool when organizational 

design is at question. The most common uses of the framework are: to facilitate 

organizational change, to help implement new strategy, to identify how each area may 

change in a future and to facilitate the merger of organizations, (Westley, 2008). 

In McKinsey model, the seven areas of organization are divided into the ‘soft’ and ‘hard’ 

areas. Strategy, structure and systems are hard elements that are much easier to identify 

and manage when compared to soft elements. On the other hand, soft areas, although 

harder to manage, are the foundation of the organization and are more likely to create the 

sustained competitive advantage, (Maalu, 2008). 

2.2.2 Dynamic Capability Model  

Several theorists have recognized a problem with this static model of the strategy 

process: it is not how strategy is developed in real life. Strategy is actually a dynamic 

and interactive process. Some of the earliest challenges to the planned strategy approach 

came from Linblom in the 1960s and Quinn in the 1980s. Lindblom (2009) claimed that 

strategy is a fragmented process of serial and incremental decisions. His study viewed 

strategy as an informal process of mutual adjustment with little apparent coordination. 

Quinn (2008) developed an approach called "logical Instrumentalism". It claimed that 

strategic management involves guiding actions and events towards a conscious strategy 

in a step-by-step process.  

Managers nurture and promote strategies that are themselves changing. In regard to the 

nature of strategic management he says: "Constantly integrating the simultaneous 

incremental process of strategy formulation and implementation is the central art of 

effective strategic management. Whereas Lindblom saw strategy as a disjointed process 
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without conscious direction, Quinn saw the process as fluid but controllable. Bower 

(2010) and Burgelman (2000) took this one step further. Not only are strategic decisions 

made incrementally rather than as part of a grand unified vision, but according to them, 

this multitude of small decisions are made by numerous people in all sections and levels 

of the organization. 

Mintzberg (2007) made a distinction between deliberate strategy and emergent strategy. 

Emergent strategy originates not in the mind of the strategist, but in the interaction of 

the organization with its environment. He claims that emergent strategies tend to exhibit 

a type of convergence in which ideas and actions from multiple sources integrate into a 

pattern. A particularly insightful model of strategy process dynamics comes from 

Moncrieff (2009) who recognized that strategy is partially deliberate and partially 

unplanned, though whether the resulting performance is better for being planned or not 

is unclear.  

The unplanned element comes from two sources: “emergent strategies” result from the 

emergence of opportunities and threats in the environment and “Strategies in action” are 

ad hoc actions by many people from all parts of the organization. These multitudes of 

small actions are typically not intentional, not teleological, not formal, and not even 

recognized as strategic. They are emergent from within the organization, in much the 

same way as “emergent strategies” are emergent from the environment. However, it is 

again not clear whether, or under what circumstances, strategies would be better if more 

planned. In this model, strategy is planned and emergent, dynamic, and interactive. Five 

general processes interact. They are strategic intention, the organization's response to 

emergent environmental issues, the dynamics of the actions of individuals within the 

organization, the alignment of action with strategic intent, and strategic learning. 
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2.2.3 Resource-Based View Theory 

The resource-based view (RBV) of Wernerfelt (1984) suggests that competitiveness can 

be achieved by innovatively delivering superior value to customers. The extant literature 

focuses on the strategic identification and use of resources by a firm for developing a 

sustained competitive advantage (Borg & Gall, 2009). International business theorists 

also explain the success and failures of firms across boundaries by considering the 

competitiveness of their subsidiaries or local alliances in emerging markets (Ben-Dak, 

1999). Local knowledge provided by a subsidiary or local alliance becomes an important 

resource for conceptualizing value as per the local requirements (Gupta et al., 2011).  

According to Resource Based Theory resources are inputs into a firm's production 

process and can be classified into three categories as; physical capital, human capital and 

organizational capital (Currie, 2009). A capability is a capacity for a set of resources to 

perform a stretch task of an activity. Each organization is a collection of unique resources 

and capabilities that provides the basis for its strategy and the primary source of its 

returns. Thus, differences in firm's performances across time are driven primarily by their 

unique resources and capabilities rather than by an industry's structural characteristics 

(Currie, 2009).  

2.3 The Strategic Management Process 

It is useful to consider strategy formulation as part of a strategic management process that 

comprises three phases. These phases are diagnosis, formulation, and implementation.  

Strategic management is an ongoing process to develop and revise future-oriented 

strategies that allow an organization to achieve its objectives, considering its capabilities, 

constraints, and the environment in which it operates (Fuerer and Chaharbaghi, 1997). 

Diagnosis includes performing a situation analysis (analysis of the internal environment 

http://www.emeraldinsight.com/journals.htm?issn=0263-4503&volume=31&issue=2&articleid=17085883&show=html#idb92
http://www.emeraldinsight.com/journals.htm?issn=0263-4503&volume=31&issue=2&articleid=17085883&show=html#idb36
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of the organization), including identification and evaluation of current mission, strategic 

objectives, strategies, and results, plus major strengths and weaknesses. Analyzing the 

organization's external environment, including major opportunities and threats and 

identifying the major critical issues, which are a small set, typically two to five, of major 

problems, threats, weaknesses, and/or opportunities that require particularly high priority 

attention by management. 

Formulation, the second phase in the strategic management process, produces a clear set 

of recommendations, with supporting justification, that revise as necessary the mission 

and objectives of the organization, and supply the strategies for accomplishing them.  In 

formulation, we are trying to modify the current objectives and strategies in ways to make 

the organization more successful.  This includes trying to create "sustainable" competitive 

advantages although most competitive advantages are eroded steadily by the efforts of 

competitors. 

A good recommendation should be effective in solving the stated problem(s), practical 

(can be implemented in this situation, with the resources available), feasible within a 

reasonable time frame, cost-effective, not overly disruptive, and acceptable to key 

"stakeholders" in the organization.  It is important to consider "fits" between resources 

plus competencies with opportunities, and also fits between risks and expectations.   

According to early scholars in this field such as Andrews (1971), strategy is a rational 

decision-making process by which the organization’s resources are matched with 

opportunities arising from the competitive environment. Others, such as Aldrich (1979), 

state that the environment has a strong deterministic influence on the strategy-making 

processes in organizations. On the other hand, proponents of the resource-based view 

argue that it is not the environment but the resources of the organization which form the 
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foundation of firm strategy (Grant, 1991). Despite the differences, all these frameworks 

have one thing in common which is that they all aim at maximizing the performance of an 

organization by improving its position in relation to other organizations operating in the 

same competitive environment. This, however, becomes more and more difficult as the 

level of competition in different competitive environments continues to intensify. 

In the early 1960s Ansoff (1965) laid the foundations for strategic planning by 

demonstrating the need to match business opportunities with organizational resources and 

illustrating the usefulness of strategic plans. In the 1980s, the focus shifted from strategic 

planning towards strategic management (Schendel and Hofer, 1979). Led by Porter (1980, 

1985), a broad range of concepts and techniques evolved which were aimed at building 

and sustaining competitive advantage by anticipating and exploiting business 

opportunities. Several other approaches to strategy formulation have been taken which 

included value chain concept (Porter, 1985) and the 7S framework (McKinsey and 

Company, 1986) 

Despite the increasing awareness for a more dynamic approach to strategy formulation 

and implementation, research up-to-date provides little guidance on how such an 

approach may be realized. Only a small number of concepts have been proposed which 

sketch out the basic parameters for a dynamic approach (Fuerer and Chaharbaghi, 1997).  

2.4 Strategy Implementation Process 

Strategic decisions determine the organizational relations to its external environment, 

encompass the entire organization, depend on input from all of functional areas in the 

organization, have a direct influence on the administrative and operational activities, and 

are vitally important to long-term health of an organization (Shirley, 1982). According to 
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Schermerhorn (1989), strategies must be well formulated and implemented in order to 

attain organizational objectives. Successful strategy implementation depends a lot on the 

achievement of good “fits” between the strategies and their means of implementation. 

Robbins and Coulter (1996) have taken into consideration that no matter how effectively 

a company has planned its strategies, it could not succeed if the strategies were not 

implemented properly. Harrison (1996) also clarified that the more ineffective the top 

management decisions, the more ineffective are the choices made at lower levels of 

management. Similarly, if top management's strategic choices tend to be successful, it 

reflects favorably on choices made in other parts of the organization. 

Simons and Thompson (1998) refer to three categories of factors that affected strategic 

decision-making process: environmental factors; organizational factors; and decision-

specific factors. Here, environmental factors mean external agents such as national 

culture, national economic conditions, and industry conditions. Organizational factors 

refer to organizational structure, organizational culture, structure of decision making 

bodies, impact of upward influence, and employee involvement. Decision-specific factors 

can be explained as time, risk, complexity, and politics. According to Porter (1979) 

strategists must assess the forces affecting competition in their industry and identify their 

company's strengths and weaknesses. They then need to take appropriate action that 

addresses the specific forces. 

Wessel (1993) stated that there were mostly individual barriers to strategy 

implementation such as too many and conflicting priorities, insufficient top team 

functions, a top down management style, inter-functional conflicts, poor vertical 

communication, and inadequate management development. 
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Christensen and Donovan (1998) mentioned that intended strategies would be 

implemented as they have been envisioned if three conditions were met. First, those in the 

organization must understand each important detail in management's intended strategy. 

Second, if the organization is to take collective action, the strategy needs to make as 

much sense to each of the members in the organization as they view the world from their 

own context, as it does to top management. Finally, the collective intentions must be 

realized with little unanticipated influence from outside political, technological, or market 

forces. 

Peng and Litteljohn (2001) noted two dimensions of strategy implementation: structural 

arrangements, and the selection and development of key roles. According to 

Govindarajan (1989), effective strategy implementation is affected by the quality of 

people involved in the process. Peng and Litteljohn (2001) claimed the quality of people 

as skills, attitudes, capabilities, experiences and other characteristics required by a 

specific task or position. 

McKinsey’s (1982) model describes the seven factors critical for effective strategy 

execution. The 7-S model identifies the seven factors as strategy, structure, systems, staff, 

skills, style/culture, and shared values. Strategy is the positioning and actions taken by an 

enterprise, in response to or anticipation of changes in the external environment, intended 

to achieve competitive advantage. Structure refers to the way in which tasks and people 

are specialized and divided, and authority is distributed; how activities and reporting 

relationships are grouped; the mechanisms by which activities in the organization are 

coordinated (Kaplan, 2005). Systems refer to the formal and informal procedures used to 

manage the organization, including management control systems, performance 

measurement and reward systems, planning, budgeting and resource allocation systems, 
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and management information systems. Staff refers to the people, their backgrounds and 

competencies; how the organization recruits, selects, trains, socializes, manages the 

careers, and promotes employees. Skills refer to the distinctive competencies of the 

organization; what it does best along dimensions such as people, management practices, 

processes, systems, technology, and customer relationships (Kaplan, 2005). Style/culture 

refers to the leadership style of managers – how they spend their time, what they focus 

attention on, what questions they ask of employees, how they make decisions; also the 

organizational culture (the dominant values and beliefs, the norms, the conscious and 

unconscious symbolic acts taken by leaders (job titles, dress codes, executive dining 

rooms, corporate jets, informal meetings with employees). Lastly, shared values refer to 

the core or fundamental set of values that are widely shared in the organization and serve 

as guiding principles of what is important; vision, mission, and values statements that 

provide a broad sense of purpose for all employees (Kaplan, 2005). The 7-S model posits 

that organizations are successful when they achieve an integrated harmony among three 

“hard” “S's” of strategy, structure, and systems, and four “soft” “S's” of skills, staff, style, 

and super-ordinate goals (now referred to as shared values) (Kaplan, 2005). 

2.5 Factors Affecting Strategy Implementation 

The fatal problem with strategy implementation is the de facto success rate of intended 

strategies. In research studies it is as low at 10% (Judson, 1991). Despite this abysmal 

record, strategy implementation does not seem to be a popular topic at all. In fact, some 

managers mistake implementation as a strategic afterthought and a pure top-down-

approach. Instead, management spends most of its attention on strategy formulation. This 

can be documented by the focus on strategy formulation in strategic management 

literature. To resolve this, strategic management should accomplish its very own shift of 
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emphasis by moving from a 90:10 concern with strategy formulation relative to 

implementation to a minimum 50:50 proportion with each (Grundy, 1998). To overcome 

and improve the difficulties in the implementation context, Rapa and Kauffman (2005) 

compiled the following checklist of ten critical points. 

Commitment of Top management- The most important thing when implementing a 

strategy is the top management’s commitment to the strategic direction itself. This is 

undoubtedly a prerequisite for strategy implementation. Therefore, top managers must 

demonstrate their willingness to give energy and loyalty to the implementation process. 

This demonstrable commitment becomes, at the same time, a positive signal for all the 

affected organizational members (Rapa and Kauffman, 2005). 

To successfully improve the overall probability that the strategy is implemented as 

intended, senior executives must abandon the notion that lower-level managers have the 

same perceptions of the strategy and its implementation, of its underlying rationale, and 

its urgency. Instead, they must believe the exact opposite. They must not spare any effort 

to persuade the employees of their ideas (Rapa and Kauffman, 2005). 

Involvement of Middle Manager’s Valuable Knowledge- Strategy implementation is 

not a top-down-approach. Consequently, the success of any implementation effort 

depends on the level of involvement of middle managers. To generate the required 

acceptance for the implementation as a whole, the affected middle managers’ knowledge 

(which is often underestimated) must already be accounted for in the formulation of the 

strategy. Then, by making sure that these managers are a part of the strategy process, their 

motivation towards the project will increase and they will see themselves as an important 

part in the process (Rapa and Kauffman, 2005). Research studies indicate that less than 

5% of a typical workforce understands their organization’s strategy (Kaplan and Norton, 
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2001). Without understanding the general course of strategy, employees cannot 

effectively contribute to a strategy implementation. To involve employees is an important 

milestone to make strategy everyone’s everyday job. 

The role of communication- At first look, the suggestion that communication aspects 

should be emphasized in the implementation process seems to be a very simple one. Even 

though studies point out that communication is a key success factor within strategy 

implementation (Miniace and Falter, 1996), communicating with employees concerning 

issues related to the strategy implementation is frequently delayed until the changes have 

already crystallized. 

In this context, it is recommended that an organization institute a two-way-

communication program that permits and solicits questions from employees about issues 

regarding the formulated strategy. In addition to soliciting questions and feedback, the 

communications should tell employees about the new requirements, tasks and activities to 

be performed by the affected employees, and, furthermore, cover the reason (“the why”) 

behind changed circumstances (Alexander, 1985). 

It is essential both during and after an organizational change to communicate information 

about organizational developments to all levels in a timely fashion. However, one may 

not misunderstand communication, or the sharing of information, as engagement the 

direct dialogue that produces active participants in the change process. The way in which 

a change is presented to employees is of great influence to their acceptance of it. To deal 

with this critical situation, an integrated communications plan must be developed. Such a 

plan is an effective vehicle for focusing the employees’ attention on the value of the 

selected strategy to be implemented (Rapa and Kauffman, 2005).  
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Clear assignment of responsibilities- One of the reasons why strategy implementation 

processes frequently result in difficult and complex problems – or even fail at all – is the 

vagueness of the assignment of responsibilities. In addition, these responsibilities are 

diffused through numerous organizational units (Rapa and Kauffman, 2005). Cross-

functional relations are representative of an implementation effort. This is indeed a 

challenge, because as already mentioned before organizational members tend to think 

only in their “own” department structures. This may be worsened by over-bureaucracy 

and can thus end up in a disaster for the whole implementation (Rapa and Kauffman, 

2005). To avoid power struggles between departments and within hierarchies, one should 

create a plan with clear assignments of responsibilities regarding detailed implementation 

activities. This is a preventive way of proceeding. Responsibilities are clear and potential 

problems are therefore avoided (Rapa and Kauffman, 2005). 

Role of Teamwork in Strategy implementation- Teamwork plays an important role 

within the process of strategy implementation. When it comes to implementation 

activities, it is often ignored. It is indisputable, that teams can play an important part to 

promote the implementation of a strategy (Rapa and Kauffman, 2005).  To build up 

effective teams within strategy implementation the Myers-Briggs typology can be useful 

to ascertain person-to-person differences. Differences in personality can result in serious 

inconsistencies in how strategies are understood and acted upon. Recognizing different 

personality types and learning how to handle them effectively is a skill that can be 

acquired. Over one million surveys are performed each year in corporate settings for team 

building and management development. More than any other field of activity, 

implementation is the area that benefits most from a trained and personality-sensitive 

management team (Noble, 1999). 
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Individual difference- Human resources represent a valuable intangible asset. Latest 

study research indicates that human resources are progressively becoming the key success 

factor within strategy implementation. In the past, one of the major reasons why strategy 

implementation efforts failed was that the human factor was conspicuously absent from 

strategic planning (Lorange, 1998). This leads to a dual demand (Rapa and Kauffman, 

2005). 

First, considerations regarding people have to be integrated into considerations about 

strategy implementation in general. Second, the individual behavior of these persons is to 

be taken into account. Individual personality differences often determine and influence 

implementation. The difference of individuals requires, as a consequence, different 

management styles. For the purpose of strategy implementation it is desirable to create a 

fit between the intended strategy and the specific personality profile of the 

implementation’s key players in the different organizational departments (Rapa and 

Kauffman, 2005). 

Supportive implementation Instruments- To facilitate the implementation in general, 

implementation instruments should be applied to support the processes adequately. Two 

implementation instruments are the balanced scorecard and supportive software solutions 

(Rapa and Kauffman, 2005). The balanced scorecard is a popular and prevalent 

management system that considers financial as well as non-financial measures. It 

provides a functionality to translate a company’s strategic objectives into a coherent set of 

performance measures (Kaplan and Norton, 1993). When it comes to meeting the criteria 

of a strategy implementation instrument, there is an excellent fit. BSC therefore provides 

even more than a controlling instrument for the implementation process.  
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A strategic planning system cannot achieve its full potential until it is integrated with 

other control systems like budgets, information and reward systems. The balanced 

scorecard provides a framework to integrate the strategic planning and meets the 

requirements that the strategic planning system itself can display (Rapa and Kauffman, 

2005). In the context of implementing strategies, the application of software solutions 

seems to be neglected. Recent experience has shown that IT-support is gaining more and 

more importance. Information tools must be available and adequate to allow strategic 

decision makers to monitor progress towards strategic goals and objectives, track actual 

performance, pinpoint accountability, and most important provide an early warning of 

any need to adjust or reformulate the strategy (Rapa and Kauffman, 2005). 

Unfortunately, this seems to be limited to enterprise resource planning (ERP) systems, 

which are prevalent in the operative environment of a company’s day-to-day business. 

The supportive character in monitoring and tracking the implementation process should 

be in the center of interest (Rapa and Kauffman, 2005). In the past, these activities were 

tracked manually or launched on an ad hoc basis so that there was a lack in mandatory 

installed business processes. Software solution is a starting point to define as mentioned 

above clear assignments of responsibilities throughout the organization’s implementation 

processes (Rapa and Kauffman, 2005). 

According to Alexander (1985), the ten most frequently occurring strategy 

implementation problems include underestimating the time needed for implementation 

and major problems surfacing that had not been anticipated, in addition uncontrollable 

factors in the external environment had an adverse impact. Based on empirical work with 

93 firms, he observed that senior executives were over optimistic in the planning phase 

and it is noteworthy that the first two issues which occurred most frequently in 
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Alexander's study are planning issues. He also found the effectiveness of coordination of 

activities and distractions from competing activities inhibited implementation, in addition 

key tasks were not defined in enough detail. With regard to people, the capabilities of 

employees involved were often not sufficient, leadership and direction and “training and 

instruction given to lower level employees were not adequate” (Alexander, 1985, p. 92). 

Although the least frequent in this study in many cases the information systems used to 

monitor implementation were not adequate. 

Al Ghamdi (1998) replicated the work of Alexander (1985) in the UK and found for 92% 

of firms implementation took more time that originally expected, that major problems 

surfaced in 88% of companies, again showing planning weaknesses. He found the 

effectiveness of coordination of activities as a problem in 75% and distractions from 

competing activities in 83% cases. In addition key tasks were not defined in enough detail 

and information systems were inadequate in 71% of respondents. What is interesting is 

that there is congruence between these findings, which implies that lessons have still not 

been learned; as Al Ghamdi states, “the drama still continues” (Al Ghamdi, 1998, p. 322). 

Notable barriers to successful strategy implementation about which there appears to be a 

degree of accord including Beer and Eisenstat's (2000, p. 37) who assert that six silent 

killers of strategy implementation comprise: a top-down/laissez-faire senior management 

style; unclear strategic intentions and conflicting priorities; an ineffective senior 

management team; poor vertical communication; weak co-ordination across functions, 

businesses or borders; and inadequate down-the-line leadership skills development (Beer 

and Eisenstat, 2000). It is recognised that such change requires a shared vision and 

consensus (Beer et al., 1990) and “failures of strategy implementation are inevitable” if 

competence, coordination and commitment are lacking (Eisenstat, 1993).  
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Corboy and O'Corrbui (1999), meanwhile, identify the deadly sins of strategy 

implementation which involve: a lack of understanding of how the strategy should be 

implemented; customers and staff not fully appreciating the strategy; unclear individual 

responsibilities in the change process; difficulties and obstacles not acknowledged, 

recognised or acted upon; and ignoring the day-to-day business imperatives. Overall 

though, it is increasingly acknowledged that the traditionally recognised problems of 

inappropriate organisational structure and lack of top management backing are not the 

main inhibiting factors to effective strategy implementation (Aaltonen and Ikåvalko, 

2002).  

Rather, the major challenges to be overcome appear to be more cultural and behavioural 

in nature, including the impact of poor communication and diminished feelings of 

ownership and commitment (Aaltonen and Ikåvalko, 2002). Aaltonen and Ikåvalko 

recognise the role of middle managers, arguing they are the “key actors” “who have a 

pivotal role in strategic communication” (Aaltonen and Ikåvalko, 2002) meanwhile 

Bartlett and Goshal (1996) talk about middle managers as threatened silent resistors 

whose role needs to change more towards that of a “coach”, building capabilities, 

providing support and guidance through the encouragement of entrepreneurial attributes. 

In addition to the above, another inhibitor to successful strategy implementation that has 

been receiving a considerable amount of attention is the impact of an organization’s 

existing management controls (Langfield-Smith, 1997) and particularly its budgeting 

systems (Marginson, 2002).  
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Although it is increasingly suggested that budgets suffer from being bureaucratic and 

protracted, and that they focus on cost minimization rather than value maximization 

(Brander Brown and Atkinson, 2001), they still represent the main integrative control 

mechanism in many, if not most, business organizations (Otley, 2001). So far in this 

review of literature on strategy implementation there is evidence of some recurring 

themes, including communication and coordination which are essential to ensure that 

people across the organisation know what to do and to ensure that they stay focused on 

the key targets under the everyday pressures.  
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter sets out various stages and phases that was followed in the collection, 

measurement and analysis of data. Specifically the following subsections included; 

research design, target population, data collection instruments, data collection procedures 

and the data analysis. 

3.2 Research Design 

Creswell (2003) defines a research design as the scheme, outline or plan that is used to 

generate answers to research problems. Dooley (2007) notes that a research design is the 

structure of the research, that holds all the elements in a research project together. The 

research adopted a descriptive cross-sectional research design, which is used when the 

problem has been defined specifically and where the research has certain issue to be 

described by the respondents about the problem to (Kothari 2004).  

The design shows which individuals are to be studied, when and where and under which 

circumstances they are being studied. More equally, research design refers to the way the 

study is designed, that is, the method used to carry out a research. It is important to 

highlight the method that was used when investigating and collecting data that is 

qualitative approach. A qualitative approach to research generally was concerned with 

inductive testing (Saunders, 2003).   
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3.3 Data Collection  

The study employed a face to face interview as a primary data collection method. Primary 

data is data that has not been previously published, that is, data derived from a new or 

original research study and collected at the source. It is information that was obtained 

directly from first-hand sources for example by means of surveys, observation or 

experimentation.  

An interview guide was employed as the sole research instrument. The researcher used 

the interview guide to gather information from the selected top management staff of 

Nairobi County government. The interview guide had open-ended questions. The open-

ended questions provide additional information that may not have been captured in the 

close-ended questions.   

The researcher used the interview guide to aid in obtaining information from the 

respective respondents who are the top management staff that are well conversant with 

the county operation. The researcher exercised care and control to ensure all interview 

guides was used to collect data from the respondents are filled and to achieve this, the 

researcher maintained a register of interview guides, which was used. The primary focus 

in this research was top management.  The respondents included ten top management 

staff at Nairobi County government.  

3.4 Data Analysis  

The data was analysed using content analysis. Content analysis enables researchers to sift 

through large volumes of data with relative ease in a systematic fashion. It can be a useful 

technique to discover and describe the focus of individual, group, institutional, or social 

attention. It also allowed inferences to be made which can then be corroborated using 

other methods of data collection (Weber, 1990). 
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Qualitative content analysis does not produce counts and statistical significance. It 

uncovers patterns, themes, and categories important to a social reality. Presenting 

research findings from qualitative content analysis is challenging. Although it is a 

common practice to use typical quotations to justify conclusions (Schilling, 2006), the 

study incorporated other options for data display, including graphs and charts (Miles and 

Huberman, 1994). Qualitative research is fundamentally interpretive, and interpretation 

represents your personal and theoretical understanding of the phenomenon under study. 



30 

 

CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION 

4.1 Introduction  

This chapter presents the data analysis and interpretation of the study. The primary data 

was collected using an interview guide and analysis was done through content analysis to 

establish the challenges of strategy implementation at the Nairobi County Government. 

4.2 Challenges Of Strategy Implementation 

The  study requested the interviewee to indicate the  challenge faced in the  formulation 

and implementation of strategy, the interviewee indicated that the challenges faced during 

the formulation and implementation of strategy  were lack of support from the top 

management, slow budget approval, lack of clear individual role, lack of alignment with 

the organization strategic plan , lack of employee involvement , poor staffing  level , 

ineffective communication during strategy implementation and lack of coordination of 

activities during strategy implementation . 

The interviewees were requested to indicate whether all employees understand what the 

Nairobi County Government strives to achieve. From the finding the study revealed that 

employee did not understand what the Nairobi County Government strives to achieve as 

there was no proper communication in the organization. Employees were not involved in 

designing of the strategic plan and there was lack of clear individual role in the County. 

 The study sought to determine whether politics affected strategy implementation in 

Nairobi county Government, and therefore requested the interviewee to indicate whether 

politics affected strategy implementation in Nairobi county Government. The study 

revealed that politics affected strategy implementation in Nairobi county Government, 

through various MCA who derailed the strategy implementation in the county and 
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through constant wrangling among the MCAs from the different divide of the opposing 

political coalitions. Nairobi being the Capital city, National politics had a big effect on 

strategy implementation in the county. There was politics in the allocation of funds to 

strategy implementation, politics affected individual’s role in the strategy implementation 

and that politics was affecting coordination of activities during strategy implementation.  

From the finding on whether organisations structure affects strategy implementation at 

Nairobi county government, the interviewees indicated that organisations structure 

affected strategy implementation at Nairobi county government. This was through 

communication challenges, individual role, and co-ordination of activities. The 

organization embraces freedom of expression during strategy implementation. The 

organization size affects strategy implementation; organization chart affects strategy 

implementation as well. Supervisors delegate duties and functions during strategy 

implementation and management organizes meetings to discuss issues on strategy 

implementation. The organizational structure is different in each business; this is key in 

strategy implementation. The structure also affects strategy implementation through 

bureaucratic bottlenecks, differentiated roles that lead to specialization, number of 

reporting lines, type of the structure, harmony of reporting lines and employee placement. 

These finding concur with the finding of Olson et al. (2005) mentioning that 

organizational structure (such as formalization, centralization, specialization, and 

integration) is a critical component of strategy implementation (Tan, 2001).  

Consequently, a suitable structure of an organization may have influence on 

organizational innovation. Then it brings about to superior organizational performance.  

 



32 

 

The study sought to establish whether the transition from Nairobi City Council to Nairobi 

County government affected strategy implementation. From the finding the interviewees 

indicated that transition affected strategy implementation as the County government was 

able to fund its own funds with consulting the national government. The county 

government strategy was in line with requirement of the County development and need 

rather than in line with national government strategy as in the earlier case. With transition 

MCA politics affected strategy implementation and they were not held accountable as it 

was the case earlier. 

The interviewees were requested to indicate whether the staff in the county government 

are well skilled and equipped to implement strategy in the organisation. From the finding 

the study revealed that staffs in the county government were well skilled and equipped to 

implement strategy in the organisation. The study found that employee were well trained 

in order to improve their ability to perform, they were sharing organizational goal, they 

acted as role model, there were training and development programmes designed to 

educate employees beyond the requirements of their current position so that they are 

prepared for a broader and more challenging roles in the organization. Employees 

participated in making job-related decisions and employees were very creative.  

These finding concur with the finding of Lorange,(1998) argued that human resources 

represent a valuable intangible assets. He further asserts that one of the major reasons 

why strategy implementation efforts failed was that the human factor was conspicuously 

absent from strategic planning. Rapa and Kauffman, (2005) argues that for purpose of 

strategy implementation, it is desirable to create a fit between the intended strategy and 

the specific personality profile of the implementation’s key players in the different 

organizational departments. 
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The study requested the interviewee to indicate whether government policy and 

legislation affected strategy implementation in Nairobi County. From the finding the 

study found that government policy and legislation affected strategy implementation in 

Nairobi County through aligning county strategy with national government strategy , 

aligning county strategy with vision 2030 and aligning the county strategy with various 

government regulation.  

The study requested the interviewee whether organisations have sufficient systems and 

technology for their strategy implement. Finding from the study revealed that Nairobi 

County did have enough sufficient systems and technology for their strategy implement. 

The study found that they had not invested in the latest technology and they were 

unskilled on the new technologies.  

On whether there forces opposed to Nairobi government’s strategic intent, the interviewee 

indicated that there were force opposed to Nairobi government’s strategic intent. These 

forces were political interference, legislation, lack of top management support and 

employee resistance to change. 
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction  

From the analysis and data collected, the following discussions, conclusion and 

recommendations were made. The responses were based on the objective of the study. 

The researcher had intended to establish the challenges of strategy implementation at the 

Nairobi County Government 

5.2 Summary  

The  study revealed that challenges faced during the formulation and implementation of 

strategy  were lack of support from the top management , slow budget approval , lack of 

clear individual role, lack of alignment with the organization strategic plan , lack of 

employee involvement , poor staffing  level , ineffective communication during strategy 

implementation and lack of coordination of activities during strategy implementation . 

The study found that employees did not understand what the Nairobi County Government 

strives to achieve as they were no proper communication in the organization, employee 

were not involved in designing of the strategic plan and there was lack of clear individual 

role in the County. 

 The study established that politics affected strategy implementation in Nairobi county 

Government, through various MCA who derailed the strategy implementation , through 

national political as Nairobi was the Capital city , there was politics in the allocation of 

funds to strategy implementation , politic affected individual role in the strategy 

implementation and that political was affecting coordination of activities during strategy 

implementation.  
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The study established that organisations structure affect strategy implementation at 

Nairobi county government, this was through communication, individual role, co-

ordination of activities, organization embraces freedom of expression during strategy 

implementation, organization size affects strategy implementation, organization chart 

affects strategy implementation, supervisors delegate duties and functions during 

strategy implementation and  management organizes meetings to discuss issues on 

strategy implementation and organizational structure is different in each business and is 

key to strategy implementation, through bureaucratic bottlenecks, differentiated roles that 

lead to specialization, number of reporting lines, implementation challenges, type of the 

structure, harmony of reporting lines and employee placement.  

These finding concur with the finding of Olson et al. (2005) mention that organizational 

structure (such as formalization, centralization, specialization, and integration) is a critical 

component of strategy implementation (Tan, 2001).  Consequently, a suitable structure of 

an organization may have influence on organizational innovation. Then it brings about to 

superior organizational performance.  

The study revealed that transition affect strategy implementation as the County 

government was able to fund its own funds with consulting the national government, 

county government strategy was in line with requirement of the County development and 

need rather than in line with national government strategy, with transition MCA politics 

affected strategy implementation and they were not held accountable as it was the case 

earlier. 

The study found that  staff in the county government were well skilled and equipped to 

implement strategy in the organisation, as the study found that  employee  were well 

trained in order to improve their  ability to perform, employee were sharing 
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organizational goal , employee acted as role model, there were training and development 

programmes designed to educate employees beyond the requirements of their current 

position so that they are prepared for a broader and more challenging role in the 

organization ,  employee participated in making job-related decisions  and employee were 

very creative.  

These finding concur with the finding of Lorange,(1998) argued that human resources 

represent a valuable intangible assets, he further asserts that  one of the major reasons 

why strategy implementation efforts failed was that the human factor was conspicuously 

absent from strategic planning. Rapa and Kauffman, (2005) argues that for purpose of 

strategy implementation, it is desirable to create a fit between the intended strategy and 

the specific personality profile of the implementation’s key players in the different 

organizational departments. 

The study found that government policy and legislation affected strategy implementation 

in Nairobi County, through aligning county strategy with national government strategy , 

aligning county strategy with vision 2030 and aligning the county strategy with various 

government regulation. The study revealed that Nairobi County did have enough 

sufficient systems and technology for their strategy implement, as the study found that 

they had not invested in the latest technology and they were unskilled on the new 

technologies. On whether there forces opposed to opposed to Nairobi government’s 

strategic intent, the s interviewee indicated that there were force opposed to Nairobi 

government’s strategic intent, which were political interference , legislation, lack of top 

management support and employee resistance to change . 
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5.3 Conclusion  

From the findings the study concluded that level of management skills influences the 

strategy implementation to great extent. The study established that innovativeness is a key 

success factor in strategy implementation. It affects strategy implementation to a great 

extent.  

The study concluded that the organizational structure influences strategy implementation 

in the county government. This was through bureaucratic bottlenecks, differentiated roles 

that lead to specialization, number of reporting lines, implementation challenge, type of 

the structure with the flat allowing implementation, harmony of reporting lines and 

employee placement. 

The study revealed that the challenges faced during strategy implementation  were lack of 

support from the top management , slow budget approval , lack of clear individual role, 

lack of alignment with the organization strategic plan , lack of employee involvement , 

poor staffing  level , ineffective communication during strategy implementation and lack 

of coordination of activities during strategy implementation . 

The study found that employee did not understand what the Nairobi County Government 

strives to achieve, politics affected strategy implementation in Nairobi county 

Government and transition affect strategy implementation. 

5.4 Recommendations  

From the discussions and the conclusions, the researcher concluded that for an efficient 

and effective implementation process the senior management should be involved and 

committed throughout the process. Departmental employees should be provided with a 

sound understanding of the forthcoming changes and of the new way of understanding, 
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preparation must be done as much as possible before embarking on full implementation; 

and also the organization must ensure that there are sufficient resources for the transition. 

Employees should be told what the county government expects from them and their role 

in implementation of the county’s strategic plans. Top managers and the board of 

directors should be empowered to make the necessary decisions.  

The study recommends that there is need to enhance the level of employee skills in the 

organization as this will help in strategy implementation thus enhancing the performance. 

Employee skills promote shared vision, integrity and promote innovations. The county 

government should be quick to embrace technology and invest in systems that will 

promote easier and faster communication; and systems that will bring about efficiency in 

the county government. 

There is need for the management of Nairobi county government to design strategies 

aimed at reducing the effects of political and legislation on strategy implementation, as 

the study found that  politic an legislation negatively affect strategy implementation.  

5.5 Suggestion For Further Research  

This study sought to establish the challenges of strategy implementation at the Nairobi 

County Government.  The study recommends that a study should be done factors 

affecting effective implementation of devolved government in Kenya. The study 

recommends that a study should be done on the effects of strategy implementation on 

performance of county government. 
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5.6 Limitation of the Study    

The method used is descriptive research design whereby the variables cannot be 

controlled by the researcher. The study used interview as the instrument for collecting 

data. This was because time for the data collection was limited to two weeks. The study 

was carried out in only one county due to financial constraints of the researcher.  The 

study was also limited to establish strategy implementation and performance of county 

government. 

5.7 Implications of the Study on Policy, Theory and Practice 

Ineffective strategy implementation is perhaps the most costly item in any organization 

expenditure. The finding of this study will be of great importance to policy makers as it 

will help them to come up with factors that delays strategy implementation and those 

which will hinder their implementation altogether. When such factors are identified, 

strategies will then be formulated to curb the situation. Strategies that face 

implementation problems are in most cases those that will give a company the required 

competitive edge, (Raps and Kauffman, 2005).  

This implies that there is direct relationship between strategy implementation and the 

competitiveness of an organisation. Other factors, however, have led to the same 

problems. The study will seek to acquire knowledge on actions that ought to be taken to 

make the whole process of strategy implementation successful. The policy makers will 

therefore use this study to come up with new way of strategy development in order to 

curb all the hindrances on the way to their implementation. The policy makers will obtain 

knowledge of the mobile phone sector dynamics and the process of strategy 

implementation and how they influence performance.   
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APPENDIX 

Interview Guide 

1. What challenges do you face in formulation and implementation of strategy 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

2. Do think all employees understand what the Nairobi County Government strives to 

achieve?  

  Please Elaborate 

 ……………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

3. Does politics affected strategy implementation in Nairobi county Government?  

Please Elaborate 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 
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4. Does the organisations structure affect strategy implementation at Nairobi county 

government?  

Please Elaborate 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

5.  Has the transition from Nairobi City Council to Nairobi County government affected 

strategy implementation?  

Please Elaborate 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

6. Do you think the staff in the county government is well skilled and equipped to 

implement strategy in the organisation?  

Please Elaborate 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 
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7. Has government policy and legislation affected strategy implementation in Nairobi 

county? 

Please Elaborate 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

8. Does the organisation have sufficient systems and technology for their strategy 

implement? 

Please Elaborate 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

9. Are there other forces that are opposed to Nairobi government’s strategic intent? 

Please Elaborate 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

 

THANK YOU 

 

 


