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ABSTRACT 

The research study was carried out to identify integration of people and business 

dimension of change at Eregi TTC, Kenya. It came on the backdrop of the fact that most 

change initiatives fail to achieve the desired result because there was no consideration for 

integration of the people and business dimensions of change. The research project was 

conducted by collecting primary qualitative data, captured using a comprehensive 

interview guide and administered through direct personal interviews, to interviewees who 

work in different positions and are directly involved in diverse ways with strategic 

change at Eregi TTC. From the research it was found that there is need to create 

awareness before the changes are initiated. Eregi TTC is a public institution where there 

is a lot of government involvement in its operations. Most of the strategic changes are 

from without. The changes in curriculum, administration, admission criteria, 

procurement, employment of Non Teaching Staff among others, are suggested by the 

government in liaison with its respective ministries or departments, with the institutions 

being the implementing authority. The study established that changes only succeed when 

the implementers are trained and funds are provided to fully implement the change. There 

is also need to set up a committee whose mandate is to see the implementation, 

monitoring and evaluation of the said changes. It was established that communication and 

involvement of all the stakeholders is vital throughout the whole change process. 

Communication and sensitization through forums  like seminars, workshops and 

meetings also ensure that the changes succeed. This creates desire for the change. It was 

also established that employees embrace change when they are assured of their job 

security, safety and welfare. At Eregi TTC some of the changes took place without the 

appointment of a monitoring and evaluation team. This led to the failure of some of the 

change initiatives. Resistance to change was also evident through sabotage, absenteeism 

from meetings go slows and gossip. The research established that  integration of the 

people and business dimension of change occurred through seminars,workshops and team 

building activities. This created a sense of security and made them realize that change 

was not a threat to their status quo. The study recommended that for changes to succeed 

in public organisations there should be piloting of the initiative. The stakeholders are 

supposed to be involved at all the stages. It was also established that change programs 

from without are supposed to be properly funded so as to succeed. 
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CHAPTER ONE 

 INTRODUCTION 

1.1 Background of the study 

Organizations today are tirelessly muzzling in the mud in an effort to keep a breast with 

changes in the environment that is so agile, vibrantly turbulent and technologically evolving 

by the minute. According to (Burnes, 2004) change is an ever present feature of organization 

life both at operational and strategic level.Organisational change can therefore be regarded as 

a necessary activity to ensure the optimal alignment of the organisation with its environment ( 

(Haiss, 2001).Hayes (2007)explains that new technology and regulations blurred 

organizational boundaries and an increasingly globalised work force present opportunities and 

threats that managers must address, if organizations have to survive and prosper. Most 

importantly to note is the fact that change is inevitable, and organizations whether small or big 

must adapt to changes within the environment so as to remain relevant. There are two 

dimensions involved in change management. The business dimension looks at the need for 

change, the change strategy, the business process systems and structure implementation and 

the post implement phase. The people’s dimension on the other hand involves the alignment 

of the organizations’ culture, values, beliefs and behavior to encourage desired results. 

Change management is a structured and systematic approach to achieving a sustained change 

in human behavior within organizations. Integration in this context refers to the process of 

involvement of the stakeholders in the changes that have been taking place.  
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Lewin, (1951) came up with a model on how to manage change. The steps involved are 

unfreezing, move and refreeze. His model provides an excellent tool to detect driving and 

resisting forces and to involve them in the whole change management process.  

Although Lewin’s approach clearly defines the start actions and also explains how to 

eventually save the changes, the necessary actions during change itself are not sufficiently 

described. Contingency theory grew out of the open systems theory (Bertalamffy, 1967)and is 

based on the notion that there is no one best way to structure or operate an organization. 

According to the contingency theory an organization is an open system whose structure and 

functions are determined by certain exogenous and endogenous contingencies. This model 

advocates for varying change strategies to achieve ‘optimum fit’ with the changing 

environment. But this is a situational model that does not consider the whole picture.) 

Anderson,( 2001) came up with a model which explains that change is integrative in nature. 

Anderson, (2001) integrated model of change consists of three areas namely; Content, People 

and Process. All these three aspects must be carried out in an integrated and unified manner. 

This model captures the cyclical nature of organizational change. This model seems to explain 

better how people and business dimension of change can be integrated to provide full success 

of change. 

 

Eregi Teachers Training College (TTC) is concerned with the training of primary school 

teachers and those for early childhood level. Just like any other institution it is subject to 

changes as it interacts with the environment. These changes are within and without the 

institution. The stakeholders include the government through the ministry of Education, the 
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Board of Management, the teaching and the non-teaching staff, the surrounding community, 

students, the suppliers and the Catholic Church who are the college sponsors.  

The interaction of the college with the environment generates these changes. Oftenly the 

changes are initiated by the National government through the Ministry of Education, Science 

and Technology (MOEST) and jointly implemented by the ministry and Eregi TTC. 

1.1.1 Business Dimension of Change 

Business dimension of change is the fundamental changes in the business of the organization 

and its future direction. According to De Wit and Meyer( 2010), strategic changes have an 

impact on the way the firm does business and on the way the organization has been 

configured (its organizational system).These changes are directed at renewing an organization. 

It involves the core organizational change that has four hierarchical features namely; 

organizational mission change, the authority structure, technology processes and managing 

strategic change. 

Business dimension of change redefines an organization’s strategic direction, form, cultural 

assumptions and identity. This kind of change may affect the organizations entire structure. 

The changes are top down in nature. It’s the top management pushing for these changes in 

order for an organization to achieve a strategic fit or create a new product line that is meant to 

ensure its own survival. Hannan,  Polos and Carroll (2003a) elaborate on this by suggesting 

that it is useful to think about the extensiveness of subsequent changes which follow the initial 

change in the organization. Changes in the core require adjustments in related units of 

organization. Areas of concern entails analyzing what aspects of the organization was 
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affected, how significant the alterations are to status quo, how long the change process lasts 

and how much the departure would be from the current. 

1.1.2 People Dimension of Change 

The people dimension of change involves the alignment of the organization’s culture, values, 

beliefs and behavior to encourage desired results. Change management is a structured and 

systematic approach to achieving a sustained change in human behavior within organizations. 

Change leadership must ensure that they fully address the human side of change otherwise the 

best laid plans may fail. This involves addressing concerns like involvement at all levels in 

organization ownership that is ensuring all on the change, communication of the right 

information and the right timing and carrying out a cultural diagnosis to access organizational 

richness (Burnes, 2004).The ability to manage change determines the success of an 

organization. It’s the people that create, manage and use technology and therefore people are 

the most important resource for any organization (Lussier, 2002). 

Change management has been developed over a period of time and one of the models that 

replayed an influence in effective management of people dimension is, The ADKAR Model. 

The Adkar model, which emphasizes that successful change in organization happens when all 

the stakeholder are able to transition. According to Hiatt, (2006) this model focuses on five 

aspect among them awareness of the need for change. Once awareness is created among the 

people they would fully understand the necessity for change. The desire to participate and 

support the change program would then follow and individual would willingly support and 

participate in the said change. Knowledge on how to change with is the third aspect of the 

model involves providing knowledge about the change. This can be achieved through training, 
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workshops, education, coaching and mentoring. Ability which was the fourth aspect in the 

model puts a clear cut between theory and practice. 

 Ones knowledge of how to change was adapted actual performance which then follows needs 

to be supported. This may not happen overnight but can be attained through feedback, practice 

and coaching. The final stage of the model reinforcement was necessary so as to sustain the 

change .Reinforcement ensures that change is put into play and that the individuals do not 

revert to their old ways of doing things. 

Change requires the participation of the people in the organization who first needs to change 

themselves before organizational change can succeed (Bovey and Hede, 2001).When 

implementing change, management thus needs to be aware of the ways in which personal 

issues can impact on an employee’s thoughts, feelings and behavior. Diagnosing employee 

resistance when implementing change was therefore an important task that sometimes requires 

to go beyond the outward aspects of an individual’s behavior and to address the unconscious 

motivations to achieve a change of attitude(Bovey and Hede, 2001). 

An organization can be defined as a social construct, which represents a formal structure and 

is oriented to achieve a lasting goal. As such, an organization can be viewed as a vehicle to 

combine a certain group of individuals who align and focus their activities on common goals 

(Hannan,Polos and Carroll,G, 2003)One view of organizations is that they can be regarded as 

the sum of its individuals, their views, values, characters and ideas. Organizational 

characteristics could therefore be concluded to be the sum of characteristics of its members. 

The fact that experts implicitly share this view is evidenced in such statements as “people 

change not organizations”(Martin and Ziaul,2007) 
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1.1.3 The Integration of the Peoples’ and Business Dimension of change 

According to Hiatt and Creasy, (2003)change management is about managing people in a 

changing environment so that the business changes are successful and the desired business 

results are achieved .It involves the process,  tools and techniques for proactively managing 

the people dimension of change in order to realize the desired business results. It involves 

regularly observing organizational performance ,strategy,process,and systems to understand 

changes that need to be made and at the same time understand the implications of the new 

business change on its employees they have their own ways of doing things. From the above 

the business dimension of change are the fundamental changes in the business of the 

organization and its future direction, while people dimension of change focuses on the 

behavioral aspect of an individual conduct to work in the desired ways. 

(Bwaley, 2014) in a study of integrating the business and people dimension of change at 

Safaricom Limited, Kenya points out that for an organization to successfully implement 

change all parties must be ready to work as a team. From his findings, he realized that the 

business dimension and the people dimension must be in tandem. The management must look 

down and reach the needs of the employees and the people must look up and pick the goals of 

the organizations for a mutual gain. The relationship an organization has with the people 

determines the extent to which the organization achieves its mission, goals and objectives. 

The relationship is built when the level of trust increases and is derived from regular 

communication and working closely together bound by a similar objective. 

 

Structural changes happen first as personal attitudes and behavioral changes are regarded as a 

function of job roles, which thus automatically happen later. An individual is expected not to 



7 
 

change his way of thinking and working before he is directly confronted with a change of 

work environment (Beer,Eisenstat and Spector,1990b). These approaches are known as 

unilateral approaches. There are diverse research findings about the impact and influence of 

both perspectives. While a unilateral approach was found to better support the realization of 

business goals of change projects, other studies indicated that a participative approach would 

positively influence the achievement of a successful business outcome of change projects by 

building individual commitment and motivation for change (Greiner, 1967). Several authors 

concurred with these findings by stating that successful change management is a combination 

of hard and soft factors. While the hard factors seem mostly to be managed quite well by 

organizations, there is a clear deficit and lack of focus and competence in handling the soft 

side of organizational change (ClaBen and Von Kyaw 2010) 

1.1.4 Basic Education Training in Kenya 

According to the bill of rights, Basic Education is a fundamental human right.(MOEST, 

2012). The provision of education and training to all Kenyans is fundamental to the success of 

the government's overall development strategy. First the long term objective of the 

government is to provide every Kenyan with basic quality education and training 

 

Basic education training is done through teacher training colleges (TTCs).There are two 

categories of these institutions, the government owned  which are currently 23 in number and 

the privately owned which are  65 in number they keep on being established.  Most of them 

offer P1 certificate courses. These institutions also train the teachers who are involved in 

Early Childhood Education (ECD) Programmes The training curriculum is provided by the 

government (KICD). TSC through the Kenya constitution (2010) has been mandated by the 
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government to review the standards of education and training of persons entering the teaching 

service.  

The Master Plan on Education and Training (MPET)  of 1998 emphasized that there is a need 

to improve quality by putting in place appropriate mechanism for selection of students who 

are to be enrolled in the colleges (MOEST, 2012). These basic education training institutions 

are registered and regulated by the national government and the county governments through 

the Basic Education Act (2013). For a teacher education program to be functional, it has to 

undergo regular reforms in tandem with emerging issues in the society in general and in 

education in particular. In the case of Kenya, there are three critical issues in education that 

Teacher Education Programmes are expected to address, namely; Access to education by all, 

Equity, and Equality in education (Sifuna, 2001). One of the aims of vision 2030 is to 

modernize teacher training and integrating early childhood development in teacher training. 

(MSP, 2007) 

1.1.5 Eregi Teachers Training College 

Eregi Teachers Training College was founded by the Mill Hill Fathers to train T4 (P4) 

teachers. Subsequently, it was handed over to the Catholic Diocese of Kisumu and Kakamega. 

In 1955, the college started training T3 (P3) and T2 (P2) teachers. In 1960, the first group of 

T1 (P1) teachers-trainees was admitted. Currently it is one of the public primary teacher 

training colleges in the country.  

In 1967, Eregi Teachers Training College became a co-educational institution upon absorbing 

Mukumu, Kibabii, and St. Joseph’s Kitale Teachers’ Training Colleges. It is involved in 

training of P1 teachers and it also runs a holiday based programme where teachers for early 

childhood education are trained. This later project is an income generating activity. Some of 
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the notable changes in Eregi are in the administration structure, procurement, and in 

curriculum studies for the students, employment of non teaching staff (NTS) among others.  

 

Procurement and employment of non-teaching staff is now done according to the governments 

laid down rules and procedures.(see Appendix 8) In the recent past the government changed 

guidelines on procurement in public institutions and also directed changes in curriculum of the 

teacher training institutions to include content on information technology and special needs 

education. In the TTCs, most notable are the changes in curriculum. These will be areas of   

interest as the researcher looks at integration of people and business dimensions of Change at 

Eregi TTC. 

1.2 Research Problem 

Change takes place in organizations for them to achieve an exact fit in the environment. The 

source of the change can be external or internal but if an organization has well articulated 

objectives, it should undergo the changes as well as achieve its aims and goals. Although we 

would like to explain, predict and control the process, organizational change often does not 

unfold in expected ways (Burke, 2009). In this transition, employees and organizations  

struggle with ambiguity, anxiety, low morale, shifting loyalty, more pressure, more stress, less 

control, more work, greater distractions, untapped potential, and growing frustration 

(Cashman and Feldman, 1995)).To cushion against these therefore, wider staff involvement 

and collective participation are highlighted as important elements in the success of a change 

program (Senge,et al, 1999). 
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Eregi TTC being a public institution undergoes changes from within and without. This is 

majorly from the government when it is in the process of implementing curriculum changes. 

For instance, education is needed to solve challenges in the society/community, access, 

equity, equality and the approach of the cost benefit analysis. (MOEST, 1988) Most of the 

recommendations of the Kamunge report like centers of excellence, vocational education, 

early childhood education and special needs education continue to be handled in the education 

sector. Thus the curriculum of the TTCs has to change to implement the recommendations of 

this report especially on Early Childhood Education (ECD) and Special Needs Education 

(SNE). 

There are various studies that have been done on integration of people and business 

dimensions of change in different institutions. The area of Integration of  People and Business 

Dimension of Change  at Safaricom  has been studied by Bwaley,(2014), Kamugisha,(2013) 

researched on the  Effects of Change Management in a National University of Rwanda, 

researched on the Human Dimension of Change Management in Universities in Kenya, 

Murugi ( 2013), Mungai (2011) researched on the People Dimension in Managing Change at 

Kenya Power & Lighting Company. In the same context, Mutua,Chiriswa and Thinguri,2014) 

researched on Exploration of Skills needed by Principals of Teacher Training Colleges in 

Kenya to succeed in Financial Management. Omariba (2014) researched on communication 

technology in primary school teachers. Similarly Owino, (2014) researched on quality of 

teacher training on concurrent programmes in Homabay County. 

Although most of these studies looked at change implementation process at various 

organizations, only Bwaley’s (2014) study looked at integration of people and business 

dimension of change. Safaricom is a public listed company and thus the change 
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implementation process may not be similar to the way the implementation process takes place 

at government controlled organizations like Eregi TTC. Some studies have been done to 

investigate the implementation of the change process at primary teacher training institutions. 

Many researchers have studied either the business dimension of change while others have 

focused on the people’s dimension of change. The researcher is not familiar with studies that 

have focused on integration of people and business dimension of change at a primary teacher 

training college. Therefore this study was guided by the following research question:To what 

extent have people and business dimension of change been integrated at Eregi TTC? 

1.3 Research objective 

The objective of the study was to determine the extent to which the people and business 

dimension of change have been integrated at Eregi TTC, Kenya. 

1.4 Value of the study 

Having completed the research it will be a dominant contributor in the management of 

strategic change especially on people and business dimension hence adding the body of 

knowledge in strategic change. The results of this research will significantly impact in various 

ways. For the TTCs’, this study will create a better understanding of the implications and 

importance of integrating people dimension and business dimension of change. In this way the 

management will be better informed with regard to revising the existing change management 

strategies to involve all the stakeholders in the entire change process. 

 For academic researchers, the findings of this study will aid them in further research in the 

subject area. The study will act as a source of information for future comparisons of change 

management as well as the resultant performance trends. For general practice the study will 
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contribute into the general knowledge of human issues in change management and how best 

employees can be involved in the change process. Further, this study has availed a frame work 

for policy development into recommending integration of people and business dimension o f 

change through downward cascading in the basic education sector. 
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CHAPTER TWO 

LITERATURE REVIEW 

 2.1 Introduction 

This chapter contains a review of the literature on integration of people and business 

dimensions of change. It has a discussion on the theoretical perspectives of change, 

integration of people and business dimensions of change and critical success factors on 

change management. 

2.2 Theoretical Perspectives 

In the field of change management and organizational change a range of models, approaches 

and theories have been developed. Three significant models on how management could face 

change are Kurt Lewin's three-step model ,contingency theory and Anderson and Anderson 

model of change. 

2.2.1 Kurt Lewin's theory of planned Change 

From Lewin’s work resulted a model that views change as a three-step procedure. This three 

step model is associated with intentional change in the organization and change initiators may 

choose to use a range of strategies to implement the intended change (Branch 2002). 

According to Harper,( 2001) the three steps are unfreezing, initiating the change (moving) and 

refreezing. In the unfreezing step, employees break away from the way things have been done. 

In organizations, for effective change to occur, employees must embrace new work practices 

with a sense of urgency. In order to achieve this, employees are encouraged or are forced to 

distance themselves from the comfort zones that they have been accustomed to, so that they 

acclimatize to new work practices, even if there is uncertainty regarding their future. 
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However, this process has drawbacks, like anxiety and risks associated with uncertainty that 

can lead to unconstructive rather than constructive behavior on the part of employees. In step 

two (initiating the change), employees engage in activities that identify and implement new 

ways of doing things or engage in new activities in order to bring about change. In this 

respect, Harper (2001) proposed that for effective change to take place, management must 

ensure that all relevant stakeholders are given the opportunity to be engaged in decision 

making and problem solving in a collaborative manner. 

In the third and final step (refreezing), the emphasis is on reinforcing of the new processes and 

tasks in the organization by the employer. For this step to be successful, employees’ must be 

acknowledged, as reward is an important consideration. Reward is crucial for behavior 

modification. But this theory has several shortcomings. Burnes (2014) points out that it needs 

to be recognized that Lewin intended his model to be used with the three other elements that 

comprise planned change – field theory, group dynamics and action research. Lewin saw the 

four as forming an integrated approach to analyzing, understanding and bringing about 

change. Lewin’s model is felt to have ignored the human factor for treating individuals as 

autonomous rather than active participants in the change process  

 

2.2.2 The Anderson and Anderson model of change 

The Anderson and Anderson model of change is a totally comprehensive model designed to 

address all kinds of organizational change and one that also captures the cyclical nature of 

organizational change(Anderson, 2001)  This model consists of three areas: content 

(processes, strategy, structure, technology, habits, ways of thinking, and/or culture (values and 

identity)); people (the mindset, behavioral and cultural changes required to deliver the 
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proposed change); and process (actions required to plan, design and implement the proposed 

change). All three processes must be carried out in an integrated and unified manner. The 

model has nine steps which need to be followed. 

The steps involved include preparing to lead the change, creating organizational vision, 

commitment and capability, assessing the situation to determine design requirements, 

analyzing the impact, planning and organizing for implementation, implementing the change 

plan, celebrating and integrating  the new state and lastly learning  and correcting. 

2.2.3 The contingency theory of change-Dunphy and Stace’s Theory of 

Change 

The Contingency theory grew out of open systems theory (Bertalanffy, 1967)in the 1960s and 

is based on the notion that there is no one best way to structure or operate an organization. 

The contingency approach portrayed the organization as an open system whose structure and 

function is determined by certain exogenous and endogenous contingencies. It also expanded 

upon the three-step model as exposed by  Dunphy and Stace (1992,1993) who investigated 

change from an organizational transformation perspective. Within this perspective, (Dunphy 

and Stace,(1993)maintained that organizations needed a model of change that was essentially  

‘situational’ or of a’ contingency model’. This model should be one that indicates how to vary 

change strategies to achieve ‘optimum fit’ with the changing environment (Dunphy and Stace 

1993). Furthermore, these writers state that the contingency model of change is based on the 

theory that situational variables determine the structure and performance of organizations and 

because no two organizations are alike, they will not face the same situational variables. 

Invariably, this may impact upon their operations and structures (Dunphy and Stace 1993). 

The strength of the contingency theory is that it explains organizational change from a 

behavioral viewpoint where managers make decisions that account for specific circumstances, 
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focusing on those that are most directly relevant, and intervening with the most appropriate 

actions. The best course of action is the one that is fundamentally situational, matched to the 

needs of the circumstances. The contingency approach proposes no formulas or guiding 

principles for organizational change, instead the focus is on achieving alignment and a good 

fit to ensure stability and control. 

2.2.4 Organizational Development Change theory 

Organisational development is defined as a discrete episode of planned change in 

organisations through the application of behavioral sciences and it therefore emphasizes 

human processes in an organisation. It assumes that successful organizational change depends 

on agreement between individual and organizational goals.  

Effective team working is a focus for quality improvement in the second study.Goni (1999) 

found evidence to support a relationship between team working variables including 

empowerment, communication, flexibility and organizational performance in the organisation. 

He combined indicators of team working, work satisfaction, patient satisfaction, and 

stakeholder perceptions to realize change.  

 

2.3 Integration of People and Business Dimension of Change. 

When organizations change, both people and business dimensions of the organization have to 

be taken care of. This is achieved by use of more than one model of change. Although each 

model has its own approach and benefits, there are some common aspects; they all start by 

analyzing the present status in order to realize the need for change, proceed with actions and 

end with process review.Pugh, (2007) assert that the first step in an implementation process 
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should be ensuring the readiness for change. In addition to this, the models subsume human 

factors such as people’s behavior, emotion and some ideologies. In this regard, Beer and 

Eisenstat (1996) concur that a change process is required to be systematic; the human factors 

and hard issues like technology, organizational formation, and strategy should be compatible 

with each other, therefore the change model must involve both soft and hard issues within an 

organization. 

 

 This initial step has to start with the leaders of the organization. Leaders have the challenge 

of selecting the right organizational ‘leaders’ who have the ability to create an atmosphere 

where employees are motivated to go beyond the minimum expectations required of them. It 

must be noted that employees will not accept change if they see no reason for the change. 

According to Wischnevsky,(2004), organizational leaders are most likely to act if they 

perceive that there are changes that require their action stemming from management changes, 

environmental shifts or a decline in employee performance. 

 

The implementation process should involve the development of a vision and move from the 

status quo to a future state. A good vision helps employees know where they are going. 

However, having a ‘vision’ alone is not enough to direct employees to a future state or assist 

them in getting there. Leaders need to communicate the vision to employees and will have to 

lead by example to make the vision a reality. Differences between what leaders say and what 

leaders do, leads to distrust (Simonson, 2005)  
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The employees should be empowered during the changing process in the organization. This 

includes evaluating the current systems, processes and capabilities to facilitate change 

(Farrel,Flood,MacCurtain,Hannigan,Dawson,and West, 2005).Leaders should also be 

involved in stewardship that is involving other employees in finding solutions and taking 

action; and creating a healthy working environment that provides the framework for a positive 

and professional practice agenda (Herrick, 2005). 

 

The change implementation process must incorporate the idea of reinforcing and creating 

small improvements to encourage additional change. Employees need to understand that every 

process in the organization can be improved. Leaders must therefore focus on continuous 

improvement and reinforce small successes. This will encourage employees to seek more 

opportunities for improvement (Pryor,White and Toombs,1998). 

 

Issues pertinent to change like resistance have to be addressed individually and collectively. 

Employees respond differently to change. Some employees enjoy and embrace change while 

others resist it. Resistance is a normal reaction to change and should be expected. Greater 

resistance is encountered during the developmental stages of change. Leaders must therefore 

understand this reaction and need to support employees as they go through these stages of 

change. Leaders need to plan strategies to enable employees to work through their resistance 

(Kohles,Baker and Donaho,1995). 

 

Change plans should not be created in some high level offices and then forced upon 

employees who are supposed to implement the changes. All planning in relation to change 



19 
 

should involve a vertical and horizontal microcosm of the organization. This creates a sense of 

ownership of the change on the part of all employees (Collins, 2001). 

 

Communication is important to gain support of the change and to encourage employees to 

‘buy in’. Successful organizations have to acquire, integrate and use new knowledge to the 

best of its advantage. Furthermore, they have to be able to combine and exchange information 

in order to enhance their processes to guard against failure. All change initiatives must be 

discussed, explored and communicated to all stakeholders (Farrell et al. 2005). 

Training has high effect on successful implementation of a system and acceptance of change. 

Training can even augment commitment in a short period of time (Beer, Eisenstat and 

Spector, 1990a). If organizational change comes from an enterprise system, training the user 

is imperative in spite of its high costs, because if people do not know how to use the system 

they cannot benefit from it (Jarrar,Al-Mudimigh, and Zairi, 2000) .  

 

The change should be monitored and measured while it is being implemented. It must be 

noted that the successful implementation of change involves discipline. This cannot occur 

unless measures of accountability are put in place (Collins, 2001). Leaders, too, have to be 

accountable to the organization for the results of their plans and outcomes. Thus, 

accountability will require master plans that can be evaluated at any time. 

Change initiators must have strong leadership qualities. According to Kotter,(1996) strong 

leaders have charisma; inspiration to gain support for their vision; individual consideration; 

and intellectual stimulation.  
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Muema, (2013) observed that there should be collaboration between departments through 

group meetings, project matrix structures, restructuring and organization of frequent offsite 

strategy meetings, among concerned departmental heads and middle level managers and team 

building between different departments, to synchronize common practice before and during 

change. Thus, in today’s world of constant, complex change, leaders who react rapidly and 

responsibly are successful (Pryor, Humphreys, Taneja and Moffitt, 2007). 

 

Bwaley (2014) established that when integrating people and business dimensions of change, it 

is not only how employees behave in the organization for change but also how the 

organization handles its staff for the employees to feel appreciated, honored and valued.  

 Hiatt and Creasy (2003), point out that the failure of focusing more on business change rather 

than people issues is detrimental. They argue that successful change can be reached by paying 

attention to both business change and people issues. They also assert that if the emphasis to 

business change is higher than the one given to the employees, it may result in loosing valued 

staff, thereby falling behind the schedule and decreased efficiency. 

2.4 Chapter summary 

This chapter has information on literature related to integration of people and business 

dimension of change. It has an illustration of the theories related to change. These are 

organisational theory of change by Dunphy and Stacey which explains that change is 

situational but may not face the same situational variables, organisatinal development change 

theory  which explains that organisational development is effective where there is team 

working. It also has models which explain the change process.Anderson and Anderson model 

captures the cyclical nature of change in organisations while Kurt Lewin theory views change 
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as  a three step procedure that organisations pass through in the realization of change. The 

chapter also looks at  how the people and business dimensions are integrated in order to make 

the change process successful. The leaders have to involve all the stakeholders in the change 

process right from the initiation stage to the implementation stage. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter brings out the highlights of the research methodology that was used for 

conducting the study. The chapter has an outline of the research design that was used, 

methods of data collection and data analysis. Through the above it was possible to interrogate 

how integration of people and business dimension of change has taken place at Eregi TTC. 

3.2 Research Design  

The research design for this was a case study Yin, (2003) defines a case study as an empirical 

inquiry that investigates a contemporary phenomenal within its real life context. A case study 

is a methodological approach that involves systematic gathering of information about a 

particular person or a group and situation to permit the researcher to effectively understand 

how the subject operates or functions (Berg, 2004). A case study is undertaken on an 

individual case or area and involves the systematic collection of data, analyzing data then 

drawing conclusions that may lead to report on the findings. According to Yin (2003) a case 

study should be considered when the focus of the study is to answer the how and why 

questions as well as where one cannot manipulate the behavior of subjects involved in the 

study. 

A case study was chosen as the research design for this research project since it allowed for an 

in-depth examination of events and phenomena within a real-life context for purposes of 

theory development and testing. This type of research design was chosen because of the 

institution that forms the subject of the study. A case study design would allow the researcher 
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to study the complex relationship between phenomena, context and people. According to 

Patton, (1987) case studies are particularly valuable when the research data aims to capture 

individual differences or unique variations from one research setting to another. The case 

study was to determine the extent to which people and business dimension of change have 

been integrated at Eregi TTC. 

3.3 Data Collection 

The main source of data for the study was primarily qualitative data that was captured using a 

comprehensive interview guide. The interview guide was formulated along the study 

objectives and administered through personal interviews. Personal interviews were chosen 

because the researcher would be able to ask despondence questions to get required answers. 

Any ambiguity would be corrected immediately thus the design offers high flexibility and an 

excellent opportunity to probe further a high response rate .Thus the method of data collection 

used for this case study was informal and formal interviews that were to seek to ‘gain 

information on the perspectives, understandings and meanings constructed by people 

regarding the events and experiences of their lives’ (Grbich, 1999).The interviewees were the 

top management of the college, heads of departments (HOD's) of major departments in the 

college, both teaching and non-teaching staff (NTS), and the sponsor represented by the 

college chaplain. The interviews were done by the researcher. 

3.4 Data Analysis 

The study gathered data that was largely qualitative in nature. Therefore, qualitative methods 

of data analysis were used and the preferred qualitative method was content analysis 

technique. This is a technique of making inferences by systematically and objectively 
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identifying specific characteristics of messages as the basis to relate trends (Nachmias and 

Nachmias,1976). 

 

 It captures a qualitative picture of interviewees concerns, ideas, attitudes and feelings. 

Baulcomb, (2003) content analysis used a set of categorization for making valid and 

replicable inferences from data to their context. The nature of the data that was collected from 

this study was from direct personally administered interviews, targeting the specific 

individuals drawn from top and middle level managers of Eregi TTC .The college chaplain 

who represent the sponsor (The Catholic Church) was also interviewed. Content analysis was 

used to make inferences by systematically and objectively identifying specific themes from 

the data, representing challenges of strategic change management at KNH. This technique has 

been successfully used by other researchers such as Gichohi, (2007) in his study of challenges 

of change management at Unga Limited.  

3.5 Chapter Summary 

This chapter highlights the research methodology that was used to conduct the study. In the 

chapter the case study method was used, data was collected using a comprehensive interview 

guide and it was analyzed by content analysis method. This chapter also captures a qualitative 

picture of interviewees concerns, ideas, attitudes and feelings. 
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CHAPTER FOUR 

DATA ANALYSIS, RESULTS AND DISCUSSION 

4.1 Introduction 

This chapter contains an analysis of the data collected from interviews. It has information 

collected and analyzed using content analysis. The results are later discussed at the end of the 

chapter. Most of the data from the interviews was collected by the researcher. Most 

interviewees were able to answer most of the questions in the required way while some were 

not aware of the answers to the questions being asked. The interviews were carried out by the 

researcher and the findings were recorded using note books. Secondary data was also availed 

and used to backup primary data. The people interviewed were the principal, the dean of 

curriculum, the dean of students, the heads of department of  the teaching staff, and the heads 

of the different sections of the non-teaching staff. 

4.2 Organizational Change at Eregi TTC 

The research interrogated interviewees on whether there have been changes at Eregi TTC in 

the recent past. An interviewee reckoned that; 

  “change is inevitable, you must agree to change or change will change you in this          

   technologically vibrant environment, and after all a change is as good as a rest and change is  

    happening all over even in churches.”  

 An interviewee observed that Eregi had undergone both systematic and behavioral changes in 

the recent past. Interviewees asserted that with the coming of the strategic plan that was 

introduced by vision 2013 that can with former President Kibaki’s reign Eregi TTC set out on 
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a vision and mission to see Eregi TTC adapt to the changes in the business environment that 

was so volatile, this is the only way Eregi would remain relevant.  

According to the interviewees the introduction of the strategic plan in 2008-2012 saw Eregi 

initiate some strategic changes. Among them were appointment of officers to head various 

departments in the college embracing ICT and adapting the government laid down rules and 

procedures in procurement and employment of the non teaching staff. Customer surveys were 

introduced for the first time in the history of Eregi. 

4.3 People Dimension of Change at Eregi TTC 

Most interviewees concurred that there are some changesthat have taken place concerning the 

people at Eregi TTC. In the view of the interviewees departments have been formed such as 

the kitchen department, housing departments, transport section, security and welfare. Through 

the welfare the NTS voice their complains and meetings can be called to resolve the matters. 

The interviewees observed that the security of the college is currently headed by a former 

defense force officer and beefed by the administration police (AP) who patrol during the day 

and at night. Interviewees also observed that changes that were to happen in various session 

were communicated through newsletters, memos, brief meetings , phone calls, circulars, 

grapevines, informally through the social gatherings and through the heads of the various 

session in the college. They observed that it was not always that their views were taken before 

the changes were implemented.The interviewees also pointed out that many time they would 

be moved by the principal from one section to another without prior information. 

Interviewees appreciated that the NTS of various sections have uniform of different color as a 

mark of identity, and that they are provided with the soap specifically for washing the 
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uniform. Initially the NTS were not uniformed except the kitchen staff who only had an apron. 

Interviewees observed that there is a customer’s survey that is done once in a while. 

Interviewees observed that there is team building though the practice is not consistent, and 

many times it comes up when there is a pressing need like poor performance. The 

interviewees observed that they know very little about performance contracting(see appendix 

6) because it is not done openly, it is a reserve for the few and only a handful of the teaching 

staff, the FO and the principal seem to know about Performance contracting. 

Interviewees observed that the Vision, Mission and Motto of the college are well spelled out 

in the strategic plan of 2008-2012 and now of 2012-2017 but the implementation is not 

effectively done. (See attached appendix 3 for part of strategic plan) Interviewees alluded that 

there were established welfare systems for both the teaching and the NTS, and they run 

separately.  Members contribute money and later the money is re-invested with an aim of 

generating some profit through interest charged on loans borrowed by members. The welfare 

also provides funds for members during times when they have special events in the course of 

the life such as, wedding ceremonies, retirement parties and funerals. 

Interviewees concurred that various team building activities are organized in the college with 

an aim of making working relationships better. This includes bonding trips, workshops and 

seminars which are sponsored by the BOM and coordinated by the principal through chairman 

staff welfare. 

An interviewee observed that a strategic plan that was introduced in 2008 in line with vision 

2030 came along with performance contracting whose purpose was to improve service 

delivery. (see appendix 6)  
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Employees in Eregi were informed of performance   contracting through sensitization, 

meetings, workshops and circulars.  The interviewee pointed out that performance contracting 

saw the college construct rams that were to used by the disabled.  Further the respondent   

observed that ISO that was initiated in college in 2012 was in line with performance 

contracting.  Employees in Eregi were informed of ISO through sensitization, training and 

workshops 

Some of the change initiators for these programs included the government, management 

board, the college employees and the senior management of the university. Some of the 

changes introduced in the college by the government are done through circulars. These are 

availed to the staff through the principles communication. 

The management boards also disseminate their proposed changes through the principal who is 

the secretary to the management board. For the internal changes in the college, these are inited 

by the employees themselves they create their own forums where they meet and agree to form 

special committees that will take charge of the change from the beginning to the end of the 

whole process. 

When the government through the ministry of education introduces the changes, Sometimes it 

provides training to the college lectures on how they ban be able to manage the change to 

produce constructive results. This is through training programs sponsored by the ministry of 

education, for instance SMASE that was sponsored by MOEST in collaboration with JICA, 

ICT training was sponsored by MOEST and the child friendly schools program that was 

sponsored by UNICEF. The interviewees confirmed that teacher trainers were given 

certificates as a way of motivation after these trainings. These programs are in the form of in 
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service training, seminars, workshops, Benchmarking exercises, and even the staff meetings. 

Interviewees observed that in order for the colleges to make the programs take off strongly, 

the college should be able to organize for special committees which will undertake the full 

implementation of the said programs. In some instances interviewees pointed out that experts 

in given areas are invited to talk to the teaching staff and of course the NTS in different 

forums. One interviewee remarked: 

 

“No. I don’t resist change practices because I often do not see the point, 

particularly in restructures. Management will do whatever they want to do and 

you just go along with whatever it is they want you to do. I often don’t think 

there’s necessarily any point in resisting change”. 

 

In order to enhance the security of the college, an interviewee observed that a new security 

team headed by an ex-defence officer was introduced. This was reinforced   by the 

administration police ( AP) who are posted to the college daily. These duties were previously 

handled by local guards employed by the BOM of the college. The new team of security 

officers faced resistance because the former security guards felt they were at risk of losing 

their jobs. The local security guards therefore resorted to sabotage, blackmail, absenteeism 

and go slows so that the new team of security officers was seen as incapable. This was 

witnessed through a higher level of insecurity which was later curtailed by the complete 

overhaul of the security team. This is what an interview had to say: 
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“No, I do not resist change but I have questioned un-ethical change processes, 

absolutely. Obviously, if someone suggests that you change the way you do 

things, you question why and I have questioned why.” 

 

An interviewee asserted that ‘performance contracting for the teachers never took off’. It was 

resisted successfully by the teacher with support of their unions. They argued that the 

government was not clear on the terms and targets set for performance contracting. They 

viewed performance contracting as a way of denying them job security. They wanted the 

government to involve them more in the initiation and implementation of the performance 

contracting. 

Another interviewee confirmed that the college always organized trips for the staff in order to 

motivate them and do team building. This had an aim of making them work cohesively 

together and to stay focused on the implementation of the change. But this was met with a lot 

of criticism as the members of the college thought there was lack of transparency and 

accountability in the organization of the trips and team building activities. One interview had 

this to say: 

  

“No, I do not resist change but I have questioned un-ethical change processes, 

absolutely. Obviously, if someone suggests that you change the way you do 

things, you question why and I have questioned why.” 
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 Their view was that the funds allocated to the trips and team building activities were not well 

allocated and there was little involvement of the people in the college on the same. 

Interviewees observed that there was some resistance to change the different sections of the 

college. This resistance was observed through absenteeism of employees from meetings 

meant to initiate change, there was disgruntling among members and gossip especially with 

regards to performance contracting and employment of male staff. There was sabotage in the 

kitchen when a younger cateress was put in charge of the kitchen staff instead of the head 

cook who has served the college longer and was even older in age. 

An interviewee observed that there was sabotage in the security sector because of job 

insecurity. Those who were there thought that the coming of the ex defense force officer and 

the APs would make them0 be laid off. An interviewee observed that there were some go 

slows and absenteeism   in some sections as a way of resisting change. This would cause a 

delay in the college programs. Some employees showed resistance by simply sticking to their 

old ways of doing things. 

An interviewee also observed that some resistance was caused by lack of enough information 

on the said change while others simply resisted because of the fear of the unknown. An 

interviewee observed that a number of employees resisted change because of 

misunderstanding and lack of trust. 

 4.4 Business Dimensions of Change 

This section highlights events in Eregi TTC that have affected strategic changes in the 

organization, changes in the authority structure which are aimed at renewing the organization, 

and management of the change process. From the data collected from the interviewees, Eregi 
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TTC has had a fair share of strategic changes. Since the TTC was established, those who 

manned the institution had religious titles, namely Father (Fr) and Brother (Br). They did not 

have any prior experience or training as teachers or administrators. The first TSC principal 

was sent to the college in 1987, the current is the ninth TSC appointed principal. Still one 

requirement of the sponsor, is that they must be staunch Catholics.  

According to contingency theory organizations undergo changes in order to achieve a fit in 

the environment. Thus Eregi had to be like other teacher training colleges and have a TSC 

appointed principal. The interviewees observed that the finance officer is the head of the NTS 

and is deputized by the bursar. According to the interviewees communication is much better 

with the existence of the mobile phone and this has also made the supervision of the NTS easy 

and convenient. 

The minimum requirements (entry behavior) for admission and enrolment of the trainees to 

the TTC’s was changed by the MOEST since 2005.The entry behavior changed from grade D 

that came with 8-4-4 system to grade a minimum grade of  C, which is the current. Alongside 

this change came the gender balance  where the number of male and female students admitted 

was nearly equal .On average the college admits 250 males students and 250 female student 

per enrollment, though this is not always the case. It was also found out that the college 

admits students with special needs as per the government policy with preference given to 

them. In the past such students were admitted in special colleges.  As a matter of fact an 

interviewee pointed out that all inclusive learning therefore became mandatory with students 

with special needs being admitted into the college.  
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 Specifically the physically challenged were admitted   and they attend the same classes with 

the normal students, as well as undertake other activities of the college. This was to put 

emphasis on the fact that disability is not inability. Alongside this change, came the cost 

sharing. The students are required to buy their own personal effects which were previously 

provided by the sponsors and partly by government. The students also have to buy mattresses, 

exercise and text books as well as pay for uniform that was initially given free. The calendar 

year of the college changed from May to September in which case the successful first year 

students report to college on a given date specified by (MOEST)in September every year. 

The interviewees were in agreement that the procurement system of the college has changed 

and is currently done according to the government laid down rules and procedures. They 

observed that a procurement committee was established headed by the deputy principal and 

membership includes all heads of department in the college and a member from Board of 

Management (BOM). The college principal was completely excluded from the committee. 

Previously, the procurement was headed by the college principal in liaison with the bursar and 

accounts clerk. The college has a finance officer (FO) who is also a member of procurement 

committee. 

According to the interviewees the government streamlined the employment of support staff. It 

provided guidelines that allowed anybody who was qualified to take up any vacant position in 

the institution. The vacancies are advertised, interested parties apply for the vacancies and the 

BOM invites them for interviews, after which successful candidates are employed on agreed 

terms and conditions.(See appendix 4 for an advert of  vacancies  in the college) 
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The interviewees observed that there have been many changes in the curriculum of the TTC. 

In their view the changes were initiated by MOEST so as to align the TTC syllabus to that of 

the primary schools. It was observed that subjects that were taught independently like 

geography, history and civics had been merged together and called social studies. Likewise 

science, agriculture and home science were merged together and called integrated science and 

only taught at first year. ICT was also introduced in 2005 and is an examinable subject as well 

as compulsory alongside physical health education (PHE) initially PE, Education initially 

called professional studies, Kiswahili and English. According to the interviewees ICT was 

integrated with the college receiving 100 computers but the same ministry has not sent a 

technician who should be servicing the computers.  

ICT was integrated so that the graduates were well prepared to handle challenges in the 

environment. To put emphasis on the intergration of ICT the college has since installed a 

WIFI to boost accessibility to internet. Interviewees also observed that specialization was 

introduced at the second year of study with students graduating as science or art trainees as 

opposed to the initial system where teachers were to teach all  subjects trained in.  

Alongside this change only students who passed the midcourse exams done at the end of first 

year were promoted to the second year of study. Likewise only students who passed the PTE 

exam at the end of the second year were invited for graduation, unlike the past when all 

second year students were graduated before writing the final PTE exams. All subject trainers 

were expected to incorporate aspects of HIV and AIDS and life skills through song, 

storytelling, dramatization, peer support groups among other so as to create awareness in the 

teacher trainees and to minimize stigma. Interviewees observed that in order to improve the 

teaching and  performance in maths and science, MOEST in collaboration with JICA 
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introduced a six year program that was to see the teacher trainer attend in service training in 

maths, science and  ICT at the SMASE center (CEMASTEA) Karen, Nairobi.(See appendix 

7) The teacher trainers undertook a two week in-service training every year for six years from 

2008-2013.After this training the teacher trainer was expected to cascade skills received 

during training to the regular teachers of the primary schools in the region surrounding their 

colleges and the teacher trainees in the college, in which case the teacher trainers did the 

facilitation. The TTC graduate was expected to be able to teach using ICT equipment like the 

projector and further to guide their pupils in their respective schools. 

The interviewees observed that Eregi TTC had also introduced Early Childhood Education 

(ECD) classes in line with the MOEST requirement.(see appendix 5).This was an initiative by 

the college to generate extra revenue. This was an income generating activity for the college 

as it was not among its core mandate. These classes run during holidays for students who 

apply. The students train for both certificate and diploma courses. 

An interviewee retorted that ”no change comes before resistance because the devil you  

            know is better than a friend you don’t know” 

The interviewees observed that changes related to business dimension were resisted to some 

extent. According to the interviewees the Catholic Church representatives at the college were 

not happy with the directive of the TSC to send a principal to the college, instead of having a 

catholic ‘father’ or ‘brother’ being a principal. They feared that a TSC appointed principal 

would not uphold the catholic values as the ‘brothers’ or the ‘fathers’ were doing. Further still, 

they had a view that the TSC appointed principals would introduce nepotism and corrupt 

practices as they run the college. 
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An interviewee explained that the new guidelines on procurement were resisted by the 

principal and the bursar who initially solely did the procurement and to date the college lacks 

a procurement officer. They felt that the control of funds was being shifted to the hands of the 

deputy principal. They still believed that the bursar was the right person to handle the 

procurement together with the principal. They did not realize that they sailed in the same boat, 

since none of them met the requirements of being a procurement officer. 

 Some interviewees pointed out that the new employment guidelines by the government were 

not well received. The already employed workers viewed this as a threat to their jobs as they 

did not have the required qualifications.  

They did not work well with younger employees who were given the responsibility to head  

sections of because of their qualifications. Many times sabotage would be witnessed in 

various sectors where there were new employees. 

A pair of interviewees noted that the introduction of the new curriculum by MOEST was not 

well received by the college tutors. The ministry initiated the changes and it required that they 

be implemented fully and immediately by the said college tutors .This caught the staff off 

guard as they needed more time to understand the changes. They also needed training before 

they could be able to teach the new curriculum. This was especially the case when ICT skills 

were to be taught to the students and everybody in the teaching staff was required to be ICT 

compliant. This led to poor introduction of ICT among the students. This was also the case in 

integrated science where the agriculture and home science tutors were forced to teach 

integrated science yet they had little knowledge of the science aspect. 
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An interviewee explained that the all inclusive learning where the physically challenged 

students were admitted to the college to learn alongside the normal students was resisted. This 

was because the facilities had not been redesigned to accommodate them. Adequate funds 

were not set aside for the redesigning of the facilities so that the physically challenged could 

have it easy learning in the institution. 

The introduction of mid-course exams done at the end of year course was not welcomed by 

the students. The trainees upon failing the mid-course exam were supposed to undertake a 

supplementary exam before promotion to second year, or repeat the first  year of the course all 

together, if they failed to pass the supplementary exam. 

The same interviewee noted that the systems in the examination office are now digitalized 

making the relevant officers to work more conveniently. 

4.5 Integrating People and Business Dimension of Change 

The integration of people and business dimension of change goes a long way in ensuring the 

success of the change initiatives. It is the changes in business dimension   that organizations 

face first, before being subjected to people dimension. The proposed changes in the structure 

always comes first and then later the organizations focus on people dimension in order for the  

changes in the business dimension  to succeed. The interviewees observed that for any 

successful change to be realized in the organization the people and business dimension had to 

be considered. 

 Interviewees concurred that good performance in the college comes as a result of constant 

staff motivation and supporting the welfare needs. An interviewee retorted that, “a bad work 

man quarrels with his tools” and therefore good and clear communication and involvement of 
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all stakeholders at all stages of change implementation is key. Interviewees concurred that for 

Eregi to realize improved performance in all areas or in all aspects the welfare needs of the 

employees, better renumeration for the NTS, trust from the management and involvement of 

all the change programs need to be adhered to. 

Interviewees observed that there is need for more meetings between employees and BOM so 

as certain issues are clarified and feedback is received and acted upon. Interviewees observed 

that the kitchen staff who report to duty as early as 2:00 a.m. need to be housed in the college 

or alternatively picked by the college van from respective residential areas for security 

purposes. Interviewees observed a lot of dissatisfaction especially when one employee is 

moved from one section to another without prior information and or consultation. 

Interviewees observed that their health, safety and protection were paramount. Therefore 

those who work in the sanitation area, transport sector and kitchen want to be assured of their 

safety and protection during work and they desire that the college finds an insurance policy 

for them. A respondent observed that the NTS want transparency in as far as their 

contributions to NSSF is concerned, and therefore there will be peace if the NSSF register is 

availed frequently. Some interviewees observed that the transition of change was not so 

smooth because not all were involved at the initiation stage. An interviewee observed that  a 

group of the NTS was dissatisfied with the way in which some staff were hired and they felt 

the BOM should instead promote some of them on the basis of having worked in the section 

for a long time. 

Interviewees concurred that for the college to successfully initiate and implement change all 

the stakeholders must be willing and must be change ready. 
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 Interviewees noted that employees surveys, seminars, workshops and benchmarking were 

utilized as ways of involving the employees in the change process. An interviewee observed 

that through the aforementioned the employees could easily buy into the change. 

Interviewees observed that when the changes are proposed, the ministry has to organize 

seminars, workshops and in-service training in order to make members understand and fully 

implement the change. Thus therefore the ministry provides facilitators to disseminate the 

changes. It also provides funds which will be used for taking care of the training materials, 

allowances and any other costs required for successful facilitation of the seminars and 

implementation of the change. Further the interviewees concurred that monitoring and 

evaluation have been done to some extend by the ministry. At the end of the training session 

the teacher trainers are given certificates to recognize their efforts and also as a way of 

motivation. 

In the view of some interviewees, Eregi TTC reinforced the change process by fostering good 

communications and relationship between the teaching and NTS through team building 

activities. Interviewees observed that when performance is improved both the teaching and the 

NTS are given tokens of appreciation and this has gone a long way in fostering a healthy 

relationship between the teaching and the NTS. This is because the different departments are 

made to realize that they all work for a common goal. However those who do not perform 

well in their respective areas are encouraged to improve.  

The interviewees observed that the customer surveys that are done provide feedback on which 

the college should base ground for better services. Interviewees observed that communication 

between the managers of the college and the college employees should be enhanced through 
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improved communication techniques. In this regard interviewees observed that employees 

who lived in staff houses did not like being reminded of rent payment through circulars 

memos and letters. 

In the view of Schermerhorn, (2010) individuals and organizations alike must all change, 

adapt and innovate as the environment changes around them. The environment in which 

organizations such as Eregi TTC operate have remained dynamic uncertain and evolving. The 

researcher observed that there is no change that will take place in one section without 

affecting other sections hence the need to involve all the stakeholders. According to Ingram 

(2008), for people to support change they must passive more incentives than disincentives, 

such as new opportunities, relationships, new skills development job advancement and 

financial benefit among others. 

 

4.6 Discussion of Findings 

The research established that, for any change to be successfully initiated, implemented and 

monitored there should be change in behavior of those who will be affected by the change. 

Also established was the fact that, there must be prior communication and or information of 

the intended change so as to minimize on resistance. This is according to Goni (1999) who 

found there is a relationship between team working variables like empowerment and  

communication.This is in line with organizational development change theory. It was also 

established that all the stakeholders in the organization must be involved in all the stages of 

the said change so as to own the change and support it fully. Wider staff involvement and 

collective participation are highlighted as important elements in the success of a change 
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program (Senge et al,1990). The study established that, when the welfare needs of the 

employees are met, and their security and safety is assured, then they will embrace and 

support the change process(Maslow hierarchy of needs). It was also established that, the 

overall performance of the college will improve if the employees are assured of the above. It 

was established that if there was clear communication to the members and sufficient 

information on the reasons for change, then the employees in Eregi will fully embrace and 

support the change.  

The importance of the communication on motivation is important. Robbins and Judge (2007) 

suggest two levels to suppress the resistance through communication. It involves removing the 

impact of misinterpreted information and lack of communication; if employees get the reality 

and misunderstanding is clarified they will be less negative. It also involves the imposing of 

need for change using a proper communication approach. The employees of today are better 

motivated to work ‘when talked to and not when talked at said an interviewee’. 

The study found out that while the procurement department had implemented changes to be in 

line with the government laid down rules and procedures, the college had no procurement 

officer which is an anomaly because government institutions have procurement officers. The 

study established that the deputy who heads the procurement committee lacks any knowledge 

in as far as procurement is concerned. 

The research further established that performance contracting has not done much to improve 

service delivery in the institution. The study also established that performance contracting is 

confined to the committee and is therefore a reserve for the few. The study also found out that 

members of the performance contracting committee had insufficient knowledge of their 
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subject and could not effectively explain the importance of performance contracting to 

members hence this opened it to resistance. 

 On the same note the study found out that ISO has not gained much ground despite members 

having been sensitized and trained on the same. Members were of the view that they saw no 

need for the ISO program. This meant that the training they underwent was not adequate to 

completely change their attitude to some aspects of quality standards.  Through the research it 

was established that most change  programmes specifically ICT in curriculum, child friendly 

schools(CFS)  that was sponsored by UNICEF and SMASE, were introduced and hit the 

ground in Eregi with a bang. It was further established that only statues of such changes today 

exist because the college lacks the ability to sustain such changes. It is not even possible for 

one to imagine that Eregi TTC was a college that pioneered and piloted the child friendly 

school education in the whole of Kenya; they have nothing to show off this. This means that 

some changes fizzle out as soon as they are implemented. This observation in contrast with 

Anderson (2001) which places an emphasis on importance of monitoring and evaluation of the 

implemented changes in order for them to get some grounding.  

 

The research also established that with the implementation of ICT and now the installation of 

the WIFI the exam office now enjoy dissemination of students results for ‘CATs’, mocks and 

mid-course, There is also automation of library and finance departments which has made 

officers in the said departments to work more conveniently. To an extend this has given the 

college leverage over other local colleges. Along this findings, research established that while 

MOEST brought 100 computers to the college as ICT was being introduced, a computer 
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technologist to service and repair them was not employed, this has seen most of them 

breakdown and now they all lie there like a heap of rubbish. 

Through the research it was established that integrating people and business dimension of 

change is key in any organization. This is because; the organization will realize its effective 

performance and improvement when the people’s objectives and the goals of the organization 

are factored in the change process to achieve the desired result. It was also established that 

people dimension of change, is not only based on the employees behavior to and the on the 

institution but it is also based on how the institution handles its employees so that they have a 

sense of belonging and they are motivated. This statement agrees with Bwaley(2014) which 

requires employees to through in-servicing of the teaching staff, seminars, and workshops, the 

employees can foster their skills which in turn will improve their performance and perception 

of change. According to Saratoga,( 2010) it is not the people that are the greatest assets to the 

organization but the relationship with them. In this regard, the research established that team 

building, bonding trips and benchmarking were ways the management would emphasize in 

building a better relationship with the employees.  

Interviewees observed that integrating people and business dimension of change had made 

employees work at their best delivering good results in their various sections. Integrating 

people and business dimension has helped to minimize employee turnover.  

It was also established that, for organizations to successfully implement change, the message 

about the change, the reasons for change and the effects for change should be communicated 

clearly and publicly to avoid mistrust and resistance. It was established that, customer surveys 

and feedbacks from which conclusions have to be drawn are necessary and must be enhanced. 
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It was observed that people have the ability to accept, embrace and support change or resist it 

all together depending on how the management relates with them. This case the principal and 

the board of management, and this are to further confirm that people are the most important 

assets of the organization. (Saratoga 2010).According to contingency theory of change 

pioneered by Dunphy and Stace (1993) organisations do not follow formulas or guiding 

principles while implementing change, instead they focus on achieving alignment and a good 

fit to ensure stability and control. This is what one interviewee agreed to have been the mode 

adopted by the college administration when some of the changes were being implemented at 

Eregi TTC 

The various incidences of resistance to change can easily be traced to the changes being 

implemented without the proper involvement of the people who are going to be adversely 

affected by the change. Schein, (1979) has argued that “... the reason so many change efforts 

run into resistance or outright failure is usually directly traceable to them not providing for an 

effective unfreezing process before attempting a change” 

The research observed that the college having implemented the changes in curriculum, there is 

no proper monitoring and evaluation. The study found out that changes in the curriculum such 

as all inclusive learning that made the college admit physically challenged students are not 

sustainable. This is so because such students relay only on the help of their fellow students 

since well wishers are not easy to come by. The redesigning of the buildings for these changes 

didn’t   take place fully. The study also observed the normal college routine was tedious for 

the physically challenged. 
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The  introduction of mid course exams was opposed by the students who initially viewed this 

as interfering with their process of progressing to the next class without passing of the exams. 

According to one interviewee, the college introduced this change without any consultation. 

Although the students later on accepted it, the process of unfreezing had not been done 

successfully in  accordance with  Lewin model in implementing change(Lewin 

1951).Unfreezing could have prepared the students adjust from the previous way of doing 

things and adopt the change successfully. 

The integration of people and business dimension of change was enhanced by taking the 

employees to seminars, workshops, team building activities and benchmarking activities. This 

was in agreement with Muema (2013) findings that for successful change implementation 

there should be collaboration through group offsite meetings and training among various 

departments in order to synchronize common practices before and during change. 

4.7 Chapter Summary 
This chapter highlights analysis of the data collected from the interviews. The chapter has an 

analysis of the views of the interviewees from the various departments in Eregi on the change 

process. Most interviewees concurred that there are some change that have taken place in 

Eregi concerning the people. Most of the changes are from the top management of the college 

to the lower echelons of the organisation with minimal involvement of all stakeholders. This 

chapter also highlighted the business changes that have occurred in Eregi. This chapter 

explains that the business changes are normally initiated by the government through MOEST 

and only implementation takes place at Eregi TTC.It was noted that during change process, 

integration occurs but it was noted that it is the changes in the business dimension that 

organisations face first before being subjected to the people dimension of change. Also it was 
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noted that good performance at Eregi came as a result of constant staff motivation and support 

of their welfare needs. The integration process was successful to some extend because the 

stakeholders were involved in seminars, meetings, workshops and in-service courses. 

However the chapter highlights that there was some resistance to change process due to fear 

of the unknown, poor communication ,lack of transparency and threat of the jobs being taken. 

This was evident from the change in behavior of the people who got involved in practices  like 

absenteeism from meetings, poor participation in the meetings, sabotage and gossiping. This 

chapter also highlights the discussion of the findings. 
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CHAPTER FIVE 

 SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter consists of the summary of the study, conclusion and recommendations of the 

study. It gives the summary of the findings of the study from the research.  

5.2 Summary of the Findings 

This chapter brings out the summary, conclusions and recommendations of the above study. 

The conclusions and recommendations made address the research objective which was 

determining the extent to which the people and the business dimension of change have been 

integrated at Eregi TTC, Kenya. From the study findings and conclusion, recommendations 

were given on how to improve on issues of policy and practice.  

The study established that Eregi TTC underwent strategic changes that affected the people and 

the business dimensions.  The interviewees indicated that forces that necessitated the change 

were student’s needs need for growth, technology, the need for observed that the changes 

were carried out gradually, in line with the requirements of MOEST who mainly initiated the 

change which were communicated to the TTCs for implementation. From the study, it was 

found out that the forces that necessitated change were majorly external and to deal with them 

successfully, they are needed to be changes in the internal environment increased 

effectiveness and performance and local competition from other TTCs. However, the 

researcher and regular analysis feedback. The forces of change included vision 2030, master 

plan of education and training. MOEST that occasioned changes in the primary school 

curriculum.       
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The changes which were effected in Eregi TTC other than facing some resistance have yielded 

positive effects on the College management, team work, and response to internal and external 

stimuli, customer base, services, structure, culture, systems and behavior of employees among 

others. It was observed that, the changes were initiated by the top management of the college 

and partly by heads of departments of various sections. The employees were rarely initiators 

of the change in their respective sections. It was also established that while changes were 

made in procurement the college lacked a procurement officer it was further established that 

performance contracting that should be for all and sundry in Eregi is only a reserve for the few 

those in the committee and this explains why its implementation was faced with resistance, 

further it came out clearly that while performance contracting has been implemented, it has 

not given the college any leverage neither has it improved service delivery.  However it is 

only in performance contracting that monitoring and evaluation is done consistently, once 

every year and in procurement. ISO has not gained much ground in the college and in fact it 

was non-existent at the time of the research with no committee claiming ownership.  

The mode of communicating the vision to the employees was through newsletters, memos, 

meetings, circulars and grapevines. The study found out that resistance to change was due to 

poor communication, misunderstanding, fear of the unknown, job insecurity, lack of trust and 

competing commitments. The interviewees were minimal on the effect of parochial self 

interest, fear of the unknown, threat to established relationships, timing, intertie, lower 

tolerance of change and difference assessment on resistance to change while the signs of 

resistance to change were indicated as gossip, disgruntling and grumbling, complains, go 

slows, absenteeism, sabotage, skipping meetings and sticking to the old ways of doing things. 



49 
 

The actions necessary to guide employees during the change process were found to be the 

need for change awareness, the desire for employees to support in and support change, 

facilitating the ability to implement required skills and behavior knowledge creation on how 

to change and reinforcement of the change. The actions used to guide employees included 

communication, in service training, practice, feedback, benchmarking among others. The 

research pointed out that for any organization to achieve its desired goals the people and 

business dimensions of change must be in tandem for united we stand in united we win.  

 5.3. Conclusion  

From the above, there is need for awareness before the changes are implemented. This creates 

desire and reduces the incidence of resistance to the change that is supposed to be 

implemented. The creation of awareness should include everybody since an organisation is a 

system. Change plans should not be created in some high level office and then forced upon 

employees who are supposed to implement the change. All planning in relation to change .The 

model should cater for resistance to change; individually and collectively. Employees respond 

differently to change. Some employees enjoy and embrace change whilst others resist it. 

 Resistance is a normal reaction to change and should be expected. Greater resistance is 

encountered during the developmental stages of change – leaders must understand this 

reaction and need to support employees as they go through these stages of change. Leaders 

need to plan strategies to enable employees to work through their resistance (Kohles, Baker 

and Donaho, 1995). 

Training and continuous communication are also necessary since the members may forget the 

purpose and the objectives of change in the course of implementation. 
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 Training will play the role of equipping the members with the essential skills that will be 

required to effectively implement the change. A key success factor for change to be successful 

is constant monitoring and evaluation. This can be done by a special committee which may be 

appointed to do the implementation, monitoring and evaluation. The leadership of the change 

initiative is required to be strong so that the intended objectives are fully met. For the people 

and business dimensions to be actualized there is need for team building activities that will 

enhance the required changes. The team building activities create a sense of belonging and 

purpose and make each member of the organization to feel that they are important in the 

whole process. 

5.4 Recommendations for Policy and Practice. 

Foremost, the study found out that the all employees are supposed to be involved in initiating 

change management. It is therefore recommended that all the employees and the stakeholders 

should be part and parcel of the process. Before any strategic change initiatives are 

implemented there is need for the government to do proper piloting. 

Secondly change initiatives from without the organization are to be properly funded in order 

to have a lasting impact. This is because without proper funding after initiating the change, the 

initiatives will be abandoned as there are no resources to fully give a lasting impression to the 

ground. 

The study established that there is room for improvement at Eregi TTC on the integration of 

people and business dimension of change so that institution realizes its best practices and 

efforts as regards change management. 
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 The research therefore commended that the institution should encourage employees to air 

their views through their leader during their formal and informal meetings. There is need for 

the management to invest more in activities that foster healthy relationships between the 

employees of the college. It is important that employees are put I the lime light of any 

intended happenings or changes in the college. 

Lastly, the study found out that employees’ resistance to change was due to lack of enough 

information, organizational structure, organizational culture, misunderstanding and lack of 

trust, threat to job status/security, and competing commitments. It is therefore recommended 

that the organisations ensure that the employees are furnished with sufficient information on 

the change, how they contribute and relate to the change, the organizational structure and 

culture be changed to support the change management. The employees should be assured of 

their job security in order to reduce their resistance to change. 

The policy makers and regulator in general have an opportunity to understand the dynamics of 

integrating people and business dimension of change for synchronization of objective so as to 

minimize behavioral and systematic in organizations. Scholars and researchers will find the 

find the results of this researcher useful for further research. 

5.5 Implications to Theory 

 
The research will be important to the theory especially on the process required to implement 

change in public institutions. Public institutions have many vested interests therefore change 

implementation requires thorough background check for it to succeed. The research implies 

that TTC are undergoing a lot of change in order to meet what internal and external demands, 

this therefore means that for any university to remain relevant and competitive, it has to aline 
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its process with the dynamics of the industry on which it operates. This may call for culture 

transformation and an in depth analysis of the implications of the change to its employees. 

It’s important to point out that when organizations do not involve all the stakeholders 

throughout the change process, the level of ownership and participation is minimal meaning 

the level of resistance may be high. The bureaucratic nature of leaders in institutions means 

that the decisions are made by the top management and employees are only but implementers 

of the said decisions. Last but not least it important to note that employees are the main 

medium, for implementing changes initiatives in any organization. This therefore implies that 

effective change initiative have to be made in consideration of the employees. Effective 

communication must be fully utilized to ensure that all employees have appropriate and 

relevant information has regards the change process. 

5.6 Limitations of the Study 

 
The applied research strategy, which is a single case study, makes it difficult to generalize the 

results since it provides an elaborate picture of people’s approach and perception within one 

organization. Thus, this research might be a valuable example for change management 

including real life experience, but might not be generalized to a larger class. This research was 

performed only at one stage in the project life cycle. 

Remarkable effort was spent not to skip any important information, but some information 

might accidentally be overlooked. Moreover, the researcher cannot ensure that the assessment 

of maturity level of change management process was made on a purely objective basis 

although objectivity of the results was taken seriously. 
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Unforeseen factors limited the effectiveness with which the interviews were expected to be 

carried out. This is because Eregi TTC being a public institution has a teaching staff whose 

members belong to KUPPET and KNUT. It’s only until recently, that a nationwide strike that 

had been initiated by the two trade unions, against the government of Kenya over better 

remuneration for the teachers was called off. This in turn made it almost impossible to reach 

the teaching staff who are HODs and who had been scheduled for the interview, since they 

were not to be found in their work stations as per the union’s directive. Upon resuming duty 

they would only be hurried through the interview because they needed to catch up with time 

lost. 

To some extent there was a communication barrier with some interviewees appearing to be 

linguistically curtailed and could not therefore bring out their views correctly. Alongside this 

some interviewees were shy and could not elaborate on information given while others feared 

victimizations and therefore avoided answering some of the questions altogether. 

Some interviewees were not consistent in answering some of the questions because of the 

nature of their jobs. This means that they had to break and interrupt the interview more than 

necessary so as to answer to phone calls, attend to other clients and also attend to other 

pressing issues in the college time and again. In some instances some interviewees excused 

themselves and simply left before completing the interview. 

5.7 Suggestions for Further Research 

 
This study was done in using case study. There is need to find out if the same findings will be 

established in the process if the research was done using many other institutions. 
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The research should also be enhanced further from a single case study to a survey so that more 

elaborate comparison can be carried out across tertiary institutions , other local colleges and 

institutions of higher learning. This can lead to the researcher obtaining data that can applied 

to all institutions of higher learning alongside the tertiary colleges. If a survey is carried out it 

would demand that qualitative analysis of data is done and this would intensify the confidence 

level of the findings and the researcher and it would also go a long way to make an opening 

for generalizing the obtained conclusions.  

The study has opened opportunities for more research on the relationship between the people 

dimension and business dimension of change. The upcoming researchers therefore should put 

emphasis on understanding the effects and impacts of people and business dimension of 

change performance in TTC on integration of people and business dimension in colleges and 

institution of higher learning. 
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Appendix 2: Interview Guide 

TOPIC: INTERGRATION OF PEOPLE AND BUSINESS DIMENSION  

             OF CHANGE AT EREGI TTC KENYA. 

PART A: ORGANIZATIONAL PROFILE 

Employment title: __________________________________________ 

Department: ______________________________________________ 

1. How long, in years have you worked with Eregi TTC ? ………………. 

2. How many years have you been in your current position? ……………….. 

PART B:PEOPLE DIMENSION OF CHANGE 

1. Has Eregi TTC undergone any change programmes in the recent past? If yes 

what did the change entail? 

2. What changes have taken place at Eregi TTC Kenya   pertaining the  people 

3. Did any of these take place before the implementation of change 

a) Were the members of the institutions informed of the reasons for the change? 

b) Were they informed of the benefits of the change? 

c) Were they taken for training before the change took place? 

d) Was a implementation committee put in place to enable the smooth implementation of 

the change efforts? 

If any of the above activities took place, briefly explain how they were done, 

4. In the course of implementing change, did any of these activities take place? 

a) Was there a budget prepared and used to facilitate the change process? 

b) Was there involvement of the members of whole Eregi TTC community? 

c) Was there resistance to the changes that were being introduced? If there was what the 

cause was and how was it handled. 
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d) Did any other problem occur during the implementation phase? Clarify if the answer is 

yes. 

e) Was the people’s needs taken care of during the implementation phase? 

5. After the implementation of the change did any of the following happen? 

a) Did the change initiatives achieve the desired result? Explain 

b) Were there celebrations after the change implementation process? 

c) Was there monitoring and evaluation to ensure that the people and organisation did not 

go back to their old ways of doing things? 

6. The following actions are necessary in guiding employees through a change process 

in an organization. What specific measures are used in Eregi TTC   to address 

among the employees: 

a) Creating awareness for the need for change. 

b) Developing a desire to participate and support change. 

c) Developing a knowledge base of how to change 

d) Facilitating the ability to roll out and implement change 

e) Reinforcement to sustain change. 

PART C.BUSINESS DIMENSION OF CHANGE 

1. Has Eregi TTC undergone any change programmes in the recent past? If yes 

what did the change entail? 

2. What changes have taken place at Eregi TTC Kenya   pertaining the people 

3. Did any of these take place before the implementation of change? 

e) Were the members of the institutions informed of the reasons for the change? 

f) Were they informed of the benefits of the change? 

g) Were they taken for training before the change took place? 
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h) Was a implementation committee put in place to enable the smooth implementation of 

the change efforts? 

If any of the above activities took place, briefly explain how they were done, 

4. In the course of implementing change, did any of these activities take place? 

f) Was there a budget prepared and used to facilitate the change process? 

g) Was there involvement of the members of whole Eregi TTC community? 

h) Was there resistance to the changes that were being introduced? If there was what the 

cause was and how was it handled. 

i) Did any other problem occur during the implementation phase? Clarify if the answer is 

yes. 

j) Was the people’s needs taken care of during the implementation phase? 

5. After the implementation of the change did any of the following happen? 

d) Did the change initiatives achieve the desired result? Explain 

e) Were there celebrations after the change implementation process? 

f) Was there monitoring and evaluation to ensure that the people and organisation did not 

go back to their old ways of doing things? 

PART D: INTEGRATION OF PEOPLE AND BUSINESS DIMENSION OF CHANGE 

1. How does Eregi TTC identify the people needs to meet the business needs? 

2. Has Eregi TTC integrated people and business aspect of change? If yes, how has it 

done? 

3. The concept of harmony of objectives notes that individuals have personal goals that 

are different from organizational goals but these can be harmonized. How has 

Eregi TTC harmonized employee‟s goals and the organization‟s goals? 

4. Is there any activity undertaken currently at Eregi TTC   to synchronize business? 
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and people aspects of change? If yes what are the examples of these activities? 

5. What are the gains of harmonizing people dimension and business dimension of 

change at Eregi TTC  ? 

6. How is the harmonization of these dimensions being reinforced at Eregi TTC  ? 

7. To what extent has Eregi TTC integrated People and business dimension of change? 

8. How has the organization‟s culture, values, and behaviours been used to encourage 

      the desired results? 

9. For an organization to successfully implement change what must it do? 

10.If change was ever to be introduced and implemented in your institution what are your               

     suggestions for the process to be involved? 

 

THANK YOU GREATLY FOR YOUR COOPERATION AND TIME. 
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Appendix 3: Strategic  Plan 
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Appendix 4:Advert For Vacancies For NTS 
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Appendix 5:Certificate as  ECD Training Centre 
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Appendix 6 :Document on Perfomance Contracting 
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Appendix 7:Documents on SMASE 
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Appendix 8:Document on Guidelines Procurement in Tertiary Institutions 
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