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ABSTRACT
Strategy implementation skills are not easily maste unfortunately. In fact, virtually all managefiad
implementation the most difficult aspect of theib$- more difficult than strategy formulation. Maeas
themselves report that less than half the plandtimeg from these efforts are ever implemented. &b#ity to
implement strategies is one of the most valuablallomanagerial skills (Higgins, 2004). Non Govesmntal
Organizations are not an exception. In fact, imgetation of the planned strategies is one of theajor
challenges towards achieving their objectives. Paepose of this study was to investigate on theofac
affecting implementation of strategic plans in tegistered Non-Government Organization locatednaniti
North District. The objectives of the study were) (8o find out if organization structure influences
implementation of strategies in the registered N&@cated at Imenti North District (b)to establigh
organization culture influences implementationtaf strategies in the registered NGO’s located antirNorth
District, (c)to determine if organizational leadssinfluences implementation of strategies in thgistered
NGO'’s located at Imenti North District and to editsb if training and reward influences implementatiof
strategies in the registered NGO'’s located at limgatth District. The researcher used a surveyaesedesign,
with a target population of 94 employees in tofedlom the target population the researcher strdtiach
organization as a stratum on itself. Then, the aieseer collected a sample of 40% from each stratyna
method of simple random sampling. The selected Eamps issued with a questionnaire that had bot#nop
ended questions that allowed more information aeavy of the respondents and closed ended questioats
ensured the respondents are on track of the rdléméormation. The data collected was analyzed gisin
descriptive statistics and so frequencies wereraied and presented in form of tables and figures.
KEYWORDS: Strategic Plans and Non-Governmental Organizations

1. INTRODUCTION

Managing activities internal to the firm is onlyrpaf the modern executive’s responsibilities. Thedern
executive also must respond to the challenges pogéoe firm’'s immediate and remote external envinents.
To deal effectively with every thing that affectsetgrowth and profitability of a firm, executivemploy
management processes that they feel will positioptimally in its competitive environment by masxiimg the
anticipation of environmental changes and of unetgek internal and competitive demands. (Pearce and
Robinson, 2007). The managers need to come upavgith of decisions and actions that result in ¢dhendilation
and implementation of plans designed to achieverapany’s objectives. According to Arieu (2007), rthés
strategic consistency when the actions of an orgdéioh are consistent with the expectations of maneent,
and these in turn are with the market and the ebni® begin with, a company need to formulatecdspany’s
mission, including broad statements about its psepphilosophy and goals, then it has to conducreatysis
that reflects the company’s internal conditionsirdlly, the company has to access its external enmient and
then analyze its options by matching its resounséh external environment. Further, the company tws
analyze its most desirable option by evaluatingheaation in light of its mission as well as selagtia set of
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long-term objectives and grand strategies followgdshort term strategies that will achieve the nuesirable
options. Finally, the company has to implementdtrategic choices by means of budgeted resourceaditbn
and also evaluate the success of the strategicegsoas an input for future decision making (Pearue
Robinson 2007). Strategic decisions are crucialvigry modern business that opts to be competitive.

These decisions have several dimensions that grerfant as well. First, strategic decisions aren@magement
decisions. At this level, prospective understandifighe matrix of conceptual skills, technologickills and
human relations is a key factor. Secondly, stratdgtisions involve the allocation of large amowitsompany
resources. This involves budgeting for every depant, based on priority issues. Further, stratégicision
addresses that which is likely to have a signifidaapact on the long-term prosperity of the firmdaaiso the
dimension has to be future oriented focusing orayoaind tomorrow, (Higgins, 2004). To ensure suGcss
strategy must be translated into carefully implet@éraction. This means that the strategy must dreslated
into guidelines for the daily activities of therfirs members, also the strategy and the firm mustime one and
the company’s managers must put into place steedmdrols that provide strategic control and théitgtto
adjust strategies, commitments and objectives g§parse to ever-changing future conditions ( Pearo
Robinson 2007). According to Arieu (2007), impleraion of plans is a crucial part of strategic ngsraent.
Without proper implementation of strategies, theodjplans are prone to fail. Strategy implementaiiziude
building a firm capability of carrying out strateguccessfully, allocating ample resources to gjsateitical
activities, establishing strategy-supportive pei&i instituting best practices and programs forticoars
improvement, tying reward structure to achievenwnesults, creating a strategy- supportive corgocalture
as well as installing support systems.

According to Steiner (2004), “the implementatiologess covers the entire managerial activities diofyisuch
matters as motivation, compensation, managementagph and control processes” As Higgins (20043 ha
pointed out,” almost all the management functiopi&nning, controlling, organizing, motivating, léag,
directing, integrating, communicating, and innowati are in some degree applied in the implememtatio
process. Pearce and Robinson (2007), say thatfféoti@ely direct and control the use of the firmesources,
mechanisms such as organizational structure, irdbom systems, leadership styles, assignment of key
managers, budgeting, rewards and control systeenssaential strategy implementation ingredients.

1.1 Background of the NGOs

Ripples International was established to help daxes and give hope in the current HIV epidemic.eTh
estimated total population of Kenya is 30 milligkbout 2.2 million people are infected with HIV/AIDS he
inspiration came in 2001 after the Kenya Nation saper headlines revealed "Imenti North Distridesa
highest in HIV infection rate at 38 percent”. Indmti North, HIV/AIDS is still shrouded with stigmagcrecy,
denial and victimization. As a result, people liyiwith the disease, including children, are oftetdln at home,
denied love, proper care and support. A faith-beemedi community-based organization, Ripples Intéonat
seeks to improve the living standard of human ksethgough education, counseling and rehabilitafidre aim
is to reduce ignorance, poverty and oppressionnyosvering and enlightening communities and indiaidu
Primary activities of Ripple International covere&and support for orphans and vulnerable childemell as
HIV/AIDS awareness. Food for the Hung(#H) is an international relief and development amigation
working in more than 26 countries around the wdflolod for the Hungry was founded in 1971 by Dr.garr
Ward. FH's stated mission is "to walk with leadetsrches and families in overcoming all forms afrtan
poverty by living in healthy relationship with Gahd His creation which was taken from Psalm 14&ié "
upholds the cause of the oppressed and gives fdtethungry. FH sponsors needy children and ggiood
and education to them.

Save the Children Canada is a non-political, ndigioeis organization committed to long-term devetemnt at
the grassroots level through partnerships with dimes, local communities, government bodies andriatmnal
organizations. Save the Children Canada is a patheSave the Children movement. With 29 national
members and operational programs in over 120 cesntthe Save the Children is the world's leading
organization for children. They develop project$ick bring about long-term sustainable improvementd
development to benefit children. They deliver imiaéelrelief and assistance to families affectecimergency
situations, such as conflict and natural disasterthey speak out for and on behalf of childrenmtake others
take action and to bring about significant charmé¢he lives of children around the world. Save @teldren
include children in the development of their pragsa They firmly believes that children and youngge must

be active participants in the design and implemntemteof programs and policies that impact on thisies, as
they are best placed to tell the world about theads.
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Compassion International exists as a Christiandchdvocacy ministry that releases children fronritsyail,
economic, social and physical poverty and enalilesntto become responsible, fulfilled Christian’sulésl
Compassion Ministry focuses on the spiritual, ptglsi economic and social needs of children. Itddchi
sponsorship program is: Christ Centered- each ¢fdklan opportunity to hear the gospel in an agesgpiate
and culturally relevant way, Child Focused- it egem each child as a complete person, Church Based-
partners with churches, parents and communities teach, to train and mentor children, Committed to
Integrity- Compassion is dedicated to deliveringedbent programs with complete integrity.

Strategy implementation skills are not easily m@&ste unfortunately. In fact, virtually all manageiiad
implementation the most difficult aspect of theabg- more difficult than strategy formulation. USmagers
spend more than $10 billion annually on strategalysis and formulation. Managers themselves rapattless
than half the plans resulting from these efforts ever implemented. The ability to implement sggge is one
of the most valuable of all managerial skills (Hiigy 2004). Non Governmental Organizations are arot
exception. In fact, implementation of the plann&dtsgies is one of their major challenges towartsieving
their objectives.

2. LITERATURE REVIEW

2.1 Concept of Strategy

By strategy, managers mean their large-scale,dtttiented plans for interacting with competitivesieonment

to achieve company objectives. A strategy is a @mjs game plan. It provides a framework for mamniage
decisions. A strategy reflects a company’s awaiepébow, when, and where it should compete, agahem

it should compete and what purposes it should cea{Pearce and Robinson, 2004). Managers face noegreat
challenge than that of strategic management. Ggidincomplex organization through a dynamic, rapidly
changing environment requires the best of judgem8trategic management are invariably ambiguous and
unstructured, and the way in which management refpdo them determines whether an organization will
succeed or fail (Arthur A. Thompson, 2002).

According to Chandler (1999), strategy may refetofp managements plans to attain outcomes consistdn
organizations mission and goals. One can lookrategty from three vantage points as strategy foatian,
strategy implementation and strategy control. Caapeostrategy is the pattern of major objectivesppses or
goals and essential policies of plans for achietfoge goals, stated in such a way as to definé¢ msness the
company is in or is to be in. The determinationthaf basic long-term goals and the objectives oéraerprise,
and the adoption of courses of action and the afioe of resources necessary for carrying out tigesds, can
be a clear definition of the term strategy. Accogdio Gerry Johnson (2006), strategy is the dimacdnd scope
of an organization over the long-term, which acheadvantages for the organizations through itfigumation
of resources within a changing environment, to migeheeds of markets and fulfil stakeholder exqtemnts.

2.2 Organizational Structure

According to Pearce and Robinson, 2004, organizatistructure refers to a formalized arrangement of
interaction between authority and responsibility tfte tasks, people and resources in an organizdtitcs more
often seen as a chart, often a pyramidal charh pafsitions or titles and roles in cascading fashithere are
often different types of organization structuresige today. To begin with, the simple organizatigtacture is
the one in which there is an owner and a few engdeyand where the arrangement of tasks, respadtisshiand
communication is highly informal and accomplishdaough direct supervision. Functional organizationa
structure is another major type of organizatiortalctures that is in use today. In this case tagksple, and
technologies necessary are divided into separatectional” groups (e.g. marketing, operations aindrfce)
with increasing formal procedures for coordinatizngd integrating their activities to provide the ibess’s
products and servicBearce and Robinson, 2004).

Divisional organizational structure is highlighted a set of relatively autonomous units, or divisjoare
governed by a central corporate office but wheheamerating divisions has its own functional spkst who
provide products or services different from thosetber divisions. In addition, matrix organizatistructure is
one in which functional and staff personnel aragaesl to both a basic functional area and to aegtopr
product manager. It provides dual channels of aitthoperformance responsibility, evaluation anchtrol
(Pearce and Robinson, 2004).

According to Johnson G (2006), an effective orgatidnal structure shall facilitate working relatitnips

between various entities in the organization ang mgrove the working efficiency within the orgaation
units. Organization shall retain a set order andtrob to enable monitoring the processes. Orgaioashall
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support command for coping with a mix of orders amdchange of conditions while performing work.
Organization shall allow for application of indivdl skills to enable high flexibility and apply et@ésity. When

a business expands, the chain of command will kengtand the span of control will widen. When an
organization comes to age, the flexibility will dease and the creativity will fatigue. Thereforgasnizational
structures shall be altered from time to time taldae recovery. If such alteration is preventedrimaéy, the
final escape is to turn down the organization tepare for a re-launch in an entirely new set upe @ihain of
command and span of control are important aspectmniorganization. Effective strategy implementatie
normally influenced by these two aspects. A managenore effective when dealing with few employees
when he has a lesser span of control and greatezrgo command, (Lawrence G, 2006)

According to Lawrence G (2006), Successful strategglementation indicates an ability to gain supgdor a
particular course of action or execution plan. Nhgkstrategy work often entails getting others tdfgren in
certain ways or change their behaviour. Leadingetien presupposes an ability to influence othkeading
effective change, the number one requisite for essful strategy implementation, also presupposebiity to
influence and move others into purposeful actidmer&fore, a manager should embrace to changertiwwse
to fit the strategy. A good manager should haveathiéty to form coalitions and gain the supportimfiuential
people in the organization. This will help immenselith the execution of formulated plans. In aduiti a
strategy to be implemented requires collaboraticnoss operating and /or functional areas of anrozg#ion.
Therefore, clear mechanisms should be put in pacas to work through the competitiveness that&xsisiong
organizations.

2.3 Organizational Culture

The basic pattern of shared assumptions, valuekshelmrefs considered to be the correct way of timglabout
acting on problems and opportunities facing theanization. Cultural content refers to the relativdering of
beliefs, values and assumptions. This definitiontiomes to explain organizational values also knawibeliefs
and ideas about what kind of goals members of gargzation should pursue and ideas about the apptep
kinds or standards of behaviour organizational mnemnishould use to achieve these goals. From osméaomal
values develop organizational norms, guidelinesxpectations that prescribe appropriate kinds babeur by
employees in particular situations and control bledaviour of organizational members towards onehemnp
(Johnson G et al, 2006). Organizational culturethis set of important assumptions that members of an
organization share in common. Every organizatios iteown culture. These shared assumptions (bediefl
values) among a firms members influence opiniord ations within that firm. A member of an orgatiaa

can simply be aware of the organizations beliets\atues without sharing them in a personally sigaint way.
Those beliefs and values have more personal meahithg member views them as a guide to appropriate
behaviour in the organization and, therefore, casplvith them assumptions become shared assumptions
through internalization among an organization’svithial members (Pearce and Robinson, 2004).

Organization culture is shaped by the leaders. iBhitustrated by the passion they bring to theie, and their
choice and development of young managers and fulemders. Passion, a highly motivated sense of
commitment to what you do and want to do, is addiat permeates attitudes throughout an orgaaizatnd
helps them buy into your cultural aspirations (EmG et al, 2004). Managing the strategy-cultatationship
requires different approaches, depending on thehmbetween the demands of the new strategy and the
compatibility of the culture with the strategipue to the rising needs of strategic managemergviery
organization, leaders should facilitate a cultine promotes effective strategy formulation andlengentation.
In case they want to merge two organizations, clemation on the organizations culture is a keyddsecause it
is often viewed as the major obstacle. When suclhgens fail, employees point to issues such as iient
communication problems, human resource problensctaghes, and inter-group conflicts, as the cawbigh
all fall under the category of “cultural differergfe

The way to combat such difficulties is through otdd leadership. Organizational leaders must atsgWtural
leaders and help facilitate the change from the ddocultures into the one new culture, (Hofste@e2001).
Charles Handy, (2003), has linked organizationcstime to organization culture. He views culturartcude, a
power culture which concentrates power among a feewer culture has a few rules and little bureamcra
Secondly, a role culture where people have cleddlegated authorities within a highly defined stuoe.
Typically, these organizations form hierarchicatdaucracies. Power derives from a person’s pos#iahlittle
scope exists for expert power. In addition, taskuce is formed to solve particular problems. Powerives
from expertise as long as team requires expeiffisally, a person culture exists where all indivatiubelieve
themselves superior to the organization. Some psadeal partnerships can operate as person culieoause
each partner brings a particular expertise andtelie to the firm.
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According to Deal T E et al, (2005), organizatiattare should be changed to fit the strategy. This only be
done through cultural innovation followed by cuilbmaintenance. Cultural innovation includes: drept new
culture i.e. recognizing past cultural differencasd setting realistic expectations for change. Sdlgo it

includes changing the culture i.e. weakening amulacing the old cultures. Culture maintenance idehi
integrating the new culture which is, reconcilihg differences between the old cultures and theaorav Also,
it includes, embodying the new culture which meestablishing affirming and keeping the new culture.

2.4 Organizational L eadership

The process and practice by key executives of ggidind shepherding people in an organization towasidion
over time and developing that organizations futaeglership and organization culture is definedrgarmization
leadership. This involves two fronts. The firsirisguiding the organization to deal with constanarmge. This
requires Chief Executive Officer's who embrace denand who do so by clarifying strategic intenhick

build their organization and shape their culturefitonith opportunities and challenges change afforThe
second front is in providing the management skilkope with the ramifications of constant chand@s Theans
identifying and supplying the organization with ogting managers prepared to provide operationaleleship
and vision as never before. Thus, organizatioraddeship is guiding and shepherding toward a vieiar time
and developing that organizations future leaderahigborganizational culture (Pearce and Robinsgdi’R

Leadership remains one of the most relevant asp¥ctee organizational context. It is a processsofial
influence in which one person can enlist the aid support of others in the accomplishment of a comiask.
Leadership is about capacity: the capacity of lemde listen and observe, to use their expertisa atrting
point to encourage dialogue between all levelsezision making, (George J.M. 2000).

The leadership challenge is to galvanize commitmamiong people within an organization as well as
stakeholders outside the organization to embrae@mgsh and implement strategies intended to posttien
organization to succeed in a vastly different faturhree major activities are necessary for leattegalvanize
commitment to embrace change. Clarifying stratégfient- this is a clear sense of where they warta the
company and what results they expect to achieveledr strategic intent can be achieved when a tezdarly
and directly communicates a fundamental vision dftthe business needs to become. Also, in clagfyi
strategic intent, the leader must ensure the salrgf/the enterprise as it pursues a well-arti@datision, and
after it reaches the vision. Therefore, performaaaekey element of good organizational leadership

According to Andrew F. Sikula, (2002), it has beangely recognized and accepted by practitionerd an
researchers that leadership is important, and rmesesupports the notion that leaders do contriliat&key
organizational outcomes. To facilitate successffggmance it is important to understand and adelya
measure leadership performance. Many distinct qunedizations are often lumped together under thberella

of leadership performance, including outcomes sagHeader effectiveness, leader advancement aderlea
emergence. There must be a clearly defined leaigeirslan organization. An organization that is bthed as
an instrument or means for achieving defined objesthas been referred to as a formal organizalibas, this
organization is expected to behave impersonaltegard to relationships with clients or with itsnmgers. Entry
and subsequent advancements is by merit or senitiris this bureaucratic structure that forms liasis for the
appointment of heads or chiefs of administrativbdéuisions in the organization and endows them \lith
authority attached to the position, (George .J.000.

According to Pearce and Robinson, (2006), leadpend considerable time shaping and refining their
organizational structure and making it functioreefively to accomplish strategic intent. Therefdeaders are
the key instruments for change in any organizasiod so there is need for leadership developmeris. i$hhe
effort made to familiarize future leaders with thldlls important to the company and to develop pxocaal
leaders among the managers that an organizatiotogsnfue to the constant changes in technolog@ddes
have to be empowered by pushing authority lowghénorganization. This will increase effectivenisstrategy
implementation.

2.5 Employee Training

According to Andrew F. Sikula (2002), training nef¢o the acquisition of knowledge, skills and cetencies
as a result of the teaching of vocational or pcattiskills and knowledge that relate to specifiefub

competencies. Employee training is the importabtststem of human resource development. It is eisipeed

function and is one of the fundamental operativecfions for human resources management. It is thedran
organization has to plan on how it will regulartgit its employees. This is because no organizatgonget a
candidate who exactly matches with the job anddiganization requirements. Bru¢2000) highlights the
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needs for employee training. To begin with, empétm@ining is necessary because it helps to matgioyee
specifications with the job requirements and orgatidnal needs. Every management finds deviatietsden
employee’s present specifications and the job reqments and organizational needs. Due to techreabgi
advances, there is a need for employee trainingep#ion of latest technological means and methallsat be
complete until they are manned by employees pasgeskill to operate them. So, organization shdtdéh the
employees to enrich them in the areas of changicignical skills and knowledge.

Further, due to organizational complexity, ther@eed for employee training. This is because ofitbecased
mechanization and automation, manufacturing of ipleltproducts and by products or dealing in sewvioé
diversified lines and extension of operations taiows regions. Trends in approach towards personnel
management have changed from the commodity apptogeartnership approach. This new trend has traghe
the need for employee training more on human mrathndrew F. Sikula, (2002). Generally, line masrsgask

the personnel manager to formulate the trainingcigal. The training objectives should be highlight€o begin
with, to prepare the employee both new and old éetnthe present as well as the changing requireofehe

job and the organization is one of the major trajniobjectives. To prevent obsolescence due to rapid
technological changes can be highlighted as anctibgeof employee training. Further employees neetle
imparted with basic knowledge and skills that timegd for intelligent performance of definite jolsweell as

the need to promote individual and collective mera sense of responsibility cooperative attituales good
relationships. These training objectives will emabtganization employees to effectively cope whid ¢hanging
needs and factors in the external environment,d@H. Charnov, 2000).

According to Andrew F. Sikula (2002), as a resftiltesearch in the field of training, a number ofgmams are
available. These programs may either be on thérgbing or off the job training. Under the methaidon-the-
job training, the individual is placed on a regujalb and taught the skills necessary to perform jihla. The
trainee learns under the supervision and guidaheequalified worker or instructor. In contrast,den of-the-
job training, the trainee is separated from thegibbation and his attention is focused upon lesythe material
related to his future job performance. Dependinganrorganizations need, they can adapt a trainingram
that will enable them meet their training objecsivét is also clear that these training needs @iténtified on
the basis of organizational analysis, job analgigsid man analysis. Articles and books that usedim strategic
human resource urge human resource professiondi@dome more active in shaping strategy and more a
partner to line management in running the busin€kis has strategy implementation implications,eesgly
with strategy shifts. When strategies change, arg#ions have to change, and when organizationg hav
change, people are making those changes hences#liefor employee training. Therefore, employeeninai
will influence the implementation of strategiesaimy competitive organization, Walker and Reif (1999

2.6 Employee Rewards

According to Dictionary of Human Resources and &amsl Management (2003), reward can be highlighted
money or other gain from effort. Employee rewardteyn is a program set up by a company to reward
performance and motivate employees on individudl an group levels. They are normally considergubsate
from salary but may be monetary in nature or otimrvwhave a cost to the organization. While previous
considered the domain of large companies, corgmraithave also begun employing them as a tool ®thyp
employees in a competitive job market as well asntvease employee performance. According to George
Strauss et al, (1999) designing a reward program, a small businessowaeds to separate the salary or merit
pay system from the reward system. Financial resyagdpecially those given on a regular basis ssidioauses
and gain sharing should be tied to an employee&sgrmoups’ accomplishments and should be considpadat
risk” in order to distance them from salary. Bympiso, a manager can avoid a sense of entitlenmetiteopart

of the employee and ensure that the reward em@sasicellence or achievement rather than basic emmgy.

To facilitate the creation of a profitable prograenery feature must be tailored to the participantterests. A
successful incentive program requires clearly @efirules, suitable rewards, efficient communicattrategies,
and measurable success metrics. By adapting eamhest of the program to fit the target audience,
organizations are better able to engage prograiticipaints and enhance the overall program effentgg
(Richard I Anderson (2006).

According to Richard | Anderson (2006), employeegoams are programs used to increase overall employ
performance. These programs are often used to eetdun over, boost morale and loyalty, improve eypé
wellness, increase retention and drive daily emgogerformance. They should be drawn-up on thes lodigshe
organizations strategic goals and should be stifaigtard and specific so that employees clearlyausthnd the
expectations. They should be challenging, yet aethike; if they are viewed as unattainable, the ogwill be
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destined for failure. On success of employee progra reward has to be given. This reward can eltleein
form of cash or non cash rewards, (Richard | Angie(2006).

The goal in choosing rewards is to select items whith spark the participant’s interest or feelingsd support
the programs objectives. Effective rewards willtbototivate short-term behaviour and provide mokbrabver
time. Cash is one type of a reward. Research hasrskthat it is a poor motivator due to its lack“obphy

value”. It is generally perceived to be part ofemployee’s total compensation package and not dsopan

incentive program. Non cash rewards are more qftgoeived as separate from compensation. Theydhigh

trophy value, bringing greater recognition to teeipient at the time of the award and possessiltmgterm
lasting effect that can result in increased engageim the organizational goals, (George Straus$ 4999).

The picture of strategy execution is not yet congpleecause the creation of strategy, objectivesctsire and
coordinating mechanism is not sufficient to ensiina individuals will adapt their own goals to tkosf the
organization. Some method of obtaining individuald aorganizational goal congruence is required. rPrio
decisions and actions can be negated by a laclomimétment among individuals charged with execution.
Rewards will motivate or guide performance in ttése (Richard | Anderson, (2006). Effective organizaton
have adopted strategic reward management. Thid @aut the development and implementation of mewa
strategies and philosophies and guiding principResward strategy is a declaration of intent whigpresses
what the organization wants to do in the longemtéo develop and implement reward policies, prastiand
processes. Reward strategy provides a sense afsmignd direction. Therefore, reward strategydsra factor

in the discipline of strategic management procB&svard strategies should be integrated with ottrategyy
which is what we call horizontal linkage but it madso be linked with the corporate strategy whiklecalled
vertical linkageg(George Strauss et al, 1999).

3. RESEARCH METHODOLOGY

3.1 Research Design

The researcher used survey research design beitarssompasses any measurement procedures thavenvo
asking questions to respondents. Survey reseavciivas data collections that employ both interviegvand
sampling to produce quantitive data sets, amen@bmputer- based analysis. C Kothari (2004) gomit
survey research as one of the best research deésigosial and behavioral research. Further, hegses it to be
the best as it usually has larger samples bechasgercentage of responses generally happensléovhas low
as 20% to 30% and so survey method gathers datadreelatively large number of cases at a particiitae.
Due to limitation of cost and time, the researati@se to use the survey research design.

3.2 Target Population

The target population was the 22 employees of Sdmee Children-Canada, 24 employees of Ripples
International, 20 employees of Food for the Huregng 28 employees of Compassion International. There
total number of 94 employees were targeted.

3.3 Sampling Design

Stratified sampling was employed to increase thmuiacy of the results. The employees in each orgéion
were considered as strata in itself, and then a@omnsample was selected in each organization g¥trat
According to Kothari (2004), simple random sampligiyes each employee in the population an equal
probability of getting into the sample. AccordirggNugenda and Mugenda, (1999), a sample of 30%gizsod
representative of the whole population. Therefdhes researcher selected a sample of 40% from each
organization or strata. This is illustrated in thble below:

Table 3.1: Sampling table

Organization (Strata) Population Sample
Save the children- Canada 22 9
Ripples International 24 10

Food for the Hungry 20 8
Compassion International 28 11
Total 94 38

Therefore, a total number of 38 employees were Baivgp as to get the information required.
3.4 Data Callection instruments and method

The researcher used a questionnaire, which haddpath-ended and closed-ended questions. The quesiie
had both open-ended questions to allow the opemsvad the respondents and closed-ended questicersstore
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that the respondents were giving answers that wedexant to the objectives of the study. The qoesiaires
were hand dropped and picked later for analysis

3.5 Data Analysis

Data collected was both quantitative and qualiafidescriptive statistics such as mean, mode andameckre
used to analyze the quantitative data. With therijgs/e statistics it is possible to develop certadices from
the raw data, Kothari (2004). Content analysis wsesd to analyze qualitative data. This is becausean
effective method in analyzing contents of documegntaaterials such as books, newspapers and cortieatb
other verbal materials which can be either spokepriated (Kothari, 2004).

4. FINDINGS

Majority (63.2%) of the employees had worked fagittcurrent organisations for less than three yelnss is
quite a short period of time to have masteredhalldperations of the NGO. Majority (55.3%) of tkepondents
were males while 44.7% were females. Males seedptninate the positions with 55.3% of the employees
being males. This indicates that generally thergaewgender-based biases in allocation of employment
opportunities in NGOs in Imenti North District. Maijty (57.9%) of the respondents were married whRel%
were single. Majority (84.2%) of the respondendtidve that the structure of the organization daffestrategy
implementation while 15.8% do not believe that. jReslents felt that the organisation hierarchy lwad small
extent (WA=2.53) influenced the implementation led NGOs’ strategic plans. Similarly, organisatitnucture
had also to a small extent (WA=2.74) influenced itin@lementation of strategies in the NGOs. It wi® a
established that, organizations’ chain of command arganisation span of control both had to sontengx
(WA=3.0) influenced the implementation of strategitans of NGOs in Imenti North District This study
therefore supports the idea that strategies maydre successful when supported with structure stersi with
the new strategic direction. NGO employees felt tepartmentalisation will to some extent (WA=3.58)p in
improving the implementation of strategies. Alsopémgees felt that decentralization of power wasth&o
organization structure change that to some exié#=3.37) would help in improving the implementatioh
strategies in the NGOs. Employees were also foothieion that increasing both formal and informeliation

will to some extent (WA=3.18 and WA=3.03 respediiyeamprove implementation of strategies. It wascal
noted that, employees believed that centralization some extent (WA=3.45) will improve strategy
implementation.

Majority (68.4%) of the employees were for the apmthat cultural background affects strategy impdatation
while 31.6% of the respondents did not believe Was so. In the same line, attitudes and beliefe @ some
extent (WA=3.00 and WA=3.11 respectively) had deafon implementation of strategies. Further, eypés
felt that norms and values had to a small extefeictdd the implementation of strategic plans in NG@enti
North District. Ethnic background (WA=3.37), gendeles dictated by the society (WA=3.26) and cust@md
norms (WA=3.26) were regarded to have to some extdluenced the implementation of strategic plarfis
NGOs in Imenti North District. Also religion (WA=32) and education levels (WA=3.63) had to somerdxte
influenced the implementation of strategies.

Majority (50%) of the respondents rate the effemtiess of leadership of their organisation as ir8% rate it
as good while 7.9% rate it as excellent. It waaldisthed that leaders’ ethnic background had tmallsextent
(WA=2.89) influenced the implementation of strateglans. It was further observed that level of edion of
leaders had to some extent (WA=3.45) affected tifgementation of strategies. Leaders with highercation
and those who have been trained in or studiedegfiaplanning and implementation are more likelyneet the
performance targets set for the organisation. Eyagle also indicated that size of organisation (W68 age
group of leaders (WA=3.34) and influential capadigd to some extent influenced the implementatibn o
strategies in NGOs operating within Imenti Norttsfiict. Increasing compensation to leaders conresigh the
top at 31.6%. This is followed by training of leaslend change of leadership styles each at 23. EruRing
new leaders comes in at 21.1% as the most effestraéegy of improving leadership of NGOs in Imextirth
District.

Majority (78.9%) of the organizations conduct tiags for their employees while 21.1% do not. Evaough it
was claimed that trainings are done, it was estabtl that the majority (59.4%) of the organizatitives train
their employees do it only once a year. This carcdresidered inadequate and could consequentlytéfiec
implementation of strategic plans. Increased kndgéeand increased chances of promotion were rayed b
employees to have had to some extent (WA=3.24 aAd3\B9 respectively) affected the implementation of
strategies. Also other training advantages likeeusiinding of hierarchy influence (WA=3.05), teararky
(WA=3.24) and prevention of obsolescence (WA=31A8&) to some extent influenced the implementation of
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strategies in NGOs operating in Imenti North DidtriAt 52.6% giving allowances is the most effeetstrategy
for improving quality of trainings.

Rewards had a great effect on implementation ateggies in NGOs. Majority (84.2%) of the respondéwtt

that rewards affected the implementation of stietegs opposed to the minority (15.8%) who feltriw@ards

did not affect implementation of strategies. Giftere considered by employees to have to some extent
(WA=3.84) influenced strategy implementation. Boausl salaries were also considered by employebave

to some extent (WA=3.53 and WA=3.61 respectivehfjluenced strategy implementation. It was estabtish
that fringe benefits affected the implementatioplais to a small extent (WA=2.58).

5. CONCLUSIONS AND RECOMMENDATIONS

5.1 Conclusions

Strategic plan implementation is a critical proctsgsng most senior management now and into thes&eable
future. It is a long-term challenge. Organizatiahsays have significant help through literature andsultants
in determining how to go about strategic plannidgwever, the same organisations have little aswistavith

understanding implementation. One plausible expianafor this lack of implementation assistancethat

successful implementation is inextricably linkedverious different factors like the culture of thiganisation,
structure of the organisation, organisation leddpramong others. This study reveal that orgamisadtructure,
organization culture, organisation leadership amgleyee training and reward system have all to sertent
affected the implementation of strategic plans &$ operation in Imenti North District.

5.2 Recommendations
Based on study findings, in organizational strueissues, the study proposes the following recondai#ms:
i). NGOs in the district, should creating appropriateicture for steady and continuous relation with
customers
ii). NGOs should initiate flexibility of organizationaktructure creating self-managed expert teams and
creating various paths of communication in orgaiora(horizontal, vertical)
iii). NGOs should adopt decentralization of decision mgkt top levels of organization
Considering the above information, preferences aiteintions of response-makers are focused on cestom
based structure which is both coherent in constmaind flexible for noticing on customer's desirdad so
considering employees opinions about customersessss required. Meanwhile, creating an independent
department for strategic planning and a spacesaatistity and team working are essential and reconuaé.

Based on study findings, in organizational cultigseies, the study proposes the following recomntenta

i). NGOs should create encouraging characteristicsdiganization commitment, self-management, self-
commitment and socialization of staff
ii). NGOs should be encouraged to create common batiefecning organizational goals to foster a

collaborative environment for people in organizatand culture of team and group working

Based on study findings, in organization leaderg&spes, the study proposes the following recomauigmas:
i). NGOs leadership should be emphasise on encouragimy justifying subordinates to perform
commands
ii). Leadership should always consider subordinateriags and their participation in decision making

Based on study findings, in training and rewardéss the study proposes the following recommendsitio
i). A systematic regular training program in relatiohvstrategic goals for staff
if). A system of remuneration — punishment and prometfon staff
iii). An explicit and efficient wage system and payments
iv). A organized recruiting and staffing system
v). A precise system of evaluating performance
vi). A planned job description for all occupationalditlin organization

5.3 Areasof further research

Strategy implementation involves many theoriesuditlg agency theory, organization theory, socialteay
theory, social learning theory, expectancy thedfyture research on strategy implementation couldremo
beyond these approaches and consider the usenohuaoication theory, innovation diffusion theorytac
network theory, or the strategy as practice paradip name but a few of the possible alternatieagigms
for the study of implementation processes (nomémtion their careful combinations). Similarly, thés a trend
in implementation research to combine differeneaesh methods (such as interviews and surveysjhHege:
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order to achieve more robust results. Effective lwimations of different research methods (such agrments
and field observations) could provide more triaaged results on this complex issue.
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