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ABSTRACT

Globally many firms are currently undergoing stgitechange to adapt to the new market environnreatder to
retain their market share and enhance their phifiita The strategic change programs arise frogaaized management
strategies such as culture change, business preoggseering, empowerment and total quality. Vasistudies suggest
that strategic initiatives were mainly around impng quality and productivity, reducing costs, rasturing and culture-
building, rather than finding partnerships and stasice from across the newly opened boundaries.plihgose of this
study therefore was to establish the influenceti@dtegic change initiatives on operational perfanoeof East African
Portland Cement Limited, Kenya. The study emplogedescriptive design using quantitative approachée. target
population was all 500 employees of East AfricamtlBod Cement Company. The study used questiorm&ireollect
primary data. The Statistical Package for SociaéiB®es was used to analyze the data and the reshthined were
presented using tables. Thé Rlue of 0.6851 implies that 68.5% of the variasian operational performance can be
explained by the variations in independent varigblEhis therefore means that other factors notiestudh this study
contribute 31.5% of operational performance. It watablished that all the independent variablestipely related to

operational performance and were statisticallyifiant at the 5% significance level.
KEYWORDS: Business Process, Culture Value, Operational Feence

INTRODUCTION

Succeed, an organization must select a stratefiavie which matches the levels of environmentabalence
and develop a resource capability which complemémschosen behavigiAcur & Englyst, 2006). Strategy is the
management’s game plan for strengthening the paeoce of the enterprise. It is a framework thatigsithose choices
that determine the nature and direction of an aegdion (Hooley et al., 2008). Without a stratethe management has
got no roadmap to guide them. Globally many firmes @urrently undergoing strategic change to adaphé new market
environment in order to retain their market share anhance their profitability. The strategic cheupgograms arise from
organized management strategies such as culturegeh&usiness process engineering, empowermentogaddquality.
Strategic change often involves radical transitianihin an organization and encompasses stratdgyctare, systems,
processes and culture (Kazmi, 2002). Since stmategange generally involves the reordering of jies and the
disruption of established relationships, such ckaegds to be controversial both internally an@mdlly. According to
Buchanan and Boddy (2009), to remain competitived@nn organizations should aim at uniqueness aperiguity in all
spheres of their operations, technology, work pilaces, goods and services, approaches in the garm@anagement

functions.
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According to Kim and Mcintoch (2002), rapid techogital change, easier entry by foreign competitang] the
accelerating breakdown of traditional industry bdames subject firms to new, unpredictable comipetitforces.
Contemporary firms, operating in dynamic markettests, often deal with these contingencies by immgleting strategies
that permit quick reconfiguration and redeploymefrassets to deal with environmental change. Malair(2011) asserted
that strategic responses to environmental changes mainly around improving quality and productiyiteducing costs,
restructuring and culture-building, rather thandiitg partnerships and assistance from across thedynepened
boundaries. The findings suggest that competitimeschave an impact on self-improvements and tleaprimary impetus
for strategy making is from one’s own internal sgiths than from the environment. In Kenya, manydirare currently
undergoing strategic change to adapt to the newehanvironment in order to retain their marketrshend enhance their
profitability. The strategic change initiativessarifrom organized management strategies such tasecohange, business
process engineering, empowerment and total quabtyer strategic change initiatives are driven bg need for

organizations to reposition themselves in the fefaghanging competitive conditions.
STATEMENT OF THE PROBLEM

In order to survive in the environment, organizasithave to pay attention to the environment mope@sally the
internal environment. The internal environment @mposed of factors like financial resources tecbgwl human
resources, structures and process. In order tacon®r challenges in the context of sustaining analdging internal
performance, organizations need to formulate amament effective strategic change initiatives thate been noted to
lead to a 50% reduction on costs. The importancthe@de initiatives is to harnesses people, proaedstechnology to
achieve a competitive edge. It also makes sure fieaple understand and accept changes more residig they
understand where changes may take place and treditseinom the change being implemented. Similatriyelps an
organization to develop an innovative vision foramdhthe company needs to be, and in coming upamtinmnovative path
for achieving excellence in their operations. EAPIGG been implementing various strategic changiatines in order to
increase efficiency and remain competitive. Théidtives include downsizing, acquisition, structuthanges, strategic
changes and restructuring among others. The compamyghanged its structure, its strategic focasnployee size and
composition and also its management orientatiommFthe foregoing discourse, it is clear that thengany has
implemented various initiatives aimed at improvedhldy, enhanced employee training, customer satisfn, cost
reduction and sustained growth all geared towardkamcing operational performance and ultimatelyraases
profitability. Nonetheless, there limited evidenekich the influence of these strategic changeditiites on the operational

performance of the company. The current study fhezeaimed at addressing this knowledge gap.
OBJECTIVES OF THE STUDY

The general objective of the study was to estaliti¢hinfluence of strategic change initiatives gremtional

performance of East African Portland Cement Limitédnya. The study was guided by the following $fieobjectives:
e To establish the influence of business processiivies on the operational performance of EAPC,y&en
e To evaluate the influence of culture values iniie$ on the operational performance of EAPC, Kenya.

* To determine the effect of employee engagemenaiivies on the operational performance of EAPC,yen
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LITERATURE REVIEW

With the ever changing environment, continuous geamust be inculcated in the day-to-day running of
organizations if they want to keep pace with thinge on. Studies have noted that change is so exnald multifaceted
that mastering the challenge is not a specializgt/ity to be facilitated or driven by an experttban increasingly
important part of every manager’s role. For theppse of this study we review three strategic chanigatives, namely:

business process, culture values and employee emgar initiatives.
Business Process Initiatives and Operational Perfarance

According to Grigori et al., (2004), as businessimmment changes dynamically and competition bezom
fierce, it is important for enterprises to handgks and to build efficient management strateditsler these changes in
business environment, enterprises need to defieie thwn critical success factors and key performeamzlicators to
evaluate the present state of operations, andttientry to find the method for improving perforncan One of the most
widely used approaches considering the horizoiwal fs business process management system. Thensysttends the
functionality of workflow management systems beyoadtomation into areas such as analysis, monitoand
cross-organizational interactions. It also enalalitsstakeholders to have an understanding of amrgzgtion and its
performance, and to facilitate process improvembtust of earlier studies have been focused upoegs® modeling,
execution, monitoring. Studies related to procesprovement suggest general guidelines through lestaient of a
framework rather than specific methods. Most ofrrthassume that tasks or components of a processnanaally
independent (Lundberg, 2006). One of the key coraptsof business process management is monitoRrigetaru,
2008). The degree of monitoring depends on whairinétion the business wants to evaluate and anagzdehow
business wants it to be monitored. To cope withhgequirements, organizations must develop initietisuch as those in
business process management system since suctiivesi enable organizations to manage and imprhosie processes

continuously.
Culture Values Initiatives and Operational Performance

In both private and public sectors, the key to sasdegins with the values of the organizationu®slare deeply
held principles, ideals, or beliefs that peopledhot adhere to when making decisions (Aluko, 2008}ividuals express
their values though their personal behaviors; degdions express their values through their cultbedaviors. According
to Kotter and Heskett (1992), companies with stradgptive cultures based on shared values outpeidtter companies
by a significant margin. They found that, over d&venyear period, the companies that cared for all $takkers grew
four times faster than companies that did not. Vdlaes that make up the culture of an organizai@eneither a reflection
of the underlying beliefs of the current leadershay are the reflection of the heritage of paatiérs. Most organizations
operate with “default” cultures. Because no onméasuring or paying attention to the culture, thdaulying values and
beliefs of the leaders become “the way things ameedaround here. According to Acar and Acar (20#%n there is a
lack of alignment between the values of the culafrthe organization and the personal values ofleyegs, the result is
low performance which can further result in lowééssof staff engagement and poor quality of proslactd services. All
of these factors can have a significant impact len financial performance of the organization oraislity to deliver
services of sustainable high quality. On the othmend, when the values of the organization are ignalent with the

inspirational values of employees, the result ghiperformance (Rajendra et al., 2007). Therevemeother major benefits
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to values alignment. First, when values are aligrikd culture of an organization is able to attractl retain talented
individuals. This gives organizations a significaommercial advantage, especially when talent ghiort supply. Second,
values alignment builds a strong brand (Baird et2l11).

Employee Engagement and Operational Performance

According to Robinson et al., (2004), employee gegaent can be seen as a positive attitude heldhéy t
employee towards the organization and its value.eAgaged employee is aware of business contextwankis with
colleagues to improve performance within the jobtfe benefit of the organization. Many studiesehtnied to identify
factors leading to employee engagement and dewlopelels to draw implications for managers. Th&gdosis aims to
determine the drivers that will increase employegagiement level. According to Penna (2007) meaatngork has the
potential to be valuable way of bringing employansl employees closer together to the benefit di bdtere employees
experience a sense of community, the space to drasives and the opportunity to make a contributibay find
meaning. Similarly, Blessing (2006) found that aén60% of the surveyed employees want more oppitigsrio grow
forward to remain satisfied in their jobs. Strongmager-employee relationship is a crucial ingredierthe employee
engagement and retention formula. They suggestatimanager must align efforts with strategy, empowemote and
encourage teamwork and collaboration, help peoptevgand develop and provide support and recognitidrere
appropriate. Studies have found positive relatigndletween employee engagement and organizatiogdibrmance
outcomes: employee retention, productivity, prdsilisy, customer loyalty and safety. Researches afslicate that the
more engaged employees are, the more likely thrapl@yer is to exceed the industry average in itemee growth.
Employee engagement is found to be higher in dedigj¢ growth companies. Research also indicataséhgagement is

positively related to customer satisfaction (Coffm2000).
Concept of Operational Performance

Operational performance of a manufacturing orgditimacan be measured through various indicator$ sisc
quality, productivity, costs, capacity and inveptain the case of lean manufacturing the speciéidgrmance indicators
include: factory time efficiency, flow time, throbigput and work in process inventory. According ted@®k and Kisombe
(2012) factory time efficiency in the context oftBugar industries in Kenya is the index that messthe ability of a
factory to sustain operations throughout the yeiinaut interruptions. This is the time taken frorhem customers make
an order to the time they receive their order. Adow to Birech, (2011), standard individual perf@nce measures
include: productivity measures, quality measuresemtory measures, lead-time measures, preventiamtemance,
performance to schedule, and utilization. Accordimghe study, specific measures include: costuaflity; measured as
budgeted versus actual, variances - measuredratastbabsorbed cost versus actual expenses, ppahses - measured
as budgeted versus actual expenses, safety -mdasusmme common scale such as number of hourswtitim accident,
profit contribution.

RESEARCH METHODOLOGY

The study adopted a descriptive research desigmdeas et al., (2009) describes descriptive rebedgsign as a
systematic, empirical inquiring into which the rasgher does not have a direct control of independariable as their

manifestation has already occurred or becausentteréntly cannot be manipulated. The design isgpjate as it entails
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the collection of data on more than one case aral sihgle point in time in order to collect a baafyquantitative or
guantifiable data in connection with two or moreiahales, which are then examined to detect pattef@ssociation. The
target population comprised all 500 employees dft Bdrican Portland Cement Company, Kenya. The ystutilized

simple random sampling technique which ensured tihattarget population was representative, reljafixible and

efficient. In this study an appropriate method tdlect the primary data was a questionnaire. Ferghbrposes of this
study, quantitative data was collected using aetleended questionnaire. The primary data was sdudroen the answers
the participants gave during the survey process. ddia collected from the questionnaires was aedlyvth Statistical

Package for Social Sciences.
RESEARCH FINDINGS AND DISCUSSIONS

The findings and discussions are in line with theiables and objectives of the study. The reseasheght to
find out the distribution of the respondents acouwydto their gender, age bracket, education level their working
experience at East African Portland Cement. The wan to deduce any trend from the respondent’silprtfat was
directly linked to the variables of the study. Sarly, previous studies have noted some relatigndigtween these
demographic factors and operations performancediMal, 2014). According to the findings, majoritytbé respondents
were male (56.5%) while the female respondents warg%. Majority of the respondents in the orgatiirawere of the
age group 46 - 55 years (33.3%) while the leastgagep was between 26 — 35 years (14.6%). Thisattauted to the
general stagnation of the public sector in creatiegy employment opportunities and thus majorityhef employees have
been within the public sector for a while. The stddund that majority (52.2%) had a university degrualification
which was attributed to the higher entry requiretsdn the organization. Further, over 76% had eithdachelors or
masters degree further indicating the high entguirements in the organization. In terms of workaxperience, most
(44.9%) had between 5 — 10 years working experie@uenulatively, more than 78% had more than 5 yehexperience
while only 5.9% had less than 1 year working exgrare. The study attributed this trend to the faat the public sector in
the past two decades has been stagnating in téronsaiing new job opportunities.

Influence of Business Process Initiatives on Operianal Performance

In this section the study presents various asptmishing on business process initiatives and ojoerait

performance at East African Portland Cement Compldagya and the findings are depicted in Table 1.

Table 1: Influence of Business Process Initiativesn Operational Performance

n | Min | Max | Mean | Std. Dev.

Our organization initiates work process
documentations to keep business processes uj 69| 2 5 | 4.16 .831
date

The organization uses various performance da
manage various business processes

Our organization uses developed standard
measures for evaluating process performance

Most business processes in our organization a
automated which makes operations easier

Our organization ensures that all employees ha
the requisite skills for effective task performanag

69| 2 5 3.82 .897

69| 1 5 | 412 .785

69| 1 5 | 3877 913

69| 1 5 | 416 .812
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Table 1: Condt

The organization has process improvement an
management in place which enhances operati¢ 69| 1 5 | 4.27 797
performance

Our organization values process input from
employees which helps in improvement of 69| 1 5 2.13 911
business processes

Majority of the respondents agreed that their oiggtion initiated work process documentations tegkbusiness
processes up to date (4.16), that the organizatsau various performance data to manage variousdsssprocesses
(3.82), that their organization used developeddsteth measures for evaluating process performand®)(4that most
business processes in their organization were atgzmwhich made operations easier (3.77), that tigjanization
ensured that all employees had the requisite skiiseffective task performance (4.16) and that ¢hganization had
process improvement and management in place whibaneed operational performance (4.7). However oritgj of
respondents disagreed when asked whether theiniaegmn valued process input from employees wHielps in
improvement of business processes (2.13). The negmbs had a high variation (0.913) shown by thedsdrd deviation

value when asked whether most business procestesiiimrganization were automated which made dipgraeasier.
Influence of Culture Values Initiatives on Operaticnal Performance

In this section the researcher presents variouscésgouching on culture values initiatives and rapenal

performance and the findings are depicted in Table

Table 2: Influence of Culture Values Initiatives onOperational Performance

n Min Max Mean | Std. Dev.

Our organizations has entrenched values which fe
guiding employees in decision making

Values that make up the culture of our organization
reflect the underlying beliefs of the current 69 1 5 2.37 .947
management

Our departments highlights mutual team goals and
focuses on promoting effective intergenerational 69 1 5 3.98 .962
workforce

The organization ensures alignment between therej
values of the organization and the personal vadfies| 69 1 5 2.45 971
employees

In our organization there is a high level of staff
engagement and a pursuit of excellence regardang| 69 1 5 4.31 .786
quality of products and services.

As a result of the culture values, our organizatson
able to attract and retain talented individuals

The culture values in our organization has enabted
build a strong brand image

69 1 5 2.18 .966

69 1 5 2.29 .933

69 1 5 2.42 .897

From the findings in Table 2, it was establishedl ttmajority of the respondents agreed that thgradenents
highlighted mutual team goals and focused on promoeffective intergenerational workforce (3.98)dathat their
organization had high level of staff engagement amairsuit of excellence regarding the quality afducts and services

(4.31). The respondents were however disagreed whked whether their organizations had entrencladaes which
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helped in guiding employees in decision making §®.lvhether values that make up the culture ofrtbejanization
reflected the underlying beliefs of the current agament (2.37), whether the organization ensuigdraknt between the
culture values of the organization and the persuahles of employees(2.45), whether as a resulhefculture values,
their organization was able to attract and retailented individuals (2.29) or whether the cultur@ues in their
organization had enabled them build a strong biaradje (2.42). The study further analyzed the stahdaviations and
found that all responses had a standard deviatictri®0 which indicated smaller dispersion whichswaterpreted to
mean convergence of responses on all the propasigdout the influence of culture value initiatives operational

performance.
Influence of Employee Engagement Initiatives on Opational Performance

In this section the researcher presents variougcésptouching on employee engagement initiatived an

operational performance and the findings are degiat Table 3.

Table 3: Influence of Employee Engagement on Operianal Performance

n | Min | Max | Mean | Std. Dev.

The organization aligns job design to the requisite

and responsibilities for better operations perfaraga 69 1 5 2.21 898

Our organization recruits, selects, trains, comptrss
and manages all the employees effectively which | 69| 1 5 2.34 .944
enhances performance.

The organization also ensures continuous training
covering areas of increased job complexity which | 69| 1 5 | 413 677
enhances performance.

Our organization recognizes and rewards voluntary
contributions and proactive work behaviors thereby | 69| 1 5 2.11 .874
motivating employees.

The organization has various schemes that enhabcg
security, long-term engagement and commitment

69| 1 5 2.33 .992

Our organization has necessary budgetary supmornt
top management to invest in engagement and 69| 1 5 2.16 .817
commitment initiatives.

Our organization has a strong manager-employee
relationship which is a crucial ingredient in the 69| 1 5 | 408 | 0.852
employee engagement and retention formula.

From the findings on Table 3, it was establisheat tihajority of the respondents agreed that theizgtion
ensured continuous training covering areas of as@d job complexity which enhances performance8jmhd that their
organization had a strong manager-employee rekltipnwhich is a crucial ingredient in the employe®agement and
retention formula (4.08). The respondents howevgaigieed when asked whether the organization aigpie design to
the requisite role and responsibilities for bettgrerations performance (2.27), whether their omgion recruited,
selected, trained, compensated and managed afinipboyees effectively which enhanced performancg4{2 whether
their organization recognized and rewarded volyntantributions and proactive work behaviors thgrehotivating
employees. (2.11), whether the organization haibwarschemes that enhanced job security, long-srgagement and
commitment (2.33) or whether their organization metessary budgetary support from top managemeintvést in

engagement and commitment initiatives (2.16).
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Operational Performance
Table 4 shows the findings related to operatioeaiqggmance at EAPCC, Kenya.

Table 4: Operational Performance

n | Min | Max | Mean | Std. Dev.

Our organization has standards that must be nesidare

i - 69| 1 5 | 435 .793
factory time efficiency

The organization has set stringent flow time schesifor
all functional departments that must be met througlthe | 69| 1 5 3.99 .952
manufacturing process

We have an effective customer delivery systems
management that ensures delivery times are met

We have maintenance schedules that are adherad to a
improvement made when needed

Our organization has a waste reductiaficy that guides a
manufacturing operations

The organization ensures strict compliance toegjufatory
requirements

The organization has scheduled cycle times fowvatious
products which ensures throughput efficiency

Legislations and regulations plays some role ituericing
operational performance of our organization

69| 1 5 2.19 877

69| 1 5 3.87 .899

69| 1 5 | 411 919

69| 1 5 3.77 991

69| 1 5 | 2.39 912

69| 1 5 | 433 .827

From the findings in Table 4, majority of the resdents were in agreement that their organizatiahdtandards
that must be met to ensure factory time efficie@t5), that the organization had set stringent fiiome schedules for all
functional departments that must be met througtimimanufacturing process (3.99), that they hachtmaance schedules
that were adhered to and improvement made wheredg@d87), that their organization had a waste gioln policy that
guides all manufacturing operations (4.11), thet dihganization ensured strict compliance to alul&gry requirements
(3.77) and that legislations and regulations plageahe role in influencing operational performan€¢heir organization
(4.33). The respondents however disagreed thatttadyan effective customer delivery systems managethat ensures
delivery times are met (2.19) and that the orgdinmehad scheduled cycle times for their variousdpicts which ensured
throughput efficiency (2.39). The responses hadgh kariation (.991) when asked whether their oizmtion ensured

strict compliance to all regulatory requirements.
Regression Analysis

The study carried out a regression analysis tothessignificance of the influence of business pssg¢ culture

values and employee engagement initiatives. Theshmdnmary is depicted in Table 5.

Table 5: Regression Model Summary

Model R R’ Adjusted R® | Std Error of the Estimate
1 0.8277| 0.6851 0.6672 0.2618

The R value of 0.6851 implies that 68.5% of the variation operational performance can be explainechby t
variations in independent variables. This therefoeans that other factors not studied in this stahtribute 31.5% of

operational performance at East African Portlanch@s Company, Kenya. The researcher further coadugtmultiple
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regression analysis and the findings are depictelthble 6. From the model, holding business proaagtire values and
employee engagement initiatives constant, operatiparformance would increase by 3.511. It washéistaed that a unit
increase in business process initiatives would eaus increase in operational performance by a fauft®.438, a unit
increase in culture values initiatives would caaseincrease in operational performance by a fagtd.197 and a unit

increase in employee engagement initiatives woalgse an increase in operational performance bgtarfaf 0.513.

Table 6: Multiple Regression Analysis

Model Un stan_dgrdized Standz_ir_dized
Coefficients Coefficients
1 B SE B t p
Constant 3.511 1.393 1.497 0.081
Business Process 0.438 0.117 0.391 2.543 0J019
Culture Values 0.197 0.075 0.188 1.951 0.042
Employee Engagement 0.513 0.138 0.453 2911 0/011

From the findings on Table 6, it was establisheat oth employee engagement initiatives and busipescess
initiatives had the most influence on operationatfgrmance while culture values initiatives had kxast influence on
operational performance. The un-standardized leficients in Table 6 were then used to obtainabverall relationship

of the independent variables and the dependerdhlarand model was formulated as:
Y =3.511 + 0.438X+ 0.197% + 0.513X%
Where Y = Operational Performance, XBusiness Process Initiatives, X Culture Values Initiatives,
X3 = Employee Engagement Initiatives,

From the model it was established that all the pedelent variables positively related to operatigreaformance
and were statistically significant at the 5% sigrifce level. Furthermore, since all the p-valusd Values less that 0.05,
all the null hypotheses were rejected and theratare hypotheses confirmed to be true. The fingliage in agreement
with those of Malonza (2014) who established a lsimirend in their study on lean manufacturing apkrational

performance at Mumias Sugar Company Limited, Kenya.
CONCLUSIONS

The study concluded that though EAPCC had initiatadous schemes to enhance business processes, the
organization needs to put in place measures thaldvenhance value process input from employees hwhips in
improvement of business processes. It was concltidgdor enhanced operational performance thenizgtion needs to
entrench values which help in guiding employeedanision making and ensure alignment between tharewalues of
the organization and the personal values of empkyEinally, it was concluded that for effectiveeogtional performance
the organization needs to align job design to #wguisite role and responsibilities for better ofiers performance,
recruit, select, train, compensate and managé@lemployees effectively which would enhance perforce, recognize
and reward voluntary contributions and proactiveknmehaviors which would motivate employees, haagous schemes
that enhanced long-term engagement and commitmehttteat the organization should have the necedsadgetary

support to invest in engagement initiatives.
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