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ABSTRACT

Kenya's public service sector has experienced reéguocies, cost cutting, closure of operations aradlehges to
the quality of their services. These factors hameoaraged and forced public sector organizationfotmulate and
implement effective business strategies as thewigwed as enablers of organization growth asré@astlines internal
operations and stimulate access to business opyi@etuand markets; enhance business-related exffizds, increase
productivity and profitability. However, strategynplementation is a challenge for most of the pubdictor organizations
in Kenya as there are various soft, hard and mfaetbrs that have negatively influenced the stwategplementation
resulting in poor implementation process. The psepof the study therefore was to establish thelagéds influencing
strategy implementation in public sector organ@adi The specific objectives of the study includiedncial resources,
human resource skills and information technolodye §tudy targeted all 115 managers and gaming dimseof Betting
Control and Licensing Board. The study employedesacdptive research design using both qualitativé quantitative
approaches. The study used close ended questiesriaircollect data using simple random sampling: Gestionnaire
was piloted to ensure validity and reliability. Tbellected data was coded and analyzed by thefa&fatistical Package
for Social Scientists Version 21 and presentedlitets. For purposes of establishing the relatignehthe variables in the
study, both correlation and regression analysis wasied out. The study found a fairly strong pusitrelationship
between availability of financial resources anditgigy implementation (r = 0.593). It was establistieat there was a
fairly weak positive relationship between inforneatitechnology and strategy implementation (r = ©)3Zhe R value of
0.6163 implied that 61.6% of the variations in #fiective strategy implementation at can be expldiby the variations in
independent variables. From the multiple regressinalysis, the t-test statistic shows that all ltle¢a coefficients are
significant, since p<0.05. Financial resources wérend to be the most important factor in enhancsitategy

implementation while the least factor was informattechnology.
KEYWORDS: Strategy Implementation, Financial Resources & HuRasource Skills
INTRODUCTION

The public service sector has experienced redumesnmost cutting, closure of operations and chghs to the
quality of their services. In fact the public sedtas shifted away from the guaranteed-job stattiset introduction of pay-
for-performance models, while stereotypical pulsictor roles are already changing (Ng'ethel., 2004).These factors

have encouraged and forced public sector orgaoizatio formulate and implement effective busindsstegies as they

| Impact Factor(JCC): 1.8207- This article can be dowloaded from www.impactjournals.us |




58 John Nyaligu Busaka & Josphat Kwasira |

are viewed as enabler of organization growth astrikamlines internal operations and stimulate a&ctesbusiness
opportunities and markets; enhance business-relgffeziencies, increase productivity and profitéil(Costaet al.,
2013). In fact business strategies in all the seatd public service have been undertaken since 26ith the goal of
improving service delivery, increasing efficienexpanding service and channel offering and meetiegdemands of
citizens for quality services in a manner thatdesistent with their range of financial, environ@nand social concerns.
However, the strategy implementation is a challefogenost of the public sector firms in Kenya asrthare various soft,
hard and mixed factors that have negatively infi@ehthe strategy implementation resulting in pooplementation
process (Murithi, 2009). These challenges haveethgesme organizations to implement these stratéggspropriately,
not fully implement them or abandon them all togetiihis has had devastating negative effects @in prerformance as it
has resulted in poor service delivery, increaseetmal inefficiencies and negative bottom line.sTisi because a variety of
internal and external operations and the overahoization performance critically depends on thieotive strategy

implementation (Baldwin & Johnson, 1995).

Among the challenges influencing strategy impleragon in Kenya indentified in literature include rhan
resource skills, implementation costs, technologgvernment regulation, competition and ever-chamgiusiness
environment and customer tastes. Though a numbestuafies have been undertaken in attempt to uradetsthe
challenges facing strategy implementation in Kerilgare is limited on or no evidence of any studiagied out on the
challenges influencing strategy implementationhet Betting and Licensing Control Board (BCLB) désphe board
making significant contributions to the nationabeomy annually. The current study intends to lisiélf to some of these
challenges identified in literature. The Bettingn@ol and Licensing Board (BCLB) was established &y Act of
Parliament Chapter 131, Laws of Kenya of 1966. Board is responsible for regulating betting, Iddgsrand gaming
activities through formulation and issuance of @plguidelines. Over the last few years, the Boaad implemented
various measures, which have laid a firm foundafion the enforcement and implementation of gamiagsl and
regulations. The Betting, Lotteries and Gaming 8beapter 131, empowers the Board to license andagnemises and
the activities carried there in. The board in cdtasion with key stakeholders has drafted Natidoattery Bill which is
yet to be enacted and has proposed amendments Betting Lotteries and Gaming Act Cap 131, as aglseen growth
in revenue generation to the consolidated fund.ofdiog to BCLB, its strategic plan 2013-2017 is rgelatowards
achieving Vision 2030 and is buoyed by the expegesind challenges encountered in the previous planstrategic plan
provides a comprehensive framework for the sudtdénperformance and improvement within the depanmtrfer efficient
and effective service delivery. The Strategic R&ys ground for enhanced performance of the Bdaatlis premised on
proper utilization of resources, arising from clgaidentified goals, targets and core functionstedmination of
appropriate staffing levels, as well as better anddanced staff performance based on achievemesgtobjectives and
targets. The Board notes that while there were rieaidée achievements in the previous plan, varidwalenges remain.
These include motivation of staff, inadequate andlisolete equipments and facilities, inappropfiadelequate policies,
law and programs, delayed exchequer release aner dndding, weak inter-agency collaboration, slosotion of

technological advances among others.
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STATEMENT OF THE PROBLEM

Public sector organizations play a critical roleKianya’s economic growth and development. Currekgyya
has more than 300 parastatals operating in diffexectors of the economy such as agriculture, p@mscommunications,
manufacturing, and trade. Some of these parastatalks established to help accelerate economic acidldevelopment
as well as increase participation of Kenyans ingb@nomy. However, these noble objectives havédeen fully realized.
A study of the audited accounts of State corponatiaver the 1993-2012 period titled, estimatesttmatl2 most wasteful
state corporations conservatively lost up to Shiibi from 1993 to 2012 (GoK, 2012). This sorrat of affairs can be
attributed to old technologies, over-reliance omitied public sector financing, gross employment preadtices,
misappropriation of funds, poor expenditure cosirploor strategy implementation and under-fundiitgs has led to the
formation of the Public Sector Reform Task forcealuhis aimed at giving a new lease of life to palsiector organizations
so that they can play their right role in economiowth. Failure by some of the parastatals in tlemya to effectively
implement strategies have negatively impacted erotierations of these organizations and the coasteywhole in terms
of reduced foreign direct investment, shortage oafdf production; reduced contribution to the grosmestic product,
government revenues, industrial raw materials aneign exchange earnings. This situation has alseraely affects the
creation of job opportunities within the sector anter linked sectors and more so the livelihodd&he rural population
(Wanjama 2009). Furthermore, effective strategylém@ntation helps reduce costs which are a majaltestge in most
public sector firms. One of the key regulatory aadenue collection agencies that have consistexthiributed to the
exchequer in Kenya is the Betting Control and L&irg Board (BCLB). Therefore, it is against thickground that this
study sought to explore the challenges influenatigtegy implementation in public sector organaadiin Kenya with

specific reference to BCLB.
OBJECTIVES OF THE STUDY

The general objective of the study was to asses<liallenges influencing strategy implementatiompurblic

sector organizations in Kenya. The study was gulidethe following specific objectives:
» To assess the influence of financial resourcegrategy implementation at Betting Control and Lisieiy Board.

» To establish the influence of human resource skifisstrategy implementation at Betting Control &mcknsing

Board.

» To determine the influence of information technglogn strategy implementation at Betting Control and

Licensing Board.
LITERATURE REVIEW

The empirical studies are analyzed based on thectibgs of the study and an attempt is made to tiek

empirical studies and the concepts under the presedy.
Financial Resources and Strategy Implementation

Financial resources and the way they are manag#teigey determinant of strategic success. Formptiigic

sector this primarily concerns to deliver the badue within financial limits. Johnsoet al (2007) define three issues that
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organizations face in terms of the relation betwsiategy and finance: Managing for value, whethé is concerned
with creating value for shareholders or ensurirg ltbst use of public money (budgets); Fundingegdiatdevelopments
and financial expectations of stakeholders willyavoth between different stakeholders and in itato different
strategies. The cost of implementing the strategghared between the Government and the develogragners and the
private sector. The principle enshrined in the isigareflects the Government's deep commitment, len dne hand, to
increase the operation and management of the piivdugectors to those best placed to do so andherother hand,
increase the control of economic affairs to thézeiiry. This will increase efficiency of operatipneduce costs and
improve distribution mechanisms for the resultaptith. Therefore, the costing of this strategy wél part and parcel of
the medium-term plan, Medium Term Investment pleamf which the medium-term expenditure frameworkl \wig
derived. Development of a detailed and realistiddat for allocating the capital is necessary tedfthe internal changes
of strategic plan implementation, and closely maniiig and evaluation of the spending process islgimportant to the
achievement of the objective of the strategy (Batlal.,2013). Strategy implementation cost includes: rieiting what
resources (people, equipment, materials) and whantdies of each should be used to perform orgaioiz activities;
developing an approximation (estimate) of the co$the resources needed to complete the straigyties; allocating
the overall cost estimate to individual work iterasd controlling and management changes to thesimmghtation budget
(Hrebiniak, 2006).

In developing the initial budget, the finance maramust be able to provide the supporting detailtfie cost
justifications and the timing for project fund expi@ures. When the finance manager finds that ts schedule is not
being followed, he/she must be able to take thess=ry action to maintain the agreed-upon costdstd@nd document
all cost changes that occur during the project ¢y al., 2001). In addition, several competencies areedltéd keeping
the strategy implementation within budget, inclgdihe ability to perform resource planning, cogtnestion, and cost
control (Savio, & Nikolopoulos, 2013). Cost to iraplent strategy depends on several variables imgudésource costs,
labor rates, material rates, risk management, pkoutipment, cost escalation, indirect costs. Fipais necessary for
procurement of services, equipment and facilitiezessary for the implementation of the businesategfy. The
procurement processes include: determining whptdoure and when; documenting product requiremeamtisidentifying
potential sources; obtaining quotations, bids, reffer proposals as appropriate; choosing from grmtential sellers;

managing the relationship with the seller; and detimg and settling the contract, including resointof any open items

(Breneset al., 2007). Strategy implementation cost includes thecgss required to ensure that the implementagon
completed within the approved budget, and inclutledollowing: resource planning-determining whedources and what
guantities of each should be used to implementniegsi strategy. Thus, financial resource issuesudrity arise not
because implementation is inherently expensiveime ttonsuming but because existing issues withindiganization
impede it. The big costs tend to be in systems ghan support change. This is an issue he has ssittén part by
moving from in-house systems with more flexibil{heng, 2013). Underlying many of these constramtttitude. Roll-
out expenses typically revolve around retrainingghe, changing processes, and any necessary nésototechnology. If
a policy change falls short in implementation, athaf problems can arise beyond cost, such asdsetereputational and
regulatory risk, and even reduced employee mofalgaining sufficient financial resources, thenwiofrom a proper

understanding of what is at stake.
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Human Resource Skills and Strategy Implementaion

According to Schmidt & Keil (2013) competent emmeg and their capabilities is essential ingredfent
successful strategy implementation. They are ingmbrfior the organization to develop human resonorepetencies. The
organizations need to attract employees with necgsxperience, technical skills and other sofiskihe skills need to
vary depending on the type of strategy the firmpl&@ning to implement. Johnson & Scholes (199%h&mrsuggest that a
strong management team with the right skills thatks closely is important in strategy implementati&irms need to
challenge their employees to innovate and be eatind motivate them to upgrade their skills cargusly (Kaifenget
al., 2012). In the implementation of strategy, hiringdaretaining competent employees helps to develore c
competencies. However the organization’s core coemey emerges incrementally as the firm goes abuosiness. It is
prudent to be proactive about what implementatibistrategy entails and build competencies and dhfed that are
scalable. Building core competencies is an intgradinental effort. Each department performs complgary activities
across the organization’s value chain. In the immq@letation of strategy the management team’s rok® isoncentrate
enough resources and management attention ontstivhat strengthen employees’ core competend8edri et al.,
(2013) also acknowledged that the effectivenesstrategy implementation is, at least in part, afddy the quality of
people involved in the process. Peng & LitteljoB0{1) defined quality as capabilities, skills, tatles, experiences and
other distinctiveness of people that a specifik tasposition requires. Prahalad and Hamel (19@@ihdd core capabilities
as complex bundles of skills and collective leagnikknowledge and technological know-how exercisktbugh
organizational processes that ensure co-ordinaifofunctional activities and give a special advgetavhich in turn

enhance the implementation of strategy and firnmfopmance, creates synergy and competitive advantag
Information Technology and Strategy Implementation

Arvanitis & Loukis (2009) referred information temblogy as products, processes, knowledge, instrtsnen
procedures and systems which facilitate the pradinaf goods and services. Information technolotygg organizations
valuable assistance in implementing new policiesc@dures and initiatives. Biret al., (2006) suggest that information
technology enhances and maintains communication eecduntability for the managers involved in impéntation
process throughout the strategy implementationge®icand facilitate keeping track of implementatod performance
goals and their achievement. However, organizatinag be required to add new systems and infrastrei@nd ensure
that all systems function reliably. Kenworthy (20 &2ated that training all relevant staff to use/rsystems and programs
is relevant for successful implementation of styas. They further suggest that information tecbgylis at the center of
systems considered for finding customers needs satidfaction. Successful implementation of straegentails the
integration and coordination of technologic inndwas, production processes, marketing, financind gersonnel.
Through this, defined goals are achieved. Hatal., (2002) states that information is the blood whildw into the
organization's vessels and brings it to life themef during the implementing process informatiarhtelogy ensures there
is internal circulation of information. In most digdhsector organizations some managers are shgiting to implement
their strategies predominantly using the MS offeete. Unfortunately this is totally inadequate foedium to large
organizations and even with the most creative digexoel organizations quickly hit limitations. Likése an information
management system is not a strategy implementatistem; it may provide information essential foarpling purposes

however it is unlikely to assist in the developmantl reporting on the numerous activities that rfeadke place as part
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of strategy implementation.
Effective Strategy Implementation

Strategy implementation is process or paths thairganization takes in order to be or reach wheseas itself in
the future. It’s the process or path that leadstiere the organization sees itself in the futuresyka, (2011) argues that
Strategy implementation is largely an internal adstiative activity. It entails working through etts, organizing,
motivating, culture, creating strong links betwestrategy and how the organization operates. It aigails a process of
converting the formulated strategies into viableragions that will yield the organization’s targbteesults. She further
argues that delicate and sensitive issues are viedoin strategy implementation, such as resourcéilization,
restructuring, cultural changes, technological ¢gjesn process changes, policy and leadership chafigeshanges can be
adaptive (calling for installation of known pra&®), innovative (introducing practices that are nwadopting

organizations) or radically innovative (introducipgactices new to all organizations in the saméness or industry).
RESEARCH METHODOLOGY

For purposes of this study, a descriptive desiga @maployed. The method was preferred as it pemaitisering
of data from the respondents in natural settingsscbiptive designs result in a description of thgadwhether in words,
pictures, charts, or tables, and whether the dadysis shows statistical relationships or is medascriptive. The target
population for this study comprised 115 managecsgaming inspectors of the Betting Control and hi&eg Board in 7
counties in Kenya where the organization’s offiees located. From the target population of 115 maraand gaming
inspectors, a sample of respondents which is arépeesentative of the population was statisticehulated and found to
be 90. Simple random sampling was then used irctagdethe participants in the study. Although seVvéools exist for
gathering data, the choice of a particular tooletels on the type of research. In this study ancpjate method to collect
the primary data was using a questionnaire. Sineditm’s strategies are developed by managery, were targeted to
solicit relevant information on the process of tetgy implementation used. The questionnaire usédeirstudy comprised
close-ended questions. The data collected fromdgteestionnaires were analyzed descriptively andsttatlly with
Statistical Package for Social Sciences (SPSS)oresl.0. The results of the survey were presemedbles. For the
purpose of analyzing the relationships of eacthefihdependent variable on the dependent varitidestudy used both

correlation and regression analysis to test thethgsis. The study hypothesized the following model
Y = Bo+ lel+ BzX2+ Bng

Where: Y = Effective Strategy Implementation,; X Financial Resources,,X Human Resource Skills, 3%
Information Technology, B B;, B, and B = Beta Coefficients. Out of 90 questionnaires tlate issued to the sampled
respondents, 84 of them were filled and returnédh® returned questionnaires, 10 were incorreidtsd and thus were
not used in the final analysis. Therefore, 74 quesaires were correctly filled and hence were ugmdanalysis

representing a response rate of 82.22%.
RESEARCH FINDINGS AND DISCUSSIONS

Following the processing and analyzing of the atéld data, the findings are presented in line tithobjectives

of the study. The study sought to establish thelgeof the respondents with an aim of establishihgther there was a
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link between gender and the variables under stddgording to the findings, majority of employee® anale (60.8%)
while female were 39.2%. The researcher attribtitedd to the existing gender gap in employment ostrsectors in
Kenya today. The study further wanted to estallighdistribution of ages of the employees sinceiptes studies have
linked age to various performance measures. Thdtseimdicate that a majority of employees at BCai of the age
group 41 — 50 years (58.10%) while the least agamis above 51 years (17.6%). The researchebuatitd this to the low
employment opportunities provided by public sect@anizations in Kenya in the past decade. Theyduurdher sought to
establish the educational levels of the respondantsder to ascertain if it influenced the varebunder study. The study
established that more than 68% of the respondeadsan undergraduate degree or a master degreedieelucation
which was attributed to the increased availabitifyopportunities in the higher education sectoKenya. Further, only
23.1% of the respondents had a diploma level otaiilon further indicating higher educational reqmients needed to
join the public sector in Kenya. Finally, the stustyught to establish the working experience ofrdspondents. Majority
of the respondents (41.9%) had worked for overddrgin the organization. Cumulatively, more th@#thad more than
5 years of experience while only 5.4% had less thgrars working experience. This trend was atteithuo the fact that
most public sector organizations in Kenya havertégiployees on a permanent and pensionable bakithas employees
in management position would most likely have riserough the ranks over some period of time whieimglates to

higher work experience.
Influence of Financial Resources on Strategy Implesntation

The results of the analysis on factors associatétl financial resources and how it influences syt
implementation in public sector organizations imikt@ are shown in Table 1. Majority of the responsatisagreed that
there was adequate financing to meet the costsnpfeimentation (2.37), that the funds allocated wemeived on
schedule and with no delays (2.15), that there weraternal changes to the fund allocation foatsigy implementation
(2.13), that there were adequate resources to fatéaining related to strategy implementatiorB@ and that financing

catered for fluctuations in the industry arisingrir factors beyond the organization (2.32).

Table 1: Influence of Financial Resources on Straty Implementation

n Min | Max | Mean | Std. Dev.
There is adequate financing to meet the costs pleimentation| 74 1 5 2.37 0.991
The funds allocated are received on schedule atidneidelays| 74 1 5 2.15 0.824
_There are no internal changes to the fund allondtio strategy 74 1 5 213 0.792
implementation

There are adequate resources to cater for traielatpd to
strategy implementation

Financing caters for fluctuations in the industrigiag from
factors beyond the organization

The organization has adequate and competent parsonn
qualified to handle fund management

The organization has internal control systemsdthatenhance
fund utilization

Financial resources are therefore the greatestdrad to
strategy implementation

74 1 5 2.38 0.977

74 1 5 2.32 0.998

74 1 5 3.98 0.945

74 1 5 3.67 0.997

74 1 5 4.32 0.973

The respondents however agreed that the orgamizhtid adequate and competent personnel qualifiédndle

fund management (3.98), that the organization héatnal control systems that can enhance fundzatitin (3.67) and
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that financial resources was therefore the greaiegtance to strategy implementation (4.32). Téspondents’ ratings in
the statements related to financial resources wenaulated to obtain a composite score for finan@aburces and its
influence on strategy implementation. The totalrssavere then used to compute the Pearson’s ciioreleoefficient to
establish whether there was a relationship betviiamcial resources and strategy implementatioB@sB. From the
correlation analysis, it was established that thveais a fairly strong positive relationship betweemilability of financial
resources and strategy implementation at BCLB @r593). Although the correlation was fairly strotige positive nature
of the relationship implies that higher levels tfategy implementation can be associated with alidity of adequate
financial resources. The findings are in agreeniiiose of Kihanya (2013) who found a similar trém the relationship

between funding and implementation of businessegiias.
Influence of HR Skills on Strategy Implementation

Table 2 shows the findings related to HR skills &oav it influences strategy implementation. Thepoelents,
on average, agreed that the organization had atlequd competent employees to handle strategy mgsi&ation (3.84)
and that there were internal human resource sydieemordinate the human resource function in etpaimplementation
(4.11). The respondents however disagreed thaottenization focused on strategic capabilitieshef €mployees and
used these capabilities to enhance strategy impitien (2.42), that the organizational structurdhanced internal
communication which is key in enhancing strategplementation (2.33), that the organizational strtetfacilitated the
process of strategy implementation effectively affitiently (2.32) and that the composition andustare of the board
enhanced strategy implementation in the organiza(®04). The respondents were however unsure ashtther
employees were encouraged to be innovative andiwea strategy implementation (3.34) or whethae brganization
invested in developing core competencies of theleyeps through training and mentorship (3.21). Tégpondents’
ratings in the statements related to HR skills wareulated to obtain a composite score on humawures skills. The
total scores were then used to compute the Pear€amielation Coefficient to establish whether ¢hemas a relationship
between HR skills and strategy implementation aLBCThe study established that there was a faitlgrg positive
relationship between HR skills and strategy impletaton at BCLB (r = 0.512). The fairly strong ptdse relationship
implies that strategy implementation at BCLB isaitginfluenced by the HR skills of the employeeghe organization.
The study further deduced that the fairly strongeation implied that human resource skills wae o the key factors

that influences strategy implementation in pubdicter organizations.\

Table 2: Influence of HR Skills on Strategy Implematation
n Min | Max | Mean | Std. Dev.
P74 | 1 5 | 3.84| 0.965

The organization has adequate and competent engsdge
handle strategy implementation

Employees are encouraged to be innovative andivedat
strategy implementation

The organization invests in developing core compueés
of the employees through training and mentorship

The organization focuses on strategic capabilidfabe
employees and uses these capabilities to enhanategst 74 1 5 2.42 0.897
implementation

There are internal human resource systems to cr_tmaﬁ 74 1 5 411 0.996
the human resource function in strategy implemaéntat

The organizational structure enhances internal 74 15 2.33 0.973

74 1 5 3.34 0.988

74 1 5 3.21 0.745
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communication which is key in enhancing strategy
implementation

The organizational structure facilitates the preass
strategy implementation effectively and efficiently
The composition and structure of the board enhances
strategy implementation in the organization

74 1 5 2.32 0.984

74 1 5 2.04 0.651

Influence of Information Technology on Strategy Impementation

The study finally sought to establish the influeméenformation technology on strategy implementatin line
with the last study objective and the results apicted in Table 3. The study established that mbshe respondents
agreed that use of information technology had gihenorganization valuable assistance in implemgrgtrategies (4.27),
that use of information technology had enhancedwadability which is key in strategy implementati¢$.19), that
information technology had enhanced planning preeesvhich are important in strategy implementa(®89), that use
of information technology had enhanced employeacitips in handling the changing and advancingetgtand gaming
machines (4.19) and that information technology bl enhanced internal communication and thusrimdtion was
easily shared across the branches (3.97). Thendepts were however unsure whether employee traiminthe use of
information technology had been enhanced thus emtgrstrategy implementation (3.23), whether usenédrmation
technology had made the organization more flexdnlé given it the ability to meet strategy implenagion targets (3.15)
or whether all employees had relevant informatechhology competencies required to effectively enpént strategies
(3.02). The respondents’ ratings in the statemesitded to information technology were cumulateaibtain a composite
score for information technology. The total scomese then used to compute the Pearson’s Producel@ton Coefficient
to establish whether there was a relationship betvieformation technology and strategy implemeatatit BCLB. From
the correlation analysis it was established tharehwas a fairly weak positive relationship betweeformation
technology and strategy implementation (r = 0.32He weak positive relationship implies that highdls of strategy

implementation at BCLB can be associated to sortenéio the information technology used by the pizgion.

Table 3: Influence of Information Technology on Stategy Implementation

n Min | Max | Mean | Std. Dev.

Use of information technology has given the
organization valuable assistance in implementing 74 1 5 4.27 0.903
strategies

Use of information technology has enhanced
accountability which is key in strategy implemeitat
Employee training on the use of information tecbggl

74 1 5 4.19 0.715

has been enhanced thus enhancing strategy 74 1 5 3.23 1.117
implementation
Information technology has enhanced planning pseEes 74 1 5 3.99 0.958

which are important in strategy implementation
Use of information technology has made the
organization more flexible and given it the ability 74 1 5 3.15 0.983
meets strategy implementation targets.
Use of information technology has enhanced employee
capacities in handling the changing and advancing 74 1 5 4.18 0.755
lottery machines

Information technology has also enhanced internal
communication and thus information is easily shared| 74 1 5 3.97 0.992
across the branches
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All employees have relevant information technology
competencies required to effectively utilize istnategy | 74 1 5 3.02 0.998
implementation

Strategy Implementation in Public Sector Organizatons

Table 4 shows the findings related to measuremgnstrategy implementation in public sector orgati@as in

Kenya specifically BCLB.

Table 4: Strategy Implementation in Public Sector @ganizations
| n | Min | Max | Mean | Std. Dev.
Ya| 1| 5| 225 0634

There is adequate financing to meet all budgetal
requirements

There are adequate and competent staff to handlg4
strategy implementation at all levels

Strategies are implemented within the planned
scheduled time frames in the organization
There is adequate and relevant information
technology to assist in strategy implementation
The organizational structure facilitates efficient
and effective strategy implementation

1 5 4.21 0.658

74 1 5 2.14 0.673

74 1 5 3.99 0.801

74 1 5 2.17 0.986

From the findings, majority of the respondents wiaragreement that there were adequate and constahto
handle strategy implementation at all levels indhganization (4.21) and that there was adequateelavant information
technology to assist in strategy implementatior®4B. The respondents however disagreed that tha® adequate
financing to meet all budgetary requirements (2.2t strategies were implemented within the pdghacheduled time
frames in the organization (2.14) and that the mimgional structure facilitated efficient and efige strategy
implementation (2.17). The study further carried auegression analysis to test the significancéhefinfluence of the
independent variables namely financial resourcd®, dKills and information technology on strategy iempentation at
BCLB. The model summary is depicted in Table 5.

Table 5: Regression Model Summary

Model R R? Adjusted R? | Std Error of the Estimate
1 0.7851 0.6163 0.6178 0.4247

The R, the coefficient of determination shows variajilin dependent variable explained by the variapilit
independent variables. This value tells us howcéife strategy implementation at BCLB can be exmdi by financial
resources, HR skills and information technologye T’ value of 0.6163 implies that 61.6% of the variasian the
effective strategy implementation at BCLB can belaixed by the variations in independent variabldss therefore
means that other factors not studied in this stahtribute 39.4 % of effective strategy implemeiotatn public sector
organizations. The researcher further conductediléipie regression analysis and the findings of tidtiple regression

model are depicted in Table 6.
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Table 6: Multiple Regression Analysis

Model un stan_dr_:trdized Standgrgiized
Coefficients Coefficients
1 B SE B t p
Constant 1.877 1.244 2.773 0.271
Financial Resources 0.398 0.142 0.304 3.432 0.001
HR Skills 0.357 0.128 0.298 3.220 0.012
Information Technology 0.192 0.144 0.153 2.732 00.0

From the multiple regression model, holding finahcesources, HR skills and Information technolagwpstant,
effective strategy implementation at BCLB would rease by 1.877. It was established that a unieas® in financial
resources would cause an increase in effectivéeglyamplementation by a factor of 0.398, a undréase in HR skills
would cause an increase in effective strategy implgation by a factor of 0.357 and a unit increms@formation
technology cause an increase in effective straitegyementation by a factor of 0.192. This showd thare is a positive
relationship between in effective strategy impletaton at BCLB and the independent variables in ghaly. The un-
standardized beta coefficients in Table 4.13 wies tused to obtain the overall relationship ofititependent variables;
financial resources, HR skills and information teclogy and the dependent variable; effective sgsatmplementation at

BCLB and model was formulated as:
Y =1.877 + 0.398X+ 0.357% + 0.192X%

Where: Y = Effective strategy implementation at BCLB, X Financial resources, ,X= HR skills, X% =
Information technology. The results also show th&uwe contribution to the explaining of the indegent variable. The
standardized coefficients assess the contributfoeach independent variable towards the predictibthe dependent
variable, since they have been converted in theesale to show comparison. The result indicatassfitiancial resources
which had the highest beta value of 0.304 had thatgst influence on effective strategy implemémaat BCLB. The
second most important variable was HR skills wittheta value of 0.298. The third most important afale was
information technology with a beta value of 0.19Be t-test statistic shows that all the beta cokeffits are significant,
since p<0.05.

CONCLUSIONS

The study concluded that for effective strategylengentation in public sector organizations sucB@&B, there
needs to be adequate financing to meet the costsraitbgy implementation, the funds allocated shdod received on
schedule without delays, there shouldn’t be intechanges to the fund allocation for strategy impatation, there must
be adequate resources to cater for training relatstrategy implementation and financing shoulegcéor fluctuations in
the industry arising from factors beyond the orgation. The study further concluded that for effextstrategy
implementation the organization must have adeqaatt competent personnel to handle fund managenmehttre
organization should effective internal control syss that can enhance fund utilization. Furthenais concluded that the
organizational structure should be one which enésniaternal communication which is key in enhancsiategy
implementation, the organizational structure shduddtailored in such a way that it facilitates gmecess of strategy
implementation effectively and efficiently and tlkemposition and structure of the board should baregk towards

enhancing strategy implementation in the orgarepatiFinally, the study concluded that for effectigtrategy
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implementation in public sector organizations appiate use of information technology is needed rideo to give the

organization valuable assistance in implementirafesgies.
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