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[bookmark: _Toc80714100]ABSTRACT
The current study is an assessment of challenges of strategy implementation social 
security institutions a case study of National Social Security Fund. The study adopted a descriptive case study research design. The population of the study was 1660 employees of NSSF. Sampling targeted 10.4 percent of the total population of employees. Stratified random sampling was used to select the 173 employees from three strata namely, top management, middle management and junior officers. The study adopted a descriptive case study research design. Data was analyzed by the use of descriptive statistics and inferential analysis. Specifically, means, frequencies and percentages were used. Factor Analysis and Correlation analysis was used to extract the relevant factors and their relationship with strategy implementation. The findings presented in tables, figures and graphs. Findings indicated that the organization leadership at NSSF is not effective and this may have led to poor strategy implementation. The culture at NSSF was not conducive for strategy implementation and this may have led to poor strategy implementation. The organization structure at NSSF was inconsistent with strategy implementation and this may have led to poor strategy implementation. The management of organization resources at NSSF is not effective and this may have led to poor strategy implementation. The organization politics at NSSF are not conducive for strategy implementation and this may have contributed to the poor implementation of strategy.
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[bookmark: _Toc80714105]CHAPTER ONE:  
INTRODUCTION

1.1 [bookmark: _Toc79337286][bookmark: _Toc80714106]Study Background  
Strategy, a fundamental management tool in any organization is a multi-dimensional concept that 
various authors have defined in different ways. It is the match between an organization’s 
resources and skills and the environmental opportunities as well as the risks it faces and the 
purposes it wishes to accomplish (Thompson, 2003). It is meant to provide guidance and 
direction for the activities of the organization. Since strategic decisions influence the way 
organizations respond to their environment, it is very important for a firm to make strategic 
decisions and define strategy in terms of its function to the environment. The purpose of strategy 
is to provide directional cues to the organization that permit it to achieve its objectives while 
responding to the opportunities and threats in the environment (Pearce and Robinson, 2007).
“Strategy implementation involves organization of the firm's resources and motivation of the 
staff to achieve objectives (Ramesh, 2011).The environmental conditions facing many firms 
have changed rapidly (Machuki and Aosa, 2011). Today's global competitive environment is 
complex, dynamic, and largely unpredictable (Acur and Englyst, 2006). To deal with this 
unprecedented level of change, a lot of thinking has gone into the issue of how strategies are best 
formulated. The assessment of strategy formulation processes becomes crucial for practitioners 
and researchers alike in order to conduct and evaluate different formulation processes (Olson et 
al. 2005).
Strategy formulation is the beginning of a challenging and delicate task where leaders 
cannot afford to be abstract or desk oriented, but at the fore front in dealing with 
sensitive issues involved in strategy implementation such as resource mobilization, 
restructuring, culture changes, technological changes, process changes, policy and 
leadership changes. If implementation is not effectively managed, the strategic plan may 
amount to being mere “white elephant” and nothing more. Strategy may be good but if its 
implementation is poor the strategic objective for which it was intended will not be 
achieved. A well developed strategy and executed well results in the success of the firms 
operations. While implementation of strategy is such an important activity, it is not easy. 
Hence strategy should be effectively operationalized and institutionalized in the 
organization for effective implementation (Johnson, 1987).
[bookmark: _GoBack]Strategy implementation is the process by which strategies and functional policies are put 
into action through the development of action plans, goals, programmes, budgets, 
procedures, structures, cultures, motivation, communications, leadership, allocation of 
resources, working climate and enforcement. Therefore strategy implementation is 
inward looking and calls for the use of managerial and organizational resources to direct 
resources towards accomplishing strategic results. It involves converting the strategic 
plan into action and then into results. Strategy implementation is said to be successful if 
the organization achieves its mission and objectives through the envisaged functional 
policies. As a process, it is concerned with monitoring the effectiveness of the objectives 
and the functional policies towards the mission and it is primarily the function of 
employees of the firm. It is apparent then that whatever nature of the decision and the 
level in the organization at which it is taken, the decision will only be regarded as 
effective if it is supported by the people who must implement, and if it achieves the 
objectives it is related to. (Sababu, 2007).
National Social Security Fund is charged with the responsibility of operating a provident 
fund scheme to provide basic social security to all workers in Kenya who were not 
covered by other guaranteed pension scheme. The main activity is to ensure compliance 
with the requirements of the Act (Cap 258). This entails registration of eligible members 
receiving their contributions investing them as stipulated by the Act and paying out 
benefits to beneficiaries under the specified contingencies. But its membership grew and 
operations became complex the Act was amended in 1987 to transform it in to an 
autonomous state corporation. 
In 1988 board of trustees nine (9) members were created 
with members from federation of employers (FKE), central organization of trade unions 
(COTU) and Government. This composition of board of trustees was meant to 
accommodate the views and aspirations of the three key social partners (Government, 
Workers and Employers representatives) in the policy formulation and the running of the 
organization. Given the limitation of the existing provident fund, the social partners have 
embarked on an ambitious reform programme intended to amend the NSSF Act and 
convert it into National Social Security Pension Trust (NSSPT) which will eventually pay life time monthly pension to the workers upon retirement. The converted NSSF will 
serve as the lsl pillar of social security leaving occupational and private schemes to 
compliment it as the 2nd and 3rd pillars respectively.
[bookmark: _Toc79337287][bookmark: _Toc80714107]1.2 Statement of the Problem 
Strategy implementation is an enigma in many companies. The problem is illustrated by the 
unsatisfying low success rate (only 10 to 30 percent) of intended strategies (Raps and Kauffman, 
2005). Not only does the failure or collapse of the organization due to strategy failure impacts 
negatively to the owners, it also have negative ramifications to the other stakeholders such as 
employees, suppliers, government and civic community. Despite a lot of efforts and resources 
being channeled to strategic planning, majority of strategic documents produced by public 
institutions like NSSF always end up collecting dust on the shelves. This implies that, strategic 
implementation still remains a challenge for NSSF. This is evidenced by the failure of the NSSF 
to achieve its core strategic objectives outlined in the strategic plan. For instance, while one of 
the objectives of the NSSF under the business growth theme is to increase the membership 
coverage from 1.03 million to 3 million by the year 2016, only 1.2 million membership coverage 
has been achieved up to date. This indicates a huge negative variance of 1.8 million members. 
The strategic objective of increasing annual contribution collections from 5.5 billion to 14 billion 
by the end of year 2019-2021 may also not be realized given the current trend. Furthermore, the 
strategic objective to reduce claim processing time from 14 days to 7 days by the end of year 
2019-2021 may also not be met. This is because accounts for all members have not been 
updated, and records have not been digitized. The strategic objective to increase the risk adjusted 
return on members fund from 6% to 11% per annum by the end of strategy period may not be 
achieved.
The area of strategic implementation has attracted a lot of scholarly attention. For instance, 
Harrington (2006) investigated the moderating effects of size, manager tactics and involvement 
on strategy implementation in Canadian food service sector. Schaap (2006) conducted an empirical study on the role of senior-level leaders in strategy implementation the Nevada 
Gaming Industry in USA. However, all these studies were carried out in developed countries.
Locally, Bolo et al (2010) investigated the challenges facing the implementation of 
differentiation strategies in the sugar industry in Kenya. Aosa (1992) conducted an empirical 
investigation of aspects of strategy formulation and implementation within large private 
manufacturing companies in Kenya. In another study Awino, (2001) investigated the 
effectiveness and problems of strategy implementation of financing Higher Education in Kenya. 
Finally, Kiruthi, (2001) investigated the State of Strategic Management Practices in Non-Profit 
Making Organizations, the case of Public Membership Clubs in Nairobi. While the reviewed 
studies compare well to the current study, none of the studies concentrated on public institutions 
in Kenya. In addition, the researcher is not aware of any study that has assessed the factors that 
affect strategy implementation at NSSF. Therefore, the study notes this knowledge gap and 
attempts to bridge this gap.
[bookmark: _Toc79337288][bookmark: _Toc80714108]1.3.1. Research Objectives 
The purpose of the study was to investigate factors that influence strategy implementation in social security institutions a case study of National Social Security Fund.
The specific objectives of the study were: 
1. To determine how organization culture has affected strategy implementation in NSSF. 
2. To determine how organization leadership has affected strategy implementation in NSSF. 
3. To determine how organization resources has affected strategy implementation in NSSF.
[bookmark: _Toc79337289][bookmark: _Toc80714109]1.3.2 Research Questions 

The study was based on the questions as; 
1. To what extent does organization culture has affected strategy implementation in NSSF? 
2. How does organization leadership affected strategy implementation in NSSF? 
3. In what ways does organization resources has affected strategy implementation in NSSF?
[bookmark: _Toc79337290][bookmark: _Toc80714110]1.4. Research Assumptions  
The study assumes that the study should be replicated in the private sector institutions that deal with retirement savings. This would yield results for comparison between private and public institutions. The study assumed that the information received for the study will be 
objective enough as it was based on one that is received from an individual with experience in the sector
[bookmark: _Toc79337291][bookmark: _Toc80714111]1.5 Justification of the Study 
Previous studies show that strategy implementation is considered the most 
difficult stage in strategic management process. Because to execute strategy is to 
implement change at all level of organization. Some of the challenges encountered are 
poor corporate governance, negative organizational culture, lack of understanding of 
strategy, poor communication and poor leadership. However Strategy implementation 
has started getting attention from a number of companies leading to a number of research 
studies being carried out over the years.
Findings indicated that the organization leadership at NSSF is not effective and this may have led to poor strategy implementation. The culture at NSSF was not conducive for strategy implementation and this may have led to poor strategy implementation. The organization structure at NSSF was inconsistent with strategy implementation and this may have led to poor strategy implementation. The management of organization resources at NSSF is not effective and this may have led to poor strategy implementation.
[bookmark: _Toc79337292][bookmark: _Toc80714112]1.6 Significance of the Study 

The findings of the study will be of addition to knowledge on the National Social 
Security Strategy and the challenges faced in implementation. The findings of the 
study also hope to be of benefit to the government for guidance in ensuring clear laid 
down guidelines and procedures which will help the citizens of the country diversify 
their pension contributions for their future benefit.
The study will also benefit the management of National Social Security Fund who 
will use the findings to examine whether their performance is in line with their 
objectives. Further, the study will enable the management to identify loop holes in 
their administration and ensure that the pension schemes and social security schemes 
are well regulated for maximum benefit to the masses thus the basis for this research.
The findings may also be used as a source of reference for other researchers. In 
addition, academic researchers may need the study findings to arouse further research 
in this area and as such form a basis of good background for further researches.
[bookmark: _Toc79337293][bookmark: _Toc80714113]1.7 Scope and Delimitation of the Study 

The research focused on the challenges of strategy implementation social 
security institutions a case study of National Social Security Fund. The study was based on four specific objectives of the study which were to determine how organization culture, organization structure, organization leadership and organization resources has affected strategy implementation in NSSF. The study was carried out for duration of four months.
[bookmark: _Toc79337294][bookmark: _Toc80714114]1.8 Limitation of the Study 

The study was based on one organization NSSF; the results cannot be generalized to 
the wider population. The conclusions drawn from this study may not apply to another 
organization. It would therefore be necessary to collect data from other organizations 
to do a survey. Results from a case study are difficult to replicate since they are based 
on analysis of descriptive data.
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[bookmark: _Toc79335003][bookmark: _Toc80710933]Figure  1. 1: Conceptual framework on interaction of independent variables and dependent variable
The independent variables which include organizational culture, organizational structure, organizational leadership and organizational resources had influence on strategy implementation social security institutions a case study of National Social Security Fund. which was the dependent variable.



[bookmark: _Toc79337296][bookmark: _Toc80714116]1.10. Operational Definition of Terms  

Leadership: This includes the actions that create the basic motivation for the actors to act according to the strategy. This includes the “soft” actions necessary so the actor knows what he is supposed to do, is able, and is motivated to do it (Hungler and Wheelen, 2007).
Organization Structure: This consists of lines of authority, reporting and coordination, as well as real and perceived career paths and decision-making authority (Hrebiniak, 2005).
Strategy implementation: Involves organization of the firm's resources and motivation of the 
staff to achieve objectives (Ramesh, 2011).
Strategy: It is the match between an organization’s resources and skills and the environmental opportunities as well as the risks it faces and the purposes it wishes to accomplish (Thompson, 2003).
Organization’s resources: can include its financial, physical, human, intellectual and reputational resources. In the deployment of these resources, it is also important to understand the core competences of an organization. Porter’s (1985).
Organization culture is the characteristic and the tangible personality originated inside every organization. Organizational culture differentiates the extraordinarily successful companies from all the rest. It can be a powerful, competitive advantage. The organizations’ culture is always distinct, but the big winners, consistently, it is the organizations that make culture a priority.


[bookmark: _Toc79337297][bookmark: _Toc80714117]CHAPTER TWO: 
LITERATURE REVIEW
[bookmark: _Toc79337298][bookmark: _Toc80714118]2.1. Critical Review of Relevant Theories 	
This section comprises of theory related to the variables of the study. The theory that informs this study is the institutional theory, Strategic Leadership Theory
[bookmark: _Toc79337299][bookmark: _Toc80714119]2.1.1 Institutional Theory
Institutional theory attends to the deeper and more resilient aspects of social structure. It considers the processes by which structures, including schemas; rules, norms, and routines, become established as authoritative guidelines for social behavior. It inquiries into how these elements are created, diffused, adopted, and adapted over space and time; and how they fall into decline and disuse. Although the ostensible subject is stability and order in social life, students of institutions must perforce attend not just to consensus and conformity but to conflict and change in social structures.
The basic concepts and premises of the institutional theory approach provide useful guidelines for analyzing organization-environment relationships with an emphasis on the social rules, expectations, norms, and values as the sources of pressure on organizations. This theory is built on the concept of legitimacy rather than efficiency or effectiveness as the primary organizational goal (McAdam and Scott, 2004). The environment is conceptualized as the organizational field, represented by institutions that may include regulatory structures, governmental agencies, courts, professionals, professional norms, interest groups, public opinion, laws, rules, and social values. Institutional theory assumes that an organization conforms to its environment.
There are, however, some fundamental aspects of organizational environments and activities not fully addressed by institutional theory that make the approach problematic for fully understanding organizations and their environment: the organization being dependent on external resources and the organizations ability to adapt to or even change its environment (McAdam and Scott, 2004). 
This theory is relevant to the study as it explains how institutional environment can detect the operations of an organization. Institutional theory approach provides useful guidelines for analyzing organization-environment relationships with an emphasis on the social rules, expectations and values in administration as the sources of pressure on organizations.
2.1.2 Strategic Leadership Theory
The essence of strategic leadership involves the capacity to learn, the capacity to change and managerial wisdom (Boal & Hooijberg, 2001). Strategic leadership theories are “concerned with the leadership of organizations and are marked by a concern for the evolution of the organization as a whole, including its changing aims and capabilities” (Selznick, 1984, p.5). According to Boal and Hooijberg (2001) strategic leadership focuses on the people who have overall responsibility for the organization and includes not only the head of the organization but also members of the top management team.
Activities associated with strategic leadership include making strategic decisions, creating and communicating vision of the future, developing key competences and capabilities, developing organizational structures, processes and controls; sustaining effective organizational cultures and infusing ethical value systems into the organization (Hunt, 1991; Ireland & Hitt, 1999). Strategic leaders with cognitive complexity would have a higher absorptive capacity than leaders with less cognitive complexity, to the extent that these leaders also have a clear vision of where they want their organization to go. Those with the higher absorptive capacity will have a greater focus. That is, strategic leaders look at the changes in the environment of their organization and then examine those changes in the context of their vision (Boal & Hooijberg, 2001).
This theory is relevant to the study as it highlights the functions of a leader and how they implement and manage strategic decisions pertaining proper processes and culture for sustainable poverty reduction levels. The theory emphasizes that strategic leadership is essential for management of environment changes which in this case includes, reimbursement of retired beneficiaries from employment and old aged for purposes of reducing poverty.
[bookmark: _Toc79337301][bookmark: _Toc80714120]2.2. Review of Empirical Studies 
[bookmark: _Toc80714121]2.2.1 Organization Resources
The resource-based view (RBV) seeks to explore the internal resources of an organization and how these can be leveraged to gain a competitive advantage. An analysis of an organization’s resources can include its financial, physical, human, intellectual and reputational resources. In the deployment of these resources, it is also important to understand the core competences of an organization. Porter’s (1985) value chain concept is an important part of this process. David (1997) argues that allocating resources to particular divisions and departments does not mean that strategies will be successfully implemented. This is because a number of factors commonly prohibit effective resource allocation. These include overprotection of resources, too great emphasis on short-term financial criteria, organizational policies, vague strategy targets reluctance to take risks, and lack of sufficient knowledge. Also, established organizations may experience changes in the business environment that can make a large part of their resource base redundant resources, which may be unable to free sufficient funds to invest in the new resources that are needed and their cost base will be too high (Johnson and Scholes, 2002).
[bookmark: _Toc80714122]2.2.2 Organization Culture
The implementation of a strategy often encounters rough going because of deep rooted cultural biases. This causes resistance to implementation of new strategies especially in organizations with defensive cultures. This is because they see changes as threatening and tend to favor continuity and security (Wang, 2000). It is the strategy maker’s responsibility to choose a strategy that is compatible with the sacred or unchangeable parts of prevailing corporate culture (Thompson and Strickland, 1989). This offers a strong challenge to the strategy implementation leadership abilities. QI (2005), puts forward seven factors for successful strategy implementation namely adequate feedback systems, sufficient resources, good leadership and direction skills, motivation for all involved staff, communication and coordination, an appropriate company structure, an appropriate company culture. Company Culture, according to Qi (2005) may influence whether or not a certain strategy execution succeeds or not.
[bookmark: _Toc80714123]2.2.3 Organization leadership
Poor communication is a sign of poor leadership and management .Aaltonen and Ikavalko (2001) state that the amount of strategic communication in most organizations is large with both written and oral communication being used in form of top down communications. However, a great amount of information does not guarantee understanding and there is still much to be done in the field of communicating strategies. According to Wang (2000), communication should be two way so that it can provide information to improve understanding and responsibility and to motivate staff. Also they argue that communication should not be seen as a one-off activity throughout the implementation process. In many cases it is not so and therefore communication still remains a challenge to strategy implementation process.
Functions of management include Planning, Organizing, Staffing, Directing and Controlling. Failure of management to carry out these functions leads to lack of clear understanding of strategy. Before any strategy can be implemented, it must be clearly understood. Clear understanding of a strategy gives purpose to the activities of each employee and allows linking whatever task is at hand to the overall organizational direction. Lack of understanding of a strategy is one of the obstacles of strategy implementation (Aaltonen and Ikavalko, 2001). They point out that many organizational members typically recognize strategic issues as important and also understand their context in generic terms. However, the problem in understanding arises when it comes to applying issues in the day to day decision making.
[bookmark: _Toc80714124]2.2.4 Challenges of Strategy Implementation 
Studies by Okumus (2003) found that the main barriers to the implementation of strategies include lack of coordination and support from other levels of management and resistance from lower levels and lack of or poor planning activities. Freedman (2003), lists out a number of implementation pitfalls such as isolation, lack of stakeholder commitment, strategic drift, strategic dilution, strategic isolation, failure to understand progress, initiative fatigue, impatience, and not celebrating success. Sterling (2003), identified reasons why strategies fail as unanticipated market changes; lack of senior management support; effective competitor responses to strategy application of insufficient resources; failure of buy in, understanding, and/or communication; timeliness and distinctiveness; lack of focus; and bad strategy poorly conceived business models. Sometimes strategies fail because they are simply ill conceived. For example business models are flawed because of a misunderstanding of how demand would be met in the market.
Musyoka (2011) says that strategy implementation is inextricably connected to organizational change. If members of an organization resist change and maintain the status quo, implementation will not take place. The sources of this resistance are varied but they yield unsatisfactory implementation results. Resources in any form, whether they are financial, human (in skills or experience that they contribute to implementation), equipment and buildings, are a prerequisite for successful implementation, inadequacy of any one or all of the resources poses a stumbling block to implementation efforts.
[bookmark: _Toc79337306][bookmark: _Toc80714125]2.3. Chapter Summary
Studies by Okumu (2003) found that the main barriers to the implementation of strategies include lack of coordination and support from other levels of management and resistance from lower levels and lack of or poor planning activities. Freedman (2003), lists out a number of implementation pitfalls such as isolation, lack of stakeholder commitment, strategic, drift, strategic dilution, strategic isolation, failure to understand progress, initiative fatigue, impatience, and not celebrating success. Sterling (2003), identified reasons why strategies fail as unanticipated market changes; lack of senior management support; effective competitor responses to strategy application of insufficient resources; failure of buy in, understanding, and/or communication; timeliness and distinctiveness; lack of focus; and bad strategy poorly conceived business models. Sometimes strategies fail because they are simply ill conceived. 
Sorooshian, Norzima, Yusof & Rosnah (2010) did a study on the effect analysis on strategy implementation drivers on strategy implementation and performance within the small and medium manufacturing firms. The author identified three fundamental factors in Strategy Implementation: the structure, leadership style and resources and discusses the main drivers of strategy implementation, prevailing in the smaller industries. In this regard, empirical relationships were established relating strategy implementation and performance of the firm. The author also provided a structural equation model on the relationship among drivers of strategy implementation and organization performance and also sensitivity analysis on the drivers.
In Kenya, the NSSF has also been plagued by frequent squabbles where the ministry of labor and social services is pitted against the Central Organization of Trade Unions (COTU) and Federation of Kenyan Employers (FKE).These squabbles have affected the proper functioning of NSSF board leading to slow implementation of its mandate. Poor communication of social security issues to the Kenya public has led to many Kenyans being averse to any changes in relation to NSSF Act. The public has lost confidence in the NSSF as the custodian of its social security rights. There is also lack of government support in strengthening of social security rights.
The government is not doing enough to ensure that the rights of its citizens are enforced. Lack of enforcement of minimum wage policies which would ensure that the collections going to NSSF are protected and are enough for it to safeguard its members, social security rights is also hindering effective implementation. Mismanagement of resources by NSSF where funds collected are not used for their intended purpose. Many funds have been lost to irresponsible investments made by NSSF board.


[bookmark: _Toc79337307][bookmark: _Toc80714126]CHAPTER THREE: 
RESEARCH DESIGN AND METHODOLOGY
[bookmark: _Toc79337308][bookmark: _Toc80714127]3.1 Research Design
According to Upagade and Shende (2012) research design means the procedure regarding the collection and analysis of data relevant to research work. This study adopted a case study since the unit of analysis is biased to one organization that is National Social Security Fund. The design is considered suitable as allowed an indepth study of the challenges affecting strategy implementation. Additionally, this design is appropriate as it involved a careful and complete observation of social units.
[bookmark: _Toc79337309][bookmark: _Toc80714128]3.2 Site description, Study Population and Target population
According to Sekaran (2010), population refers to the entire group of people or things of interest that the researcher wishes to investigate. Population is the entire group of individuals or items under consideration in any field of inquiry and have a common attribute (Mugenda & Mugenda, 2003, as cited in Njenga, Kiragu, & Opiyo, 2015 The population of the study was 1660 employees of NSSF. 
[bookmark: _Toc79337310][bookmark: _Toc80714129]3.3 Sample and Sampling Techniques
Sampling targeted 10.4 percent of the total population of employees. Stratified random sampling was used to select the 173 employees from three strata namely, top management, middle management and junior officers.
[bookmark: _Toc79337311][bookmark: _Toc80714130]3.4 Methods and Instruments of Data Collection
The study used primary data that was collected through questionnaires containing both open ended and closed ended questions to collect primary data. An interview guide. An interview guide is a set of questions that the interviewer asks when interviewing. This method is considered more appropriate because it allows an in depth questioning of the respondent regarding the study objective. It also allows more interaction between the interviewer and interviewee. The interviewees were 4 management levels namely top management, middle management and junior officers. Face to face interviews were carried out. Permission from the management and consent from the head of NSSF was sought before administration.
[bookmark: _Toc79337312][bookmark: _Toc80714131]3.5 Reliability and Validity
Reliability checks whether the results of an instrument are stable and consistent (Creswell, 2014). It is also the extent to which a given measuring instrument produces the same result each time it is used (Abbott & McKinney, 2013). Bryman (2012) alludes that reliability is the consistency of a measure of a concept. Mugenda (2008) states that a reliable measurement is one that if it is repeated a second time to collect data, will give the same results as it did the first time, otherwise if the results are different, then the measurement is unreliable. To determine the reliability, the instrument was checked to find out if it yielded similar results after pre-testing. The reliability of the instrument (questionnaire) was analyzed using Cronbach‘s alpha (  ) and if found to be 0.7 or less (   0.7 ), it is considered weak, otherwise if found to be 0.8 and above (   0.8 ), it is considered appropriate.
Validity is concerned with the meaningfulness of research components (Drost, 2011). It is also the degree to which results obtained from the analysis of the data that actually represent the phenomenon under study. Abbott and McKinney (2013) argue that validity is the extent to which a research measure indeed captures the meaning of the concept it is intended to measure. This study sought to enlist face validity and content validity to ensure correctness of the questionnaire. According to Wilson, Pan and Schumsky (2012), content validation tests whether items are a representative sample of all items within the content domain of interest. Drost (2011) posit that face validity is a subjective judgment on the operationalization of a construct. Face validity is a characteristic associated with a psychological test and its individual items (Holden, 2010).
[bookmark: _Toc79337313][bookmark: _Toc80714132]3.6 Data Analysis Procedures
Data analysis is the entire process, which starts immediately after data collection and ends at the point of interpretation and processing data. Data was analyzed by the use of descriptive statistics and inferential analysis. Specifically, means, frequencies and percentages were used. Factor Analysis and Correlation analysis was used to extract the relevant factors and their relationship with strategy implementation. The findings presented in tables, figures and graphs.
[bookmark: _Toc79337314][bookmark: _Toc80714133]3.7 Ethical Considerations of the Study
The researcher guaranteed the participants confidentiality in that they are assured that identified information were not be made available to anyone who is not directly involved in the study. The stricter standard was the principle of anonymity which essentially meant that the participant remained anonymous throughout the study, even to the researchers themselves. Increasingly, researchers have had to deal with the ethical issue of a person's right to service.


[bookmark: _Toc79337315][bookmark: _Toc80714134]CHAPTER FOUR: 
DATA PRESENTATION AND INTERPRETATION OF FINDINGS
[bookmark: _Toc79337316][bookmark: _Toc80714135]4.1 Demographic characteristics 
[bookmark: _Toc79337317]4.1.1 Demographic data of the respondents
[bookmark: _Toc80714136]4.1.1 Number of Years in the NSSF
The results of the study shows that majority of the respondents have been in NSSF for more than ten years. Specifically, 48 percent of the respondents have been in the organization between 5-10 years, while 38 percent of the respondents have been in the NSSF less than five 5, years. Similarly, 10 percent of the respondents have been in the organization between 11-15 years while 4 percent between 16-20 years. None of the respondents has been in the NSSF more than 20 years.

[bookmark: _Toc80711152]Figure  4. 1: No. of Years in the NSSF
[bookmark: _Toc80714137]4.1.2 Age of the Respondents

The study sought to find out the age distribution of the employees at NSSF figure 4.2 provides a summary of the age of the respondents as a result of the responses given by the respondents. As clearly seen in the table, the majority 32 percent of the respondents were between the ages of 31-40 years. They were closely followed by those with the age ranging between 26-30 years and were indeed 26 percent of the respondents. The remaining respondents shared the same spoil at 14 percent.

[bookmark: _Toc80711153]Figure  4. 2: Age of the Respondents
[bookmark: _Toc80714138]4.1.3 Education Level
Table 4.4 indicates that 54% of the respondents from NSSF have undergraduate qualifications, as their highest education level. While 28% reported that they had attained a post-graduate degree as their highest level of education, 12% had doctorate qualifications. Those who reported as having attained a diploma or any other qualifications as their highest education level made up 8% of the respondents.

[bookmark: _Toc80711154]Figure  4. 3 : Level of Education
[bookmark: _Toc79337322][bookmark: _Toc80714139]4.2 Presentation and Discussion of Research Findings 
[bookmark: _Toc80714140]4.2.1 Organization Resources and Strategy Implementation

Table  4.1 demonstrated that a majority (47%) of respondents agreed with the statement that some strategic objectives have not been allocated enough team members & resources, a majority (43%) agreed that strategy implementation teams have inadequate experience in strategy implementation, a majority (44%) agreed that strategy implementation teams have inadequate education and training background, a majority (41%) strongly agreed that some of the financial and non-financial resources allocated to strategy implementation are being misused, a majority(43%) strongly agreed that the large revenue base, fiscal illusion and the problem of too much money is a factor affecting strategy implementation. The findings imply that the management of resources at NSSF is ineffective and this may have had a negative implication on the strategy implementation.
The findings agree with those of David (1997) who argues that allocating resources to particular divisions and departments does not mean that strategies will be successfully implemented. This is because a number of factors commonly prohibit effective resource allocation. These include overprotection of resources, too great emphasis on short-term financial criteria, organizational policies, vague strategy targets reluctant to take risks, and lack of sufficient knowledge. The findings also agree with those of Johnson and Scholes(2002) which argue that established organizations may experience changes in the business environment that can make a large part of their resource base redundant resources, which may be unable to free sufficient funds to invest in the new resources that are needed and their cost base will be too high . In addition, the findings a agree with those of Bryson (2005) who observes that people’s intellect creativity, skills, experience and commitment are necessary towards effective implementation. The finds agree with those in Chimhanzi & Morgans (2005) which indicated that firms devoting attention to the alignment of marketing and human resources are able to realize significantly greater successes in their strategy implementation. Finally, the results are consistent with those of Muell and shani (2008) asserts that one of the inhibitors of strategy execution is the lack of resources; resources are either inadequate or unavailable when needed.

[bookmark: _Toc80711652]Table  4. 1 Organization Resources and Strategy Implementation
	Statements
	Percentage

	Strategic objectives have not been allocated enough team members & resources
	47%

	Strategy implementation teams have inadequate experience in strategy implementation
	43%

	Strategy implementation teams have inadequate education and training background
	44%

	Some of the financial and non-financial resources allocated to strategy implementation are being misused
	41%

	The large revenue base, fiscal illusion and the problem of too much money is a factor affecting strategy implementation
	43%



[bookmark: _Toc80714141]4.2.2 Organization Leadership and Strategy Implementation
As revealed in table 4.2, a majority (47%) of respondents agreed with the statement that the current leadership style is not transformational, majority (71%) agreed that the management has not put in place proper compensation and reward structure for strategy implementation, majority (41%) agreed that the current management has flawed vision of what seems to be the strategic position of NSSF, majority (41%) strongly agreed that the current leadership has a myopic view of what is needed for successful management of operational tasks and projects within a strategic brief. Results also indicated that a majority (47%) strongly agreed with the statement that the management is not carrying out its functions of Planning, Organizing, Staffing, Directing and Controlling effectively. The findings imply that NSFF has an ineffective leadership and management function which may have negatively affected the strategy implementation.
The findings are in agreement to those in Aaltonen and Ikavalko (2001) who asserts that lack of understanding of a strategy is one of the obstacles of strategy implementation. They point out that many organizational members typically recognize strategic issues as important and also understand their context in generic terms. However, the problem in understanding arises when it comes to applying issues in the day to day decision making. The findings also agree with those in Meldrum an Atkinson (1998) who identified two problems of implementation: a flawed vision of what it seems to be in a strategic position within an organization and a myopic view of what is needed for successful management of operational tasks and projects within a strategic brief. The findings are also consistent with those in Bryson (2005) who asserts that failure by management to put in place proper compensation structure may be responsible for failure in strategy implementation. Bryson (2005) asserts that people must be adequately compensated for their hard work.
[bookmark: _Toc80711653]Table  4. 2 Organization Leadership and Strategy Implementation
	Statements
	Percentage

	The current leadership style is not transformational
	47%

	The management has not put in place proper compensation and reward structure for strategy implementation
	71%

	The current management has flawed vision of what seems to be the strategic position of NSSF
	41%

	The current leadership has a myopic view of what is needed for successful management of operational tasks and projects within a strategic brief
	41%

	The management is not carrying out its functions of Planning, Organizing, Staffing, Directing and Controlling effectively
	47%



[bookmark: _Toc80714142]4.2.3 Organization Culture and Strategy Implementation

Table 4.3 revealed that a majority (44%) of respondents strongly agreed with the statement that there exists culture interference in the management of NSSF, a majority (50%) strongly agreed that strategic managers engage in activities to obtain and use power to influence organizational goals and change strategy and culture to further their own interests, a majority (50%) strongly agreed that top-level managers constantly come into conflict over what correct policy decisions are, a majority (45%) agreed that there exists a powerful group who may regard the change caused by new strategy as a threat to their own power, a majority (41%) agreed that tribal politics in NSSF may be a factor affecting strategy implementation. The findings imply that there exists negative political force at NSSF and these political forces may have negatively affected the strategy implementation. 
The findings agree with those of Hill and Jones (1999) who asserted that organization culture are tactics that strategic managers engage in to obtain and use power to influence organizational goals and change strategy and structure to further their own interests. The findings are also congruent to those of Wang (2000), who states that it is important to overcome the resistance of powerful groups because they may regard the change caused by new strategy as a threat to their own power. The author further stated that Top-level managers constantly come into conflict over what correct policy decisions would be and power struggles coalition building is a major part of strategic decision making. According to them, the challenge organizations face is that the internal culture of power always lags behind changes in the environment because in general, the environment changes faster than organizations can respond.
[bookmark: _Toc80711654]Table  4. 3 Organization Culture and Strategy Implementation
	Statements
	Percentage

	 There exists culture interference in the management of NSSF
	44%

	Strategic managers engage in activities to obtain and use power to influence organizational goals and change strategy and culture to further their own interests
	50%

	Top-level managers constantly come into conflict over what correct policy decisions
	50%

	There exists a powerful group who may regard the change caused by new strategy as a threat to their own power
	45%

	Tribal politics in NSSF may be a factor affecting strategy implementation. 
	41%



[bookmark: _Toc79337327][bookmark: _Toc80714143]4.3: Chapter Summary
The findings are in agreement with of the NSSF Status Report (2011) which asserted that while one of the objectives of the NSSF under the business growth theme is to increase the membership coverage from 1.03million to 3million by the year 2014, only 1.2milllion membership coverage has been achieved. This indicates a huge negative variance of 1.8 million members. The report further asserts that the strategic objective of increasing annual contribution collections from 5.5 billion to 14 billion by the end of year 2013-2014 may not be realized given the current trend. Furthermore the strategic objective to reduce claim processing time from 14days to 7days by the end of year 2013-2014 may also not be met. This is because accounts for all members has not been updated and records have not been digitized. NSSF Status Report (2011) also asserts that the strategic plan to increase the risk adjusted return on members fund from 6% to 11% per annum by the end of strategy period may not be realized because the NSSF has not reviewed and implemented an investment policy.















[bookmark: _Toc79337328][bookmark: _Toc80714144]CHAPTER FIVE
 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc79337329][bookmark: _Toc80714145]5.1. Summary 
This section summarizes the key challenges of strategy implementation in NSSF as lack of support by top management, lack of proper communication channels and procedures, lack of organizational leadership, resources strong negative culture, disparity in reward management, mismatch of employees’ technical skills versus job placement, the fear of change process and inadequate provision o f financial resources to support strategy implementation. A challenge that NSSF had to contend with is the power and politics in appointment of its CEO and top management which affects its operation as in some cases professionalism is compromised at the expense of regional balancing.
One of the objectives of the study was to identify the challenges that NSSF faces in National social security strategy implementation. From the results, it was found that economic challenges such, inflation are also affecting the implementation of NSS strategies. The high inflation may provoke high wage demand from the employees especially when the strategy implementation was not concerning review of employees‟ wages. Government regulation especially that of increased taxation, government‟s total involvement in the organization operations may have an implication towards strategy implementation in NSSF.
[bookmark: _Toc80714146]5.1.1 Organization Resources

One of the objectives of the study was to assess the effect of organization resources on strategy implementation. Results indicated that the management of organization resources at NSSF is not effective and this may have contributed to the poor implementation of strategy. The findings were supported by a majority of respondents who asserted that the statement that some strategic objectives have not been allocated enough team members & resources, the large revenue base, fiscal illusion and the problem of too much money is a factor affecting strategy implementation, strategy implementation teams have inadequate education and training background, some of the financial and non-financial resources allocated to strategy implementation are being misused, strategy implementation teams have inadequate experience in strategy implementation. The findings were also supported by a negative correlation which implied that an increase in the inefectivess of organization resources leads to a reduction in strategy implementation outcomes.
[bookmark: _Toc80714147]5.1.2 Organization Leadership

One of the objectives of the study was to assess the effect of organization structure on strategy implementation. Results indicated that the organization leadership at NSSF is not effective and this may have contributed to the poor implementation of strategy. The findings were supported by a majority of respondents who asserted that the current leadership style is not transformational, the management has not put in place proper compensation and reward structure for strategy implementation, the current management has flawed vision of what seems to be the strategic position of NSSF, the current leadership has a myopic view of what is needed for successful management of operational tasks and projects within a strategic brief, the management is not carrying out its functions of Planning, Organizing, Staffing, Directing and Controlling effectively. The findings were also supported by a negative correlation which implied that an increase in the ineffectivess of leadership leads to a reduction in strategy implementation outcomes.
[bookmark: _Toc80714148]5.1.3 Organization Culture

One of the objectives of the study was to assess the effect of organization culture on strategy implementation. Results indicated that the culture at NSSF was not conducive for strategy implementation. This may have led to the poor implementation of strategy at NSSF. The findings were supported by a majority of respondents who indicated that culture of NSSF discourages innovation, there is resistance to implementation of the strategies, the employees see changes as threatening and tend to favor “continuity” and “security”, the implementation of a strategy often encounters rough going because of deep rooted cultural biases and there is a lack of compatibility between strategy and culture. The findings were also supported by a negative correlation which implied that an increase in the in effectiveness of organization culture leads to a reduction in strategy implementation outcomes.
[bookmark: _Toc79337334][bookmark: _Toc80714149]5.2 Conclusions    
From the study findings, once can conclude that; the organization leadership at NSSF is not effective and this may have led to poor strategy implementation; the culture at NSSF was not conducive for strategy implementation and this may have led to poor strategy implementation; the management of organization resources at NSSF is not effective and this may have led to poor strategy implementation. The study has also identified four (4) major challenges to strategy implementation as lack of top management support and involvement, tall and bureaucratic structure which stifles flow of information, resistance to change because of fear of unknown and inadequate financial allocation coupled with unclear direction to follow in prioritizing important crucial projects. NSSF cannot avoid being complacent otherwise it will be rendered irrelevant and obsolete, but should embrace change at all levels and modernize its operation.
5.3 Recommendations 
The study makes the following recommendations based on the objectives of the study; For strategy implementation to be successful, NSSF and other social security institutions needs to align its culture to strategy. Specifically, NSSF needs to address the resistance of employees by improving on communication and training them and rewarding them adequately.
NSSF and other social security institutions need to align the organization leadership to strategy. It should therefore ensure that the leadership style is transformational and not transactional. The management should also put in place proper compensation and reward structure for strategy implementation. Finally, the management should carry out its functions of Planning, Organizing, Staffing, Directing and Controlling effectively.
NSSF and other public institutions need to align the organization leadership to strategy. The management should ensure that all strategic objectives have been allocated enough team members & resources. The strategy implementation teams should have adequate education and training background. The management should ensure that some of the financial and non financial resources allocated to strategy implementation are being misused. The strategy implementation teams should have adequate experience in strategy implementation.
High priority should be given to training of all employees to reduce resistance to change, enhance culture change and improve efficiency. Despite the fact that effective strategy implementation, is the only way to ensure desired objectives and goals are achieved. Care should be taken so that the organization does not suffer much from its negative effects occasioned by unpopular decisions implemented.
[bookmark: _Toc79337336][bookmark: _Toc80714151]5.4 Areas of Further study
The study suggests that the study should be replicated in the private sector institutions that deal with retirement savings. This would yield results for comparison between private and public institutions.
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Dear Sir/Madam,
REF: REQUEST TO CARRY OUT DATA COLLECTION. 
I am a student at Marist International University College pursuing a Bachelor of Arts Degree in Strategic Development Studies. I`m carrying out a study on the Factors that influence strategy implementation in social security institutions a case study of National Social Security Fund’. You have been chosen as you are well positioned to provide reliable information that will enable the study achieve its objectives. I intend to research on the above through the use of questionnaires.
Your cooperation will be highly appreciated.
Yours Faithfully,


COLLINS SANKALE.
BAS/68/19/20



[bookmark: _Toc2595261][bookmark: _Toc2611073][bookmark: _Toc11753365][bookmark: _Toc78299641][bookmark: _Toc80714155]Appendix II: Questionnaire

This questionnaire is designed for purposes of data collection which will be purely used for academic purposes. The study is titled: Factors that influence strategy implementation in social 
security institutions a case study of National Social Security Fund. I assure you that all the information received in this questionnaire will be treated with privacy it deserves. I also kindly request you not to include your name or any other mark on the questionnaire that can compromise your identity.
SECTION A - PERSONAL DATA (Kindly (√) where appropriate)

1. Number of Years in the NSSF?
    a. Less than five years [   ] 	b. 5 to 10 years [   ]   C. 11 to 15 years D. 16 to 20 years E. Over 20 years

2. Age?
   a. Below 25 years [   ] 	b. 25 – 30 [   ] 	        c. 31 – 40 [   ] 	     d. 41 - 45 [   ] e. Over 45

3. Level of education?
    a. Doctorate  [  ] 	b. Post Graduate [  ]        c. Bachelor’s [   ]       d. Diploma [   ] 	e. Others [   ]

SECTION B – Organization Resources and Strategy Implementation
For each of the following statements please indicate by ticking whether you strongly agree (5), agree (4), tend to agree (3), disagree (2) or strongly disagree (1) to a question (Kindly (√) where appropriate).
	Statements on Organization Resources 
	5

	4
	3

	2
	1


	Strategic objectives have not been allocated enough team members & resources
	
	
	
	
	

	Strategy implementation teams have inadequate experience in strategy implementation
	
	
	
	
	

	Strategy implementation teams have inadequate education and training background
	
	
	
	
	

	Some of the financial and non-financial resources allocated to strategy implementation are being misused
	
	
	
	
	

	The large revenue base, fiscal illusion and the problem of too much money is a factor affecting strategy implementation
	
	
	
	
	



SECTION C – Organization Leadership and Strategy Implementation
For each of the following statements please indicate by ticking whether you strongly agree (5), agree (4), tend to agree (3), disagree (2) or strongly disagree (1) to a question (Kindly (√) where appropriate)
	Statements on Organization Leadership 
	5

	4
	3

	2
	1


	The current leadership style is not transformational
	Your product's attributes compare favourably to possible substitutes in the market
	1.
	Your product's attributes compare favourably to possible substitutes in the market
	1.
	Your product's attributes compare favourably to possible substitutes in the market

	The management has not put in place proper compensation and reward structure for strategy implementation
	
	
	
	
	

	The current management has flawed vision of what seems to be the strategic position of NSSF
	It is costly for your customers to switch to other competitor Sacco products
	2.
	It is costly for your customers to switch to other competitor Sacco products
	2.
	It is costly for your customers to switch to other competitor Sacco products

	The current leadership has a myopic view of what is needed for successful management of operational tasks and projects within a strategic brief
	Your customers are loyal to your existing Sacco product
	3.
	Your customers are loyal to your existing Sacco product
	3.
	Your customers are loyal to your existing Sacco product

	The management is not carrying out its functions of Planning, Organizing, Staffing, Directing and Controlling effectively
	
	
	
	
	

	The current leadership style is not transformational
	
	
	
	
	

	The management has not put in place proper compensation and reward structure for strategy implementation
	
	
	
	
	



SECTION D – Organization Culture and Strategy Implementation
For each of the following statements please indicate by ticking whether you strongly agree (5), agree (4), tend to agree (3), disagree (2) or strongly disagree (1) to a question (Kindly (√) where appropriate)
	Statements on Organization Culture and Strategy Implementation
	5

	4
	3

	2
	1


	 There exists culture interference in the management of NSSF
	
	
	
	
	

	Strategic managers engage in activities to obtain and use power to influence organizational goals and change strategy and culture to further their own interests
	
	
	
	
	

	Top-level managers constantly come into conflict over what correct policy decisions
	
	
	
	
	

	There exists a powerful group who may regard the change caused by new strategy as a threat to their own power
	
	
	
	
	

	Tribal politics in NSSF may be a factor affecting strategy implementation. 
	
	
	
	
	



SECTION F– Strategy Implementation
For each of the following statements please indicate by ticking whether you strongly agree (5), agree (4), tend to agree (3), disagree (2) or strongly disagree (1) to a question (Kindly (√) where appropriate)

	Statements on strategy implementation
	5

	4
	3

	2
	1


	Strategy implementation involves organization of the firm's resources and motivation of the staff to achieve objectives
	
	
	
	
	

	If implementation is not effectively managed, the strategic plan may amount to being mere “white elephant” and nothing more
	
	
	
	
	

	Strategy may be good but if its implementation is poor the strategic objective for which it was intended will not be 
achieved.
	
	
	
	
	

	Strategy implementation is the process by which strategies and functional policies are put into action through the development of action plans
	
	
	
	
	

	Strategy implementation is said to be successful if 
the organization achieves its mission and objectives
	
	
	
	
	




--------------------------------------------Thank You----------------------------------------------------



[bookmark: _Toc417903918][bookmark: _Toc417907150][bookmark: _Toc78299642][bookmark: _Toc80714156][bookmark: _Toc170727898]Appendix III: The Budget

	Items
	Total Cost

	Printing and Binding of the Proposal
	10,000

	Typing Services
	10,000

	Printing of Questionnaires
	5.000

	Pretesting 
	10,000

	Travel cost on Distribution of Questionnaires
	15,000

	Collection of Questionnaires
	10,000

	Pretesting and Questionnaire Adjustments
	5,000

	Coding of Questionnaires
	5,000

	Total
	80,000
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Below 25	26-30	31-40	41-45	Above 45	0.14000000000000001	0.26	0.32000000000000023	0.14000000000000001	0.14000000000000001	Doctorate	Post Graduate	Undergraduate	Diploma	Others	0.12000000000000002	0.28000000000000008	0.54	4.0000000000000022E-2	2.0000000000000011E-2	Less than 5 yrs	5 to 10 yrs	11 to 15 yrs	16 to 20 yrs	More than 20 yrs	0.38000000000000023	0.4800000000000002	0.1	4.0000000000000029E-2	0	