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Abstract  

Many organizational failures occur due to inadequate implementation of strategy; that 66% of corporate strategy 

is never implemented creating strategy-to-performance gap than the gap in the formulation-to-implementation 

process. The ability to implement a strategy lies on firm’s ability to overcome obstacles through formula-to-

process implementation. The purpose of this study was to o evaluate the factors influencing strategy 

implementation in the tourism sector in Kenya particularly Maasai Mara national park. The objectives of the 

study were to examine the influence of change management on strategy implementation, to determine the 

influence of organizational culture on strategy implementation, to establish the influence of leadership on 

strategy implementation and to assess the influence of performance contracting on strategy implementation in 

the tourism industry in Kenya. This study adopted a case study design. The study target population was 132 

respondents selected by census sampling technique. A questionnaire was used for data collection. Data collected 

was analyzed using descriptive and inferential statistics. Descriptive statistics involved working out the 

percentages and frequencies and preparation of frequency tables. The findings of this study showed that 

constructs observed during change management activities to establish their influence on strategy implementation 

in the tourism sector found that organization pre-positioning as construct of change management influenced 

strategy implementation to a moderate extent, planning of implementation focus and support and consolidation 

were more influential on strategy implementation; values held by top management; strength of organizational 

culture relating to the degree of consistency of beliefs, values assumptions and practices in the sector was the 

most influential to strategy implementation;  provision of leadership direction to implement strategies, 

persuading  to seek goal setting for strategy implementation as elements of leadership were more influential on 

strategy implementation; clear planning and implementation correlation as a determinant for performance 

contracting was more influential to strategy implementation; finally the results leadership and change 

management factors  were key factors influencing strategy implementation in the tourism sector particularly in 

national parks in Kenya. The study recommends that management and Kenya tourism board should use 

leadership and change management approaches to improve on strategy implementation in the sector.  

Keywords: Strategy Implementation, National Parks, Tourism Industry, Maasai Mara, Kenya 

 

1. Introduction  
Strategic management is an organized development of the resources of the functional areas; financial, 

manufacturing, marketing, technological and manpower in the pursuit of its objectives (Ritson, 2011). Past 

research indicates that involvement by managers and other organizational members in strategy implementation 

and other organizational processes can affect a variety of firm outcomes. Many authors have suggested a 

coexisting relationship between organizational processes and the internal or external context of a firm 

(Harrington, 2004). In particular, researchers have indicated a relationship between involvement and 

participation in the strategy implementation process and manager-implementation preferences, organizational 

size, environmental complexity, and environmental uncertainty (Harrington, 2004). Strategy implementation is 

the critical link between formulation of strategies and superior organizational performance (Noble and Mokwa, 

2009). Further, Nutt (1999) studied strategy decisions in organizations located in the USA and Canada and 

concluded that half of the strategic decisions failed to attain their initial objectives mainly because of the 

problems during strategy implementation process. Even though the stream of research which deals with strategic 

decision making is well developed, there are only a few empirical studies on strategy implementation. A 

comprehensive review of strategy implementation literature reveals that only very few studies have examined the 

relationship between strategy implementation and performance (Hickson, Miller and Wilson, 2003). 

Strategic management is viewed as the set of decisions and actions that result in the formulation, 

implementation and control of plans designed to achieve an organisation’s vision, mission, strategy and strategic 

objectives within the business environment in which it operates (Pearce and Robinson, 2007). Strategy 

implementation is an integral component of the strategic management process and is viewed as the process that 

turns the formulated strategy into a series of actions and then results to ensure that the vision, mission, strategy 

and strategic objectives of the organisation are successfully achieved as planned (Thompson and Strickland, 

2003). For the past two decades, strategy formulation has been widely regarded as the most important 

component of the strategic management process and is more important than strategy implementation or strategic 

control. However, recent research indicates that strategy implementation is a key requirement for superior 
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business performance. In addition, there is growing recognition that the most important problems in the field of 

strategic management are not related to strategy formulation, but rather to strategy implementation (Kaplan and 

Norton, 2000). The high failure rate of organizational initiatives in a dynamic business environment is primarily 

due to inadequate implementation of new strategies. 

The concept of ‘performance management’ remains ambiguous in spite of the enormous attention it 

has received in academic writings (Carroll, 2005). The confusion, according to Carroll and Dewar (2006), stems 

from the fact that many scholars continuously use it interchangeably with ‘performance measurement’ and other 

forms of performance assessment including performance evaluation, performance monitoring, and performance 

reporting (Bruijn, 2007; Halachmi, 2005; McAdam et al., 2005; Pollitt, 2006; Talbot, 2005). Yet, one may argue 

that these forms of performance assessment are part of the generic idea of performance management system. 

According to Schwartz (2009), one should not confuse performance management with performance appraisal 

and evaluation. The distinction of performance management consists in the fact that it has three main 

components: understanding and setting goals and expectations; providing on-going feedback; and appraising 

performance. Mupazviriho (2008) is also of the view that ‘performance management extends beyond the concept 

of performance appraisal or performance related pay of the 1980s, which only tries to address how a person 

should be rewarded after the completion of tasks over a given period’, while Briscoe and Claus (2008) say that 

performance management is the system through which organizations ‘set work goals, determine performance 

standards, assign and evaluate work, provide performance feedback, determine training and development needs, 

and distribute rewards’. Performance management is, therefore, ‘conceived as a framework with system 

properties’ (Bouckaert & Halligan, 2008). Further, Rubiensak and Bovaird (2009) say that performance 

management ‘is a system for focusing managers on the goals of the organization, in order to shape their work so 

that it contributes more systematically to the success of the organization’, while Varma et al., (2008a) see it as 

‘the key process by which organizations set goals, determine standards, and assign and evaluate work’. Perhaps 

the most profound definition is the one given by Carroll and Dewar (2008). Examining the ambiguity that has 

surrounded the concept and with a thorough review of the literature, the two concluded that it is the ‘collecting, 

reporting, and using of information about government programs to assess and improve the delivery of 

government services’.  

 

1.1 Statement Problem 

Many organizational failures occur due to inadequate implementation of strategy; Johnson (2004) reveals that 

66% of corporate strategy is never implemented. Crittendens (2008) relate the problem to “strategy-to-

performance gap, than the gap in the formulation-to-implementation process”, the sequence of implementation of 

strategy is comprised of communication, interpretation, adoption and enactment; which when inadequately 

addressed, implementation may not be actualised. A company’s ability to implement its strategy lies on its 

ability to overcome obstacles through formula-to-process implementation. Some studies (Hickson et. al, 2003) 

have examined the relationship between strategy implementation and organizational performance, while 

overlooking at strategic planning and business level strategy. Strategy implementation is critical in linking 

strategy formulation and organizational performance, the extent to which an organization has been successful in 

implementing strategy has a direct impact on organizational performance. This study seeks to evaluate factors 

influencing strategy implementation in Tourism sector in Kenya, with a particular interest in Maasai Mara 

National Park, tourism site in Narok County.  

 

1.2 Research Objectives  

The study was guided by the following specific objectives: 

(i) To examine the influence of change management as a factor on strategy implementation in the tourism 

industry in Kenya  

(ii) To establish the influence of organizational culture as a factor on strategy implementation in the tourism 

industry in Kenya  

(iii)  To investigate the influence of leadership  as a factor  on strategy implementation in the tourism 

industry in Kenya  

(iv) To establish the influence of performance contracting  as a factor on strategy implementation in the 

tourism industry in Kenya 

 

1.3 Empirical Literature 

Hrebiniak’s (2006 and 2008) argument that, while formulating a strategy is hard, making it work, like “executing 

or implementing it throughout the organisation”, is even harder is supported by past empirical studies which 

report weak relationships between strategy formulation and its implementation. Fortune magazine (Gurowitz, 

2007) finds that less than 10% of well-formulated strategies are also effectively executed. Identical results of just 

10% of strategies being successfully implemented are also reported by Judson (1991) and Speculand (2006). A 
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2003 survey by the Economist Intelligence Unit and Makaron Associates (Mankins and Steele, 2005) reports 

slightly better but still very disappointing achievements, discovering that on average companies deliver a mere 

63% of the potential financial performance their strategies have promised. Raps (2004), the real success rate of 

strategy implementation lies between 10% and 30%. Therefore, most companies have strategies but only a few 

actually realise them. These low success rates are discouraging, especially since many companies recently have 

invested huge sums of money to improve their strategic planning.  

Hitt, Ireland and Hokinson (2005) state that resources based view model and the industrial 

organization model are used by organizations to generate the strategic inputs needed to successfully formulate 

and implements strategies and the mountain strategic flexibility. The resources based theory aspires to explain 

the internal sources of firm sustained completive advantage, its central preposition is that if a firm is to achieve 

the state of sustained competitive advantage it must acquire and control valuable, rare, imitable and non-

substitutable resources. 

Past studies indicate that it is not the environment but the resources of the organization which form the 

foundation of the firm strategy organization to utilize its resources and capabilities relative to opportunities in the 

external environment. Werner let (1984)defined a fundamental principle that  the basis of competitive advantage 

of an organization lies in the application of the bundle of vulnerable resources at the organization disposal. The 

resources have to fulfill the VRIN criteria of being valuable, rare, inimitable and non substuitable in order to 

achieve  a sustainable advantage (Barney 1991) 

More recent studies seem to be more structured and focus on two different but closely connected views 

of strategy implementation; the structural view and the interpersonal process view (Skivington and Daft, 1991). 

The structural view proposes that managers make adjustments to formal, structural elements of the organisation 

in order to enact strategic decisions while the interpersonal process view deals with a range of interpersonal and 

cognitive factors that managers must also address to interpret and respond to a strategic initiative. In addition, 

some authors propose specific divisions of the key areas of strategy implementation such as people, culture and 

control systems and instruments (Raps, 2004). Besides the activities that need to be accomplished if a company 

wants to implement its strategies, one should not neglect variables in the organisational context that could hinder 

effective strategy implementation. Hrebiniak (2005) identifies four broad contextual factors that deserve special 

attention when discussing obstacles to strategy implementation. These include the change management context, 

the organisational culture context, the organisational power structure context and the leadership context. 

Managing change is difficult but absolutely critical for successful strategy execution (Hrebiniak, 2008). 

Hrebiniak (2005) study found that problems with change management constitute the single biggest threat to 

strategy implementation. Leaders must therefore identify areas of necessary change and overcome any potential 

resistance to change. They are instrumental in changing and managing key people, incentives and organisational 

structures. 

Organisational culture refers to the shared values, attitudes and norms of behaviour that create the 

propensity for individuals in an organisation to act in certain ways. One of the most common culture-related 

problems in companies is inadequate trust (Hrebiniak, 2005), which usually results in poor or inadequate 

information and knowledge sharing between individuals and or business units responsible for strategy 

implementation. This problem was ranked as one of the largest obstacles to strategy execution by American 

managers (Hrebiniak, 2005). Another common cultural problem is the domination of the short-term orientation 

in a company. Two independent studies conducted by Alexander (1985) and Al-Ghamdi (1998) report that 

competing short-term activities distract attention from strategy implementation in 64% and 83% of companies, 

respectively. 

The organisational power structure is important because it influences decisions regarding the allocation 

of all kinds of resources necessary for strategy execution. Hrebiniak (2005, 2006) and Gurkov (2009) argue that 

even well-prepared and sound plans die if the implementers fail to confront difficult organisational and political 

obstacles that stand in the way of effective implementation. Therefore, strategy executors must persuade all 

relevant employees to carry out all activities necessary to implement the strategy (Hrebiniak, 2005). Obviously, 

the top manager’s guidance, support and active involvement in strategy implementation is critical (Brenes et al., 

2008). If those in power do not care about or even resist execution of the strategy, the success of the 

implementation process is clearly jeopardised (Hrebiniak, 2005). 

Finally, proper leadership skills are also needed to ensure employees will execute the selected 

strategies. One of the biggest problems is usually the lack of co-ordination and clear guidelines (Hrebiniak, 

2005). According to Kaplan and Norton (2006), this problem can be partly solved by using strategic maps which 

connect a strategy paper with an operative execution plan and can therefore substitute organising efforts for 

strategy implementation. Another important function of leadership is to “sell” the strategy to everyone who 

matters (Hambrick et. al, 1989). A strategy must therefore be successfully communicated to the employees 

(Hrebiniak, 2005b). Kaplan and Norton (2005) argue that on average 95% of a company’s employees are 

unaware of or do not understand the company’s strategy. And if the employees are unaware of the strategy, they 
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surely cannot help the company implement it effectively. Studies also confirm the success of the strategy 

execution depends on the adoption of a compensation system that motivates managers and employees to achieve 

company goals (Terborg et. al., 1985). 

In addition to the four organisational context variables one should not forget that a strategy cannot be 

successfully implemented if the strategic planning, that is, strategic analysis (Pucko and Cater 2008) and strategy 

formulation (Hrebiniak (2005), is inadequate. In this regard, Giles (1991) argues there are three reasons why 

poor strategic planning is an obstacle to strategy implementation; a strategy is not really a strategy but “a mixture 

of budgets and management wish list”; a strategy is not executable; and a strategy is not owned by the executors 

because they did not participate in its formulation and therefore do not accept it as “their own”. Therefore 

thirteen of the most commonly addressed obstacles to strategy implementation that can be classified in five 

broad groups: problems in strategy formulation, change management problems, organisational culture problems, 

problems related to organisational power structure and leadership problems.  

  

1.4 Research Methodology 

This study adopted a case study design to assess implementation of strategies in terrestrial National Parks in 

Kenya. The study target population was 132 respondents who were selected using census sampling technique. A 

structured questionnaire was used for data collection. Quantitative data collected in this study was organized for 

consistency before processing. The data was analyzed using descriptive statistics and the five point Likert scale. 

 

1.5 Results and Discussion 

1.5.1 Factors for Strategy Implementation in the Tourism Industry  

The study established the factors influencing the strategies implemented in the tourism industry particularly the 

national parks in Kenya.   

Table 1 Factors influencing Strategy Implementation in the Tourism Industry 

Factor  Frequency Percentage 

Change Management Approaches  40 30.3% 

Leadership Approaches  53 40.15% 

Organizational Culture  15 11.36% 

Performance Contracting  24 18.2% 

Total  132 100% 

Table 1 reveals that leadership approaches influence strategy implementation in the tourism industry as 

expressed by 40.15% of the total respondents. 30.3% of the respondents felt that change management approaches 

as factor influence strategy implementation in the tourism industry.  18.2% of the respondents felt that 

performance contracting influenced strategy implementation in the national parks in Kenya. For organizational 

culture 11.36% of the respondents indicated that it contributed to strategy implementation 

The study further established the factors that have been used by the tourism industry frequently  in the 

strategy implementation for the last ten years.  

Table 2 Factors Frequently used in Strategy Implementation in the Industry 

Factor  Frequency Percentage 

Change Management Approaches  45 34.1% 

Leadership Approaches  37 28.0% 

Organizational Culture  18 13.6% 

Performance Contracting  32 24.2% 

Total  132 100% 

Table 2  indicate that change management approaches as factors have been used by the tourism 

industry   in the strategy implementation more frequently than others as expressed by 34.1% of the respondents 

in this study. While 28.0% of the respondents indicated that leadership approaches were more frequently used 

followed by performance contracting at 24.2% and organizational culture at 13.6% of the total respondents 

expressed that it is used more frequently in strategy implementation. 

The study further established the extent to which the factors influenced strategy implementation in the 

tourism industry in the national parks in Kenya. The responses obtained from the field ranged from no extent 

(1.0), less extent (2.0) moderate extent (3.0), greater extent (4.0) and to greater extent (5.0) and recorded as in 

table 3 below 
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Table 3 Factors influence on Strategy Implementation in the Tourism Industry 
                                                                               

Factors in the Industry  

Rating of Responses                       

f 

Total % 

5.0 4.0 3.0 2.0 1.0 

Change Management Approaches  19 (14.39%) 23 (17.4%) 58 (43.9%) 21 (15.9%) 11    (8.3%) 132 100% 

Leadership Approaches  33  (25%) 40 (30.3%) 51 (38.6%) 5  (3.7%) 3     (3.7%) 132 100% 

Performance Contracting  20 (15%) 29  (21.96%) 38 (28.8%) 41 (31.1%) 4   (3.0%) 132 100% 
Organizational Culture  15 (11.36%) 32 (24.57%) 43 (32.57%) 28 (21.2%) 14 (10.6%) 132 100% 

Table  3 indicate the extent to which each factor do influence strategy implementation in the industry 

in a scale of 5.0 to 1.0;  the responses obtained indicate that change management approach influenced to 

moderate extent as indicated by 43.9% of the respondents; leadership approach was rated at moderate extent in 

influencing  strategy implementation in the industry.  Performance contracting was rated by majority of the 

respondents 31.1% to influence strategy implementation to a less extent. For organization culture majority of the 

respondents expressed that it influences strategy implementation to moderate extent and its response rate was 

32.57% as indicated by the respondents. 

1.5.2 Change Management Approach and Strategy Implementation in the Tourism Sector  

The study sought to establish the extent to change management approach influence the strategy implementation 

in the industry. The constructs observed during change management activities were used to establish the 

influence on strategy implementation in the tourism sector.  The focus of change management approach was 

anchored on organizational positioning, change management plans implementation focus on objectives, and 

support and consolidation phases in the change management processes. The constructs were rated on a scale of 

5.0 for most influential, 4.0 for more influential,3.0 for moderately influential, 2.0 for less influential and 1.0 for 

not influential.  

Table 4 Focus on Constructs of Change Management and Strategy Implementation  
Focus on Constructs of  Change 

Management  

Rating of Responses                       

f 

Total % 

5.0 4.0 3.0 2.0 1.0 

Organization             Pre-Positioning  41 (31.1%) 32 (24.2%) 51 (38.6%)  5         (3.8%) 3    (2.3%) 132 100% 

Plans Implementation focus  38 (28.8%) 46 (34.8%) 32 (24.2%) 14     (10.6%) 2    (1.5%) 132 100% 

Support  and Consolidation 19 (14.4%) 48 (36.4%) 43 (32.5%) 10        (7.5%) 12 (9.09%) 132 100% 

Table 4 shows that organization prepositioning as a construct of change management influence 

strategy implementation to a moderate extent as expressed by 38.6% of the total respondents. Plans 

implementation focus is more influential on strategy implementation as expressed by 34.8% of the total 

respondents in this study. While support and consolidation was also rated more influential to strategy 

implementation by 36.4% of the total respondents in this study.The findings in this study concur with past 

studies literature on the tourism sector as one of the steadily growing industries in the world; made primarily of 

small and medium enterprises (By and Dale, 2006). The tourism industry is faced with an increasingly dynamic 

and complex environment whose evolution and shifts have a major influence on ability of the businesses to 

compete and perform. In the most general sense, the noticeable difference in form, quality or state in the 

dimensions of tourism sector  at different moments of time (Poole and Van de Ven, 2004). Poole and Van de 

Ven (2004) organizational change involves three aspects: differences in form, different temporal moments, and 

different states of the entity. Other authors feel a greater need for conceptual precision and try to specify 

elements suffering modifications or being subject to human interventions. For instance Wood (2000, cited in 

Gomes, 2009) defines organizational change as structural, strategic, cultural, technological or human 

transformation with an impact on the organization. By this, the author offers types of organizational changes 

rather than a precise definition. Burduş, et al. (2003) make a step further and define change as  replacement, 

modification, transformation of the form or the substance of an object, product, work, service, activity or process.  

1.5.3 Determinants of Organization Culture and Strategy Implementation  

The second objective was to establish the influence of organization culture on strategy implementation in the 

tourism sector particularly in the national parks.  The determinants of organization culture were used to elicit 

opinions of respondents in this study. The response were rated on a scale of 5.0 for most influential, 4.0 for more 

influential,3.0 for moderately influential, 2.0 for less influential and 1.0 for not influential and were  recorded as 

in table 5 below 

Table 5 Determinants of Organization Culture and Strategy Implementation  
Determinants of Organization 

Culture 

Rating of Responses                 

f 

Total % 

5.0 4.0 3.0 2.0 1.0 

Values held by top management  15 (11.36%) 49 (37.12%) 42 (31.8%) 23 (17.4%) 3 (2.3%) 132 100% 

History of the Organization  12 (9.09%) 23 (17.4%) 45 (34.1%) 50 (37.9%) 2 (1.5%) 132 100% 
Top management Vision 23 (17.4%) 14 (10.6%) 56 (42.4%) 34 (25.75%) 5 (3.8%) 132 100% 

Strength of organizational 

Culture (degree of consistency of 
beliefs, values assumptions and 

practices) in the sector. 

42 (31.8%) 41 (23.5%) 39 (29.5%) 9          (6.8%) 10 (7.5%) 132 100% 

Table 5 shows that values held by top management were more influential on strategy implementation 
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as indicated by majority of the respondents 37.12%.  The history of the organization was less influential on 

strategy implementation as indicated by 37.9% of the total respondents. For top management vision it influenced 

strategy implementation to a moderate extent as expressed by 42.4%of the total respondents. But strength of 

organizational culture relating to the degree of consistency of beliefs, values assumptions and practices in the 

sector were most influential to strategy implementation as expressed by 31.8% of the respondents in this study. 

This study results concur with past studies like Schein (1985) which defines culture as a “pattern of basic 

assumptions-invented, discovered, or developed by a given group as it learns to cope with its problems of 

external adaptation and internal integration that have worked well enough to be considered valid and therefore, 

to be taught to the new members as the correct way to perceive, think, and feel in relation to those problems. 

Culture is defined as cumulative preferences of some states of life over others(values), response predispositions 

towards several significant issues and phenomena like attitudes, organized way of filling time in relation to 

certain affairs rituals, and ways of promoting desired behaviors and preventing undesirable ones (sanctions). 

Pareeck (2003) defined culture as the cumulative beliefs, values and assumptions, underlying transaction with 

nature and important phenomena. Hulya et al  (2010) observed that an organizations’ cultural orientation is a 

contributing factor to its perceived performance. The study revealed that while clan organizational culture is a 

sole contributing factor for project and business performance, Project Management Maturity interacts with 

market culture in improving business performance. Shunzhong- Liu (2009) found that there exist strongly 

complementary relationships among innovative supportive culture, market orientation culture, learning culture 

and customer communication culture. Braunscheidel,  et.al. (2010) examined the effects of organizational culture 

on cultural characteristics to determine the types of cultural characteristics that are strongly associated with 

efforts to integrate the supply chain and delivery performance. 

1.5.4 Leadership factor and Strategy Implementation in the Tourism Sector 

The study established the elements of leadership factor that influenced strategy implementation in the tourism 

sector particularly in the national parks; the response rate obtained from the field were on a scale of 5.0 for most 

influential, 4.0 for more influential,3.0 for moderately influential, 2.0 for less influential and 1.0 for not 

influential and were  recorded as in table 6 below. 

Table 6 Leadership factor and Strategy Implementation 

Elements of Leadership  Rating of Responses                       

f 

Total % 

 

5.0 4.0 3.0 2.0 1.0 

 Provision of leadership 

direction  to implement 

strategies  

41  

(31.06%) 

47  

(35.6%) 

24 

(18.2%) 

19 

(14.3%) 

1 

(0.75%) 

132 100% 

Persuading to seek goal setting 

for strategy implementation  

18  

(13.6%) 

51  

(38.64%) 

36  

(27.2%) 

24  

(18.2%) 

3 

(2.2%) 

132 100% 

Binding groups and motivating 

them towards goals for strategy 

implementation 

14   

(10.6%) 

32 

(24.2%) 

53  

(40.1%) 

28  

(21.2%) 

5  

(3.7%) 

132 100% 

Exerting some influence 

through leadership power to 

influence followers  on the 

chosen direction  

33   

(25%) 

44  

(33.3%) 

49   

(37.12%) 

4     

(3.0%) 

2 

(1.5%) 

132 100% 

Table 6  indicate that provision of leadership direction to implement strategies as elements of 

leadership is more influential 35.6% (47), while persuading  to seek goal setting for strategy implementation was 

also  more influential at 38.64% (51) response rate. Binding groups and motivating the groups towards goals for 

strategy implementation was rated moderately influential at 40.1% (53) by the respondents; exerting influence 

through leadership power to influence followers on the chosen direction was rated to influence strategy 

implementation at a rate of 37.12% (49) as expressed by the respondents in this study. The findings in this study 

concurs with past studies that the capabilities of the managers, their role in creating the organisation or their 

relationship to their network, may affect the translation of knowledge into organizational performance. 

Managers’ capabilities are  acquirable assets whose ownership has a fundamental influence on organizational 

performance. Different traits of managers like  gender, age, experience, and education  may lead to different 

levels of organizational performance. Although a variety of leadership concepts have been introduced. Burns 

(1978) proposed that the most promising are transformational and transactional leadership that fosters progress 

in an organization or sector. 

1.5.5  Determinants of Performance Contracting and Strategy Implementation 

The study sought to establish the influence of determinants of performance contracting on strategy 

implementation in the tourism sector. The response rate obtained from the field was presented as in table 4.8 

below (on a scale of 5.0 for most influential, 4.0 for more influential,3.0 for moderately influential, 2.0 for less 
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influential and 1.0 for not influential).  

Table 7 Determinants of Performance Contracting and Strategy Implementation  
Determinants of Performance Contracting Rating of Responses                       fTotal % 

5.0 4.0 3.0 2.0 1.0 

Clear appointment of responsibility  for action 29 (21.9%) 47 (35.6%) 51 38.64% 2    (1.5%) 3    (2.3%) 132 100% 

Clear planning and implementation  correlation  32  (24.2%)46  (34.84%) 45  (34.1%) 5   (3.78%) 4  (3.0%) 132 100% 

Creating fair and accurate impression  on performance  14  (10.6%)35  (26.5%) 43  (32.57%)28  (21.2%) 12   (9.1%) 132 100% 

Table 7 reveal that clear appointment of responsibility for action as a determinant for performance 

contracting to strategy implementation was rated moderately influential at 38.64% (51) by the respondents.  

Clear planning and implementation correlation was rated more influential by majority of respondents at 34.84% 

(46); while creating fair and accurate impression on performance was rated moderately at 32.57% (43) by the 

majority of the respondents in this study. This study results concurs with past studies that Performance 

Contracting is a Management Control Systems and contractual agreement to execute a service according to 

agreed-upon terms, within an established time period, and with a stipulated use of resources and performance 

standards (Cole, 2002). Performance contracting as an element of broader public sector reform is aimed at 

improving efficiency and effectiveness, while reducing total costs (Domberger, 1998). A performance contract 

constitutes a range of management instruments used to define responsibilities and expectations between parties 

to achieve mutually agreed results. Performance Contracts has been acclaimed as an effective and promising 

means of improving the performance of public institutions including the Ministry of Tourism. Over the last three 

periods of performance contracting, the public has raised dissatisfaction on the results as they do not relate to 

performance (service delivery) on the ground as perceived and received by the public. The dissatisfaction with 

the performance results may not be limited to members of the public but also to Ministries, Departments and 

Agencies that are challenged by their performance (Kobia  and Mohammed, 2006).  

1.5.6  Factors influencing Strategy Implementation in the Tourism Sector. 

The study sought to establish how each of the factors influenced the strategy implementation in the sector.  The 

magnitude of influence was rated on a scale of 5.0 for most influential, 4.0 for more influential,3.0 for 

moderately influential, 2.0 for less influential and 1.0 for not influential. The response rate obtained from the 

field was recorded as in table 8 below.  

Table 8 Factors Influencing Strategy Implementation in the Tourism Sector 
Factors for Strategy Implementation Rating of Responses                       

f 

Total % 

5.0 4.0 3.0 2.0 1.0 

Leadership factor  28 (21.2%) 63 (47.7%) 23 (17.4%) 8    (6.0%) 10   (7.5%) 132 100% 

Change management factor  34   (25.75%) 57 (43.2%) 32   (24.2%) 2    (1.5%) 7     (5.3%) 132 100% 

Organization Culture factor  18   (13.64%) 26  (19.72%) 32   (24.2%) 52  (39.4%) 4  (3.0%) 132 100% 
Performance Contracting  factor 15  (13.6%) 34  (25.7%) 47    (35.6 %) 31  (23.5%) 5   (3.78%) 132 100% 

Table 8 indicate that the leadership factor is the more influential at 47.7 % ( 63) response rate on 

strategy implementation whereas change management factor also rated  as ,more influential at 43.2% (57) 

response rate by the respondents. Organizational culture factor was rated less influential by majority of the 

respondents at 39.4% (52) on strategy implementation in the tourism sector whereas performance contracting 

was rated moderately influential at 35.6% (47) by the respondents in this study. From these results leadership 

and change management factor stand out as factors influencing strategy implementation in the tourism sector 

particularly in national parks in Kenya. 

  

1.6    Conclusion 

From the findings of the study objectives the study concludes that leadership approaches, change management 

approach, organization culture approach and performance contracting approach and their construct elements 

influence strategy implementation in the tourism sector particularly in the national parks in Kenya.  

 

1.7   Recommendations of the Study    

Based on the findings and conclusions on the objectives of this study, the study recommends that management of 

the national parks and the tourism sector at large should observe leadership, change management, organization 

culture and performance contracting approaches as factors to assist in improving performance 
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