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Implementation of strategic plan by the North West department of education

ABSTRACT

South Africa's government departments generally haven't done well, particularly in the
North West. The North West Department of Education's (NWDoOE) capacity to
implement its strategic plans has deteriorated over time. Unacceptable audit results
and the department being placed under administration are undeniable indicators of a
capacity issue or insufficient strategic planning implementation. . The NWDoE is
similarly rendered ineffective by its inability to achieve the desired results, outcomes,

and impact.

Despite the fact that a lot of studies have been done on strategic planning, very few of
them have concentrated on the implementation aspect of strategic management. To
that extent, there is a gap in the literature because no study has been done on the

NWDoE. This made this study necessary and pivotal.

The main objective of this study was to look into how the North West Department of
Education is carrying out the implementation of its strategic plan, To that extent look
into factors that affect (enhance or impede) the department of education's (NWDOE)

implementation of strategic plan.

A number of research sub-questions were created to help achieve the goal. These
included: how does the NWDoE implement its strategic plan; what factors enhance
how the strategic plan is implemented in the NWDoOE; what obstacles exist to the
NWDoE implementation of the strategic plan; and whether an implementation plan can

be created specifically for the NWDoE.

Okumus Strategy Implementation Frameworks served as the foundation for this study.
A qualitative case study design was selected for this study. A
constructivist/interpretivist paradigm was used. The methodology of choice for
gathering and analyzing both sets of data was qualitative content analysis. Computer
assisted data analyses system Atlas/ti7 was used. A qualitative survey and

documentary content analysis were used to collect and analyse the data. Over 51



reports from the department's various sections were reviewed. . In addition, a
purposive sample of 66 departmental officials representing all levels of the
organization were surveyed. Data produced by the two systems were imported into

Atlas/ti for qualitative analysis.

The results demonstrated the difficulties and opportunities that public service
departments encounter when implementing strategic plans. . The results highlighted
different approaches adopted by NWDOE to carry out its strategic plan implementation
as well as problems resulting from their decisions. The findings also identified and
described elements that enhanced or hampered the NWDoE ability to implement
strategic plan. The recommendations were used to develop an empirical framework
that emphasizes key factors that must be taken into account concurrently in order to
successfully implement strategy. A flow line model and a set of recommendations are
presented. This was a remarkable accomplishment despite all the obstacles including
effects of COVID.

In conclusion, this case study offered insightful information about the subtle
complexities involved in the NWDOE implementation of strategic plans. The goal of the
study was to develop a framework for the NWDoE implementation of the strategic plan.
It was designed with four objectives in mind: understanding how the NWDoE is
carrying out its strategic plan, understanding what enables it to do so, understanding
what hinders the department from carrying out its strategic plan, and understanding
whether or not a better implementation model can be developed. All government

departments may find general use for the study's findings.

Key terms: Strategy implementation; organisational culture; strategic management;
organisational leadership; organisational structure; organisational culture;
stakeholders ‘engagement; key success factors; enablers/disablers of strategy;;

Okomus theory of strategy implementation.
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CHAPTER 1
ORIENTATION

1.1. INTRODUCTION
It is painfully obvious that a strategic plan that is not implemented will not produce
meaningful organisational outcomes. This is despite the fact that researchers have
not been able to agree on the extent to which strategic planning produces
organisational benefits (Johnson & Scholes, 2004). Alexander (1991:7) argues as
follows:

One key reason why implementation fails is that practicing
executives, managers and supervisors do not have
practical, yet theoretically sound, models to guide their
actions during implementation. Without adequate models,
they try to implement complex issues of strategy
implementation.”

According to Schick (1998), developing nations like South Africa frequently lack the
conditions necessary for the implementation of strategic plans because they frequently
have an informal economy and weak formal processes governing the delivery of
services in the public sector. Other traits shared by the majority of developing nations,
including South Africa, include rising mismanagement, a lack of political commitment
on the part of heads of state and government, a lack of administrative and technical
capacity, a lack of the rule of law, and weak economies. Under these circumstances,
strategic plan execution is likely to yield subpar outcomes.

Apartheid has a unique history in South Africa. The oppression of non-whites was the
government's political priority at the time, not international civil service reforms. The
economic development of South Africa, the attainment of social inclusion, and other

development goals are still hampered by the legacy of apartheid.

Political reform and South African politics both underwent a sea of change in 1994. A
process to reform planning in government has been started by the Department of
Planning Monitoring and Evaluation (DPME). This is done to achieve effective
programme outcomes for citizens and integrate planning across the three branches of

government.



The reforms also seek to ensure that government institutions are set up in a way that
makes the National Development Plan (NDP) Vision 2030 development goals easier
to achieve. The NDP (2011) is adopted as part of the planning reform, which is not a
standalone intervention and the government's adoption of the Medium Term Strategic
Framework (MTSF) covers the years 2014 through 2019.

The reforms also aim to ensure that the government institutions are set up in a way
that makes it easier to achieve the NDP Vision 2030's developmental objectives. 2030
development objectives. The NDP was adopted in plan as part of the planning reform,
which is not a standalone intervention (NDP). Furthermore, 2011 saw the adoption by
the government of the (MTSF), which runs from 2014 to 2019.

In South Africa, particularly in the North West, many departments have performed
poorly. The experiences described earlier are commonplace at the North West
Department of Education (NWDoE). Over time, there has been a decline in the
NWDoE's ability to carry out strategic plans. The subjection of the department under
administration and poor audit results are unequivocal indicators of a capacity issue or
poor strategic planning. The NWDoE is equally paralysed by its inability to produce
the intended results, effects and goals. The responsibility for ensuring that the NWDoE
implements strategic management policies rests with the government, the Treasury
and DPME. Despite the aforementioned efforts, the NWDoE has recently seen a
general decline in the quality of service delivery. These oversight mechanisms identify
a number of flaws, with difficulties implementing the strategic plan being one of the

most likely reasons for subpar performance.

In relation to NWDoE, the Auditor General of South Africa, OTP, DPME, and DBE
have identified the following issues for further investigation:
» Capacity of the structure to implement strategic management procedures;
* The officials' capacity to understand planning frameworks and policies;
» Knowledge of strategic planning frameworks and procedures among officials;
» Systems for managing departmental performance information; and

» The department's accomplishment of predetermined goals (AoPO)



A thorough investigation is required if you work in the NWDoE and are involved in
strategic management in order to comprehend the factors that affect the scientific
implementation of the strategic plan. Consequently, this case study discusses how the
NWDoE interprets the execution of the strategic plan. The case study's goal was to
investigate the variables that affect how the NWDoE implements the strategic plan in
order to achieve its outcomes and impact. Public sector departments in the North West
Province of South Africa have paid little to no attention to evaluating the execution of

strategic plans.

This case study aims to assess how the NWDoOE is implementing its strategic plan.
The process of strategic planning and implementation appears simple on the surface:
a plan is made, and then it is carried out (Leslie, 2008). All organizations, especially
those in the public sector, fall prey to this fallacy, though. NWDoE isn't an exception
However, applying strategy is a much more challenging concept (Johnson & Scholes,
2004). The primary objective of this study is to investigate the factors that influence
how strategies are implemented in the NWDoE. The creation and implementation of
plans to achieve organizational goals is known as strategic management (Pearce &
Robinson, 1991

This study has provided a sound scientific understanding of the factors that aid or
obstruct the NWDoE's implementation of its strategic plan so that it can achieve its

outcomes and impact. This study is novel and has no antecedence.

Both the government as a whole and all citizens are impacted by the decline in service
delivery. Offering everyone a high standard of service will improve everyone's quality
of life. The public's perception of the government's performance in general and the
North West in particular is negative, according to the media. This decline, which has
been accompanied by violent protests and strikes, exposes the strategic core of the
departments. Departments either struggle to develop strategies or have trouble putting

them into practice. Any case study that can solve this puzzle is appreciated.

To properly analyze this case study, one must comprehend the theoretical,
conceptual, and relational frameworks of strategic planning. The theories/models of
Okumus (2023) served as a guide for implementing the strategy in this case study.



Utilizing qualitative content analysis, data was analyzed. AtlasTi7 were used. Due
consideration must be given to how the public sector implements and institutionalises
strategic management reforms differently from the private sector. Such will be cast in

this case study.

The core of this case study will highlight and describe the strategic implementation
design and implementation challenges inherent in public service in general and
NWDoE in particular. When the education strategy is implemented correctly, the quest

for service delivery will be halfway finished, and everyone's quality of life will improve.

A wide range of people will benefit from this work. The DPME, the Treasury, the
national government, the provincial governments, and research institutions may all

benefit.

The goal of this case study was, amongst others, to advance theoretical, conceptual,
and practical applications of strategic management in the public sector. In this case
study, we'll try to address any unexpected or contextual issues that might arise when
a tactic is applied in the NWDoE. This case study will partially fill the theoretical void
left by the transfer of strategic management from the private to the public sectors. The
case study will also improve our understanding of strategic management and

reenergize the public sector.

Given the difficult budget, the size of the NWDoE and effect of COVID, the
recommendations should be internally consistent and conceptually rigorous in order
to connect planning, budgeting, and reporting so that the Department becomes a
learning organization. This case study has provided the national public service with a

scientific basis for potential recommendations.

This case study contributes fresh perspectives to the discussion of strategic
management in public sector management, with a focus on NWDoE and education in
general as a business entity. The NWDoE will be able to identify which branches could
benefit from the case study and streamline its operational processes to meet its

strategic objectives.



1.2. BACKGROUND TO THE RESEARCH

Numerous authors have drawn attention to the difficulties in implementing strategies
(Bigler, 2001), noting that 90% of developed strategies are not carried out on schedule
or with the desired outcomes. According to Miller (2007), organisations fail to
implement more than 70% of their new strategic initiatives, and only 10% to 30% of

strategies are successfully implemented.

Many authors (Mintzberg, Ahlstrand & Lampel, (1998)) have called attention to the
challenges of strategy implementation noting that 90% of developed strategies are not
implemented on time or with the desired results. Miller (2007) asserts that only 10%
to 30% of strategies are successfully implemented by organisations, and that more

than 70% of new strategic initiatives are not carried out.

The argument that, while formulating a strategy is hard, making it work, i.e. "executing
or implementing it throughout the organisation,” is even harder, is supported by

previous empirical studies that report weak results (Cater, et al. 2010).

Only a handful of definitions (Hrebiniak & Joyce, 1984 ; Reed & Buckley, 1988) make
mention of particular systems and actions like organisational structures, personnel
actions, control systems, programs, budgets, procedures, and job requirements.
According to Boyne & Gould-Williams (2003), strategy implementation is currently the
most neglected issue in both the business and public sectors, despite having a general
impact on departments' performance (Aosa, 1992). Furthermore, Baroto, Arvand &
Ahmad (2014) show that the efficient application of a mediocre strategy can
outperform the subpar application of a superior strategy. In Mnwanje's (2016) opinion,
organisations fail not at the stage of developing strategies but rather at the stage of
putting into practice the strategic plans they spend more time developing with their

limited human, financial and technical resources.

It is crucial, according to Kargar & Blumenthal (1994) and Kalali, Anvari, Pourezzat, &
Dastjerdi, (2011), to move the discussion beyond action checklists and toward

conceptual foundations that will direct empirical research and executive action.



In agreement with Abok, (2013), Ndzoyiya, (2019) begin their discussion of strategy
implementation asserting that successful strategy implementation is crucial for all
organisations, whether they are private or public. Even the most effective strategies
are useless if they are not used properly. No matter how internally consistent the
concept of strategic achievement is, how many innovative elements it has, or how well
it positions the organisation in relation to competitors, how well it is implemented is
what matters most (Ndzoyiya, 2019).). According to Thompson & Strickland (1999),

the actors involved determine whether the implementation is successful.

The literature also demonstrates the development of several noteworthy conceptual
implementation frameworks that refer to crucial implementation factors that could
influence the implementation process (Stonich, 1982; Hrebiniak & Joyce, 1984;
Galbraith & Kazanjian, 1986; Alexander, 1985 & 1986; Aaker, 1995; Thomson &
Strickland, 1995). Studies by Waterman et al. (1980), Schmelzer (1992), Bryson &
Bromiley (1993), Miller (1990, 1997), Ghamdi (1998), Okumus (2001, 2003), Obeidat
(2008), and Ali & Hadi (2012), to name a few, have all been conducted to test the

frameworks.

The concepts and constructs relevant for the successful implementation of strategic
plans on a global and African scale have not been empirically tested using these
conceptual implementation models. Furthermore, strategic management, which
includes strategic planning, implementation and control, has received more attention
in both the public and private sectors, according to the literature that is currently
available. The management and leadership theories that emerged in the West were
used by the private sector to create strategic management models (Europe). These
theories originated from the historically evolving European philosophical schools of
thought.

Compared to strategic planning, the implementation of strategic plans has received
little attention. Organisations invest too much time in creating sound plans but neglect
to devote the same amount of time to creating implementation plans and controls.
Literature has revealed that numerous effective strategies have utterly failed as a
result. There is no doubt that the private sector in Europe has invested time in learning
the causes of unsuccessful strategic implementation. However, the South African



public sector appears to be doing very little work.

The imposition of Western philosophy, culture, theories and strategic management in
both the public and private sectors came with colonisation. The goal of this study is to
raise awareness of the impact of colonialism on management in general and strategic
management in particular, rather than delving deeply into colonisation and its effects
in Africa. Despite the small size of the research, the empirical studies mentioned in
this study all agree on the factors that influence and hinder the implementation of
strategic plans in Africa in general and South Africa in particular. They also come to
the unqualified conclusion that decolonisation is necessary, as is the creation of an

Afrocentric strategic management approach for better implementation.

The final nation to be freed from the colonial master of apartheid was South Africa.
Prior to 1994, colonialists prioritised managing the black population over creating
management theories. Western strategic management was brought over in its entirety.
The ANC government began the process in an effort to bring planning, monitoring,
and evaluation to the public sector after 1994. Additionally, they developed several
frameworks and models. One can infer from the empirical research conducted in South
Africa that the driving and impeding factors for strategy implementation in Africa are

also present there. The delivery of services has collapsed and deteriorated.

According to analyses of the empirical literature, the North West Province of South
Africa's public sector departments have received little to no attention when it comes to
the implementation evaluation of strategic plans. For the purposes of this study, it is
crucial to identify and evaluate the strategic plan implementation constraints in the
NWDoE. The implementation of strategic intervention by the public sector, with a focus
on NWDoE, will then be able to consider designing an intervention or interventions

aimed at reducing the individual or collective impact of these constraints.

There is a need for this study because, according to the literature review, there is little
empirical research on the implementation of strategic plans in the South African public
sector and none at all for the NWDoE. There is no single study that has used

gualitative content analysis as the main method for gathering and analysing data.



1.3. PROBLEM STATEMENT

This case study was taken from the perspective execution of a strategic plan with the
public sector focusing on the NWDoE. Owing to inadequate implementation of
strategic plans, the NWDoE's service delivery has continuously declined. The AGSA,
OTP, DPME and DBE have identified several problems or elements that affect the
effective application of strategic plan implementation. The key elements that affect the
successful implementation of a strategic plan include leadership, culture and
behaviour, systems and processes, organisational structure, human resource
architecture, and technology (Johnson & Onwuegbuzie, 2004 and Pearce & Robinson,
1991).

According to its charter, the NWDoOE must offer and promote high-quality basic
education to everyone. Both primary and secondary education are covered by this
requirement. The strategic management environment in the NWDoOE has been
characterised and described in preceding section. DPME, Treasury, and OTP are

trying, but the department's ability to deliver services is still deteriorating.

The general issue is that there is a lack of understanding of the variables that affect
how the strategic plan is implemented in the NWDoE. Therefore, it is crucial that the
impact of the aforementioned constraints be recognised and their significance
evaluated for the purposes of this case study. The importance of strategic
implementation constraints in the NWDoE's (internal and external environments) must
then be highlighted, described and identified.

The implementation of strategic implementation intervention in the public sector, with
a focus on NWDoE, will then be able to consider designing an intervention/s aimed at
reducing the individual or collective impact of these constraints. To ensure that public
institutions fulfil their obligation to cater to the various needs of stakeholders, it is
essential to have a thorough understanding of the factors influencing and issues
related to the implementation of strategic plans in the public sector in general and

NWDoE in particular.



The implementation of strategic management in the public sector has attracted too
much attention over the past few decades. According to a ground-breaking study by
Zagotta & Robinson (2002), a variety of difficulties with strategy implementation can
be highlighted, including but not limited to structural, capacity, knowledge, leadership,
culture, governance, stakeholder management, power imbalances, mismanagement,
and comprehension of planning processes/frameworks as well as environmental

disasters, such as hurricanes. COVID-19.

Several studies on strategic management practices in the public sector in Africa and
South Africa have been conducted by Kangar (1998), Njiru (2014). Koma (2003), and
Nyaga, (2018). They agree with Waititu, (2016) that key factors influencing strategy
implementation include financial capacity, knowledge, leadership, culture,

governance, stakeholder management, and power imbalances.

There have also been international papers written. The list of introductory papers that
were used to prepare this report is summarised later in this thesis. Although different
authors highlight different elements, organisation, structure, culture, resources,
leadership, and external elements are crucial there is a need to have surgical analysis
of the NWDoOE.

Beyond literature, the author's (18 years of work in the Department's strategic
planning) have noted several implementation challenges. Poor structure, inadequate
resources, insufficient top and line management involvement, a lack of training and
experience in strategic planning, a lack of planning resources, near-term thinking, and

compliance syndrome are a few of these.

It is no longer possible to ignore poor management of performance information and
achievement of predetermined objectives (AoPO). Concerns exist regarding the
decline in performance, the provision of services, the management of resources and
the subpar achievement of outcomes and impact. The logical conclusion is that data
and evidence from science are required to design an intervention to stop the decay.

The NWDoE's strategic implementation area is experiencing a problem. What is not

working and why, is the crucial question.



The research problem focuses on the implementation of strategic plan by the NWDoE.
It explores factors that influence the implementation of strategic plan by the NWDoE.

More than just platitudes about strategic planning will be needed to understand the
underlying contingents in public service, particularly with regard to NWDoE. Instead,
a thorough scientific case study will be necessary.

The problem statement could be stated as:

...exploration of determinant/ factors influencing implementation of strategy in the

NWDoE and can an implementation model/framework be developed

1.4. AIM AND OBJECTIVES

1.4.1. Aim:

To explore determinants of strategic plan implementation in order to develop a

strategic plan implementation framework in the NWDoE.

This case study hopes to contribute tremendously to:

. Bring to the fore requirements for strategic plan implementation.
. Explore determinants/factors of strategic plan implementation in the NWDoE.
. Assist in the understanding the inherent dynamics in NWDoE necessary for

implementation and institutionalisation of strategic plan.

1.4.2. Objective

To explore the implementation of strategic plan by the NWDoE

1.4.3. Main Research Question
To what extent do we understand the implementation of the strategic plan of the
NWDoE?

Research sub - Questions
. How does the NWDoE implement its strategic plan?

o o What are the implementation determinants of the strategic plan in the



NWDoE? « What are the factors impeding strategic plan implementation in
the NWDoE?

e Can an implementation plan be developed for the NWDoE?

1.5. RESEARCH METHODOLOGY

The analysis of the NWDoE's strategic management implementation is the subject of
this case study. The interpretivist/constructivist paradigm is supported by this. The
interpretivist paradigm's goal is to comprehend how subjective human experience is
(Guba & Lincoln, 1989).

This worldview offers a clearer understanding from which to interpret the data. Greek
for aetiology is "pattern" (Freeman & Hannan, 1984). The fact that a paradigm
encompasses four elements—epistemology (knowledge—how you come to know;
how do you broaden or justify knowledge), ontology (nature of existence, reality,
meaning, elements of reality/the truth), methodology (design,
approaches/procedures), and axiology (ethical considerations)—is pertinent (Guba &
Lincoln, 1989). When selecting a paradigm for this case study, these factors are

considered.

A clearer perspective from which to interpret the data is provided by this worldview.
"Pattern” is the Greek word for aetiology (Kivunja & Kuyini, 2017). It is important to
note that a paradigm consists of the following four components: epistemology
(knowledge—how you come to know; how do you broaden or justify knowledge),
ontology (nature of existence, reality, meaning, elements of reality/the truth),
methodology (design, approaches/procedures), and axiology (ethical considerations)
(Guba & Lincoln, 1989). These elements were considered when choosing a paradigm
for this case study. This worldview offers a clearer lens through which to interpret the

data

Content analysis, according to several authors (Schreier, 2012; Cohen, Manion &
Morrison, 2007; Krippendorff, 2004), entails a systematic reading of numerous texts,
images and symbolic elements that are not necessary from the viewpoints of the

author or the user. A research method known as content analysis uses texts (or other



meaningful content) to draw conclusions about the contexts in which those texts were

used.

For this study, content analysis will be applied to both secondary (Documents)

and primary data (Qualitative Survey)

According to Schreier (2012), content analysis can be done on any written material,
including documents, interview transcripts, media products, and in-person interviews.
This is in line with the views of several important authors, including Cohen, Manion
and Morrison, 2007; Cohen, Manion & Morrison; Krippendorff, 2004. The systematic
and rule-based content analysis is frequently used to analyse large amounts of text,

which is made simpler by the use of computer-aided analysis.

The researcher developed a hybrid model from Cohen, et al. (2007), Krippendorff
(2004), and Schreier (2014). This was applied to this study.

For this model, seven new steps were created, and they must be followed when
collecting and analysing data for both primary and secondary sources. These actions
are divided into three groups, namely: initial groundwork, data gathering and data

analysis

The data gathered from the interviews was coded using Atlas/ti, a programme made
to make linking, documenting, searching, and Atlas/ti7 reorganising codes easier and
support qualitative data analysis. To ensure a focus on the emergent context and
semantic relationships, as well as to describe the social situation and emergent
patterns within, the data are analysed and interpreted using content analysis

techniques.

1.6. RESEARCH PLAN

Project Date of completion
Admission to programme March 2021
Proposal accepted November 2021
Chapter 1: Overview and rationale February 2022




Chapter 2: Literature review February 2022

Chapter 3: Data collection June 2022

Chapter 4: Data analyses November 2022

Chapter: 5: Cross validation and literature control December 2022

Chapter 6: Conclusions and model engineering December 2022
1.7. LIMITATIONS OF THE RESEARCH

The credibility of the research is increased by the disclosure of limitations. Readers

can better understand the scope and bounds of the study by understanding the

limitations, which draw attention to potential flaws and threats to validity. By

highlighting the study's limitations and outlining what can and cannot be inferred from

it, this raises the credibility of the research.

Researchers can offer thorough details about the study's methodology, data collection,

and analysis by outlining the limitations. This data improves the validity of the findings

and the reliability of the research by enabling other researchers to replicate the study.

The following limitations were present for this study.

COVID -19: The pandemic presented a number of challenges especially with
regards to data collection which involved a face to face data collection. A
number of ethically approved alternatives had to be invoked.

Subjectivity: Due to the researcher's involvement in strategic management,
subjectivity may have an impact on how they think about and interpret the data.
Researcher Bias: Biased viewpoints could influence the research so that the
researcher only selects evidence and findings that support their argument.
Generalisability: Because this is a case study of the NWDOoE, it is possible that
the findings and suggestions won't be applicable in other departments.

Limited Scope: Compared to works that do not involve case studies, the scope
and depth of discussions in this study are compromised on many different
levels.

Time Restrictions: The researcher had deadlines to meet. Future research may
expand on this investigation.



e Resources: The university did not provide financial assistance to the

researcher, which

1.8. CHAPTER DIVISION

Chapter 1: Overview and rationale

Chapter 2: Literature review

Chapter 3: Theoretical Framework

Chapter 4; Methodology

Chapter 5: Data presentation and analyses

Chapter: 6: Results and conclusions

1.9. Conclusion

This chapter served as the study's orientation and introduction. It has developed a
plan for examining the variables influencing strategy implementation in the NWDoE. A
review of the literature on context, focus and policy is presented in this chapter.
Discussions also included theoretical and conceptual frameworks. The issue's
importance and current state were noted. What followed was a section aim, objectives
and research questions. The relevant question, sub problems and problems within the
guestion were identified after the problem was introduced. The aims and purposes
were also included. The discussion of research paradigm, research approach,
research type/strategy, and research method (selection of participants/sample, data

collection, and data analysis) will follow in chapter four.

Discussed were also the concepts of validity, credibility, transferability, reliability, and

conformity.



CHAPTER 2
LITERATURE REVIEW
2.1 INTRODUCTION

Research shows that strategy execution, and not just strategy formulation alone, is a
key requirement for superior organisational performance (Kaplan & Norton 2001,
Hrebiniak, 2008). In addition, there is a growing recognition that the most important
problems in the field of strategic management are not related to strategy formulation
but to strategy implementation (Speculand, 2009) and that the high failure rate of
organisational initiatives in a dynamic business environment is primarily owing to poor

implementation new strategies (Kaplan & Norton, 2008).

According to Schick (1998), strategic implementation frameworks and capacities are
frequently absent or insufficient in developing nations like South Africa. The
development of flimsy formal procedures to control the provision of public sector
services is underway. Furthermore, most provinces and departments in South Africa
also have rising mismanagement, weak political commitment from leaders, a lack of
administrative and technical capacity, a lack of rule of law, and fragile economies
(Schick, 1998). The implementation of strategic plans is harmed by these elements.
These circumstances are likely to produce subpar outcomes. Moreover, various
interventions were made in South Africa to enhance the execution of strategic public

sector plans.

Apartheid contributed to the unique history of South Africa. After 1994, a process of
reforming planning in government was started by the DPME. This is done to achieve
effective programme outcomes and integrate planning across the three spheres of
government. The interventions ensured that the state institutions are coordinated in a
way that makes it easier to implement and achieve the development policy objectives
of the NDP Vision 2030. Furthermore, the adoption of the NDP in 2011 and the
government's adoption of the Medium-Term Strategic Framework (MTSF) for 2014—
2019 as guiding principles are examples of interventions that constitute planning

reform.



Different departments in South Africa, and North West departments in particular, have
a pathologically poor track record of implementing strategic plans. The experiences
mentioned above are not unique to the NWDoE. Protests by the labour movement and
the civil society are showing a lack of either capacity or strategic management. The
NWDoE is also rendered ineffective by the failure to produce the anticipated results,
impacts and objectives. The Public Service Commission, Treasury and DPME are
tasked with ensuring that the NWDoE follows the directives for strategic management.
Despite the aforementioned, the quality of service delivery at the NWDoE has
generally declined in recent years. These oversight mechanisms identify several
deficiencies, including difficulties with strategic implementation, as likely reasons for

subpar performance.

This chapter attempts to foreground how literature has responded to the core research

guestions of this study, i.e.:

. How does the NWDoE implement its strategic plan?

. What are the determinants of the implementation of strategic plan?

. What are the factors influencing strategic plan implementation in the
NWDoE?

In this chapter, contextual framework and conceptual priorities for empirical

investigation are presented.

The contextual framework will examine the strategic plan's implementation by the
NWDoE. (Current situation, strategic implementation policy and practice in in the
NWDoE, the typical implementation context and variables for implementation of this

study).

This chapter's second section will promote literature on empirical priorities. A review
of the literature on the factors that influence strategic plan implementation both globally
and in South Africa will make up the first section. The same literature on the factors
influencing the implementation of strategic plans will be covered in the second section.
This will include a notation of the elements that support and hinder the effective and
efficient implementation of the strategic plan.



2.2.  EMPIRICAL RESEARCH CONTEXT

2.2.1. REFLECTION ON HOW THE NORTH WEST DEPARTMENT OF EDUCATION (NWDOE) IS
IMPLEMENTING STRATEGIC PLAN

a) The geopolitical land mass and general population data.

The North West Province of South Africa is bordered by the provinces of Limpopo and
Gauteng in the east, the Free State in the south, the Northern Cape in the west, and
the Republic of Botswana in the north, according to geopolitical and economic
evidence as well as cultural capital (NW, 2020). It is the sixth largest of South Africa's
nine provinces, with a total area of 116 320 km2 (or roughly 9.5% of the country) (NW,
2020). Four district municipalities and 21 local municipalities are currently present in

the province.

b) Education and learner demographics

It is the responsibility of the NWDoOE to offer top-notch instruction. To do this, the
Department has a thorough organisational structure that is both designed and staffed
to meet the demands of professional, curriculum, institutional governance, and
administrative support to deliver services. Corporate services, which offer
management services, are joined by teachers, SGBs, students, and educators. Four
districts—Ngaka Modiri Molema, Dr Kenneth Kaunda, and Dr Ruth Segomotsi
Mompati, and Bojanala make up the district support structure. Circuit and Sub-District

Offices make up districts.



Learner population data

Learner enrolment by sub district
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Figure 1: Learner enrolment by district
Source: NWDoE EMIS (2021)

The development of human population constitutes the ultimate basis for the wealth of
a nation. It is against that backdrop and it is salient for a country and provinces in
particular to develop the skills and knowledge of its human population to the greater

benefit of all.

The North West Province has recorded a total of 841035 learners in 2021. For people
aged 5 and older, the number of people attending educational institutions has grown
over time. There are 21 381 more female students than male students enrolled in
educational institutions, or a difference of 8454. Rustenburg, Madibeng and Matlosana
are under intense pressure to cut costs, which has serious effects on how resources
are distributed. As a whole, more students are being presented by Bojanala and Ngaka
Modiri Molema than by Keneth Kaunda and Dr Ruth Segomotsi Mompati. In terms of
non-attendance at educational institutions, the North West Province recorded 51.4 %

males compared to their female counter-parts at 48.6%.



Table 1: School type per District

Source: EMIS
SCHOOL BY TYPE PER DISTRICT
DISTRICT INDEPENDENT PUBLIC | Grand Total
BOJANALA 49 545 594
DR KENNETH KAUNDA 20 203 223
DR RUTH S MOMPATI 5 291 296
NGAKA MODIRI MOLEMA 20 444 464
Grand Total 94 1483 1577

SCHOOL BY TYPE PER DISTRICT

Table 2. : Educators and schools ratio by districts in public schools
Source: EMIS

TOTAL EDUCATORS

Grand
DISTRICT INDEPENDENT | PUBLIC | Total
BOJANALA 871 10756 11627
DR KENNETH KAUNDA 289 5488 5777
DR RUTH S MOMPATI 59 4659 4718
NGAKA MODIRI MOLEMA 322 7391 7713
Grand Total 1541 28294 29835

c. Implementation of Strategic Management in the NWDoE

The strategic plan must be translated into actions and outcomes in order for it to be
implemented. A manager must perform completely different tasks and possess entirely
different skills than those needed for strategic planning to implement the strategy and
move the organisation in the direction of the strategy.

Strategic execution is internal and administrative while strategic planning is corporate.
The process is more complicated than strategic planning because there are more
tasks and different approaches to each task (Thomson & Strickland, 1989). This
process necessitates strategic management, which entails a series of choices and
actions that result in the creation, execution and evaluation of plans intended to

achieve the objectives of an organisation.



To achieve the strategic plan's outcomes and impact, the study's goal was to assess
how the NWDoE is carrying out that goal. Strategic management procedures used by

public sector organisations, according to Joyce (2004, 107)

"emphasize planning, goals and performance goals with a lack of creativity and

do not encourage learning and innovation."

Joyce (2004) further claims that the public sector's strategic management challenges
and procedures may be comparable to those faced by the private sector. Joyce (2004)
and Rhamovha (2009) both concur that additional changes to the strategic planning
process are necessary to make it more suitable for the needs of organisations in the

public sector given the difficulties they face.

In accordance with the Public Services Act, the Minister of Public Services included a
section on strategic planning in the Public Services Regulations (2001) to provide
guidance to the executing authorities in the public service, heads of national and
provincial departments, and other officials. This is supported by Rhamovha’s (2009)
study. A strategic plan for her or his department must be created, per Chapter 1, Part
lll, B.1 of the Public Service Regulations of 2001.

The Public Finance Management Act (1999) stipulated that the Treasury regulations
issued under that Act must include a section on strategic planning. Section 5.1.1 of
the Treasury regulations stipulates that "each year, the accounting officer of an
institution shall prepare a strategic plan for the upcoming medium term expenditure

framework (MTEF) period for approval by the relevant executive authority.

Similar to many other departments and organisations, the NWDoE is making good
progress on the strategic planning. Even the DPME and the Premier's Office praised
the Department for producing one of the best plans for 2020-2021 and 2021-2022

(OTP). This plan includes objectives, metrics and long-term targets. Strategic and



annual performance plans were developed after at least three phases of consultation
to ensure thorough consultation and to increase stakeholder participation, particularly
from those relevant to this planning process. Stakeholder participation will enhance

the process of developing these plans and encourage buy-in.

A three-day Strategic Planning Lekgotla was held by the Department. Several issues
that have an impact on education were discussed during this session, including poor
learner outcomes, low performance in science, literacy, and numeracy; inability for
students with special needs to access quality education; insufficient resources; unsafe

infrastructures and access to ECD programmes.

There were many different solutions put forth, and one impact statement —"Good
quality basic education"—and five outcome statements came out of them. Only two
outcome statements remained after many revisions, and they were: 1) Improved

teaching and learning, and 2) sound governance practices.

The NWDoE's challenge is to implement the strategic plan, not to create one. Neither
the national nor provincial policy frameworks offer much direction on how departments
should carry out their strategic plans. The framework only concentrates on the creation
of operational plans, monitoring, and evaluation as tools for implementation. It is not
surprising, therefore, that the NWDoE’s implementation framework speaks only to
operational planning and reporting. The implementation of the strategic plan in the
NWDoE hinges around the so-called performance information policy. The Department,
in consultation with the office of the Premier (OTP), has developed Provincial

Automated Performance Information Reporting System.

Performance information is important for the NWDoE in effective management,
including planning, budgeting, implementation, monitoring, reporting and evaluation.

The core ground for this policy is that this is emphasised in the Framework for



Managing Programme Performance Information which lays the basis for this policy
arguing that what gets measured gets done.

Good performance information helps identify what policies and processes work and
why they work. Making the best use of available data and knowledge is critical to

Reflecting the level of institutional capacity to actually deliver services to citizens

As a result, effective monitoring and evaluation of the departmental programmes and
activities is essential for measuring the envisaged success for the provision of
education programmes. By providing qualitative and quantitative feedback on whether
or not services are meeting the needs of learners, children and communities as we
work to realise the vision of an integrated and sustainable human development, these
functions ensure that the department is better able to manage the performance of its

programmes.

It is crucial to note that, according to the literature review, the strategic management
approach used by the public sector in general and the NWDOE process in particular is
a typical strategic choice approach, which is characterised by:

. the development of a plan (a set of goals and intended actions to achieve
goals) as if the future is predictable;

. the assumption that if the plan is skilfully developed it will ensure the
success of an organisation in meeting its objectives; and

. characterised by targets that are not met.

. Rhamovha (2009) criticises this approach as an implementation choice for
the following weaknesses, among others:

. the development of plan (a set of goals and intended actions to achieve
goals) as if the future is predictable;

. the assumption that if the plan is skilfully developed it will ensure the
success of an organisation;

. using the plan as an externally set reference point for the performance of
organisational members;

. the assumption that order leads to success and that disorder must be
removed,;

. not accepting uncertainty in the environment as inevitable;

. assumption that the future can be predicted by identifying linear causal

links between action and outcome;



. the development of actions and targets to carry out plans with the believe
that targets will be met as set;

The fundamental issue not only for NWDoE but the entire public sector, if not all
sectors, is the presumption that if a good plan is developed, it will be put into action.
As a result, NWDoE's implementation of its strategy has been pathologically subpar.
The failure to achieve the desired impact, outcomes and predetermined objectives as

stated above has a similar paralyzing effect on the NWDoE.

The Public Service, Treasury, and DPME have the responsibility of ensuring that the
NWDoE follows the directives for strategic management. They have written several
negative reports that point to issues with strategic management as a likely reason for
subpar performance: an absence of the rule of law, rising levels of Mismanagement a
lack of political commitment, a lack of administrative and technical capabilities

implementation of pre-determined objectives

Poor implementation of pre-determined objectives is an example of an implementation
challenge. The monitoring and evaluation unit of the strategic planning directorate and
NWDoE internal audit's 2019 to 20221 analyses show that three out of 13 indicators
for programme one administration of the strategic plan performed well. The other ten

(10) indicators' performance has varied over the past three years.

Only two (2) indicators for programme 4 (special programmes) and four out of ten
indicators for programme 6 (infrastructure) have been met, while only ten (10) of the
24 indicators for programme 2 (primary and secondary education) are performing well.
The level of compliance with which different branches adhere to the NWDoE's
framework for implementing strategic plans is shown in Figure 2.2. This demonstrates

a poor adherence to the policy framework of over 85%.

The strategic capacity of the senior and executive managers is found wanting.



c. Curriculum

General performance for both 2020 and 2021 are higher compared to the pre-COVID
years. Grade 10 is the only serious underperformer. Both Grade 3 and 6 performing
the highest. A sharp drop from Grade 7 to 8

Table 3. : Academic performance over time
Source: LAIP report

Grades | 2017 2018 2019 2020 2021

1 20 89.8 20.5 21 92
2 91 20.5 92.0 2?3 92
3 92 93.2 93.4 94 94
4 85 85.9 86.3 90 89
5 92 92.1 23.0 2?5 94
6 ?3 94.7 95.4 26 26
7 91 23.0 92.3 2?5 923
8 73 74.4 75.9 78 78
9 78 81.1 81.5 88 86
10 60.0 63.4 60.5 75 68
11 74.0 73.1 76.7 89 82
12 79.4 81.4 86.8 76 78.2

Performance has peaked in the years where learners were affected by:

. Lockdown
. Intermittent school closure
. Rotational attendance.

The Grade 12 class, however, returned to school earlier and was unaffected by the
Trimmed Curriculum; so, this is not the case. The least passes continue to be in grades
8 and 10. For the first time, Grade 11 graduates of the post-COVID years perform
better than Grade 12.

The foregoing analysis paint a hazy picture of effective performance. This is refuted
by the subpar accomplishment of the previously stated objectives. The curriculum
implementation branch has listed several implementation difficulties. Leading are the
wrong appointments, the absence of technical specialists and the lack of personnel to
fill open positions. The second is a lack of the necessary infrastructure, such as



specialised classrooms, workshops, rooms for processing agricultural products,
computer labs, and science laboratories.

This is made even more difficult by insufficient funding, which prevents the purchase
of tools and equipment for the implementation of new subjects (such as interactive
boards, laptops, tablets, and projectors), the appointment of service providers, and the

payment of insurances and security.

d. Resourcing: Budget and related trends

The province spend R49.711 billion in the 2022-2023 fiscal year, adding up to
R147.688 billion over the course of three years (from 2022—-2023 to 20242025 fiscal
year). The overall 2022/23 Provincial Budget reflects a 1.8% growth compared to the
2021/22 Adjustment Budget and declines by 3.3% in 2023/24 financial year. Notably,
the budget decreased in the second year of the MTEF prevents the 3.8% growth in

the outer year from translating into real growth.

To continue delivering basic services, social welfare and economic growth
programmes, the government had to re-evaluate the necessity of all ongoing
programmes and cut frills. Overall, departmental spending moderate with 97.5% in
2019/20, 98.8% in 2020/21 and possible 96% at the end of the current year; spending

mainly driven by compensation of employees and transfer payment.

There is poor spending on conditional grants including infrastructure allocation. The
causes of poor expenditure include inadequate planning (implementation plan with
clear milestone and cash flow), management of possible risks to impede
implementation, inadequate monitoring of the implementation plan and poor

involvement of programme managers in the planning and budget process.



Figure 2. Infrastructure expenditure
Source: Treasury report

2019/20 2020/21
Adjusted Actual Actual 96 Available 3rd Adjusted Actual Actual % spent| Available
= Expenditure as | spent as at N Expenditure
Appropriation h 31 March budget Appropriation as at 31 March as at 31 March budget
z019/20 at 31 Mare Z019-20 zo0zo/21 zoz1 z0z0-21
2020 2020 2021
870922 631 614 72,52% 239 308 894 785 858 464 95,94% 36 321

Spending across departments is moderate, with 97.5% in 2019-20, 98.8% in 2020—
21, and 96.6% at the end of the current year. Spending is primarily driven by transfer
payments and employee compensation; conditional grants, including infrastructure
allocation, are poorly used. Poor planning (implementation plans with clear milestones
and cash flow), the management of potential implementation risks, insufficient
monitoring of the implementation plan, and inadequate participation of programme
managers in the planning and budgeting processes are some of the causes of poor

expenditure.

This unequivocally points to capacity issues with the potential for mismanagement.
The performance of the indicators in Programmes 1 to 6 is indicative of this analysis,
and the correlation cannot be disregarded. This had an effect on the department's
ability to achieve its goals and outputs. This is, in essence, the strategic plan's

implementation failure.

e. Audit outcomes

In addition to the findings noted by the Auditor General (AG), Internal Audit (1A) also
noted findings, albeit on a smaller scale owing to the low number of quarterly outcome
indicators reported throughout the year (+/- 80% of Programme 2 indicators were
annual indicators). The AG and internal audit both made the following observations:
Inconsistencies between the approved annual performance plan and the draft annual
performance report, inaccurate disclosure of comparable past accomplishments in the
APR, incorrect application of the calculation method, reasons for deviations that are

either not addressed in the draft APR or that are insufficient and unsupported by



evidence, discrepancies noted on validated output at the programme at branch and M
& E levels, and failure to submit listings for both planned targets.

The department, on the other hand, despite all warnings and findings failed to
implement the recommendations. This is reflected by a very small green and a big red
combined with yellow. This shows capacity issues or lack of implementation strategies.
The consequence is lack of achievement of set targets, priorities, outcomes and
impact and failure of the strategic plan.

AUDIT 2021/2022 2020/21 2019/20 2018/19

OUTCOME

Financials Qualified Qualified Financially Financially
Unqualified Unqualified

Performance | Qualified Qualified Qualified Qualified

information

Table 4: Audit outcomes of pre-determined objectives over the past three years
Source: Internal Audit report

The two tables summarise the audit status of the departments and its strategic
capacity. Trend analysis of the key findings noted by Auditor General over the past

three years contributing to the negative audit opinion include the following:

. Limitation of scope in terms of evidence supporting reported output and
reasons for deviations;

. Differences noted between actual achievement and APR,;

. Evidence submitted not in agreement with the post lists submitted as well
as the Annual Performance Report (APR);

. Pre-lists not aligned to the planned target as per the approved APP;

. Differences noted between reported output, post-list and Internal Audit
verification;

. Reported achievement understated;

. Reasons for deviations noted not supported by evidence;

. Variance between validated output by Monitoring and Evaluation and
Internal Audit verification; and

. Submission of inadequate portfolio of evidence to support progress

reported.



f. Root causes

The issues reported and analysed earlier point to several root causes. The first is lack
of consequence management. This is a reflection on the leadership and management
of the department at executive and senior level. Second is vacancies in key and
support positions. This speaks to very sharply on human resource management of the
department. Not only is the department operating at an average of 38% vacancy rate,

it is operating at over 59% vacancy rate at critical senior management level.

% Vacancy Rate

Figure 4. Vacancy rate
Source: Persal 2021

Slow response by management to address matters raised by internal audit, audit
committee and external audit. Effective implementation and monitoring of internal

controls remains a concern.

In terms of administration is concerned, over 40% post are not filled resulting in the
high risk for department as the administration plays a critical role in ensuring that the
department is able to deliver its mandate as a supporting force towards excellence in
education.



Professional qualified at mid-management is at risk because of huge vacancies. This
could be caused by large pool of unqualified or candidate with less experience. This
can cause the department to perform poorly particularly at the decision making level

owing to lack of suitable candidates or officials.

EMPLOYMENT AND VACANCIES BY SALARY BANDS, 31

MARCH 2021 % Vacancy Rate
45
40
35
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0

Lower skilled (Levels Skilled (Levels 3-5) Highly skilled Highly skilled MEC & Senior
1-2) production (Levels supervision (Levels management
6-8) 9-12) (Levels 13-16)

Figure 5: Employment by salary scale
Source: Persal 2021

2.2.2. EMPIRICAL INVESTIGATION OF FACTORS THAT DRIVE THE IMPLEMENTATION OF
STRATEGIC PLAN

)] Influential theoretical discourse

The problem statement and the second research question of this study remained my
guiding principles as researcher sought to investigate the empirical landscape of the
variables that affect strategy implementation. To this end, a vast array of theories and
models has been investigated in an effort to identify variables that could affect how the
strategic plan is implemented. For this, a thorough literature search was conducted.
From the introduction of the first strategy implementation model by Galbraith and

Nathanson in 1978 to the creation of the final model by MacLennan in 2011. Okumus



(2001) examined nine frameworks developed over this period of 33 years. These nine
models have given rise to two outstanding generations. These two rival models for
implementing strategies have different numbers of elements and how those elements

interact.

Galbraith & Nathanson (1978); Stonich (1982); Hrebiniak & Joyce (1984); Thompson
& Strickland (1989) comprise the first generation of strategy implementation models
(1986). The first generation models only have 5-7 components. These models'
components typically interact heavily, which has been demonstrated by the use of
numerous two-sided arrows. The formats of these models vary; two of them (Galbraith
& Nathanson, 1978; Stonich, 1982) have a system-based structure, one (Hrebiniak &
Joyce, 1984) is process-based, and the other has a causal format (Thompson &
Strickland, 1986). All of these models completely disregard the external environment.
The second generation of strategy execution models is shaped by five frameworks,
including those from Morgan et al. (2007); Kaplan & Norton (2008), and others. De
Flander, (2010); and MacLennan (2011). Unlike the first generation, models of the
second generation have more components (8-17 elements) with low interactions
among their elements, and low variety in their format because all the five models have
a process-based structure. External environment is taken into consideration (Okumus,
2001).

The external environment is completely ignored in all of these models. Five
frameworks shape the second generation of strategy execution models (Morgan et al.,
2007; Syrett, 2007; Kaplan & Norton, 2008; De Flanders, 2010; and MacLennan,
2011). In contrast to the first generation, second generation models have more
components (8-17 elements) with little interactions between their elements and
Literature also demonstrates the development of several noteworthy conceptual
implementation frameworks that make reference to crucial implementation factors that
could influence the implementation process (Stonich, 1982; Hrebiniak & Joyce, 1984;
Galbraith & Kazanjian, 1986; Hambrick & Cannella, 1989; Alexander, 1985, 1986;
Aker, 1995; Thomson & Strickland, 1995). Studies by Waterman et al. (1980);
Skivington & Daft (1991); Schmelzer (1992); Bryson & Bromiley (1993); Miller (1990,



1997); Ghamdi (1998; Okumus (2001& 2003); Obidat (2008); Ali & Hadi (2012), to
name a few, have all been done to test the frameworks.



Strategy Execution Models
Elements First Generation of Model Second Generation of Models
of Galbrain Stonich Hrebiniak Thompson Morgan Syrett Kaplan De MacLennan
Models & (1982) & & et al (2007) & Flander (2011)
Nathanson Joyce(1984) Strickland (2007) Norton (2010)
(1978) (1986) (2008)
Human resources | v/ v v
Firm’s Structure v v v v v
Operating v
structure
Systems v
Processes v v v v
Projects v v
Strategic v v v
Formulation
Communication v v
Commitment v v
Culture v v v
Operating v v v
objectives
Reward system v v v
Control v
Task v v v




Elements
of
Models

Strategy Execution Models

First Generation of Model

Second Generation of Models

Galbrain

&
Nathanson
(1978)

Stonich
(1982)

Hrebiniak
&
Joyce(1984)

Thompson
&
Strickland
(1986)

Morgan
etal
(2007)

Syrett
(2007)

Kaplan
&

Norton
(2008)

De
Flander
(2010)

MacLennan
(2011)

Strategy

v

v

v

Performance

v

v

Achieved

objectives

Capacity building

Supportive budget

Alignment

Procedures

Strategic
Leadership

A\ERNERNERNERN

Purpose objectives

Identity

Mid-range Goal

Long-rang Goal

Measurement/

metrics/evaluation

ANERNERNEANERN

Portfolio




Strategy Execution Models

Elements First Generation of Model Second Generation of Models
of Galbrain Stonich Hrebiniak Thompson Morgan Syrett Kaplan De MacLennan
Models & (1982) & & et al (2007) & Flander (2011)
Nathanson Joyce(1984) Strickland (2007) Norton (2010)
(1978) (1986) (2008)
Programme v v
Focus v
Goal Break-down v v v
Innovation v
Adjustment/ adapt 4 v v
Strategic Planning v v v v
Monitor & Learn v v
External v v v v
Environment
Capacity v v
Clarity of roles v v
Resource v
allocation
Coordination v

Table 5: Theories over time

Source: Okumus (2011)




Key Variables

Environment

Strategic
formulation

Org
Structure

Leadership

Org
Culture

Operational
Planning

Resource
allocation

People

Com

Control
And
Feedback

Outcome

External
Partner
companies

Conceptual framework in the strategic management field

Stonich (1982)

*

**

*%

*%

*%

*%*

**

*%

Hrebiniak and
Joyce (1984)

*%

*%

*%

*%

Galbraith And
Kazanjian(1986)

*%

*%

*%

*%

*%

Aaker(1995)

**

*%

*%

*%*

**

*%

Thompson and
Strickland(1995)

**

*%

*%

*%

*%*

*%

*%

Empirical develo

pment or test

ed framework in the st

rategic management

field

Waterman et al
(1980)

*%

*%k

*%k

*

*%k

*%

**

Hambrick and
Cannela(1989)

*k

K%k

*%k

*k

*%k

*k

*k

Pettigrew And
Whipp(1991)

*%

*%

**

*%

*%

*%

SkivingtonAnd
Daft(1991)

*%

*%

*%

*%

*%

Schmetzer and
Olsen (1994)

*k

K%

*%*

*%*

*k

*%k

*%

*k

Miller (1997)

*k

K%

*%*

*%*

*k

*%k

*%

Bryson and
Bromiley (1993)

**

*%

*%k

*%

**

**

Framework in the internationa

| management field

Hrebiniak(1992)

k%

**

k%

**

**k

*k

*k

*%k

Yip(1992)

*

**

**

**

*%

Roth et al(1991)

*

*

**

**

*%

*%

Table 6: Theories over time
Source: Own creation




The stage of strategy execution is when an organisation's actual activity is carried out
through the crucial administrative procedure. In an association, the essential

arrangement is transformed into serious execution through the selection of exercises.

Execution deals with the questions of who should carry out organisational

administration and when, where and how (Allio, 2005).

The entire organisation is involved in crucial execution to ensure synergistic activity.
According to Van der Kolk & Schokker (2016), the most meticulous and scrutinising
component of the entire thoughtful management approach—vital management—
requires more input to advance an organisation. To guarantee that all of the

organisation's objectives are met, comprehensive intentions are necessary.

This study essentially examined the fundamental components of crucial execution
strategies, such as method execution factors, method execution interactions and
variables that affect system execution success. It is organised as a concise technique
execution process. The execution of the technique is significantly hindered by the lack
of a normal, clear understanding of general ideas and plans. Although understanding
the execution cycle can be powerful and therefore effective, understanding the order

can be incredibly confusing in any organisation.

The concepts and constructs relevant for the successful implementation of strategic
plans on a global and African scale have not been empirically tested using these

conceptual implementation models. Following are some of the models' or theories'

conclusions:
. Stonich (1982): Formulation, structure, cultural, planning, resource
allocation, people, outcomes.
. Hrebiniak & Joyce (1984): Formulation, structure, people, control and
feedback.
. Galbraith & Kazanjian (1986): Structure, people, planning,

communication, and outcomes.
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Hambric & Cannella (1989): Structure, people, rewards, resource
allocation, internal and external communication.

Thomson & Strickland (1995): Formulation, structure, cultural, planning,
resource allocation, people and communication.

Waterman et al (1980): Formulation, structure, cultural, resource
allocation, people, communication.

Pettigrew & Whipp (1991): Structure, cultural, resource allocation, people,
environment, and leadership.

Skivington & Daft (1991): Formulation, structure, resource allocation,
people, and communication.

Schmelzer (1992): Context variables (environment, formulation, structure,
cultural) process variables (operational planning, people, resource
allocation).

Bryson & Bromiley (1993): Environment, cultural, resource allocation,
people, communication, and outcomes.

Kargar & Blumenthal (1994): Formulation, structure, cultural, planning,
resource allocation, people, and communication.

Miller (1997): Environment, formulation, structure, cultural, operational
planning, resource allocation, and outcomes.

Ghamdi (1998) Environment, resource allocation, communication,
leadership, and people.

Okumus (2001; 2003) Content, context, process, and outcomes.

KOSEOGLU, et al., (2009) add on the preceding list by alluding to the second wave

models or frameworks concepts influencing effective implementation of strategy:
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Peters and Waterman (1982): McKinsey’s 7S Structure, style, staff,
shared values, skills, system, and strategy.

Wernham (1984): Resources, confidence, others delivering what they
promised, information and back-up materials

David (1989): Motivation, leadership and direction skills, co-ordination
Skivington & Daft (1991): Intended strategy, structure, systems,
interactions, sanctions.

Roth et al (1991): Coordination, managerial philosophy, configuration,
formalization, centralisation, integrating mechanisms.

Hrebiniak (1992): Leadership, facilitating global learning, developing global
managers, having a matrix structure, working with external companies.

Yip (1992): Organisational structure, culture, people, managerial
processes

Eisenstat (1993): Competence, co-ordination and commitment.

Bryson & Bromiley (1993): Context, process, outcome.

Sandelands (1994): Commitment, time, emotion and energy.

Lingle & Schieman (1994): Market, people, finance, operation, adaptability,
and environmental factors.



Peng ve Litteljohn (2001): Structural arrangements and the selection and
development of key roles.

Higgins (2005): Strategy and purposes, structure, systems and
processes, style of leadership, staff, resources, shared values,
organisational culture, and strategic performance.

Birnbaum (2007): Action planning; organisational structure; human
resources; the annual business plan; monitoring and control.

To develop the argument, the most crucial actions/factors that contribute to successful

strategy implementation are clearly outlined by Carter et al. (2010):
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Planning tasks (Wheelen & Hunger 2006; Puko 2006);

Preparing for and carrying out projects Pellegrinelli & Bowman (1994),
(Kova 1996, Grundy 1998, Hauc & Kova 2000, Minarro-Viseras et al.
(2005), and Puko (2006).

Utilising a productive annual planning method (Hrebiniak & Joyce 1984,
Puko 2006); (Birnbaum 2007).

Action planning implementation (Puko 2006; Wheelen & Hunger 2006;
Birnbaum 2007) (Farsight 2007). Activities planning (Lorange 1982; Kova
1996; Hrebiniak & Joyce 1984; Puko 2006; Wheelen & Hunger 2006),
(Birnbaum 2007).

Creating organisational structures and assigning strict accountability for
strategy implementation (Kaplan & Norton 2005;

Puko 2006; Wheelen & Hunger 2006) are two examples. Employing
leadership to guide subordinates (Puko 2006), (Wheelen & Hunger 2006),
(Nichols 1994), (Brenes et al. 2008).

Formal communication (Kaplan & Norton 2005), Al-Ghamdi 1998
(Speculand 2006).

Application of MBO (management by objectives) (Kaplan & Norton 2005).
Application of HRM Activities (Fulmer 1990; Ulrich 1998),

Application of HRM Activities (Puko 2006; Wheelen & Hunger 2006), and
(Birnbaum 2007).

Applying the BSC balanced scorecard), (Kaplan/Norton 1996, 2006), and
Controlling activities (Hrebiniak & Joyce 1984, Puko 2006, Birnbaum 2007,
Brenes et al. 2008).
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Figure 6: Key factors in strategy execution
Source: Strataegos Consulting

ii) Empirical discourse

Numerous studies have been conducted in Europe and Africa in an effort to investigate

the variables that affect the implementation of strategic plans in the public sector.

Additionally, they enable the testing of theoretical models for the execution of strategic

plans in various organisational and geographic contexts.

Whatever the case, according to Khomba (2013), the public sector in Europe and all
of Africa implemented strategic management under the direction of western theoretical
frameworks. A foreign western/European strategic management regime, supported by
private sector assumptions and theories, had to be implemented by the public sector

in Africa. The public sector took a similar path. The public sector in Africa was forced
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to adopt an unfamiliar western/European strategic management regime that is
supported by theories and assumptions from the private sector.

Several conclusions have been drawn from the empirical literature that has already
been published (Khomba 2013; Mnwanje 2016; Koech 2016; Abok 2016; Atenya 2018;
Mumenya & Mingaine 2015; Moh'd, & Lyimo, 2019; Ng'ang'a & Ombui 2013 and
Nyakegira 2015, the outside environment, organisational structure, structure,
management, leadership, training, communication, culture, etc. are a few of these.
These conclusions might refer to the same thing using various terms. The theoretical
and conceptual framework section of this study has a detailed discussion of the

arguments surrounding these topics.

The conceptual analyses of studies on the variables that might affect how successfully
strategic plans are implemented in the NWDoE, conducted in Africa and Europe, are

presented next.

Case studies were conducted in various parts of Africa by Chonge's (2018), Mumbua
and Mingaine (2015), Amina et al. (2018), Mnwanje (2016); Koech & Were (2016).
Resources, the external environment, organisational structure, organisational culture,
managerial skills, and the effectiveness of workforce development were highlighted

when discussing strategy.

According to Chonge's (2018) study, which was titled empirical investigation of
aspects of strategy formulation and implementation with large, private manufacturing
companies in Kenya, strategic implementation in Africa is frequently unable to achieve
well-planned and documented strategic plans. This is owing to a lack of adequate
resources. There is a need for good management and well-trained executives to direct
the use of organisational resources. These materials are frequently expensive and
difficult to find.
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Mnwanje (2016) aimed to determine how Kenya's strategy implementation was
impacted by the external environment, organisational structure, organisational culture,
managerial skills, and the calibre of workforce development. According to the study,
strategy implementation in Kenyan sugar companies has a linear and significant

relationship with external environmental factors.

Koech & Were (2016) and Abok (2016) looked into how Kenya's national treasury
implemented its strategies. It was determined that shared beliefs and values within an
organisation's culture reflect how well those strategies work together. The purpose of
this study was to evaluate how this variable and other variables affect how well

Tanzania's executive agencies implement strategic plans.

Atenya (2018) conducted a study with the aim of analysing the variables affecting the
strategic plan implementation in a few Kenyan state corporations. According to the
study's findings, organisational leadership and culture have a very significant positive
influence on how well a strategic plan is implemented, whereas stakeholder

engagement and organisational structure have a positive but less significant influence.

Kamiri (2011) studied how Toyota East Africa Limited used a balance score card as a
strategy implementation tool. The results recognised four key factors that guarantee
the successful implementation of strategic plans. These factors include the structure
of the organisation, relationships with and interactions with the executive team, goal-

setting and planning,