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ABSTRACT TC "ABSTRACT" \f C \l "1" 
Implementation of strategic plan in public sector remained ineffective due to a number of factors including time and cost required to deliver a quality strategic plan, inadequate coordination with other management processes, especially the budget process, which is often difficult and inadequately implemented in most developing countries. Strategic plan implementation achieves advantages for the organization through its configuration of its resources within a challenging environment. The main objective of the study was to investigate the factors that influence implementation of strategic plans, selected case of Mbeya District Council (MDC). The study was guided by the four specific objectives which are; to assess the influence of organization resources in implementing strategic plan, to evaluate the extent to which stakeholders influence implementation of strategic plan, to examine how the existing organization structure affect the implementation of strategic plan and to identify intervention measures that can support implementation of Strategic plans. The study adopted qualitative and quantitative research design. Data were collected from sample of 97 respondents. During selection of representative sample, the study applied purposive and simple random sampling techniques. The research collected data used closed questionnaires which analyzed by the use of SPSS software. On the other side, open questionnaire, interview, direct observation, discussion and documentary review analysis was done through content analysis. The findings indicate that Strategic Plan Implementation was found to have positive influence on employee performance. The study found that there is high performance among employees shown by most employees having morale and desire of increasing efforts. Moreover, the study found out that in MDC, top management is committed towards strategic plan implementation and that commitment affecting to a very great extent the strategic implementation. The research found out that communication is a key factor on strategic implementation at MDC.  Study concluded that organizational leaders should have clear accountability when it comes to strategic plan implementation, there should be delegation of authority and leaders should be regular with the strategic objectives being done by the organization. The study recommended that management should extend culture of accountability, increase provision of incentives to workers based on their contribution to organization, stakeholder’s involvement in the development of strategic plan. The MDC should consider the provision of resources on time. Leaders must redirect their efforts towards the targeted objectives. Incentives to workers contribute towards implementation process as it encourages and motivates them and gives employees spirit of ownership that helps MDC to reach its objectives.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1"  TC "INTRODUCTION" \f C \l "1" 
1.1 Background of the problem TC "1.1 Background of the problem" \f C \l "1" 
Implementation of strategic plan in public sector remained ineffective due to a number of factors including time and cost required to deliver a quality strategic plan Bryson (2004), inadequate coordination with other management processes, especially the budget process, which is often difficult and inadequately clarified” Proeller (2007).

The need for an organization to proactively respond to environmental challenges has now become imperative, as it offers the organization a competitive edge in today’s business world. The discipline of strategic management originated in the 1950s. Strategic plans are prepared as part of the large process of strategic management (Wheelen, 2008). This process includes environmental scanning, strategy formulation, strategy implementation, control and evaluation.

Whittington and Mayer (2000) strategic planning comes from Western countries and the United States in particular. The resulting frameworks may not necessarily be applicable to developing countries leading to questions about the suitability and efficacy of western management paradigms and practices for developing countries (Gelfand, 2007). Consequently, scholars have been advised to research indigenous management practices. This reflects the overwhelming geographical bias of synthetic reviews of the field of strategic management (Pettigrew, 2002). Hence it is important to examine how closely the results of research conducted in the USA apply to strategic planning in other parts of the world. While much is known of the practices of management in Western countries, comparatively little is known about their equivalent in Africa countries.

The concept of the Strategic Planning has been in Africa world for decades. Public Sector as organization has also engaged in strategic management practices. This is particularly evident in the management process of Planning. In Kenya, Strategic Plan formulation and implementation is a merely an act of compliance to the law or for the benefits derived from adoption of strategic plans, organizations are increasingly embracing them.

In Tanzania context, few descriptive research studies were done on implementation of SP in Public Sector Derogations (2009). Public Sector are complex organization with a strong sense of tradition and distinct culture. It is undoubtedly that, the changing nature of internal and external environment has necessitated the need for public universities to embrace strategic management discipline as an important tool for formulation and implementation of strategic plan in order to archive its mission (Robinson, 2007).

   Schroeder (2002) stated that in this era of globalization when the world is continuously undergoing many rapid changes in all fields, the environment in which organizations now operate is no longer stable and predictable. Strategic planning provides an operational framework that allows organizations to cope with changes and gain a competitive edge. This statement can be construed to mean that, Tanzania public sector always planned however the planning has always been the traditional one that followed the government’s five-year planning cycle. It is commonly known that, government’s five-year planning cycles mostly involved adjusting strategic plans for political changes specially to accommodate the whims of the ruling regime. This makes some difficulties for public sector to find its competitive advantage within the ever-turbulent operating environments.

Kotter (1997) is of the view that strategy implementation is relatively more important compared to the strategy formulation due to its connection with organizational performance. The worst thing is spending all the time to develop the strategic plan and then ignoring it or finding unworkable. In view of the complex characteristics of public universities, implementation of strategic planning is far complex and difficult as the result the factors that influence the implementation process often leads to incomplete implementation. Thus, public sector ends up not achieving their main objectives fully. Therefore, with this background it is worth to investigate the factors that influence implementation of strategic plan in public sector in Tanzania.

1.2 Statement of the Research Problem TC "1.2 Statement of the Research Problem" \f C \l "1" 
The grand promise of strategic planning in public management is to enable public sector organizations to manage the interrelationships and interconnectedness between the various internal and external organizational factors for the purpose of promoting public value. The organization’s strategic plan is expected to be a guiding document for the organization; however, poor implementation of the plan can result in it becoming an ineffective document (Sutton et al, 2006).

McNamara (2008) observes that a frequent complaint about the strategic planning process is that it produces a document that ends up collecting dust on a shelf. The organization ignores or fails to make good use of the precious information depicted in the strategic planning document. Strategy implementation is a connecting loop between formulation and control. Herbiniak (2006) argued that while strategy formulation is difficult, making strategy work and executing it is even more difficult. Similarly (Pucko, 2010) concluded that while 80% of firms have the right strategies, only 14% have managed to implement them well.

Nyakeriga (2015) asserts that in Kenya as a formality, many public Sectors have strategic plans on paper. Most of them have not implemented their strategic plans as evidenced by the poor performance in structural development, poor internal organization and incompetent personnel, poor administrative systems and policies, and weak human resources practices. In that study it is further noted that, poor productivity by its management has led to stagnation of planned development project.

Deogratius (2009) in his study of the effectiveness of strategic planning implementation in Public Sector with a case study of Mbeya District Council revealed that (in Tanzania) have not been able to effectively and efficiently accomplish strategic plans due to stringent budgets allocated for the implementation purpose, lack of coordinated efforts by the faculties and departments, management failure to sensitize its employees about strategic planning, unsatisfactory commitment by top management, poor participation by the all stakeholders affected by plans, and inability to identify relevant opportunities in the environment.

Locally, fewer studies have been conducted around this area (research context) in which there is scarcity of the papers on the factors influencing implementation of strategic plan in public sector in Tanzania compared to Kenya. Likewise, there are particular difficulties associated with strategic planning in Tanzania Public Sector compared with the Private Sector. The strategic planning process in public organizations is not a simple process since it requires consideration of the characteristics of public sector organizations, their external environments, as well as the limitations of public organization mandates.  Therefore, it is imperative to study factors influencing implementation of strategic planning in public Sectors in Tanzania. These factors will be investigated in reference to the case study of the Mbeya District Council.

1.3 Objectives of the study TC "1.3 Objectives of the study" \f C \l "1" 
The study intended to fulfill the following objectives.

1.3.1 General objective TC "1.3.1 General objective" \f C \l "1" 
The general objective of the study was to investigate the factors that influence implementation of strategic plans, a case of Mbeya District Council (MDC).

1.3.2 Specific objectives TC "1.3.2 Specific objectives" \f C \l "1" 
i. To assess the influence of organization resources in implementing strategic plan.

ii. To evaluate the extent to which stakeholders influence implementation of strategic plan.

iii. To examine how the existing organization structure, affect the implementation of strategic plan.

iv.  To identify intervention measures that can support implementation of Strategic plans.

1.4 Research questions TC "1.4 Research questions" \f C \l "1" 
The study intended to fulfill the following research questions:

1.4.1 General Research question TC "1.4.1 General Research question" \f C \l "1" 
The general Research question was to find out factors influencing implementation of Strategic Plan in Public Sector a Case of MDC

1.4.2 Specific Research Questions TC "1.4.2 Specific Research Questions" \f C \l "1" 
i. What is the influence of organization resources in implementation of strategic plan at Mbeya DC?

ii. What is the influence of stakeholders in implementation of strategic plan at MDC?

iii. To what extent the existing structures affect implementation of strategic plan at MDC?

iv. What measures can be intervened that can support implementation of Strategic plans at MDC?

1.5 Significance of the study TC "1.5 Significance of the study" \f C \l "1" 
Strategic Plan which is fundamental management tool in any organization is a multidimensional concept that various authors have defined in different ways. It is the match between an organization’s resources and skills and the environmental opportunities as well as the risks it faces and the purposes it wishes to accomplish Barney (2008). The thrust of the study on factors influencing implementation of strategic plan in Public Sector in Tanzania will help practitioners and managers to be proactive in identifying and addressing the factors that influence implementation and performance of their strategies. The study will be useful for policy and decision makers at the level of Public Sector in formulating appropriate policies and strategies which were geared towards establishing mechanisms for implementing strategic plan. Likewise, the study will sensitize the government and other stakeholders of the Public Sector on the challenges facing the implementation of strategic plans. 

The study was used as an empirical literature and a benchmark for other researchers who will be interested in the related topics. The study will highlight other important areas that require further research. Also, the study to me will be important for partial fulfillment of the requirement for award of Master of Human Resource Management.

1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
The study was conducted at the Mbeya District Council in Mbeya region. MDC was selected purposively due to the fact that is one of the public sectors where strategic plan is implemented and the researcher is familiar with the organization in which it provided opportunity for in-depth study.

The study was confined to the factors influencing implementation of strategic plan in public sector in Tanzania. The outcome of the study has impact on the prosperity of the Council in terms of accountability and decision making at organization level.

1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1" 
The study was presented on five chapters one is Introduction which covers the background to the problem, Statement of the Research problem, objectives of the study, scope of the study and organization of the study. Chapter two comprised of conceptual definitions, theoretical literature review, empirical literature review, research gap, conceptual framework and theoretical framework. Chapter three is based on research methodology which involves research design, study area, population of the study, sample size and sampling procedures, data collection methods, data collection tools, reliability and validity of the data, data presentation and analysis and expected results of the study. Chapter Four covers data analysis, findings and discussions. While chapter Five focused on Summary, conclusions and recommendations of the study.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1" 
This chapter mainly intends to make reviewing with materials related to the problems; were presented the analysis of materials on the subject matter from different authors and scholars. This part covers theoretical literature review, empirical literature review, research gap and conceptual framework. Therefore, this chapter reviews the concept of strategic plan, organizational resources, communication, organization structure, stakeholders and leadership qualities and style.

2.2 Conceptual definitions TC "2.2 Conceptual definitions" \f C \l "1" 
 (Thomson, 2008) define Strategic Plan as a comprehensive game plan for achieving the organization’s mission and future direction, near-term and long-term performance targets, how management intends to produce the desired results and fulfill the mission given its overall situation. The major goal of a strategic plan is to enable an organization to be proactive rather than reactive. It gives an organization a strategic approach to management. 

Henry (2004) contends that strategic plan is designed to meet specific need of the organization. Henry further defines Strateg ic Plan is a document usually set by the top management echelon and has a time horizon consistent with the scanning for 

abilities of the organization and set at the risk level that planners feel is appropriateJK

their organizations. 

Therefore, Strategic Plan is a document used to describe the steps taken by an organization in achieving its objectives and mission in which the mission is the first step that defines the long-term vision of the organization. If an organization does not have a vision then there is no reason for existing.

Sense (2015) defines Public Sector as  the part of an economy that is controlled by the state, public Sector is usually comprised of organizations that are owned and operated by the government and exist to provide services for its citizens. Similar to the voluntary sector, organizations in the public sector do not seek to generate a profit.

2.3 Theoretical Literature review TC "2.3 Theoretical Literature review" \f C \l "1" 
A theory is a formal, testable explanation of some events that includes explanations of how things relate to one another. A theory can be built through a process of reviewing previous findings of similar studies, simple logical deduction, and/or knowledge of applicable theoretical areas at hand (Griffin, 2010). According to Trochim (2006) and Tormo (2006), a theoretical framework guides research, determining what variables to measure, and what statistical relationships to look for in the context of the problems under study. This research will be anchored in two theories that are organizational resource-based theory and stakeholders’ theory. These theories are explained in details below;

2.3.1 Organizational resource-based theory TC "2.3.1 Organizational resource-based theory" \f C \l "1" 
The resource-based theory was first advanced by Penrose in 1959. According to Penrose (1959) organization with managers who are familiar with the resource capability of the firm will outperform others firms. The explanation was that the manager’s decisions are highly supported by the available resources. The resource-based view stipulates that in strategic management the fundamental sources and drivers to firms‟ competitive advantage and superior performance are mainly associated with the attributes of their resources and capabilities which are valuable and costly-to-copy Burnes (2008). 

The resource-based view contends that the answer to this question lies in the possession of certain key resources that is resources having the characteristics of value and barriers to duplication Fortune (2007).

Resource-based theory contends that the possession of strategic resources provides an organization with a golden opportunity to develop competitive advantages over its rivals (Barney, 1991) it is important to distinguish strategic resources from other resources. 

According to resource-based theory, organizations that own strategic resource have important competitive advantages over organizations that do not. Some resources, such as cash and trucks, are not considered to be strategic resources because organization competitors are readily acquiring them. Instead, a resource is valuable, rare, difficult to imitate, and no substitutable, these competitive advantages in turn can help the organization enjoy strong profits (Wernerfelt, 1981).

2.3.2 Stakeholder theory TC "2.3.2 Stakeholder theory" \f C \l "1" 
An introduction of the stakeholders’ theory was developed firstly by Freeman in 1984 (Barros, 2009). The theory argues that the organization has relationships with many constituent groups and that it can engender and maintain the support of these groups by considering and balancing their relevant interests (Wicks, 1999). A central message of stakeholder theory is that organizations should aim at maximizing not only their own profits but also maximizing benefits or minimizing damages to other organizations and or individuals on their activities Freeman (1984). 

Freeman (1984) divided stakeholder groups into two categories: internal groups (customers, employees, suppliers, owners) and external groups (governments, competitors and special interest groups). The internal groups are classified as key stakeholder and the external stakeholders become more important and they are a priori and cannot be relegated to a subsidiary position (Donaldson, 1995). According to Kipley(2009), stakeholders are viewed in three ways which are those that have an interest in the success rather than failure of the organization, those whose stake in the organization and focused on disrupting the strategy if they feel that it threatens their own interests and stakeholders whose interests are neither pro nor con with respect to the organization’s success but merely regulatory such as governmental agencies.

Freeman (1984) presented the stakeholder model as a map in which the organization is the hub of a wheel and stakeholders are at the ends of spokes around the rim (Freeman, 1999).

Figure 2.1 Stakeholder model TC "Figure 2.1 Stakeholder model" \f F \l "1" 

 Source: Freeman, 1984
2.3.3 Application of theories to the study TC "2.3.3 Application of theories to the study" \f C \l "1" 
In this study, organizational resource-based theory will pay a particular attention to resources from the tangible and intangible perspective, the main elements of which are physical, financial and human resources. A certain types of resources organization own have the potential promise to the implementation of strategic plan which eventually leads to superior organizational performance. Likewise, stakeholder’s theory will be used to identify the stakeholders in public Sector and their influence in the implementation of strategic plan. In this regard, the stakeholder theory will help in building and illustrating clear relationships of various actor groups in public university. The Resource-Based Theory analyzes and interprets internal resources of the organizations and emphasizes resources and capabilities in formulating strategy to achieve sustainable competitive advantages. Resources may be considered as inputs that enable firms to carry out its activities and pay a vital role in implementation of strategic plans with the organization Resource-based theory suggests that resources that are valuable, rare, difficult to imitate, and no substitutable best position a firm for long-term success. These strategic resources can provide the foundation to develop firm capabilities that can lead to superior performance over time and in implementing organization’s strategic plans. Moreover resource-advantage theory argues that the value of a resource to a firm is seen in terms of its potential to yield competitive differentiation and/or customer value delivery that enhances performance outcomes Hunt (2000)

2.4 Empirical literature review TC "2.4 Empirical literature review" \f C \l "1" 
This part is aimed at explaining the various past studies in relation to this research specifically in Africa and Worldwide.

2.4.1 Empirical Literature Review Worldwide TC "2.4.1 Empirical Literature Review Worldwide" \f C \l "1" 
The empirical researches on strategic planning start from 1970. The main purpose of reviewing and mentioning these previous empirical studies here was to confirm that strategic is very crucial for organizational success and survival and the mentioned majority studies have proved it. The review of previous researches and the finding of researchers as below; House, (1970) conducted the first empirical study in the context of strategic planning in United States 36 firms and reported that formal planners’ firms in the drug, chemical, and machinery industries economically perform significantly better than those who plan informally. 

Norburn, (1975) with data developed from structured in–depth interviews with 91 executives of 21 UK Companies found no evidence to suggest that common perceptions of objectives, clarity of role perception and formality of planning are related to financial performance. Nor did they find a statistically significant relationship between the number of formal communication processes used and financial performance. They reported no relationship between strategic planning and organizational performance.

Ansoff, Avner, Brandenburg, (1970) conducted the context of strategic planning in United States in 62 large American firms. They found that firms having planners outperform non – planners and planning firms showed better financial performance criteria than those of non- planning firms.

Strategic plans are a part of strategic management, unchecked; it often strangles strategic thinking of death Smith, (2003). Developing a vision statement of often considered as the first step in strategic process planning process Mohamed, (2010).

In the world today as a result of the rapid changes and rapid technological developments, market opening and strong competition, organizations and institutions have to be managed with meaningful management style and be able to move beyond the current reality and the environment surrounding organizations which characterized by continues changes in order to achieve the goals and tasks for which it was created, this method is the so called strategic management (Majall, 2013).

A qualitative research study conducted by Ridwan (2012) in the context of strategic planning practice in the Indonesian banking industry in Indonesia, admit on relationship between strategic planning practice and fundamental role of the CEOs in the strategic planning have paved the way to highly performance in banking industry in Indonesia.

2.4.2 Empirical Literature Review in Africa TC "2.4.2 Empirical Literature Review in Africa" \f C \l "1" 
Lewa, Mutuku and Mutuku (2009) studied; Strategic planning in the Higher Education Sector of Kenya. The study revealed that Kenyan public universities are essentially traditional in orientation and must find new ways of dealing with the issues facing them include increasing competition from other universities. The study observed that strategic planning is one of the major steps the universities can take to address the challenges they face. The development of a universities’ wide strategic plan by the Ministry of Education (2006) to be followed by all universities in Kenya in their strategic planning processes is a welcome move, as it provides a basic framework that could prove useful to the universities. The study proposed that universities should consider incorporation of strategic thinking in their process of strategic planning in order to make their planning more useful in view of the failures of strategic planning in public universities. The research was candid that, strategic thinking helps to examine the critical issues in every situation and possibly would help public universities to be flexible and open in their planning efforts. The study recommended that public universities should encourage active participation of as many stakeholders as possible including the faculty, administration, industry, education authorities, students, and alumni. 

Wasike (2010) note that though several strategic plans have been developed in the public universities but were ineffectively and inefficiently executed, in some cases not implemented at all. According to Kitonga (2012) several factors have been cited to have contributed to this scenario one of the reasons is failure to effectively monitor and evaluate implementation of the strategic plan at the public universities leading to massive misuse of limited government allocations as well as time wasting and poor services delivery.

Mutuva, (2015) on her study  factors influencing implementation of strategic plans in (IEBC) in Kenya, the study concludes that government policies such as Medium-term expenditure framework policies; Performance contracting policy, Performance contracting, internal resources such as policies and procedures for efficient and effective business operations and independence for the commission, adoption of Information Technology and stakeholder’s involvement significantly influence the implementation of strategic plans.

Dobson (2002) has argued that the lack of an effective strategic plan hinders organizations in reaching the greatest level of goals accomplishment. By following through with the specified strategic plan, the programs of an organization will reach greater levels of effectiveness. This can be accomplished through the steps of the strategic plan beginning with an external and internal analysis, a clearly defined mission statement, goals and objectives, formulation of specific strategies, concluding with the implementation of the strategy and managed control process. This concludes that an efficient strategic plan leads to a greater level of ministry effectiveness. 

Kwamboka (2015) has done research concerning Factors influencing Strategic Plan implementation in the newly established Public Universities in Kenya. The recommendations of this study were that the university administration should constantly in service their employees, the government should applies the universities on the basis of the effectiveness of their organizational culture and organizational leadership review the administrative systems since they and the government should set some standards of communications modes in the universities since effective communication and consensus influence strategic plan implementation in newly established public universities in Kenya.

Chukwumah (2015), on the study “problems in implementation of strategic plan for secondary schools in Anambra state”- Nigeria, the study indicated that the strategic plan implementation was still within average level in secondary schools. In addition, it was discovered that principals have inadequate understanding of strategic planning process. The researcher therefore concluded that both the schools in urban and rural areas experience almost equal difficulty in the implementation of their strategic plans. However, principals as instructional leaders are expected to be more resourceful and pro-active in collaborating with the stakeholders in education sector to ensure effective strategic plans implementation.

2.4.3 Empirical Literature Review in Tanzania TC "2.4.3 Empirical Literature Review in Tanzania" \f C \l "1" 
Deogratius (2009) In this study of the effectiveness of strategic  planning implementations in higher Learning institutions with a case  study of Tumaini University Dar es Salaam revealed that universities (Tanzania) have not been able to effectively and efficiently  accomplish strategic plans due to strength budget allocated for implementations purpose, lack of coordinated efforts by the faculties and department, management failure to sensitive its employees about strategic planning, unsatisfactory commitment by top management, poor participation by the all stakeholders affected by plans, and inability to identify relevant opportunities in the environment.

Shillingi (2017), on research study in “the influence of top management and organization resources on implementation of strategic plans in public sector, strongly argued that there is a vital relationship between any management in public sector or of any organization with strategic plans implementation. The research admits that any top management and their resources positively influence implementation of strategic plans in public sectors with purpose of improving quality service delivery.

Daniel (2019) in the study “Factors Affecting Implementation of Strategic Plan in Tanzania’s local government” a case of Mbeya District Council found out that there was a big relationship between implementation processes with the factor; factors were inevitable in organization’s strategies. Study concluded that organizational leaders should have clear accountability, there should also be delegation of authority and leaders should be regular with the strategic objectives being done by the organization. Study suggested that good culture can be used as a tool in strategic plan implementation; management should extend culture of consistency, increase provision of incentives to workers based on their contribution, staff involvement in the development of strategic plans. Messah, (2011) on his study “Factors Affecting Implementation of Strategic Plans in government tertiary institute in Tanzania found out that      the weak influence of managerial behavior was as a result of strategic thinking of the management and the influence of rewards and incentives were found to be weak as it was the intrinsic motivation of the teacher’s professional ethics than extrinsic motivation by management through tangible reward by Management that made the lecturers co-operate in the implementation of strategic plans. Researcher continues that institutional policies were revealed to be weak in influencing strategy implementation because of low awareness and the infrequent use of the service charter which is a critical ‘barometer’ of strategy implementation effectiveness and efficiency.

Abass, (2016) on factors affecting implementation of strategic plans in public organizations, taking case of Zanzibar house of representatives argues that there is a positive relationships between strategic and achievements of organization’s goal, they recommended that Zanzibar house of representatives should create a high level of involvement of employee in any further strategy development and renew to avoid hands off approach and lack of ownership on their part.

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
The problem of ineffective strategic implementation in organization has been trending for a number of years. This has created an area of interest with many studies being conducted to investigate the reason and provide remedy. Kitonga (2012) noted that several factors have contributed to this scenario one of the reasons cited is failure to effectively monitor and evaluate implementation of the strategic plan at the public sector leading to massive misuse of limited government allocations as well as time wasting and poor services delivery.

Heerden (2000) in his study concluded that, effective implementation of strategic plan cannot take place unless the correct leadership style or individuals are in place as well necessary resources are available to drive the implementation. Deogratius (2009) conducted his study on the effectiveness of strategic planning implementation in higher learning institutions with a case study of Tumaini University Dar es Salaam College. In his study he failed to consider that the public universities are located in different macro environment and have different management. He failed to generalize his findings and link them to all universities in Tanzania. Despite of the ideas developed from all past studies still strategic plans implementation in the Public Sector have not been implemented fully, thus the studies left the gap in knowledge. Therefore, this study sought to investigate the factors that influence implementation of the strategic plan in Public Sector in Tanzania with a case study of MDC.

2.6 Conceptual framework TC "2.6 Conceptual framework" \f C \l "1" 
Conceptual frame work was used in this research to outline possible causes of action or to present preferred approach to an idea or thought. The researcher of this study will develop a model to guide the presentation of the theoretical ideas in which this study will lay upon the explanation of the phenomenon. The model illustrated and diagrammatically presented as follows; conceptual framework of the study encompasses independent and dependent variables related to the five research questions. 

  Figure 2.2 conceptual framework TC "Figure 2.2 conceptual framework" \f F \l "1"  

   Source: Researchers initiative (2020)
2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1" 
The review of relevant literature revealed that the public Sector have not been able to effectively and efficiently accomplish strategic plans as the result of a variety factors. Perhaps the most significant cause might be stringent budgets allocated for the implementation purpose, lack of coordinated efforts by the faculties and departments, management failure to sensitize its employees about strategic planning, unsatisfactory commitment by top management, poor participation of the all stakeholders affected by plans and inability to identify relevant opportunities in the environment. Therefore, strategic plan should be efficiently and effectively implemented in Tanzania public Sector.

2.7.1 Independent variables TC "2.7.1 Independent variables" \f C \l "1" 
In this model, the independent variables were factoring that influence implementation of strategic plan (organization structure, stakeholders and organization resource) which were taken into consideration during data analysis as explanatory variables of the study. 

2.7.2 Dependent variables TC "2.7.2 Dependent variables" \f C \l "1" 
The dependent variables of this study were implementation of strategic plan. The dependent variables (implementation of strategic plan) depend on independent variables that are factors (organization structure, stakeholders and organization resource). This implies that the successfulness of the implementation of strategic plan were be determined much by these factors.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1" 
This chapter described the research design and methodology which were used to gather and analyze the data for the study, which comprise the area of the study, research design, study population, unit of analysis, sample size, sampling techniques and procedures, measurement of variables, data collection methods and data analysis. 
3.2 Research design TC "3.2 Research design" \f C \l "1" 
Kumar (2011) defined a research design as detailed blue print used to guide a research study toward its objectives. Research design is a conceptual structure within which research is conducted and it constitutes the blue print for the collection, measurement and analysis of data (Kothari, 2004). The study therefore employed a case study design. The design was basically used to give explanation of the phenomenon in depth and narrow down a very broad area of research to make it small so as to manage the resources available to the researcher. Moreover, the researcher used this design because it answered the research questions and objectives of the study.
3.3 Area of the study TC "3.3 Area of the study" \f C \l "1" 
The study was conducted at the Mbeya District Council. MDC is Public Sector under PO-RALG in Southern Tanzania located Mbeya Town, the country's capital. Building is taking place on a 4,000-hectare site in the Mbeya city area Southern of downtown Mbeya. The area is proposed because the organization portrays a significant problem of strategic plan implementation despite the fact that various policies exists but are not well implemented hence proved to be an interesting area to conduct this study.

3.4 Population of the Study

Population refers to an entire group of individuals, events or objects having common observable characteristics (Mugenda & Mugenda, 2003:9). Fraenkel and Wallen (2009:90) explained that population comprises all the members of a particular group who are of interest to the researcher. Population comprises individuals with certain particular uniqueness. Therefore, the study population were MDC staff where, District Executive Director (1), HoD’s (19), Council other employees 77 were involved. The population has number of 3000.

3.5 Sampling design and Sample Size TC "3.5 Sampling design and Sample Size" \f C \l "1" 
The study was used 97 employees from Mbeya District Council as among of Public Sector in Tanzania as a sample size.

3.5.1 Sampling Design TC "3.5.1 Sampling Design" \f C \l "1" 
As quoted from Adam and Kamuzora (2008) “The exact number of items selected from a population to constitute a sample is what we call sample size”. By considering the costs that will be incurred and the nature of the study, the study covered the whole population of the MDC instead a sample size of 30% from each stratum selected for data collection. The Researcher selected the sample that fulfill the requirements of efficiency, representativeness, reliability and flexibility, Director HoDs, and other employees directly concerned with the implementation of strategic plan in the organization.
Since a unity of analysis for researcher’s study include management staff that are Director, Head of Department/ unity, and other employees. The Organization comprise with Head of department/unity in which nineteen (19) Head of department were sampled; thirteen (13) Hod’s in which six (06) Head of unity.  

In this study both probability and non-probability sampling methods were applied, various techniques fall under these categories, the following sampling techniques were applied.

Sampling technique provide a range of methods that enables the researcher to reduce the amount of data needed by considering only data from a sub group rather than all possible cases or elements (Saunders 2007: 204). The study applied probability and non-probability sampling techniques. The purposive sampling technique and simple random were employed at different stages of this study to obtain the sample.

Simple random sampling technique was used to sample other staff and Administrative staff in each department. The entire process of sampling other staff and administrative staff was done in a single step with each subject selected independently of the other members of the population. Thirty (30%) of other staff and administrative staff were picked randomly to make a group of samples. This was selected because members from two groups (other staff and administrative staff) each group had similar characteristics and researcher want to give equal chance for every unit of population to be included.

The researcher used a convenience sampling to select any Council employee within

Administration and Human Resource Department, Community development department, Agriculture Cooperation and Irrigation department, Livestock and fisheries Unity, Community development department, Irrigation and cooperatives department, Health department, Urban planning department, Community development department, Finance department, Primary education department, Secondary education department, Planning, evaluation and statistics department, Legal unity, Bee keeping Unity, Internal Audit Unity, procurement and Supply Unity, Information and communication department, Water and Sanitation department, Environment Department, Statistics, land and natural resources department, and the elections Unity.

3.5.2 Sample Size TC "3.5.2 Sample Size" \f C \l "1" 
 Based on the calculation from the formula below, a minimum sample size of (97)

                                 n =         N

                                          1 + N (e) 2       (Yamen, 1967)

                                   Where, 

N = Total population 3000

e = level of significance 0.1    

                                                n = sample size         

For assurance, as to what extent the sample was accurate, the level of significance has to be determined.

n=      3000

        1 + 3000 (0.1) 2
                                 n =         96.774

n = 97 respondents
Table 3.1 Sampling design and Sample Size

 TC "Table 3.1 Sampling design and Sample Size." \f T \l "1" 
	S/N
	Departments
	Sample Size
	Percentage   (%)
	Data Collection tools
	Sampling Design

	1.
	District Executive Director
	1
	1.03
	Interview
	Purposive

	2.
	Heads of units and departments
	19
	19.587
	Questionnaire
	Purposive

	3.
	Other employees
	77
	79.381
	Questionnaire
	Purposive

	4.
	Total
	97
	100
	
	


Source: Ikama ya Watumishi Mdc, Report Of March (2020)
3.6 Methods of Data Collection TC "3.6 Methods of Data Collection" \f C \l "1" 
Both primary and secondary source were used to gather data and information from the Council employees. The fresh data were collected through questionnaires and interview guides and secondary data were also secured through documentary review.
3.6.1 Secondary Data TC "3.6.1 Secondary Data" \f C \l "1" 
Secondary data are those type or kind of data which have already been collected by someone else and which have already been passed through statistical process. (Kothari, 2006)
3.6.2 Primary Data TC "3.6.2 Primary Data" \f C \l "1" 
Kothari (2006) defines primary data as those data which are collected afresh and for the first time and thus happen to be original in character. Primary data was collected from the sample population through survey study employing questionnaire and was interview. Structured standardized questionnaires 5 Likert scale and interview guide
Used.

3.7 Data Collection Tools TC "3.7 Data Collection Tools" \f C \l "1" 
Both primary and secondary data were collected. Primary and Secondary Data, their sources, and methods of collection are briefly discussed in as follows.

3.7.1 Questionnaire TC "3.7.1 Questionnaire" \f C \l "1" 
Questionnaire is as an instrument for research, which consists of a list of questions, along with the choice of answers, printed or typed in a sequence on a form used for acquiring specific information from the respondents Sagar (2019). The study employed questionnaires as the major data collection tool to acquire primary data from the field. The questions aimed at asking information related to factors influencing implementation of strategic plan in public sector in Mbeya District Council. Questionnaires were distributed to (96) respondents, (77) from employees, (19) from heads of Departments and Units to gather information of the empirical facts on strategies implementation.

3.7.2 Interview TC "3.7.2 Interview" \f C \l "1" 
There are different kinds of interviews that can be used by researchers during a process of gathering information, however, as per this study, a semi-structured interview was conducted, that is normally aided by an interview guide or prepared questions to guide the interviewer as argued by Kothari (2004). Open ended questions interview was also conducted to one respondent, District Executive Director to collect information regarding strategic plans implementation. This process was of face to face meeting between researcher and interviewee; questions were asked verbally. The interview guides were designed in such a way that they solicited information to answer the specific questions of the study. Generally, semi-structured interview allows flexibility and provide opportunity to ask more questions, seek clarifications that allow both interviewer and interviewee to raise and pursue issues that cannot be obtained through other methods of data collection.

3.8 Reliability of data TC "3.8 Reliability of data" \f C \l "1" 
Reliability refers to the consistency of scores that is the ability of instruments to produce approximately the same score for an individual over repeated testing (Spaulding, 2010:93). In order to ensure reliability, the result of interview obtained and interpreted were taken back to the participants as a test in order per to affirm and validate them. Through this the plausibility and truthfulness of the information were recognized and supported. 

3.8.1 Validity of data TC "3.8.1 Validity of data" \f C \l "1" 
Brayman (2012:118) articulate that validity is the issue of whether an indicator that is planned to test a concept really measures that concept. The goal of measurement validity is to ensure that instruments such as questionnaires are consistently and reliably measure something (Giddings & Grant, 2009:124). In this study prior to data collection the researcher used face validity to review and develop an informal opinion as to whether or not the test is measuring what it is supposed to measure? also content validity were used to pre-test the instruments whereby researcher checked  whether the items in the questionnaire answer the research objectives.

3.9 Data analysis TC "3.9 Data analysis" \f C \l "1" 
Data analysis refers to examining what has been collected in a research and making deductions and inferences (Kombo& Tromp, 2009). Data analysis involves computation of scores for different measures. In addition, data analysis involves identifying and explaining issues, events or the patterns of relationship that exist among data groups Kothari (2004).
The data analysis process can be qualitative or quantitative techniques. In this study both used, that means data analyzed using statistical package for social scientists (SPSS) of version 16. In explaining some research findings, descriptive statistics employed and the results obtained from data analysis were presented in Tables. SPSS is used by market researchers, health researchers, survey companies, government entities, education researchers, marketing organizations, data miners, and many more for the processing and analyzing of survey data gizmo (2020).
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DISCUSSION OF FINDINGS TC "DISCUSSION OF FINDINGS" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter presents demographic information of respondents which are gender, age, level of education and position status. The chapter also presents findings based on four research objectives as explained in chapter one. Finally, it presents discussion of the findings based on specific objectives.

4.2 Demographic Information TC "4.2 Demographic Information" \f C \l "1" 
The demographic information in this research study include: gender, position, age and level of education as shown in the table 4.1

Table 4.1 Demographic Information TC "Table 4.1 Demographic Information" \f T \l "1" 
	CATEGORY
	FREQUENCY
	PERCENTAGE %

	Gender
	

	Male
	37
	38.1

	Female
	60
	61.7

	Total
	97
	100

	Respondent’s Position

	Information Office
	9
	9.3

	Legal Officer
	2
	2.1

	Teacher
	2
	2.1

	RGM
	3
	3.1

	 Treasurer
	3
	3.1

	Ps
	5
	5.2

	Trade Officer
	18
	18.6

	DMO
	17
	17.5

	WEO
	10
	10.3

	HRO
	5
	5.2

	Land Officer
	7
	7.2

	Clinician
	6
	6.2

	EO
	5
	5.2

	Accountant
	5
	5.2

	Total
	97
	100.0

	Age of Respondents
	

	21-30
	28
	28.9

	31-40
	59
	60.8

	41-50
	10
	10.3

	Total
	97
	100

	Education Level
	

	Diploma
	38
	38.1

	Bachelor
	56
	56.7

	Masters
	5
	5.2

	Total
	97
	100


Source: Field Research 2020
4.2.1 Gender of respondents TC "4.2.1 Gender of respondents" \f C \l "1" 
In this study respondents were asked to provide information related to their gender. The need for personal information was to analyses participation and inclusion rates of respondents in giving their views on factors influencing implementation of strategic plan in public sector, a case of Mbeya District Council. The research findings show that males and females participated in giving providing opinions; results are presented in Table 4.1 above where 61.9% females and 38.1% were males. Chikolomo (2019) argues that gender is very important aspect need to be considered in strategic plan implementation at particular institution. Gender in-balance has negative impact in any organization structure especially in strategic plan implementation. Robinson (2004) has pointed out that single out gender as one of the culture issues in most countries may greatly affect strategic plan implementation by missing very important opinions, collaboration and inspiration, so gender composition is one of important issue which is required by any management.

4.2.2 Current position of respondents TC "4.2.2 Current position of respondents" \f C \l "1" 
With respect to position of the respondents, the study intended to examine the current position of respondents. The study was interested in investigating participation rates among different post groups. The results are presented in Table 4.1 above where it indicates various staff position in MDC which are 18.6% are trade officers followed by DMO which 17.5%, information office 9.3%, Legal Officer 2.1%, Teacher 2.1%, RGM 3.1%, Treasurer 3.1%, Ps 5.2%, WEO 10.3%, HRO 5.2%, Land officer 7.2%, clinician 6.2%, EO 5.2%, EO 5.2% and Accountant 5.2 %. Rahja (2018) proposed that in any strategic plan implementation, position of the staff can influence the whole process finally whatever is decided can be accomplished with great achievement. So, it is very important to consider position of each individual during the process of strategic plan implementation.

4.2.3 Age of Respondents TC "4.2.3 Age of Respondents" \f C \l "1" 
With respect to age of the respondents, the study intended to examine the age of

respondents. The study was interested in investigating participation rates among age’s groups. The findings show that all ages participated in giving their views. The results are presented in Table 4.1 above which indicates that 60.82% of the respondents are aged between 31-40, 21-30, 28.9% and 41-50, 10.3%. It indicates that majority of staff members at MDC are young men and women. Age has great impact during strategic plan implementation. Lunda (2017) in his findings pointed out that in any organization task division will be of much impact if those tasks will be divided according to age. He continues by saying that in any strategic plan implementation tasks will be of much better if age of those who involve in implementation will be considered. Some tasks are provided based with age of particular worker.

4.2.4 Level of Education of Respondents TC "4.2.4 Level of Education of Respondents" \f C \l "1" 
The researcher asked respondents to speak out about their highest level of education. The researcher was interested to examine the respondent’s capability of respondents to answer questions that were asked. The research findings show that all respondents were educated and Diploma level 38.14%, Bachelor level 56.7% and Master degree 5.2%. 

The findings show that the majority of MDC’s staff has good education background as shown in table 4.1 where the top majority and middle workers have bachelor degree graduates. This indicate that MDC has highly and capable employees who have various position in their management task, and produce new idea and ways when it comes to strategic plan implementation. Chikolomo (2019) pointed out that education has great impact in strategic plan implementation in any organization, it create awareness in all issues related to strategic plan, and it is very important to MDC because it also create atmosphere of being effective on any task provided by staff leaders, knowledge, communication skills are also things that anybody with such reputation of education background can have great impact in strategic plan implementation. 

4.3 Research Findings TC "4.3 Research Findings" \f C \l "1" 
4.3.1 Team work, division of task and delegation has influence in organization strategic implementation TC "4.3.1 Team work, division of task and delegation has influence in organization strategic implementation" \f C \l "1" 
Researcher asked respondents to explain if they agree on team work, task division and delegation have influence in organization strategic plan implementation. The results indicate that 76.3 % of all respondents agreed that team work, task division and delegation have great influence in organization strategic plan implementation, this is one of the major factor pointed out by the majority, saying team working build unit among workers, task division and delegation of activities create inclusion and workers feel being part of  any outcome of any  task given to them, and 23.7  % of all responded said no, they do not agree if team work, task division and delegation have influence in organization strategic plan implementation.
Table 4.2 Team work, Task division and Delegation have Influence in Organization Strategic Plan Implementation TC "Table 4.2 Team work, Task division and Delegation have Influence in Organization Strategic Plan Implementation" \f T \l "1" 
	Category
	Frequency
	Percentage %

	
	Yes
	74
	76.3

	
	No
	22
	23.7

	
	Total
	96
	100.0


 Source: Field Research 2020
As majority total of 76.3% agreed on the delegation of task, team work and division at MDC it is enough evidence that the delegation of task and team work support positive performance and activities of implementation of plans. This was further supported by heads of departments who argued that they always delegate tasks and work together as a team within the organization It was elaborated by one of HODs that: 
It is impossible to do each and everything. Delegation of the tasks is very important because subordinates have specialized in different areas. We arehere to supervise and provide management advice but technical advice we expect from them, members of the MDC. 
4.3.2 Organization structure support implementation of strategic plan TC "4.3.2 Organization structure support implementation of strategic plan" \f C \l "1" 
The research opted to determine how organization structure influences the implementation of strategic plan in Mbeya District council. The respondents were asked to show their rating on factor of organization structure influence implementation of strategic plan using the key (1=strongly agree, 2= agree, 3=Disagree, 4= Strongly Disagree, 5= Neutral). The table 4.3 indicates the results as follows; 71.1 % of all respondents agree that organization structure supports the implementation of strategic plan, followed by 16.5 % of respondents were strongly agree on the same question, 7.2 %  disagree on the factor that organization structure has impact on strategic plan implementation and 5.2 % strongly disagree on the same question that was asked by researcher and 0 % was either Neutral. 

The majority agreed on organization structure to have influence in strategic plan process. To achieve whatever is planned MDC has culture of ways of interaction among workers by sharing skills and experience for goal and objectives to be reached.  The study revealed that successful organizational apparently have strong structure. Local government is more effective in implementation of strategy, if the organizational structure is strong.

The research opted to determine how organization structure influences the implementation of strategic plan in Mbeya District council.  One of the specific objectives of this study was to examine the influence of organizational structure on the implementation of strategic plans in Mbeya District council. The organizational structure attributes that were considered were; heads of departments delegate activities for effective strategic plan implementation, Leadership motivate employee through task division and working as a team and plan department support employee to meet planned targets. The findings were supported by District Executive Director when he was interviewed;

“ In MDC organization structure provide help by indicating division of various departments and how they relate to each other, for example planning department, finance department, human resource, transport  department and Audit department, all of these play a big role when it comes to strategic plan implementation because through organization structure, directors and head of departments may distribute tasks and other activities based on how these organization are linked to one another.”  

This implies that organization structure is a gateway when it comes to strategic plan implementation within a particular organization. It make a way for stated objectives to be attained within mentioned time.
Table 4.3 Organization structure support implementations of strategic plan TC "Table 4.3 Organization structure support implementations of strategic plan" \f T \l "1" 
	Category
	Frequency
	Percentage %

	Strong agree
	16
	16.3

	Agree 
	69
	71.1

	Disagree 
	7
	7.2

	Neutral
	0
	0

	Strong disagree
	4
	4.2

	Totals
	96
	100


   Source: Research field 2020
4.3.3 Heads of departments delegate activities for effective strategic plan implementation TC "4.3.3 Heads of departments delegate activities for effective strategic plan implementation" \f C \l "1" 
The researcher wanted to know if the heads of departments delegate activities for effective strategic plan implementation. Findings in table 4.4 indicate that majority 72.2% of respondents agreed on the question that heads of department delegate activities for effective strategic plan implementation, 19.6% of respondents strongly agreed on the same question and 8.2% of respondents disagreed on the factor that heads of departments delegate activities for effective strategic plan implementation and 0 % were either neutral. 

Table 4.4 Heads of departments delegate activities for effective strategic plan implementation TC "Table 4.4 Heads of departments delegate activities for effective strategic plan implementation" \f T \l "1" 
	Category
	Frequency
	Percentage %

	
	Strongly Agree
	19
	19.6

	
	Agree
	69
	72.2

	
	Disagree
	8
	8.2

	
	Strongly disagree
	0
	0

	
	Neutral
	0
	0

	
	Total
	96
	100


   Source: Field Research 2020
This implies that departments understood how important it is in delegating tasks or
activities to subordinates in strategic plan implementation, employees become part and parcel in obtaining stated objectives, and they become owner of entire activities and that makes organization grow. The statement is supported by Flight (2019) who states that when leaders delegate certain tasks to others, they become free to focus on higher-value activities and use their time more productively. Delegation not only gives leaders time for strategic thinking, but it also allows them to focus on other tasks that only they can perform, such as leading and coaching their teams.

4.3.4 Leaders motivate employees in implementing strategic plan TC "4.3.4 Leaders motivate employees in implementing strategic plan" \f C \l "1" 
The researcher aimed to find out if leaders motivate employees in implementing strategic plan. The findings in table 4.5 showing that 59.8% of respondents agreed on the factor that leaders do motivate employees in strategic plan implementation, 26.8% strongly agreed on the same factor and 13.40% strongly disagreed on the factor that leaders motivate employee in strategic plan implementation and 0 % were neutral. 

Table 4.5 Leaders motivate employees in implementing strategic plan TC "Table 4.5 Leaders motivate employees in implementing strategic plan" \f T \l "1" 
	Category
	Frequency 
	Percentage %

	Strong agree
	26
	26.8

	Agree
	57
	59.8

	Strong Disagree
	13
	13.4

	Neutral
	0
	0

	Disagree
	0
	0

	Total 
	96
	100


 Source: Field research 2020
As the majority agreed, it indicate that motivation have great impact in any organization when it comes to strategic plan implementation. Through motivation the performance of employees can be improved and stated objectives can reached within a planned time. The statement is further supported by Sonko (2018) who states that corporations, promotion, bonuses, and other types of reward motivate employees and encourage increasing performances of employees. The findings were further supported by District Executive Director;

“ In MDC motivation to employees is given priority because I believe if workers are motivated then objectives set during strategic plan implementation will be achieved, we motivate employees by providing incentive to those who meet the objective, we provide training, workshop, seminars  which are sometimes conducted outside the region by various stakeholders, and during all hours of seminars or training, employees are being paid to meat various need during training.”

Motivation to employees have great impact in any organization because it makes participants to be part and parcel in strategic plan implementation, employees own any task provided by their leaders to achieve all stated objectives. 
4.3.5 Planning department support employees to meet planned targets TC "4.3.5 Planning department support employees to meet planned targets" \f C \l "1" 
Researcher wanted to know if plan department in Mbeya district council support employees to meet planned targets. Findings indicate that pal department effectively support employees to meet planned targets, the table 4.6 below indicate the findings where 65.9% of respondents agreed on the factor that plan department do effectively support employee to meet planned targets, 18.6% strongly agreed on the same question while 15.5% of respondents strongly disagreed that plan department support employees to meet planned targets and 0 % were either disagree or neutral. Researcher intended to know
if plan department support employees to meet planned 

targets, findings in table 4.6 showing 65.9 % of respondents agreed that they are given support by plan department to make sure all stated objectives and targets are meet as planned. Majority employees stated that before any implementation process plan department passes planned matters and objectives to all heads of various sections and drop them down to subordinates where they discuss based on their professionals and finally distribution of activities, budget, resources needed and time frame will be made and priority is made depending on the nature of a particular activities. Commitment of plan department is necessary in strategic plan implementation in all levels from the top to bottom because it creates not only chance for everybody inboard to participate but also creates ownership of particular activities.
Table 4.6 Plan department support employees to meet planned targets TC "Table 4.6 Plan department support employees to meet planned targets" \f T \l "1" 
	Category
	Frequency 
	Percentage %

	Strong agree
	18
	18.6

	Agree 
	63
	65.9

	Strong disagree
	15
	15.5

	Neutral
	0
	0

	Disagree
	0
	0

	Total 
	96
	100


Source: Field research 2020.
The findings indicate that plan department plays important role not only in planning process but also in supporting employees in strategic plan implementation to meet the desire targets. Wambui (2006) revealed that participatory involvement of plan department to various steps of strategic plan implementation translates strategic plan into concrete steps that get done. Top management is responsible for the development of the long-term plan. It is up to the CEO to make sure that changing conditions (both external and internal) are reflected in the organization’s long-term plan. The larger and more complex the organization, the larger and more complex the long-term plan was included all of the individual departments and functions.
4.3.6 Mbeya District council has adequate fund to support employee to meet annual objectives TC "4.3.6 Mbeya District council has adequate fund to support employee to meet annual objectives" \f C \l "1" 
In table 4.7 the researcher wanted to know if MDC has adequate fund to support employees to meet annual objectives and the findings indicate that 71.1% of all respondents strongly disagree that Mbeya district council has adequate fund to support employees to meet annual objectives, 24.7% strongly agree that MDC has enough fund while 1.0% disagree that no enough fund and 3.1% of respondents agree and 0 % were neutral on the same question asked by researcher.
Table 4.7 Mbeya District council has adequate fund to support employee to meet annual objectives TC "Table 4.7 Mbeya District council has adequate fund to support employee to meet annual objectives" \f T \l "1" 
	                          Category
	Frequency
	Percentage %

	
	Strongly Agree
	24
	24.7

	
	Strongly disagree
	1
	1.0

	
	Agree
	2
	3.1

	
	Disagree
	69
	71.1 

	
	Neutral
	0
	0

	
	Total
	96
	100


Source: Field Research 2020
Organization resources being among specific objectives of the study, it has its attributes that were considered which are; MDC has adequate fund to support employees to meet annual objectives, employees are trained in various skills in order to effectively implement strategic plan, reliable and timely information flow to employees. According to Okiaga (2012), firm fund and resource in most cases include capital and networks in the form of assets and finances, material wealth and coordination ability are very important for successful implementation strategic plan. The study was further supported by Director Executive Director when he said;

“Provision of fund is general challenge to every sector when it comes to strategic plan implementation, in MDC we always put priorities to all important objectives which have to be taken, and resources allocation will be selected based on those priorities, otherwise strategic pan implementation becomes critical to implement” , 
Fund is one of the factor than can lead to accomplishment of strategic plan implementation, when priorities are set and available fund is used based on those priorities, automatically stated objectives will be attained within a planed time.

4.3.7 Employees are trained on various skills in order to effectively implement strategic plan timely TC "4.3.7 Employees are trained on various skills in order to effectively implement strategic plan timely" \f C \l "1" 
In the table 4.8 researches aimed at finding out whether MDC provide training in various skills in order to effectively implement strategic plan. The findings show that 73.2% of all respondents agreed that MDC has regular training session to employees for them to be skilled and support the strategic plan implementation, 21.7 % of respondent strongly agreed, and on the other hand 1.0 % disagreed while 4.1% strongly disagreed and 0 % were neutral. 

Table 4.8 Training in various skills to effectively implement strategic plan timely TC "Table 4.8 Training in various skills to effectively implement strategic plan timely" \f T \l "1" 
	Category
	Frequency
	Percentage %

	Strong agree
	21
	21.7

	Agree 
	70
	73.2

	Strong disagree
	4
	4.1

	Disagree
	1
	1.0

	Neutral
	0
	0

	Total 
	96
	100


Source: Field research 2020

The finding implies that majority of employees working at MDC have been provided with training on strategic plan issues and this could explain for its moderate implementation level as seen in Table 4.8. The result is in agreement with a research conducted in Migori by Kipkorir (2013) who established that the if organization have no emphasis on developing the capacity of their employees towards high level achievement of strategic targets, organization will not achieve its desired outcomes unless employees have the skills and abilities needed to handle the tasks and decisions at hand. The point was further supported by District Executive Director
when he said:

“ In MDC we encourage all stakeholders participating in strategic plan implementation to attend workshop or seminar or training which are basically related with part they have to play in strategic plan implementation to let them come across with modern resources and technology in particular. “ 

The world and technology keep changing every time, so it is very important for strategic plan implementation participants to be recruited from time to time, to be aware of any new skills and knowledge so as to accomplish a given task in time as planned.

4.3.8 Information flow to employees TC "4.3.8 Information flow to employees" \f C \l "1" 
Again, the researcher wanted to know if strategic plan implementation provides timely and reliable flow of information in MDC. The findings in table 4.9 state that 2.1 % of respondents disagree on proper way of information flow from management to employees, 9.3 % of respondents strongly disagree on the same question asked by researcher and the majority 76.3 % of respondents agreed that MDC has proper way of information flow in strategic plan implementation, information is given timely through top-down  approach, they stated that information is always provided through meeting, discussion, emails and sometimes by minutes,  and 12.4 % strongly agreed that MDC provide feedback in all issues related with strategic plan implementation and 0% were neutral. According to Rajasekar (2014), Communication within the organization is very crucial in strategic plan. Communication within the organization is very crucial in strategic plan implementation due to the fact that it helps to learn about management skills, the communication facilitates flow of information, ideas, beliefs, perception, advice, opinion, orders and instructions, it allows flow of information; the relevant information must flow continuously from top to bottom and vice versa,   as table 4.9 indicates below.

Table 4.9 Mbeya District Council has reliable and timely information flow for employee TC "Table 4.9 Mbeya District Council has reliable and timely information flow for employee" \f C \l "1" 
	Category
	Frequency
	Percentage %

	
	Strongly Agree
	9
	9.3

	
	Agree
	73
	76.3

	
	Strongly Disagree
	12
	12.4

	
	Disagree
	2
	2.1

	
	Neutral
	0
	0

	
	Total
	96
	100.0


   Source: Field research 2020
4.3.9 Rewards and incentive are given on time to motivate employee TC "4.3.9 Rewards and incentive are given on time to motivate employee" \f C \l "1" 
Researcher intended to know if the employee were motivated during strategic plan implementation. Study findings in table 4.10 state that 72.2% of respondents agreed to rewarded after participation of various activities to implement strategic plan, 14.4% of respondents strongly disagreed, and 13.3% of respondents strongly disagree while 2.1 % of respondents disagree and 0 % neutral on the question asked by researcher.  As the majority agreed to be rewarded during strategic plan implementation, this signified that rewards and incentives create job satisfaction since they fulfill the basic needs as well as help individual employee to attain the higher level of stated goals Robert (2013), he further states that employees judge the quality of their job in the intrinsic satisfaction and personal reward they earn from their work using intrinsic rewards to increase employee commitment and retention is achievable in organization. Therefore, management has the responsibility of designing an attractive reward package to attract and retain valuable employees to the organization (Shechtman, 2008). Thus, it is therefore, suggested that it is important for management to know the value employees place in their reward systems and to formulate sustainable strategies that address equitable and adequate reward for their employees  as table 4.10 indicates below. 

Table 4.10 Rewards, incentives and motivation to employee TC "Table 4.10 Rewards, incentives and motivation to employee" \f T \l "1" 
	Category 
	Frequency
	Percentage %

	Strong agree 
	13
	13.3

	Agree
	69
	72.2

	Strong Disagree
	14
	14.4

	Agree
	1
	2.1

	Neutral
	0
	0

	Total
	96
	100


 Source: Field Research 2020
4.4 Policies which exist support implementation of strategic plan TC "4.4 Policies which exist support implementation of strategic plan" \f C \l "1" 
In table 4.11 researcher intended to know if existing policies in MDC support strategic plan implementation and the findings are as follows; 81.4 % of respondents agreed that strongly existing policies have great impact in strategic plan implementation, they stated that they normally work and participate in strategic plan implementation with reflection to existing policies, 14.4% strongly agreed on the same question and 4.1 % of respondents strongly disagreed  and 0 %were either disagree or neutral in that question asked by researcher. The majority workers in MDC agreed that the exits policies are supportive when it comes to strategic plan implementation. Policies are designed to guide the behavior of managers in relation to the pursuit and achievement of strategies and objectives. Policies are instrument for strategy plan implementation Nwokocha (2014). Policies can exist for any functional tasks undertaken by the organization. Moreover, effective decisions cannot be made without regard to their impact on other areas of the organization activities. Policies apply a strong emphasis to the words of management. They define, detail, and specify what is expected from employees and how management intends to meet the needs of customers, employees, and stakeholders as table 4.11 shows below.

Table 4.11 Policies which exist support implementation of strategic plan TC "Table 4.11 Policies which exist support implementation of strategic plan" \f C \l "1" 
	Category
	Frequency
	Percentage %

	
	Strongly Agree
	14
	14.4

	
	Agree
	78
	81.4

	
	Strongly Disagree
	4
	4.1

	
	Disagree
	0
	0

	
	Neutral
	0
	0

	
	Total
	96
	100.0


 Source: Field Research 2020
4.4.1 Stakeholder’s contribution and funds play role in strategic plan implementation TC "4.4.1 Stakeholder’s contribution and funds play role in strategic plan implementation" \f C \l "1" 
Researcher intended to know the contribution and funds from stakeholder play any role in strategic plan implementation in MDC. As the Table 4.12 indicates below, 74.2% of respondents agree that those contribution and funds have great impact in strategic plan implementation. They stated that contributions come in terms of seminars, training in various areas, workshop and funds are provided to those participating in strategic plan implementation, 6.2 % of respondents strongly agree, 19.6% strongly disagree that contributions and funds from stakeholders don’t play any role in strategic plan implementation, and 0 % were either neutral or disagree.  

Table 4.12 Stakeholder’s contribution and funds TC "Table 4.12 Stakeholder’s contribution and funds" \f T \l "1" 
	Category 
	Frequency 
	Percentage %

	Strong agree
	6
	6.2

	Agree 
	70
	74.2

	Strong disagree
	19
	19.6

	Disagree
	0
	0

	Neutral
	0
	0

	Total
	96
	100


 Source: Field Research 2020
This implies that stakeholder’s participation has great impact when it comes to organization strategic plan implementation. Macharia, (2011) highlights that successful stakeholder involvement in an organization results in; encouragement of partnership, collaborative problem solving and broader support for decisions which leads to successful implementation of strategies hence attainment of goals. He also found that stakeholders play a significant role in strategy implementation in any organization and it led to the achievement of broader support in the implementation of the organizations strategies, collaborative problem solving during the implementation phase and the success of the strategies had been realized since the school incorporated the stakeholders. In strategy implementation process, fund allocation decision is necessary for using the available fund, especially money to achieve organizational goals.  The finding was further supported by District Executive Director who responded during the interview;

“Stakeholders are part and parcel in implementation of strategic plan in our department, fund from World Bank and NGO’s, workshop, seminar, skills empowerment to our staff, and training in various professional have been granted by stakeholders that make implementation of strategic plan and its results are effectively attained.”
Internal and external stakeholders are very important towards strategic plan implementation because their contribution in terms of fund, education and knowledge have great impact in whole process of strategic plan implementation within a particular organization.

4.4.2 Relationship among stakeholders and organization TC "4.4.2 Relationship among stakeholders and organization" \f C \l "1" 
Researcher intended to know if relationship among stakeholders and organization is good for strategic plan implementation, and findings point out that 82.5 % of respondents agreed that good relationship between stakeholders and organization have good outcome for strategic plan implementation in MDC, 8.2 % of respondents strongly agreed, while 9.3 % respondents strongly disagree and 0 % were either neutral or disagree on the same question was asked by researcher as Table 4.1 indicates below, good relationship among stakeholders and organization in strategic plan implementation  enhances strategic plan in the organization because of being involved in making decision basically in mission, vision and objectives of the organization.
Table 4.13 Relationships among stakeholders and organization in strategic plan implementation TC "Table 4.13 Relationships among stakeholders and organization in strategic plan implementation" \f T \l "1" 
	Category
	Frequency
	Percentage %

	
	Strongly Agree
	 8
	 8.2

	
	Agree
	 79
	 82.5

	
	Strongly Disagree
	 9
	 9.3

	
	Disagree
	0
	0

	
	Neutral
	0
	0

	
	Total
	 96
	 100.0


Source: Field research 2020
4.4.3 Stakeholders and organization leaders meet frequently to improve implementation of strategic plan TC "4.4.3 Stakeholders and organization leaders meet frequently to improve implementation of strategic plan" \f C \l "1" 
Researcher wanted to know if stakeholders and organization leaders do meet frequently to improve strategic plan implementation and the results show majority of 84.5 % of respondents agreed that organization leaders and stakeholders do meet frequently to make improvement in strategic plan in MDC, 14.4 % of respondents strongly agreed while 1.0 % of respondents strongly disagree and 0 % were either neutral or disagree on the same but Stakeholder  being involved in strategic Planning having vested interest in the success of the organization. They include employees’ unions, customers, vendors, shareholders, regulatory agencies, owners, supply chain partners, community members and others who depend on or serve the organization.

Table 4.14 Stakeholders and organization leader meet frequently to improve    implementation of strategic plan. TC "Table 4.14 Stakeholders and organization leader meet frequently to improve    implementation of strategic plan." \f T \l "1" 
	Category
	Frequency 
	Valid Percentage %

	Strong agree
	14
	14.4

	Agree 
	81
	84.5

	Strong disagree
	1
	1.0

	Disagree
	0
	0

	Neutral
	0
	0

	Total 
	96
	100


 Source: Field research 2020
4.4.4 Factors influencing implementation of strategic plan TC "4.4.4 Factors influencing implementation of strategic plan" \f C \l "1" 
The general purpose of this study was to investigate factors influencing implementation of strategic plan in MDC. This was in the light of the fact that in Tanzania, MDC have started getting serious about strategic plan implementation because of the recognition of challenges they faced today. 
4.4.5 Organizational resources in Strategic Plan Implementation TC "4.4.5 Organizational resources in Strategic Plan Implementation" \f C \l "1" 
This segment investigated the influence of organizations’ resources on the implementation of strategic plans at MDC. As Table 4.15 indicates that the majority 78% agreed on the influence of an organization’s resources on executing strategic plan while 22% did not see any influence of organizational resources on the implementation of strategic plans. 

Table 4.15 Organizational resources influence execution of SP TC "Table 4.15 Organizational resources influence execution of SP" \f T \l "1" 
	Category
	Frequency 
	Percentage %

	Agree
	75
	78

	Disagree

Strong Agree 

Strong disagree

Neutral                                                                 
	21

75

0

0
	22

0

0

0

	Total
	96
	100


Source: Field research 2020

The finding implied that in MDC the successful of strategy implementation is more dependent on various resources such as financial, human and material resources. Therefore, MDC should have a basis for mobilization and effective utilization of these resources. The finding was further supported by District Executive Director who said during the interview;

“This is our third strategic plan which we are implementing now. But the successful of our strategic plan implementation depends on the availability of resources such as human, financial and materials (physical) such as infrastructure whereby without resources we could hardly implement our strategic plan” 

For any objectives to be successful attained, resources such as human, funds, materials and infrastructure need to found otherwise strategic plan implementation will always fail.

4.4.6 Team work, division of task and delegation has influence in organization strategic plan implementation TC "4.4.6 Team work, division of task and delegation has influence in organization strategic plan implementation" \f C \l "1" 
Team work, task division and delegation have great impact on strategic plan implementation. Daniel (2018), team work and delegation of power play a great role because it takes advantage of specialized skills, majority of the MDC staff have specialized skills and various experience that align with a particular task. In any task, participants may be able to show their qualification, abilities in creativity and innovations by applying their talents for a particular activity. Abok (2013), delegation create trust within organization and inspires in learning how provide chances to subordinates and when they complete a given task, top level leader puts more trust in everyday activities and each one will feel to be part of any successfully or achievements because they were given a chance and they did it. Chikolomo (2019), a subordinate can also be able offer fresh insight which increases creativity and innovation and hence strategic plan implementation might be advanced achieved.

4.4.7 Stakeholder contributions and funds play role in strategic plan implementation TC "4.4.7 Stakeholder contributions and funds play role in strategic plan implementation" \f C \l "1" 
The study again focused on finding out if stakeholder’s contributions and funds play a role in strategic plan implementations and within MDC, every contribution from government agency, NGOs and other private institutions have great impact in the whole process of strategic plan. Gebhard, (2014), stakeholder engagement is very important in managing organization towards strategic plan implementations. Organizational environment includes both internal and external stakeholders, internal stakeholders include directors, managers and employees, external stakeholders include customers, suppliers, government agency, NGOs, community and trade union who are directly or indirectly involve in organization operation of strategic plan process. The finding is further supported by District Executive Director who responded during the interview;

“Stakeholders are part and parcel in implementation of strategic plan in our department, fund from World Bank and NGO’s, workshop, seminar, skills empowerment to our staff, and training in various professional have been granted by stakeholders that make implementation of strategic plan and its results are effectively attained.”

For the strategic plan implementation to be successful internal and external stakeholders should be involved where training, seminars, workshop and funds are most of time are offered by them.

4.4.8 Implementation strategic plan process is continuity communicated by management TC "4.4.8 Implementation strategic plan process is continuity communicated by management" \f C \l "1" 
Strategic planning set the organizational vision, determine the strategies required to achieve that vision and build alignment to the vision and strategic direction throughout all levels of the organization. And so, provide blueprint for achieving organization’s goal. When creating a strategic plan. Understanding the organizational objectives of a strategic corporate plan helped to create efficient plans to guide organizations growth Root, (2014; 1). A strategic plan is a document used to communicate with the organization goals, the actions needed to achieve those goals and all of the other critical elements developed during the planning exercise. However, strategic planning is an organizational management activity that is used to set priorities, focus energy and resources, strengthen operations, ensure the employees and other stakeholders are working toward common goals, establish agreement around intended outcomes/results and asses, adjust the organizations direction in response to a changing environment. In MDC Strategic planning focus on the future and articulates not only where an organization going and the actions needed to make progress, and also how it was known if it is successful. The finding was further supported by District Executive Director who responded after being interviewed;

“In every assignment or activities provided by our top leaders, always must be ways to let them know how far we have reached especially during the strategic plan implementation, communication is done through employee reports, meetings, five years plan review, emails and this makes effective communication between leaders and those who are engaged in provided tasks within organization.”

In any strategic plan implementation activities, communication plays a vital role among all participants, it enables them to know where they come from, where they are and where they are supposed to be.

4.4.9 Strategic plan is subject to M&E to ensure effective implementation of strategic plan TC "4.4.9 Strategic plan is subject to M&E to ensure effective implementation of strategic plan" \f C \l "1" 
Strategic plan for Monitoring and Evaluation is to estimate the costs, staff and other resources that are needed to property carry out in MDC so as to in developing guidelines and supervision systems related to M & E activities.

Table 4.16 Strategic plan is subject to M&E to ensure effective implementation of strategic plan TC "Table 4.16 Strategic plan is subject to M&E to ensure effective implementation of strategic plan" \f T \l "1" 
	Category
	Frequency 
	Percentage %

	Agree
	21
	22

	Disagree

Strong Agree 

Strong disagree

Neutral                                                                 
	0

75

0

0
	0

78

0

0

	Total
	96
	100


Source: Field research 2020
As the Table 4.16 above indicates 78% of the respondents strong agreed on strategic plan is subject to M&E to insure effective implementation, 22% agreed on the same question. This indicate that    M & E play a major role to enhance accountability by tracking the implementation of budgets and work plans, enhancing accountability for fund and staff time by assessing the outcomes and impacts of interventions by focusing on the process of managing for the achievement of results in the organizations, enhancing performance in achieving goals, objectives and strategies of various programme in the MDC, the rest respondents were either neutral or 0%.  The study was further supported by Director Executive Director by saying;

In MDC, strategic plan implementation is always linked with M&E department to ensure effective implementation by monitoring every single activity in the field by making sure all planned resources are provided as planned and conduct evaluation to each stage of strategic plan implementation and find out if were in a right track or otherwise.”

M&E has great impact when it comes to strategic plan implementation where every activity on the field have to be monitored and evaluated before completion of any task assigned to employees so as to make a reasonable decision before reach to an end of the strategic plan implementation process. 
4.5 Plan department support employees to meet planned targets TC "4.5 Plan department support employees to meet planned targets" \f C \l "1" 
Researcher also wanted know if plan department support employees to meet planned targets, and  results show that majority of 85.5 % of respondents strong agreed that Plan department support employees to meet planned targets in MDC, 14.4 % of respondents  agreed while 1.0 % of respondents strongly disagree and 0 % were either neutral or disagree on the same question. In the MDC, there 13 Departments and 6 unity which work interdependently with Planning Department in achieving organization objectives, mission and vision for instance during plan preparation. Workers in the organizations today are highly work interdependently. There are few positions where one is not dependent on others in some way for success in their own work for managerial roles, interdependence is a fact of life in the organization. In any organization, team members need to work interdependently and within a team and different departments and team members rely on the performance of one another to accomplish the desired objectives and mission of the organization.

Table 4:17 Plan department support employees to meet planned targets TC "Table 4:17 Plan department support employees to meet planned targets" \f C \l "1" 
	Category
	Frequency 
	Valid Percentage %

	Strong agree
	81
	85.5

	Agree 
	14
	14.4

	Strong disagree
	1
	1.0

	Disagree
	0
	0

	Neutral
	0
	0

	Total 
	96
	100


 Source: Field research 2020
4.5.1 Strategic plan is linked with performance tools such as OPRAS in assessing employee performance TC "4.5.1 Strategic plan is linked with performance tools such as OPRAS in assessing employee performance" \f C \l "1" 
The Open Performance Review and Appraisal System (OPRAS) is the system which is Open, Formal and systematic procedure designed to assist both employers and employees in planning, managing, evaluating and realizing performance improvement in the organization with the aim of achieving organizational goals (PO – PSM, 2009). In order to make the performance management system more effective, OPRAS was introduced in all Ministries, Interdependent Departments and Agencies, Regional Secretariat and Local Government Authorities (LGAs) to enable proper and more effective use of human resources (PO-PSM, 2013). The objectives of OPRAS were anticipated to improve accountability, transparency and resource management for efficient and effective quality services delivery and staff giving feedback on the quality leadership, people’s management, policy and strategies, internal processes, stakeholder’s engagement and resource management and services offered to customers. The aim is to assess the strategies applied in those areas and provide feedback on areas of improvements so these feedbacks were very important and crucial for Strategic Planning process. The findings in Table 4.16 shows that76.0% of the respondents agreed that Strategic plan is linked with performance tools such as OPRAS in assessing employee performance. The findings are supported by District Executive Director who responded after being interviewed;

“Feedback in implementation of strategic plan was very important, through feedback you can understand the status of any activities provided within the organization. Through OPRAS, evaluation and appraisal are some of ways that are used to collect feedback from our employees and these ways help in making people more accountable on what they are assigned to.”

In strategic plan implementation, feedback helps to understand if things are in a right truck and make all participants accountable for any stated objectives to be achieved, and it helps to make a right decision when things go bad.

Table 4.18 Strategic plan is linked with performance tools such as OPRAS in assessing employee performance TC "Table 4.18 Strategic plan is linked with performance tools such as OPRAS in assessing employee performance" \f C \l "1"   

	Category
	Frequency 
	Percentage %

	Agree
	73
	76.0

	Disagree

Strong Agree 

Strong disagree

Neutral                                                                 
	23

0

0

0
	24.0

0

0

0

	Total
	96
	100


Source: Field research 2020

4.6 Discussion of the findings TC "4.6 Discussion of the findings" \f C \l "1" 
4.6.1 Influence of organization resources in implementing strategic plan TC "4.6.1 Influence of organization resources in implementing strategic plan" \f C \l "1" 
From the discussion in this chapter above, the study indicated that resource allocation has great impact in implementation of strategic plans in MDC. The respondents agreed that; adequate fund to support individual annual targets, rewards and other incentives given on time to motivate workers, timely information flow for employees, availability of modern technology facilities to support individual annual targets, modern working tools and training in various skills in order to implement organization strategies. The results concur with other scholars who argued that failure to effectively implementation of SP in public sectors relies on the ways of utilizing resources as result leading to massive misuse of limited government allocations as well as time wasting and poor services delivery Kitonga (2012). The fundamental sources and drivers to firms’ competitive advantage and superior performance of any organization are mainly associated with the attributes of their resources and capabilities which are valuable and costly-to-copy Burnes (2008). Ngendo & Moronge (2018) in their study argued that organization resources should be enhanced as this would help any organization to achieve targets and objectives set by top management in strategic plan implementation. They recommended that organization should pay attention to strive to invest and allocate more funds to increase strategic plan implementation and for organization intend to enhance strategic plan should invest in modern efficient and effective production facilities and systems. Shillingi (2017), on research study in “the influence of top management and organization resources on implementation of strategic plans in public sector, strongly argued that there is a vital relationship between any management in public sector or of any organization with strategic plans implementation. The research admits that any top management and their resources positively influence implementation of strategic plans in public sectors with purpose of improving quality service delivery. The findings of this research and scholar mentioned above, both relate in the fact that strategic plan implementation depend much in organization resources to be well utilized to meet stated objectives, failure to that it will be a night mare to meet the targets and the only different between scholars and this study comes on location where the studies were conducted.

4.6.2 Stakeholder’s influence in Strategic Plan Implementation TC "4.6.2 Stakeholder’s influence in Strategic Plan Implementation" \f C \l "1" 
The findings show that stakeholder’s involvement in strategic plan implementation has great impact because stakeholders play a great role when it comes to strategic plan implementation. The respondents agreed that stakeholders are ones of the key important in pushing implementation of strategic plan, NGOs, private institutions, government agencies and internal stakeholders, through their contributions such funds, trainings, skills empowerments, workshop and seminars, all of these contribute much in strategic plan implementation. Gebhard (2014) found that stakeholder engagement is very important in managing organization towards strategic plan implementations, organizational environment includes both internal and external stakeholders, internal stakeholders include directors, managers and employees, external stakeholders include customers, suppliers, government agency, NGOs, community and trade union who are directly or indirectly involve in organization operation of strategic plan process. The findings matches with Shilingi (2017) in his study titled “Impact of Stakeholders on Implementation of Strategic Plans in Tanzania’s Public Sectors” he argued that organizations fail not because of in proper formulation of strategic plan but the execution of strategies created is vital to their failure or demise; and thus implementation of strategic plans process remain a challenge towards achieving organization objectives. He recommended that management in public sectors should pay more attention on stakeholders if they have to be benefit from, otherwise may negatively influence implementation of strategic process in public sector. A qualitative research study conducted by Ridwan (2012) in the context of strategic planning practice in the Indonesian banking industry in Indonesia, admit on relationship between strategic planning practice and stakeholders involvement role in the strategic planning have paved the way to highly performance in banking industry in Indonesia.
4.6.3 Organization Structure Affect the Implementation of Strategic Plan TC "4.6.3 Organization Structure Affect the Implementation of Strategic Plan" \f C \l "1" 
Based on the findings, majority of the respondents submitted their views and agreed that organization structure has great impact in strategic plan implementation in any organization and organization structure of MDC support much for strategic plan process. The culture of goal orientation, team work and consultation, strong value systems and internal employee drive has significantly contributed to successful implementation of the strategic plan at MDC, the leadership has offered the necessary guidance and support as well as setting the right work environment through which the employees are clear on their targets. If the organization structure is well formulated, task division, flow of information, coordination of workers, reporting submission and delegation of authority can drive the implementation of strategic plans in any public sector. The findings are in line with Daft (2012) who defined Organization structure as a collection of tasks given to individual, section and departments, formal reporting relationship, including line of authority to make sure effective coordination of workers to achieve stated organization’s objective. A Successful strategic plan implantation depends in a large part on the organization’s primary organizational structure. Organizational structure influences the type of strategy used by the organization. For the implementation to be successful the structure should be consistent with the strategy to be implemented, organizational structure could also be defined as the grouping of positions into departments based on similar skills, expertise and resource use Mutu (2014). According to (Mutu 2014), organization can realize importance of the structure through permits of economies of scale and efficient resource use, enhance the development of the in-depth skills, employees are motivated to develop their skills, managers and employees are compatible because of the similar training and expertise. Salmela (2004), when organization structure is consistency with organization strategic plan, it can promote strategic plan implementation. This revealing that indeed organization structure influences strategic plan implementation. Nazir (2008), argued that organization structure helps any organization to point out actual very potential strategic plan implementation challenges and hostile organizational structure is an obstacle to strategic plan implementation. Characteristics of Stability, stable culture, one that were systematically support strategy implementation, is one that fosters a structure of partnership, unity, teamwork and cooperation among employees. Part of cultural alignment and strategy implementation involves process implementation. Processes include utilizing technology to facilitate goal attainment and the results which organization was looking for when working with customers to meet their needs. Goal Unification, Flexible, strong and unified structure where approach strategy implementation and affect implementation in a positive manner by aligning with goals. Goals can come into alignment when the organizational structure works to focus on productivity and getting the organization’s primary mission accomplished. Therefore, organization structure determines the success of strategic plan implementation process. It is the framework for getting the job done and its purpose is to create an environment for human performance. An important element of the organization structure of the organization is the granting of authority to accomplish particular task hence strategic plan implementation is mostly driven its structure.

4.6.4 Intervention Measure that can Support Implementation of Strategic Plan TC "4.6.4 Intervention Measure that can Support Implementation of Strategic Plan" \f C \l "1" 
There is need for the MDC to ensure that stakeholders are fully involved at all the stages of strategic plan development but mainly during formulation. The involvement of employees at the stage of strategy formulation promotes the ownership of the strategic plan during and after strategic plan implementation. The top management of the MDC should disseminate all the information pertaining the development of the strategic planning process. This implies that employees should be briefed in relation to the progress and the milestones achieved at various stages of strategic plan implementation, this would be achieved by considering having an active monitoring and evaluation unit, the findings are related to Kwamba (2015) on factors affecting strategic plan implementation in public Universities in Kenya, the findings stated that administrative systems and government should set some standards of communications modes in the universities since effective communication and consensus influence strategic plan implementation in newly established public universities in Kenya, Study suggested that good culture can be used as a tool in strategic plan implementation; management should set clear ways of communication and extend culture of consistency, increase provision of incentives to workers based on their contribution, staff involvement in the development of strategic plans.

 Organization resources such as fund allocation should be properly set and distributed, given priority to the stated targets, the findings is in line with Shilingi (2017), researcher admits that any top management in any organization and their resources positively influence implementation of strategic plans in public sectors with purpose of improving quality service delivery. Resources such funds, human labor, working tools and technology should not be kept out, a well utilizes resources may have great impact when it comes to strategic plan implementation.

Training, workshop and seminars should also be given priority to workers especially in modern technological issues, by so doing, workers will be getting new skills and stand up to date thus strategic implementation process will effectively achieved and MDC will achieve its targets respectively. According to Amina (2013), technology changes very fast, in to days life automation and mechanization are being increasingly applied in offices and service sector so training may increase use of fast changing technique requires, specially into new technology. Therefore, training changes people’s behavior, increases productivity which is said to be of very important in any organization, training inspire and motivate workers.

Incentives and motivation to worker is very essential in strategic plan implementation, it leads people toward being accountable and targets or objectives can effectively be met. The findings was also found by Messah, (2011) on his study “Factors Affecting Implementation of Strategic Plans in government tertiary institute in Tanzania, he found out that  the weak influence of managerial behavior was as a result of strategic thinking of the management and the influence of rewards and incentives were found to be weak as it was the intrinsic motivation of the teacher’s professional ethics than extrinsic motivation by management through tangible reward by Management that made the lecturers co-operate in the implementation of strategic plans. Researcher continues that institutional policies were revealed to be weak in influencing strategy implementation because of low awareness and the infrequent use of the service charter which is a critical ‘barometer’ of strategy implementation effectiveness and efficiency.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1   Overview TC "5.1   Overview" \f C \l "1" 
This chapter provides the summary of the findings from chapter four, and also gives the conclusions and recommendations of the study based on the objectives of the study. The general objective was to investigate the factors that influence implementation of strategic plans. This chapter presents summary discussion of findings and conclusion. It also provides appropriate recommendations including general recommendations and suggestions for further research.

5.2 Summary of the main Findings TC "5.2 Summary of the main Findings" \f C \l "1" 
Summary of findings covers results on Strategic Plan in MDC and role of Strategic Plan on employee performance. The study found that Strategic Plan through team working build unit among workers, task division and delegation of activities create inclusion and workers feel being part of outcome of any duties or task given in the organization as well increase performance in MDC. Moreover, high leaders’ motivation of employees on making implementing strategic plan in MDC. Planning Departments to work interdependently with other employees in other activities in implementation Strategic plan of the organization, Overall Strategic Plan found to have positive significant influence on employee performance in the organization.  Financial, technological and human as the resource in MDC should be well allocated to promote implementation of the strategic plan. The technology should be upgraded to match the strategy being implemented; human as the resource should go with the targets being done to make sure that the targets are completed on time; it is important for the organization to find bonus to maintain the workers. Management should take a strong hold of the resources they have in order to have the organizational structure treating those resources as the leading map to every activity and from them to accomplish its goals.  Organizational structure is the strength of how the organization functions. It provides the organization a base of how it communicates with itself and with other stakeholders and may lead to the growth or downfall of the organization. This study has discovered that MDC consider organization structure as the important item for strategic plan implementation but for more efficient implementation of strategic plan it is recommended that the policy makers and managers pay more attention to the organizational structure and make more efficient so as to fulfill the objectives of the MDC. MDC has to create the altitude for research and development so as to expand specialized skills. The incentive to workers be based on their contribution towards the implementation of strategies. Staffs have to be involved in the development of strategic plan so that they can own the plan leading to successful implementation. This will give confidence and feeling of ownership of the strategy as well as promote an environment that is favorable for change.

5.3 Implications of the findings TC "5.3 Implications of the findings" \f C \l "1" 
It is irrefutable fact that in recent times many public sectors in Tanzania have come to the realization of the importance of strategic plan implementation as it enables these sectors to achieve its strategic goals. In order to reap the full benefit of strategic plan implementation at MDC and other public sectors, the government should develop a policy to appraise public sectors on the extent of their strategic plans implementations. This encouraged MDC to transform their plans into action by showing evidence of what has been achieved in the time period that was proposed under strategic plan.  In MDC processes of formulation, planning and implementation processes there must be applications of some policies to guide and by laws that must be followed by employees, both top management and lower management in order to emphasize discipline, accountability and equality while enforce the implementation of strategies in MDC.  Policy makers must equalize the employee, stakeholders and community at large in participating in implementation, participating in development and learning as well-being emphasized to be committed on giving and receiving feedback on the previous and next plans of MDC activities. To professionals such as planning officers, project managers, policy makers and other related discipline, should be able to share and give out their knowledge and skills when serving and especially in strategies formulation and strategic plan implementation process for the organization to achieve all stated targets effectively., they should be accountable and reachable but not only by top management but also with law management
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
5.4.1 Influence of organization resources in implementing strategic plan TC "5.4.1 Influence of organization resources in implementing strategic plan" \f C \l "1" 
The study concluded that resource allocation affects implementation of strategic plans in Tanzania local government authority in MDC. The respondents agreed that; adequate fund to support individual annual targets, rewards and other incentives given on time to motivate workers, timely information flow for employees, availability of modern technology facilities to support individual annual targets, modern working tools and training in varies skills in order to implement organization strategies. The study concluded that the process of employment and selection should be done without bias to make sure that those in MDC get suitable employees who can aid strategic plan implementation. Motivation of employees enhances their performance towards achievement of strategic objectives.

5.4.2 Organization Structure Affect the Implementation of Strategic Plan TC "5.4.2 Organization Structure Affect the Implementation of Strategic Plan" \f C \l "1" 
The study also concludes that organizational structure influences strategic plans implementation at MDC. The study concludes that strategic managers turn to restructuring as a means of implementing strategic plans aimed at improving performance. It also concludes that radical shift in organizational design reflects changes happening in the wider social, economic, political and technological environment. Also, the new organizational framework required appear to be one that emphasizes flexibility, creativity and participation. The study also concludes that the way labor is divided within the MDC influences how strategies are implemented.

5.4.3 Stakeholder’s influence in Strategic Plan Implementation TC "5.4.3 Stakeholder’s influence in Strategic Plan Implementation" \f C \l "1" 
The study concludes that for the effectively strategies implementation plans, stakeholders, internal and external should be engaged form early steps; starting from strategies formulation, budget allocation and during strategic plans implementation. This creates ownership of all kind of stated targets and it motivate workers where they feel to part of every activity before and during strategic plan implementation thus increase performance and organization meets it objectives as expected.
5.4.4 Measure that can Support Implementation of Strategic Plan TC "5.4.4 Measure that can Support Implementation of Strategic Plan" \f C \l "1" 
The study also concluded that employees should be briefed in relation to the progress and the milestones achieved at various stages of strategic plan implementation, this would be achieved by considering having an active monitoring and evaluation team. Organization resources such as fund allocation should be properly set, given priority to the stated targets. Training, workshop and seminars should also be given priority to workers especially in modern technological issues, by so doing, workers will be getting new skills and stand up to date thus strategic implementation process will effectively achieved and MDC will achieve its targets respectively.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
Based on objectives and findings, the study presents general recommendations and suggestions of further research. The researcher recommends that the management organization should use leadership style which allows participation of employees in implementation of Strategic plans so as the lower and managerial levels require to be empowered so that they can help to flow the strategy downwards. Also, dynamic work environment that exists in most organization it is important for HoDs delegates activities for effective strategic plan implementation most likely respondents agreed that employees being involved in performing delegation of authority from top to lower level (centralization to decentralization) also HoDs have skills to understand succession strategic plan and its components for success. The planning department support other employees from other department to meet planned target effectively and amending organizational structure should be made consistent over time and that the organizations complexity and size should be considered appropriately throughout its life cycle so as to improve performance of employees in the organization, Staff have to be involved in the development of strategic planning so that they can own the plan leading to successful implementation, so as to build confidence and feeling of ownership of the strategy as well as promote an environment that is favorable for change 

The study also recommends that in order to ensure a professional approach to implementing plan interventions and specifically to the plan management aspects involved, an organization development role is needed in the central office HR structure. Also, the study recommends that there should be development of a plan management process to ensure appropriate focus on both the pre and post implementation challenges and should build employee trust and gain their commitment to the core values, mission, vision and objectives of the organization

5.6 Limitations of the study TC "5.6 Limitations of the study" \f C \l "1" 
There several challenges that happened during research period hence made research to be difficult in its accomplishment. The researcher encountered a number of limitations during the study as noted: firstly, limited financial resources due to inadequate financial support. Thus, the researcher used her own financial resources not allocated for the study to accomplish the study however later on a little research fund was granted by the employer. Furthermore, the time allocated for the study was not enough to undergo an intensive study since the researcher was also busy with her office activities. Therefore, the researcher extended duration for the study and dedicated an extra hour for accomplishment of this research. Despite the aforementioned limitations, the researcher achieved to collect sufficient information

to enhance analysis and report writing.

5.7 Recommendations for Further Study TC "5.7 Recommendations for Further Study" \f C \l "1" 
The study recommends further study on other factors that influence strategic plans implementation. It is suggested that further studies be done on this study so that there will be a better comparison on what other organizations do to successfully implement their strategic plans. Further studies can be done on Non-Governmental Organizations considering the existence of other factors such as organization structure, stakeholders, resources allocation, and measures that can be identifies so as to compare the various levels of managements involved to effectively implement the strategic plan.
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix 1: Strategic Plan Implementation Questionnaire

             I, Sitti Nyerenga, a student at Open University of Tanzania pursuing Masters Degree of Human Resources Management. Kindly I request you to respond my questions mentioned below, so as to facilitate my Academic Research concerning “Factors Influencing Implementation of Strategic Plan in Public Sector “A case of Mbeya District Council.  

Instructions: tick where appropriate

Part 1: Gender

Female ( ) Male ( )

Current post held in the MDC

 Position: ……………………………….

Age Bracket  

21 – 30 (    )   31 – 40   (   )    41 – 50 (   ) 51 – 60   (    ) Over 60 (   )

Level of Education 

PhD (  )  Master’s Degree (  ) Bachelor Degree (  ) Diploma (  ) Certificate   (   )

Part 2: Human Resources Management Practices with Strategic Plan Implementation,
Do you agree team work, task division and delegation have influence in organization strategic Plan implementation?

Yes ………… No   ………….

Indicate the extent to which the following factors have influence in organization strategic plan implementation, on a scale of 1-5 where;

Strongly agree (SA) – 5, Agree (A) -4, Neutral (N) – 3, Disagree (D) – 2, Strongly Disagree (SD) - 1 

	
Statements

(Please Put a Tick to the Most Correct Answer)
	Responses

	
	SA
	A
	N
	D
	SD

	
	  Organization Structure
	
	
	
	
	

	1
	Organization structure support implementation strategic plan
	
	
	
	
	

	2
	Heads of departments delegate activities for effective strategies plan implementation.
	
	
	
	
	

	3
	Leaders motivate employees through task division and working as a team in implementing strategic plan
	
	
	
	
	

	4
	Plan department support employees to meet planned targets
	
	
	
	
	

	
	Organization resources
	
	
	
	
	

	5
	Mbeya District council has adequate fund to support employees to meet annual objectives.
	
	
	
	
	

	6
	Employees are trained on various skills in order to effectively implement strategies plan timely
	
	
	
	
	

	7
	Mbeya District council has reliable and timely information flow for employees
	
	
	
	
	

	8
	Rewards and other incentives are given on time to motivate employee
	
	
	
	
	

	
	       Stakeholders
	
	
	
	
	

	9
	 Policies which exist support implementation of strategic plan
	
	
	
	
	

	10
	Stakeholders contributions and funds play role in strategic plan implementation
	
	
	
	
	

	11
	Lack of good relationship among stakeholders and organization will led to poor implementing strategic plan
	
	
	
	
	

	12
	Stakeholders and organization leaders meet frequently to improve in implementation of strategic plan
	
	
	
	
	

	
	Implementation of Strategic Plan
	
	
	
	
	

	13
	Implementation strategic plan progress are continuously communicated by management
	
	
	
	
	

	14
	Our strategic plan is subjected to M &E to ensure effective implementation of strategic plan
	
	
	
	
	

	15
	Other departments works closely with plan department in implementation of strategic plan
	
	
	
	
	

	16
	Strategic plan is linked with other performance tools such as OPRAS in assessing employee performance
	
	
	
	
	


In your own opinion briefly explain how issues of Human Resources that can be improved to enhance strategic plan implementation

…………………………………………………………………………………..

………………………………………………………………………………….

Appendix 3: Interview Questions

1. How do you motivate your employees to encourage strategic plan implementation? 

2. How does organization structure help in the implementation of the strategic plan?

3. How do you manage and control resources to make sure they meet objectives of a strategic plan

4. How do you maintain effective communication during the implementation of strategic plan?

5. What do you think should be done so as to make sure your strategic plan is implemented well and reach desired objectives?

6. What are the stakeholder’s contributions that help in strategic plan implementation?

7. What are the general challenges you face before, during and after the implementation of the Strategic Plan

8. Modern material resources allocated in implementation of strategic plans

9. Which ways are used to give feedbacks to employees?

10. How monitoring and Evaluation helps in implementation of Strategic Plan.

       Thank you for your time and co-operation. Your opinions are highly valued.

        Please be assured that your answers will remain anonymous
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