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ABSTRACT

This study examined the influence of human capital on implementation of corporate strategic plans. Specifically, the study examined the influence of   employee training and development, employee involvement, and employee utilization on the implementation of corporate strategic plans. This study employs a descriptive research design to gather and analyses data on the influence of human capital on the implementation of corporate strategic plans at TANESCO's Lake Zone offices. A sample size of 190 employees was selected from a total population of 636 using simple random sampling. Primary data was collected using structured questionnaires, and the data was analyzed using correlation and multiple regression analysis. The results indicated positive and significant correlations between all three independent variables and the dependent variable, the implementation of corporate strategic plans. Specifically, employee training and development showed a weak but significant correlation (r = 0.283), while employee involvement (r = 0.769) and employee utilization (r = 0.685) showed strong and significant correlations with the implementation of strategic plans. The multiple linear regression model confirmed a significance relationship (F = 117.374, p < 0.000). The study concluded that employee training and development, employee involvement, and employee utilization significantly influence the implementation of corporate strategic plans. Among these, employee involvement and employee utilization had the strongest impact. The findings suggest that improving these aspects within an organization can enhance the effectiveness of strategic plan implementation.
Keywords: Corporate Strategic Plan. Human Resourc and Employee Training
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CHAPTER ONE
INTRODUCTION
1.1 
Introduction


This provides an overview of the study's background, statement of the problem, research objectives both general and specific objectives and   research questions. It further explains the significance of the study and scope of the study and limitation of the study.
1.2 
Background of Problem

Strategic planning is a fundamental component of strategic management, a discipline that dates back to the 1950s. Over the decades, strategic planning has evolved into an essential tool for both public and private organizations, enabling them to navigate the complexities of an increasingly competitive and ever-changing business environment (Koskei et al., 2017). Organizations commonly develop comprehensive strategic plans that detail their long-term objectives and outline how these objectives will be achieved (Kiptoo et al., 2020). Strategic planning serves as a vital mechanism for guiding organizational direction and enhancing performance in response to dynamic operational demands and market competition (Piorkowska & Rynca, 2020).
Globally, the importance of strategic planning has been recognized as pivotal for organizational performance and effectiveness. Governments and private institutions alike emphasize the implementation of strategic plans to meet evolving standards and enhance operational efficiency (Katana et al., 2016). However, despite the formulation of robust strategic plans, successful implementation is not guaranteed. As Mutisya (2016) notes, while a well-structured strategic plan lays the foundation for success, effective execution requires well-developed strategies and adequate resource management.
In Africa, public organizations face significant challenges in implementing strategic plans, often striving to meet international standards in service delivery (Fredua-Kwarteng, 2020). African public institutions dedicate substantial efforts to crafting strategic plans that address both internal and external factors impacting implementation (Oanda & Matiang'i, 2018). However, one of the primary obstacles hindering effective implementation is the inefficient management of human resources. The Association of African Universities (AAU) (2020) reports that many African organizations struggle to execute their strategic plans due to inadequate human resource capacity. This challenge is especially pronounced in higher learning institutions, where a shortage of skilled personnel hinders the fulfillment of strategic objectives (Akuei et al., 2016).
In Tanzania, the adoption of strategic planning is aligned with the Public Service Management and Employment Policy of 1999, which mandates the development and annual revision of a National Strategic Plan by the Planning Commission (United Republic of Tanzania, 1999). This policy framework encourages public service organizations, including ministries and agencies, to establish Key Result Areas (KRAs) with specific performance targets over a three-year period.
One of the most significant strategic planning initiatives in Tanzania is the Corporate Strategic Plan (SP) developed by the Tanzania Electric Supply Company Limited (TANESCO). The TANESCO Strategic Plan for 2020/21 is designed to reflect government policies and strategic priorities, with a strong focus on the interconnectedness of energy and economic development. This plan also aligns with the Electricity Supply Industry (ESI) Reform Strategy and Roadmap (2014–2025), which aims to enhance efficiency, service quality, and competitive practices within the energy sector (TANESCO-CBP, 2018).
Despite the comprehensive nature of TANESCO’s strategic plans, challenges related to human resource capacity have hindered effective implementation. According to TANESCO's 4th Corporate Strategic Plan (2017/18–2021/22), the previous 3rd Strategic Plan (2012/13–2016/17) suffered from a lack of skilled personnel in specialized fields, insufficient capacity to manage large collaborative projects, and a shortage of senior engineers. These shortcomings led to inefficiencies in executing the strategic plan. Research by Njoroge et al. (2017) confirms that human resource capacity, particularly the availability of competent and qualified staff, is critical to the successful implementation of strategic plans. Therefore, this study focuses on examining the influence of human resource capacity on the implementation of strategic plans, with particular attention to TANESCO. The study adopts the Resource-Based View (RBV) and Human Capital theory, focusing on key elements such as employee utilization, involvement, and training, to investigate how human resources impact the successful execution of strategic initiatives.
1.3 
Problem Statement  

The creation and implementation of a strategic plan are often regarded as two sides of the same coin. While formulating a good strategy is essential, the real challenge frequently arises during its implementation (Shilingi, 2018). In Tanzania, public organizations are mandated by the United Republic of Tanzania (URT) to develop a five-year strategic plan as outlined in the Public Service Management and Employment Policy (URT, 2011).
The Tanzania Electric Supply Company Limited (TANESCO), operating as a parastatal entity under the Ministry of Energy, is responsible for generating, transmitting, distributing, and selling electricity across mainland Tanzania. Additionally, TANESCO supplies bulk power to the Zanzibar Electricity Corporation (ZECO), which distributes electricity to the public on the islands of Unguja and Pemba. The company owns the majority of the electricity generation, transmission, and distribution infrastructure on the mainland.
Despite the strategic planning framework and organizational efforts, the implementation of TANESCO's corporate strategic plans has faced persistent challenges. The Controller and Auditor General's (CAG) reports for the financial years 2019/2020, 2020/2021, and 2021/2022 consistently indicate inadequate implementation of corporate strategic plans, primarily due to a significant shortage of human resources. Furthermore, the TANESCO performance report for 2024 revealed that only 60% of the corporate strategic plan's targets were achieved, with the remaining 40% unaccomplished, primarily due to challenges related to human capital.
While various studies have examined factors affecting strategic plan implementation, many have not adequately addressed the critical role of human resources, particularly within the context of public organizations in Tanzania (Shilingi, 2018). This gap highlights the need for comprehensive research to explore how human resource factors, such as staff availability, qualifications, and capacity, influence the successful execution of corporate strategic plans. Addressing this gap is essential to understanding the complexities of strategic plan implementation and providing insights for enhancing organizational performance in Tanzanian public institutions.
1.4 
Research Objectives

(i) To examine the influence of employee training and development on the implementation of corporate strategic plans at TANESCO.

(ii) To determine the influence of employee involvement on the implementation of corporate strategic plans at TANESCO.
(iii) To examine the influence of employee utilization on the implementation of corporate strategic plans at TANESCO.
1.5 
Research Questions

(i) What is the influence of employee training and development on the implementation of corporate strategic plans at TANESCO?

(ii) What is the influence of employee involvement on the implementation of corporate strategic plans at TANESCO?

(iii) What is the influence of employee utilization on the implementation of corporate strategic plans at TANESCO?
1.6 
Significance of the Study

The study examines the influence of human capital on implementation of corporate strategic plans in public organization. Human capital, as a vital resource, plays a pivotal role in the effective implementation of corporate strategies. This study provides empirical evidence on how the skills, knowledge, and competencies of employees at TANESCO influence strategic outcomes, thus reinforcing the RBV's assertion that human capital is a key determinant of organizational success. 
Human Capital Theory suggests that investments in employee education, training, and development enhance organizational performance. The study's findings can contribute to this theory by illustrating specific ways in which TANESCO's investment in human capital translates into successful strategy implementation, thereby validating the theoretical premise that skilled and knowledgeable employees drive organizational performance.
1.7 
Scope of the Study

This study assessed the influence of human resources on the implementation of corporate strategic plans, with a particular focus on understanding the dynamics within the organization. To gain a comprehensive view of this influence, the research involved the systematic collection of data from employees of TANESCO Lake Zone Regional Offices. 
This included both quantitative and qualitative methods, such as surveys and interviews, aimed at capturing the perspectives of various staff members regarding their roles and contributions to the strategic planning process. By examining the experiences and insights of TANESCO Lake Zone employees, the study sought to identify specific human resource factors that facilitate or hinder the effective implementation of corporate strategic plans. 
1.8 
Organization of the Study

This study is organized into five chapters. Chapter one presents background to the problem, problem statement, research objectives, research questions, scope, and significance of the study. The study's literature review is covered in Chapter two, along with details on the theoretical and empirical reviews, the study's conceptual framework, and variables relationship. The third chapter of this study concentrates on the research methodology that was used to perform it, and it includes the research design, study area, sampling strategy, sample size, data gathering methodologies, and data analysis methods. Chapter four presents analysis and discussion of findings and chapter five presents conclusion and recommendation.

CHAPTER TWO
LITERATURE REVIEW
2.1 
Introduction 
This chapter provides conceptual definition, theory supporting the study, empirical reviews relevant to the topic, and conceptual framework.
2.2 
Conceptual Definitions

2.2.1 
Strategy

Strategy refers to a planned approach or set of actions designed to achieve specific goals and objectives (Penrose, 1958). Strategy is essential for guiding the organization long-term direction and ensuring it can adapt to changing circumstances and meet the needs of its stakeholders effectively (Elbanna, et al, 215). In this study the recently definition of strategy as it was defined by Elbanna et al. (2015) was adopted since is the mostly recently source. 
2.2.2 
Corporate Strategic Plan

Corporate strategic is a comprehensive and structured document that outlines the public organization long-term vision, mission, goals and objectives (Piorkowska & Rynca, 2020). Corporate strategy is about making choices that position the organization for long-term success and sustained competitive advantage in its industry or industries of operation. (Association of African University, 2022). In this study the recently definition of strategy as it was defined by AAU 2022 was adopted since it provides a roadmap for how the organization create value for its stakeholders over time.

2.2.3 
Human Resource

Human resource refers to individual who is a primarily engaged in organization activity. They are members employed by the TANESCO. Employees play a crucial role in the core functions of TANESCO in order to successful produce quality service. It’s important to note that employees come from various academic ranks, such as managers, seniors, principal officers to junior officer one and two.  
Human resources (HR) refer to the department within an organization responsible for managing personnel-related matters. This includes tasks such as recruitment, hiring, training, employee benefits, performance evaluation, and ensuring compliance with labor laws and regulations (Chikolomo D, 2019). 
2.2.4 
Employee Training 

Employee training refers to the organized activity aimed at providing employees with the knowledge and skills required to perform their job roles effectively (Akue 2016). Shilingi 2018 define employee training as a range of educational programs and initiatives designed to enhance the abilities, competencies, and productivity of the workforce. In this study the definition of shillings, 2018 was adopted since it covers broad concepts of employee training.
2.2.5 
Employee Development 

Employee development is a strategic and continuous process aimed at enhancing the skills, knowledge, and competencies of employees to improve their performance and achieve personal and organizational goal (Akue 2016).
2.3 
Theoretical Literature Review

A theory is a framework of interconnected concepts, definitions, and propositions that offer a systematic understanding of phenomena. It establishes relationships between variables to explain or predict these phenomena (Wilson, 2014). The resource-based view theory provided the conceptual foundation for this study.

2.3.1 
Human Capital Theory

Human Capital Theory was first introduced by Gary Becker in 1964 in the United States. The theory emerged as part of the broader field of economics and human resource management and was primarily developed to explain how investments in education and training can enhance worker productivity and economic growth (Becker, 1964). Becker’s seminal work, "Human Capital: A Theoretical and Empirical Analysis, with Special Reference to Education", positioned human capital as a key determinant of productivity and organizational success. The fundamental premise of Human Capital Theory is that employees are valuable assets whose skills, knowledge, and experience can be enhanced through investment, such as education and training (Becker, 1964). By increasing the quality and competencies of the workforce, organizations can achieve greater productivity and long-term success (Schultz, 1961). In the context of public organizations like TANESCO, the theory is particularly relevant as it highlights the need for continuous professional development and capacity building to improve strategic plan implementation (Barney, 1991).
The theory’s strengths lie in its assertion that investments in human capital, such as training and education, directly improve workforce productivity and contribute significantly to economic development (Becker, 1964; Mincer, 1974). It also supports the notion that by prioritizing employee development, organizations can align workforce capabilities with strategic objectives, making them more resilient to changing environments (Barney, 1991; Nafukho et al., 2004). However, one of the primary weaknesses of Human Capital Theory is its oversimplification of the relationship between education and productivity, assuming a direct causality that overlooks other influential factors such as socio-economic background, labor market conditions, and the quality of education (Heckman et al., 2006). 
Additionally, the theory does not adequately address structural inequalities that can impede equal access to educational and training opportunities, leading to disparities in outcomes (Coff & Raffiee, 2015). Furthermore, it often neglects the non-economic benefits of education, such as personal growth and social well-being, reducing human potential to mere economic productivity (Tan, 2014). This narrow focus fails to account for cultural, political, and institutional factors that influence human capital outcomes (Goldin, 2016). As a result, the theory’s deterministic nature can lead to overly simplistic interpretations of complex workforce dynamics, particularly in real-world scenarios where factors like workplace culture, leadership, and motivation significantly influence performance (Lepak & Snell, 1999). To address these limitations, modern adaptations of the theory have incorporated concepts of social capital and emotional intelligence, emphasizing that productive workers also require a supportive organizational environment and opportunities for holistic development (Nahapiet & Ghoshal, 1998).
Despite its limitations, Human Capital Theory remains relevant to this study as it provides a framework for examining how human resource practices at TANESCO influence the implementation of corporate strategic plans. TANESCO’s success in executing its strategic objectives hinges on the competencies and capacities of its workforce. Therefore, strategic human resource management practices should prioritize recruiting skilled individuals, providing continuous training, and fostering leadership development (Wright et al., 2001). Implementing robust performance management systems, including regular feedback and career advancement opportunities, is essential to aligning employee efforts with strategic goals (Barney & Wright, 1998). Maintaining high employee engagement and retention through a positive work environment and competitive compensation is equally vital for achieving long-term strategic success (Huselid, 1995).
2.4 
Empirical Literature Review

Empirical research relies on data collected through experimentation or direct observation to answer hypotheses or questions (Fulleret et al., 2015). This section summarizes previous studies that investigated the relationship between human resource practices and the implementation of strategic plans in public organizations. The primary focus variables were employee training and development, employee involvement, and employee utilization.
2.4.1 
Empirical Literature Review Worldwide

Hamdan (2020) conducted a descriptive survey to investigate the involvement of low-level employees in organizational strategy planning and implementation in Turkey. Using resource-based view theory, Hamdan surveyed 200 employees from two banks and conducted five interviews with organizational managers. The study found that employees have annual goals linked to the organization's strategy and that goals are periodically reviewed. However, 23% of low-level employees reported having goals that are not fully aligned with strategic goals and lack periodic review. Overall, the findings suggest that low-level employees are involved in strategy implementation through annual goal setting and periodic reviews.
Ruck, Welch, and Menara (2017) examined employee voice as a precursor to organizational engagement. Their cross-sectional survey of 2066 employees in five UK-based organizations found that insufficient communication and clarification of strategy among employees, particularly at lower levels, hindered their ability to share thoughts and suggestions with top management. This, in turn, limited effective strategic plan implementation due to communication barriers and a lack of listening to employee voices.
Gizaw (2020) aimed to identify factors affecting strategy implementation in the public sector's Ministry of Urban Development and Construction. Using resource-based view theory and a descriptive survey design, Gizaw employed stratified random sampling to select participants. The study found that employee utilization significantly affects strategy implementation, with 55.92% of respondents reporting a great extent of influence. The study's focus on the construction industry may limit its generalizability to service organizations. 
2.4.2
Empirical Literature Review in Africa

Similarly, Chepkosgei and Atambo, (2018) focused on the influence of resource allocation on the implementation of strategic plans in public organizations in Kenya. The study was governed by Resource-based view theory and adapted questionnaire method in collecting primary data from the field. The study specifically explored the effect of human resource on implementation of strategic plans in Rongo University, Kenya. The findings showed that human resource have positive influence implementation of Strategic plans in university. The findings showed that university has well trained human resource that supports successful execution of strategic plans. 
The study recommends on Training of human resource to impart them with the required and relevant skills to support the implementation process. However the studies were conducted in Kenya in which its context is different from Tanzania. Lavu and Maina, (2019) focused on the organization resources and Strategy Implementation in non-profit organization in Kenya Medical Research Welcome Trust Research Programme. The study was governed by the Resource-based view theory and adapted the semi-structured questionnaire method in collecting primary data from respondents and analyzing the collected data through descriptive statistics. It recommended that organization to have clear and articulated career paths for their staff, leave room for improvement to ensure cohesion of efforts in support of the implementation of the strategy. 
Ngumbi (2019) focused on the influence of organizational resources in strategy implementation in administrative police indicated that human resource remarkably influences strategy implementation. The study was governed by Resource-based view theory and adopted descriptive research design and the study used both primary and secondary data. Data was collected by use of structured questionnaires adopting Likert scale formation. Data was analyzed mainly by use of descriptive and inferential statistics. The findings revealed that continuous Professional Development courses were offered to targeted officers in the county for increased capacity level. Training and development courses were offered to selected officers in the county for increased competence level. 

Similarly, Gachua and Mbugua, (2017) focused on the factors influencing implementation of strategic plan in private organizations s in Kimbua County. Resource-based view theory was the one among the theories governed this study and specifically investigated the influence of human resource on implementation of strategic plans. 
The study revealed that human resource influence implementation of Strategic plans in private organizations whereby through hiring competent staff who can steer the process of strategy implementation. The study recommends that organization have to train its staff in order to impart them with right skills and ability needed in executing strategic plans. However, the study was conducted in private university and outside Tanzania context.
2.4.3 
Empirical Literature Review in Tanzania
Salum (2017) conducted a descriptive survey to examine the influence of top management and organizational resources on strategic plan implementation in Tanzanian executive agencies. Using resource-based view theory, Salum surveyed five randomly selected executive agencies in Dar es Salaam. The study found that 78% of respondents believe trained human resources are necessary for successful strategic plan implementation. However, the study's focus on Dar es Salaam executive agencies may limit its generalizability to TANESCO.
Mohamed (2019) investigated factors influencing strategic plan implementation in Tanzanian public organizations, particularly UDOM. Using resource-based view theory, Mohamed conducted a case study and surveyed 78 respondents using random and purposive sampling techniques. The study found that human resources significantly influence strategic plan implementation. However, the focus on UDOM may limit its generalizability to TANESCO.
Shillingi (2018) examined factors influencing strategic plan implementation in Tanzanian executive agencies. Using resource-based view theory, Shillingi conducted a descriptive survey of 632 employees from seven selected executive agencies. The study found that human resources directly influence strategy execution.
Salum et al. (2018) investigated the strategic influence of organizational resources on strategic plan execution in Tanzanian executive agencies. Using stratified random sampling, Salum et al. surveyed 30% of the target population from seven executive agencies. The study found that organizations primarily train employees with the necessary skills and expertise for strategic plan execution.
Salum (2017) also examined top management involvement in strategic plan formulation and implementation. The study found that 70% of respondents agreed that top management involves them in the process, while 8% disagreed and 8% were neutral. However, the study's focus on Dar es Salaam executive agencies may limit its generalizability to TANESCO.
2.5 
Research Gap

The literature reveals a significant empirical gap regarding the involvement of low-level employees in strategic planning across different sectors and regions. Studies by Hamdan (2020) and Ruck, Welch, & Menara (2017) focus on specific regions such as Turkey and the UK, highlighting the role of low-level employees in strategic implementation. However, these studies are limited in their geographic scope. 
Similarly, research by Gizaw (2020), Chepkosgei and Atambo (2018), and Lavu and Maina (2019) examines strategic implementation in varied contexts like the public sector, universities, and non-profit organizations primarily in Kenya and Tanzania. Despite these contributions, there is insufficient empirical data on how low-level employee involvement in strategic planning and implementation manifests across different sectors, especially in regions and contexts not covered by these studies, such as the manufacturing and healthcare sectors in countries like Tanzania.
A contextual gap is evident in the literature due to the limited research conducted in diverse organizational settings and cultural contexts. Most studies are region-specific, with significant research conducted in Turkey (Hamdan, 2020), the UK (Ruck, Welch, & Menara, 2017), and Kenya (Chepkosgei and Atambo, 2018; Lavu and Maina, 2019; Ngumbi, 2019; Gachua and Mbugua, 2017). There is a notable absence of studies within Tanzania's unique context, particularly concerning specific organizations like TANESCO. 
Moreover, the current research focuses predominantly on public sectors, universities, and non-profit organizations, leaving a contextual gap in other critical sectors like manufacturing, healthcare, and other parastatal organizations like TANESCO. Addressing these contextual differences is crucial for understanding the nuanced dynamics of strategic implementation at TANESCO.

The methodological gap in the existing literature arises from the limited use of mixed methods and a narrow range of data collection techniques. Many studies, including those by Hamdan (2020), Ruck, Welch, & Menara (2017), and Gizaw (2020), rely heavily on surveys and descriptive research designs. 
This approach restricts the depth of understanding that can be achieved. There is a need for more studies employing mixed methods, integrating both qualitative and quantitative approaches to provide a more holistic view of the phenomena.  Additionally, the predominant use of questionnaires and interviews calls for the inclusion of other data collection methods such as focus groups, longitudinal studies, and ethnographic approaches. 
These methods could offer more in-depth and dynamic insights into strategy implementation and employee involvement. Furthermore, while Salum (2017) and Mohamed (2019) utilized case study designs, there is a necessity for more in-depth case studies in diverse organizational contexts and sectors, particularly those unique to Tanzania, to provide richer and more contextualized data.
2.6 
Conceptual Framework

A diagrammatic intermediate theory that attempts to connect and depict the relationship between the variables being studied serves as the conceptual framework for any study. This map lends consistency to empirical research (Saunders, et al, 2012; Creswell, 2015; Gibson, 2017). 
Independent Variables                                   
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Figure 2.1: Conceptual Framework

Source: Adopted and modified from Mutuku, (2021)
2.7 
Theoretical Framework 

2.7.1 
Employee Training and Development on Implementations of Corporate Strategic Plans

This is a crucial aspect of ensuring that employees are aligned with organizational goals and equipped with the necessary skills to contribute effectively. By integrating employee training and development into the implementation of corporate strategic plans, organizations can build a workforce that is not only skilled but also aligned with the long-term objectives of the company. This approach contributes to the overall success and sustainability of the organization. 

2.7.2
Employee Involvement on Implementations of Corporate Strategic Plans

Employee involvement in the implementation of corporate strategic plans is a critical factor that can significantly impact the success of these initiatives. Theoretical frameworks and models highlight the importance of engaging employees at various stages of the strategic planning and execution process. John Kotter, 1973 in his model of Kotter's 8-Step Change Model emphasizes the need for creating a sense of urgency, forming powerful coalitions, and involving employees in the change process. Employee involvement is crucial for overcoming resistance to change and fostering a shared commitment to the strategic plan. 
2.7.3 
Employee Utilization on Implementations of Corporate Strategic Plans

Salum et al, (2018) focused on strategic influence of organization resources on execution of strategic plans in Tanzania’s executive agencies, revealed that majority strongly agree that organizations train employees with needed skills and expertise to discharge their duties and responsibilities towards execution of strategic plans in Tanzania’s executive agencies.

CHAPTER THREE

RESEARCH METHODOLOGY
3.1 
Introduction
This chapter provides research methodology that was used in this study. It includes sections on research philosophy, research design, study area and population of the study, sample size, sampling techniques, data collection methods, data analysis methods, data validity and reliability, ethical issue consideration, and summary of this chapter. The main reason for this study topic was due to fail of implementation of TANESCO Corporate Strategic Plans for three consecutive financial years 2019/2020, 2020/2021, 2021/2022.
3.2 
Research Philosophy

A researcher's philosophy guides every aspect of the research process, from formulating research questions to interpreting findings (Cresswell, 2013). It's important for researchers to be aware of their own philosophical assumptions and how they shape their work, as well as to critically engage with alternative perspectives to enrich their understanding whereby under this study a Methodological philosophy was used. This refers to the methods and techniques used to gather and analyze data. Methodological choices are influenced by both ontological and epistemological perspectives whereby Quantitative research methods were used to emphasize measurement and statistical analysis (Kothar, 2014).

3.3 
Research Approach

The study simply employs quantitative approach based on the purpose of the study and the nature of the research questions that aiming to provide a better understanding of the subject (Creswell, 2018) The use of quantitative approach is chosen to address complex research circumstances (Denzin & Lincoln, 2018). Research approach known as research philosophy tend to be defined as a central term relating to the knowledge development and the nature of that knowledge in relation to research (Saunders et al, 2012).
3.4 
Research Design

A research design is the overarching strategy that researchers use to select and organize different components of a study in a clear and logical manner to effectively address the research problem (Creswell, 2014). There are various types of research designs based on the research aim, time frame, and experimental nature. In this study, a descriptive design was employed to gather information from TANESCO regarding the influence of human capital on corporate strategic plan implementation. This design allowed researchers to collect, summarize, interpret, and present data for clarification (Fulleret et al., 2015).

3.5 
Unit of Analysis 

The unit of analysis refers to the specific element or entity that a researcher is focusing on within a study or research project. It's essentially what the researcher is analyzing or studying. In this study unit of analysis were the individual including all TANESCO employees at Lake Zone Offices.
3.6 
Study Area

According to the document of the 4th Corporate Strategic Plan of 2017/18-2021/22 of TANESCO, the weaknesses of the 3rd Corporate Strategic Plan of 2012/2013 - 2016/2017 show that there is inadequate human resource in terms of shortage of staff in certain specialized fields, limited number of staff with capacity to source and manage big collaboration research projects, and shortage of senior engineers which lead to poor execution of strategic plan. From the said reports TANESCO lake zone recorded a very poor performance in implementing strategic plan Based. This study was conducted at TANESCO offices Lake zone Regions in Tanzania. 
3.7 
Population of the Study

The study population refers to the entire population from which the necessary data for the study will be collected (Kumar, 2011). On the other hand, according to Creswell (2015), the "target population", is the entire group of units for which data was used to draw conclusions. In this study, the target population of this study included 636 employees working from TANESCO Lake zone offices. TANESCO lake zone has five regions namely Mwanza, Mara, Geita, Simiyu, Shinyanga and Kagera has a total number of 636 employees, (TANESCO, HR department 2023).
3.8 
Sampling Techniques and Sample Size 
This section explains how the study's sample size was calculated and the sampling techniques that was used in getting the sample for the study.
3.8.1
Sample Size

Sample size is total number of units which are selected to signify characteristics of the whole targeted population of the study in which researcher expects and interested in gaining information and make a conclusion about the study Kumar, (2011). According Kothari (2013) argues that, a sample size of 30% allows for reliable data analysis by providing desired levels of accuracy for testing significance in a particular study.
Therefore,[image: image2.emf]. By that sample size of 190 employees out of 636 employees is good for a researcher to acquire knowledge of the study population.  Thus, the proportionate sample size of the 636 employees is 190. In this case the sample size of 30% is sufficient for reliable data analysis in the study. The in-depth information of sample size shows in Table 3.1.
Table 3.1: Sample Size and Sampling Technique

	SN
	Name of the office
	No. of employees
	Sample size
	Percentage of sample size
	Sampling technique
	Data collection tool

	1.
	Mwanza
	140
	42
	22.5%
	Simple Randomly 
	Questionnaire and interview 

	2.
	Kagera
	125
	38
	20%
	Simple Randomly
	Questionnaire and interview

	3.
	Mara
	121
	36
	18.5%
	Simple Randomly
	Questionnaire and interview 

	4.
	Simiyu
	124
	37
	19.4%
	Simple Randomly
	Questionnaire and interview

	5.
	Geita
	126
	37
	19.4%
	Simple Randomly
	Questionnaire and interview

	
	Total
	636
	190
	100%
	
	


Source: Field Data, 2024)
3.8.2 
Sampling Techniques

These are techniques a researcher employs when choosing a subset of an aggregate from which to draw conclusions about the entire population (Mukherjee, 2019). The study selects a sample through the use of sampling techniques which employ probability sampling, as explained below. 
3.8.2.1 Simple Random Sampling

Simple random sampling technique was used to select 190 employees from TANESCO Lake zone offices. This involved assigning a unique number to each employee and then selecting them randomly using a lottery method (Razaul, 2018).
3.9 
Type of Data

The most effective data-gathering strategy relies on the kind of data a researcher wishes to gather (Ghauri, 2005). The nature of the study, however, necessitates the use of primary data. As a result, this study use questionnaire to get primary data directly from the respondents.
3.9.1 
Primary Data

Primary data are information obtained directly from sources and gathered just for the study being conducted (Saunders, et al. 2013). Self-administered questionnaires were used to gather primary data.
3.10 
Data Collection Methods

Creswell, (2014) defined data collection is a method for systematically gathering and measuring data on specific variables in order to answer pertinent questions and evaluate outcomes. Primary data were collected as type of data in data collection process, whereby questionnaire tool was used to collect primary data which are firsthand information collected direct from the field at the first time by researcher Leavy, (2017).
3.10.1 Questionnaire 

Questionnaire was adapted and modified whereby it consist of only close ended questions including a Likert scale with 5-points whereby 190 respondents who are only employees were given a questionnaire. Questionnaire was administered physically and online using a google form link whereby some of respondents were allowed to fill in the answers given, others who were available fill questionnaire at their own time and allow a researcher to collect them when they are ready (drop and pick method) and those respondents who can’t be reached physically the researcher send questionnaire through Google link for them to be able to fill them. 
3.10.2 Interview

A combination of semi-structured and structured interviews was employed to gather insights from managers and senior staff in various offices. In addition to conducting questionnaires, Interview was conducted were to supplementary quantitative data. The researcher conducted interviews with five individuals from five different offices within TANESCO's Lake Zone. Each interview lasted an average of 30 minutes per participant, allowing for in-depth exploration of relevant issues. The use of both interview methods provided a balanced approach, ensuring flexibility in responses while also maintaining consistency across participants (Kumar, 2019).
3.11 
Variables and Administrative Procedures 

All independent variables encompassed in the model as continuous variables which measured by using five-point Likert scale oscillating from 1 to 5 so as to measure the level of agreement. So that a score of 1- strongly agree to 5-strongly disagree were used. 
Table 3.2: Measurement of the Variables

	Variables
	Indicators
	Scale of measurements

	Employee training 
	· Adoption of Best Practices

· Employee Skill Development

· Employee Feedback
	5-pointLikert sale

	Employee involvement 
	· Employee participation

Employee engagement
	5-pointLikert scale

	Employee utilization 
	· Workload distribution

· Employee productivity

· Overtime hours
	5-pointLikert scale


Source: Field Data, (2024)
3.12 
Data Analysis Methods

This is the process of analyzing data gathered from various sources, which can be done using a qualitative or quantitative method Creswell, (2015. Quantitative data was analyzed by both descriptive and inferential statistical analyses analysis of which Karl Pearson’s correlation (R), Correlation determination (R2) and multiple linear regressions analysis was used.
3.12.1 Multiple Regression Analysis

A multiple regression model was used to establish how the independent variables influence dependent variables. This is also supported by (Waweru and Ngugi, 2014) and (Saunders et al., 2012) agrees that, the technique is more reliable for reaching a justifiable conclusion when two or more dependent variables are considered. The study developed the multiple regression model shown below, which was applied:
Y=a+B1X1+B2X2 +B3X3+E

Whereby,

[image: image4.emf]=dependent variable (implementation of corporate strategic plans)

[image: image6.emf] - Is constant which explain level of influence given [image: image8.emf]-value when all the predictor values ([image: image10.emf]) are zero.

[image: image12.emf]- Are constant regression coefficients representing the conditions of the independent variables to the dependent variable

Y- Implementation of corporate strategic plan

[image: image14.emf] -Employee training and development

[image: image16.emf] -Employee involvement

[image: image18.emf] -Employee utilization

[image: image20.emf] - Extraneous variable (An error term describing other factors not involved in this model).

3.13 
Data Reliability and Validity

3.13.1 Validity

When conducting research, a researcher must consider the validity, which is the degree of appropriateness, accuracy, and quality of the procedures used or adapted in finding answers to research questions (Kumar, 2014). The validity of instruments was measured by supervisors, and other research experts to check on content and validity of the data collection tools. The feedback from supervisors and research expert was used to make the necessary corrections on the data collection tools by removing confusing items and other errors that affect instrument validity.
3.13.2 Data Reliability

Data reliability is the capacity of research tools utilized by researchers to produce similar results when used repeatedly under similar condition (Creswell, 2013). An accurate representation of the entire population under study is referred to as reliability, and if the findings of a study can be replicated using a similar methodology, the research tools are considered to be reliable (Neumayer and Plumber, 2017).
Missing value

In this study, the deletion method was employed to address missing data. Specifically, a listwise deletion approach was utilized, whereby any case with missing values for any of the variables included in the analysis was excluded. This method ensures that all remaining cases have complete data, which can simplify certain statistical procedure (Alison, 2013).

3.13.3 Ethical Considerations

To assure ethics, all references to the literature utilized in the study properly cited in order to prevent plagiarism. Additionally, the researcher respects the respondent's right to decide when to engage in the study and received informed consent before the subject agreed to participate voluntarily. Once more, the researcher always ensures and upheld the confidentiality of participants throughout and after the research activity, and gave feedback to all stakeholders regarding the study's findings.

CHAPTER FOUR

DATA PRESENTATION, INTERPRETATION AND DISCUSSION

4.1 
Introduction
The chapter presents the findings based on this study, which was set out to determine the influence of human capital on the implementation of corporate strategic plans in public organization. The data were analyzed using multi linear regression with the help of IBM Statistical Package for Social Sciences (SPSS) version 25 and then presented descriptive statistics. Tables were used to present various information obtained from analyzed data. For the case of qualitative findings, content analysis was used whereby themes were generated from the recorded in-depth interviews.
4.2 
Descriptive Analysis for Demographic Information
This section presents a descriptive analysis of only demographic information. It also provides profiles of respondents in term of gender, education, and work experience.
4.2.1 
Respondent’s Return Rate

Several studies suggest that a sample size of around 17% of the population is sufficient for drawing valid statistical inferences (e.g., Saunders et al., 2012; Kothari, 2013). In this study, the target sample size was 190 employees from the population of 636 working in TANESCO lake zone offices. Notably, all 190 questionnaires distributed were returned, resulting in a 100% response rate. This high response rate aligns with Wilson's (2014) assertion that response rates exceeding 75% are considered ideal for ensuring reliable data.

Table 4.1: Respondents Return Rate

	Distributed Questionnaires
	Frequency
	Percent

	Collected Questionnaires 
	190
	100.0

	Total
	190
	100.0


Source: Field Data, (2024)
4.2.4 Gender Distributions 

The respondents' gender was analyzed to determine the gender distribution among TANESCO staff (see Table 4.3). The results showed a significant gender imbalance, with 75.3% of respondents being male and 24.7% female. This disparity is concerning, especially considering ongoing gender mainstreaming efforts. Scholars like Eden and Ackermann (2013) have highlighted gender as a cultural factor that can influence strategy implementation in organizations. Others emphasize the importance of involving both genders for effective community implementation of corporate strategic plans (Demirkaya, 2015).
Table 4.2: Gender Distribution

	Gender
	Frequency
	Percent

	Male
	143
	75.3

	Female
	47
	24.7

	Total
	190
	100.0


Source: Field Data, (2024)
4.2.5 
Education Level of Respondents 

The study examined the educational levels of staff to assess their capabilities for implementing corporate strategic plans. The findings revealed that the majority of staff (75.3%) hold bachelor's degrees, followed by 15.8% with master's degrees, and 8.9% with certificates or diplomas. No staff members possessed PhDs. (Ferlie and Ongaro 2015) emphasize that implementing corporate strategic plans is not straightforward but rather complex, requiring individuals with advanced logistical skills.
4.2.6 
Working Experience of Respondents 

The study investigated the length of time each respondent had worked. The highest proportion of respondents (26.8%) had 6-10 years of experience, followed by 23.2% with 16-20 years, 19.5% with 11-15 years, 18.9% with over 20 years, and 11.6% with 0-5 years. These findings suggest that many respondents were experienced, which likely contributed to effective corporate strategic plan implementation in public organizations.
Table 4.3: Working Experience of the Respondents

	Working Experience of Respondents
	Frequency
	Percent

	0-5 years
	22
	11.6

	6-10 years
	51
	26.8

	11-15 years
	37
	19.5

	16-20 years
	44
	23.2

	Over 20 years
	36
	18.9

	Total
	190
	100.0


Source: Field Data, (2024)
4.3 
Descriptive Analysis in Relation to Variables

This section provides a descriptive analysis of the variables influencing corporate strategic plan implementation. The independent variables were employee training and development, employee involvement, and employee utilization, while the dependent variable was corporate strategic plan implementation. Each specific objective was analyzed separately.

4.3.1 
Employee Training and Development

The respondents were requested to rate the extent that best described the status of three sub-variables of employee training and development which are employee skill development, employee feedback, and adaptation of best practices. Their responses were rated using the Likert-type 5-point scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and 5=Strongly Agree. The findings are provided in Table 4.4.
4.3.1.1 Employee Skill Development

This section explores whether employees receive significant training and development programs. As shown in Table 4.4, the majority of respondents (72.1%) either agreed or strongly agreed, indicating that they participate in such programs. The mean average of 3.72 and standard deviation of 0.98 further support this finding, suggesting a generally positive perception of training and development opportunities among TANESCO employees.
In gaining more insight the findings were supported by several of the interviewees who acknowledged that significant training and development programs were offered in all levels of Staff. When asked about their satisfaction with training and development programs, the majority of respondents (77.9%) either agreed or strongly agreed. These findings, summarized in Table 4.6, indicate a positive perception of these programs among TANESCO employees. The mean average of 3.96 and standard deviation of 0.63 further support this conclusion, suggesting that most employees are generally satisfied with the training and development they receive.
An interview with one of respondents on issue of whether they are always satisfied with training and development programs they were received the information below was extracted:

         I have never received any complaint about training and development programs that we offered our Staff, because when we do review of annual performance the OPRAS shows area for improvement.
When asked about the duration of training and development programs, the majority of respondents (65.3%) indicated that they were of sufficient length. Although 26.3% were neutral, only a small minority (8.5%) disagreed with the program duration. The mean average of 3.75 and standard deviation of 1 support the overall positive perception of program duration among TANESCO employees.
4.3.1.2 Employee Feedback

Employees were asked whether their training and development programs were consistently relevant to their jobs. The majority of respondents (73.7%) indicated that they were, with a mean average of 4 and standard deviation of 0.94. This suggests a strong positive perception regarding the relevance of training and development programs among TANESCO employees.  

In gaining more insight the findings above were justified by one of the respondents from who comment that:

         Training and development programs that we offer must fall on the needs of Staff in support of their activities. 

When asked about the quality of training and development programs, the majority of respondents (73.8%) either agreed or strongly agreed. These findings, summarized in Table 4.4, indicate a positive perception of program quality among TANESCO employees. The mean average of 3.95 and standard deviation of 0.68 further support this conclusion, suggesting that most employees generally believe they receive quality training and development. The Above data were supported with an interview with one of respondents, the information below was extracted:

          Of course, that is the thing we can’t opt; we make sure we improve our quality of service as much as we can through training and development programs to our Staff for them to be competent in their areas. 

When asked about the effectiveness of training and development programs, the majority of respondents (78.9%) indicated that they were effective. Although a smaller group (15.8%) was neutral, only 10.6% disagreed with the programs' effectiveness. The mean average of 3.98 and standard deviation of 1 further support the positive perception of program effectiveness among TANESCO employees.
4.3.1.3 Adoption of Best Practices

When asked if they have consistently adopted best practices from training and development programs, the majority of respondents (73.6%) either agreed or strongly agreed. These findings, summarized in Table 4.6, indicate a positive perception of best practice adoption among TANESCO employees. The mean average of 4 and standard deviation of 0.93 further support this conclusion.
Additionally, when asked if training and development programs have helped them perform their duties and responsibilities more effectively, the majority of respondents (73.7%) either agreed or strongly agreed. The mean average of 3.97 and standard deviation of 0.708 suggest a positive perception of the programs' effectiveness in enhancing employee performance. The Above data were supported with an interview with one of respondents, the information below was extracted:

As Staff there are ethics that one must follow to be called Staff. When we recruit new employee who have never been Staff, we offer them training for them to be able to conduct themselves in a manner a public servant should be. Also, we prepare and invite Staff in training and development programs in order to remind them who they’re for them to be on correct path when execute their duties and responsibilities 
When respondents were asked if training and development programs had enhanced their ability to adopt best practices for addressing job-related challenges, 78.9% responded affirmatively. As shown in Table 4.4, these results suggest a generally favorable view of the programs' effectiveness in providing valuable skills. The mean score of 3.98 and a standard deviation of 1 further reinforce this positive assessment. Various narrations were reported to support the findings above. 
Table 4.4: Employee Training and Development

	Statements
	Strongly disagree
	Disagree
	Neutral
	Agree
	Strongly agree
	Mean
	Std. Deviation

	
	F
	%
	F
	%
	F
	%
	F
	 %
	F
	 %
	
	

	Employee Skill Development
	10
	5.3
	21
	11.05
	36
	19.1
	98
	51.7
	44
	20
	3.81
	0.877

	I usually receive significant training and development programs.
	
	
	36
	18.9
	17
	8.9
	101
	53.2
	36
	18.9
	3.72
	0.982

	I am always satisfied with training and development programs I received.
	
	
	
	
	42
	22.1
	114
	60.0
	34
	17.9
	3.96
	0.633

	Training and development programs I received were of sufficient duration.
	10
	5.3
	6
	3.2
	50
	26.3
	80
	42.1
	64
	23.2
	3.75
	1.018

	Employee Feedback
	10
	5.3
	12
	6.6
	35
	18.4
	83
	44.0
	59
	31.4
	3.99
	0.899

	I have always adopted best practices from training and development programs.
	
	
	15
	7.9
	35
	18.4
	67
	35.3
	73
	38.4
	4.04
	0.942

	Training and development programs have always helped me to conduct my duties and responsibilities in a better way.
	
	
	
	
	50
	26.3
	100
	52.6
	40
	21.2
	3.95
	0.688

	Training and development programs have helped me to adopt best practices, which normally allowed me to have alternative ways to deal with problems associated with my job.
	10
	5.3
	10
	5.3
	20
	10.5
	84
	44.2
	66
	34.7
	3.98
	1.069

	Adoption of Best Practices
	10
	5.3
	12
	6.6
	35
	18.4
	83
	43.6
	60
	31.7
	3.99
	0.903

	I have always adopted best practices from training and development programs.
	
	
	15
	7.9
	35
	18.4
	70
	36.8
	70
	36.8
	4.03
	0.934

	Training and development programs have always helped me to conduct my duties and responsibilities in a better way.
	
	
	
	
	50
	26.3
	95
	50.0
	45
	23.7
	3.97
	0.708

	Training and development programs have helped me to adopt best practices which normally allowed me to have alternative ways to deal with problems associated with my job.
	10
	5.3
	10
	5.3
	20
	10.5
	84
	44.2
	66
	34.7
	3.98
	1.069

	Total Average
	10
	5.3
	15
	8.08
	35
	18.6
	88
	46.48
	54
	27.7
	3.93
	0.893


Source: Field Data, (2024)
In gaining general insight about employee training and development, the findings above were justified by one senior HR who comment that:

         Employee training and development is very important aspect that one can’t ignore, our organization has policy and other guidelines which guide us on how to prepare and conduct adequate training and development programs to our Staff for them to become competent. Through employees output it inform us of whether training and development was effective or not, we communicate with them in order to know areas of deficiency which need training and development for improvement, by doing that, it is how we receive feedback from them and make modification for training and development to bring positive results.
The findings also concur with (Salum, 2017) who observed the need for training human resources for successful implementation of corporate strategic plan in public sector and findings revealed that, 78% of the total respondents agree that, there is a need for training human resources for successful implementation of strategic plan in public sector. The study findings supported by (Okari et al., 2021) who observed the need for training and development, result revealed that university trains its employees with needed skills attracted 3.49 mean and 1.040 standard deviation for successful strategy implementation.
4.3.2 
Employee Involvement
To assess employee involvement, respondents were asked to rate the extent to which they participated in decision-making, received feedback from managers/supervisors, and felt engaged at TANESCO. These responses were measured using a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree), and the findings are presented in Table 4.5.
4.3.2.1 Employee Participation

When asked if their department heads always embraced shared responsibilities, the majority of respondents (83.2%) either agreed or strongly agreed. These findings, summarized in Table 4.5, indicate a positive perception of shared responsibility among TANESCO employees. The mean average of 3.94 and standard deviation of 0.69 further support this conclusion.
Similarly, when asked if they were always encouraged to collaborate with other employees, the majority of respondents (83.2%) either agreed or strongly agreed. This suggests a positive culture of collaboration within TANESCO. The mean average of 3.94 and standard deviation of 0.69 support this finding.
Finally, when asked if they were always encouraged to make decisions in daily operations, the majority of respondents (80.5%) either agreed or strongly agreed. This indicates a positive perception of decision-making autonomy among TANESCO employees. The mean average of 3.97 and standard deviation of 0.84 further support this conclusion.
4.3.2.2 Feedback From Managers/Supervisors

When asked if they regularly received constructive feedback from managers/supervisors, the majority of respondents (83.2%) either agreed or strongly agreed. These findings, summarized in Table 4.5, indicate a positive perception of feedback among TANESCO employees. The mean average of 3.94 and standard deviation of 0.69 further support this conclusion, suggesting that most employees generally agreed that they receive constructive feedback from their superiors. In gaining more insight the findings above were justified by one of the respondents who comment that:

         We usual use direct communication with other workers to promote the effectiveness of activities, which is important for implementation of strategic plan. We also use meetings whereby we discuss different issues
When asked if they regularly used feedback from managers/supervisors to identify and solve work-related problems, the majority of respondents (71.6%) either agreed or strongly agreed. These findings, summarized in Table 4.5, indicate a positive perception of feedback utilization among TANESCO employees. The mean average of 3.78 and standard deviation of 0.72 further support this conclusion.
Additionally, when asked if they used feedback to improve their performance, the majority of respondents (76.9%) either agreed or strongly agreed. This suggests that feedback is an effective tool for performance improvement among TANESCO employees. The mean average of 3.91 and standard deviation of 0.72 support this finding.
4.3.2.3 Employee Engagement

In this attribute, the study investigated if they were always engaged in their duties and responsibilities at work. The results in Table 4.5 indicated that out of 190 respondents, the majority 63.2% agreed and 20% of respondents strongly agreed while about 12.6% of respondents were neutral. The remaining balances about 2.1% of respondents disagreed and 2.1% of respondents strongly disagreed respectively. The respondent’s opinion summary is shown in Table 4.5 where the mean average is 3.97, and standard deviation is 0.77. Therefore, the mean average of 3.97 and standard deviation of 0.77 implies that the majority of respondents generally agreed that they were always engaged in their duties and responsibilities at work.
In gaining more insight the findings above were justified by one of the respondents comment that:

Here we consider Staff’ well-being linked to their performance, to foster our Staff’ engagement we communicate with them about organization expectations clearly through meetings, we offer rewards and promotions for excellent work, keeping Staff informed about the TANESCO performance, we discuss with them about career advancement, we maintain good relationship between supervisors and Staff but also a good relationship between senior and junior Staff and provide regular feedback. We also ensure linkage of their daily activities with CSP. By doing that it helps Staff to be more engaged in their work to support the implementation of strategic plan.
When asked if they felt their contributions were always acknowledged, the majority of respondents (53.7%) either agreed or strongly agreed. These findings, summarized in Table 4.5, indicate a positive perception of acknowledgment among TANESCO employees. The mean average of 3.49 and standard deviation of 1 further support this conclusion, although a significant portion (49.5%) were neutral.
Additionally, when asked if they were always motivated to perform their best, the majority of respondents (83.2%) either agreed or strongly agreed. This suggests a strong sense of motivation among TANESCO employees. The mean average of 3.94 and standard deviation of 0.69 support this finding.
Various narrations were reported to support the findings above. 

Majority of our Staff are motivated through giving incentives like an extra paid day off, promotion rewards, letters of appreciation and human resource development; this is by involving Staff in training and development, seminars, workshops, to develop their personal knowledge, skills, careers and abilities.
Table 4.5: Employee Involvement

	Statements
	Strongly disagree
	Disagree
	Neutral
	Agree
	Strongly agree
	Mean
	Standard Deviation

	
	F
	%
	F
	%
	F
	%
	F
	 %
	F
	 %
	
	

	Employee Participation
	3
	1.6
	2
	1.4
	27
	14.36
	121
	64.03
	37
	18.26
	3.95
	0.742

	My head of department is always embraces sharing responsibilities among employees.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	I am always encouraged to collaborate with other employees.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	I am always encouraged to make decisions in daily operations.
	5
	2.6
	4
	2.1
	28
	14.7
	107
	56.3
	46
	24.2
	3.97
	0.845

	Feedback from managers/supervisors
	3
	1.6
	2
	1.1
	39
	20.5
	118
	62.3
	28
	14.9
	3.87
	0.713

	I usually receive constructive feedback from managers/supervisors.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	I normally use feedback from managers/supervisors to identify and solve problems related to my job.
	5
	2.6
	
	
	49
	25.8
	113
	59.5
	23
	12.1
	3.78
	0.725

	I normally use the received feedback to improve my performance.
	3
	1.6
	
	
	41
	21.6
	113
	59.5
	33
	17.4
	3.91
	0.725

	Employee Engagement
	7
	3.7
	3
	1.6
	40
	21.03
	108
	57.2
	30
	16.16
	3.80
	0.824

	I am always engaged in my duties and responsibilities at work.
	4
	2.1
	4
	2.1
	24
	12.6
	120
	63.2
	38
	20.0
	3.97
	0.776

	I have confidence that my university always accept and acknowledge my contribution.
	14
	7.4
	5
	2.6
	69
	36.3
	77
	40.5
	25
	13.2
	3.49
	1.007

	I am always motivated to do my job to the best of my abilities.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	Total Average
	4
	2.1
	3
	1.6
	35
	18.6
	116
	61.17
	31
	16.45
	3.87
	0.760


Source: Field Data, (2024)
In gaining general insight about employee involvement, the findings above were justified by one of the respondents who comment that:
Staff’ activities are linked to corporate strategic plans through targeted objectives from their supervisors and all managers will have to communicate with Staff on how to ensure they execute those targeted objectives, in doing that Staff must be involved to reach the desired goal. By saying that it proves that employee involvement influences the implementation of strategic plans.
The findings of this study align with Hamdan's (2020) research in Turkey, which demonstrated that low-level employees can be actively involved in organizational strategy planning and implementation when they have clear goals aligned with the overall strategy and participate in regular reviews with their managers. Salum's (2017) study in Tanzania further supports the importance of training human resources for successful strategic plan implementation in the public sector, as 70% of respondents reported involvement in the formulation and implementation process by top management. Additionally, Malei's (2015) research in Kenyan government hospitals highlighted the significance of staff involvement in strategic plan implementation, with 63.3% of respondents strongly agreeing on its influence.
4.3.3 
Employee Utilization

The respondents were requested to rate the extent that best described the status of three sub-variables of employee utilization which are workload distribution, employee productivity, and overtime hours at TANESCO. Their responses were rated using the Likert-type 5-point scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and 5=Strongly Agree. The findings are provided in Table 4.6.
4.3.3.1 Workload Distribution

The study aimed to determine whether respondents felt consistently overburdened with work. As shown in Table 4.6, 67.9% of the 190 respondents agreed, while 15.3% strongly agreed. Additionally, 14.2% remained neutral, 1.1% disagreed, and 1.6% strongly disagreed. The summary in Table 4.6 reflects a mean score of 3.94 and a standard deviation of 0.69, indicating that most respondents generally felt overburdened by their workload.
Regarding whether respondents usually have enough work to fill their time, the results from Table 4.6 reveal that 18.4% agreed, and 55.3% strongly agreed. Another 18.4% were neutral, while 7.4% disagreed, and 0.5% strongly disagreed. With a mean score of 4 and a standard deviation of 1, the data suggests that the majority felt they usually had enough work to keep them occupied.
The Above data were supported with an interview with one of respondents: 

In this organization it is hard to find Staff free with little work to do, as we have not much Staff in our organization, we are forced to distribute a lot of targets to the available ones all these activities must be align with our CSP timeframe. 
When asked if their workload was sufficient to keep them engaged, the majority of respondents (70.6%) either agreed or strongly agreed. These findings, summarized in Table 4.6, indicate a positive perception of workload engagement among TANESCO employees. The mean average of 3.79 and standard deviation of 0.87 further support this conclusion, suggesting that most employees find their workload to be engaging.
4.3.3.2 Employee Productivity

The study aimed to assess whether respondents typically complete their duties and responsibilities within the required time frame. As outlined in Table 4.6, 38.9% of the 190 respondents agreed, and 28.5% strongly agreed, while 24.7% were neutral. On the other hand, 4.8% disagreed, and 3.2% strongly disagreed. With a mean score of 3.85 and a standard deviation of 0.99, the results suggest that most respondents generally agreed they accomplish their tasks on time.
Regarding whether respondents complete their duties using minimal resources, Table 4.6 shows that 48.4% agreed, 19.5% strongly agreed, and 28.4% were neutral, with no respondents disagreeing, but 3.7% strongly disagreed. The mean score of 3.80 and standard deviation of 0.88 indicate that the majority agreed they use minimal resources effectively.

Lastly, on the question of whether respondents invest optimal time and resources to achieve the desired outcomes, Table 4.6 reveals that 43.2% agreed, 26.8% strongly agreed, 19.5% were neutral, while 3.2% disagreed and 7.4% strongly disagreed. The mean score of 3.79 and standard deviation of 1 suggest that most respondents agreed they consistently invest the necessary time and resources for desired outcomes.
4.3.3.3 Overtime Hours

The study aimed to evaluate whether respondents frequently worked beyond their scheduled hours to meet deadlines. As shown in Table 4.6, 43.2% of the 190 respondents agreed, and 21.6% strongly agreed, while 29.5% were neutral. In contrast, 1.1% disagreed, and 4.7% strongly disagreed. With a mean score of 3.76 and a standard deviation of 0.92, the data suggests that most respondents generally agreed they often worked beyond regular hours to meet deadlines.
In response to whether respondents were typically restricted to regular working hours in fulfilling their duties, Table 4.6 reveals that 67.9% agreed, and 15.3% strongly agreed. Meanwhile, 14.2% were neutral, 1.1% disagreed, and 1.6% strongly disagreed. A mean score of 3.94 and a standard deviation of 0.69 indicate that the majority agreed they generally adhered to standard working hours for their tasks.
Additionally, regarding whether respondents voluntarily worked beyond scheduled hours to complete their responsibilities, the results in Table 4.6 show that 43.2% agreed, 34.2% strongly agreed, 10.5% were neutral, while 6.5% disagreed, and 5.8% strongly disagreed. With a mean score of 3.94 and a standard deviation of 1, the findings suggest that most respondents voluntarily extended their working hours to complete their duties.
Table 4.6: Employee Utilization

	Statements
	Strongly disagree
	Disagree
	Neutral
	Agree
	Strongly agree
	 Mean
	Standard Deviation

	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%
	
	

	Workload Distribution
	4
	2.1
	8
	4.25
	36.6
	19.3
	88
	46.5
	55
	29.3
	3.98
	0.862

	I am always overburdened with work.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	I usually have enough work to occupy my time.
	1
	0.5
	14
	7.4
	35
	18.4
	35
	18.4
	105
	55.3
	4.21
	1.021

	My workload is always sufficient enough to keep me engaged with my job.
	8
	4.2
	
	
	48
	25.3
	101
	53.2
	33
	17.4
	3.79
	0.876

	Employee Productivity
	9
	4.7
	7
	3.95
	46
	24.2
	82
	43.5
	47
	24.9
	3.81
	0.992

	I usually accomplish my duties and responsibilities within the required time frame.
	6
	3.2
	9
	4.7
	47
	24.7
	74
	38.9
	54
	28.4
	3.85
	0.994

	I usually accomplish my duties and responsibilities using minimum resources.
	7
	3.7
	
	
	54
	28.4
	92
	48.4
	37
	19.5
	3.80
	0.880

	I always invest optimum time and resources to ensure the desired outcome.
	14
	7.4
	6
	3.2
	37
	19.5
	82
	43.2
	51
	26.8
	3.79
	1.102

	Overtime Hours
	7
	4.03
	5
	2.8
	34
	 18.06
	97
	51.4
	45
	23.7
	3.88
	0.919

	I usually work beyond scheduled hours to meet deadlines.
	9
	4.7
	2
	1.1
	56
	29.5
	82
	43.2
	41
	21.6
	3.76
	0.962

	I am normally limited to working hours in the accomplishment of my duties and responsibilities.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	I am always voluntarily working beyond scheduled hours to accomplishment of my duties and responsibilities.
	11
	5.8
	12
	6.3
	20
	10.5
	82
	43.2
	65
	34.2
	3.94
	1.106

	Total Average
	6
	3.6
	6
	3.5
	39
	20.5
	89
	47.1
	49
	25.9
	3.89
	0.924


Source: Field Data, 2024
In gaining general insight about employee utilization, the findings above were justified by one of the respondents who comment that:

Staff are well utilized even though some of them are over burned with work by that their over utilized but in this organization, we emphasize on team work and employ contract based employees to shoulder the burden. 
The findings align with those of Mutuku (2021), who examined the impact of internal factors on strategy implementation within the Machakos County Government. One of the key objectives, resource allocation, particularly focusing on human resources, showed a positive correlation coefficient of 0.732 (73.2%) between resource allocation and strategy implementation. 
This suggests that the county effectively utilizes its resources to execute its strategic plans, with human resource utilization playing a significant role. These results are further supported by Gizaw (2020), who explored key factors influencing strategy implementation in the public sector, specifically within the Ministry of Urban Development and Construction.

4.3.4 
Implementation of Corporate Strategic Plans 

The respondents were requested to rate the extent that best described the status of three sub-variables of implementation of corporate strategic plans which are quality of service, employee engagement, and customers’ satisfaction. Their responses were rated using the Likert-type 5-point scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and 5=Strongly Agree. The findings are provided in Table 4.7.
4.3.4.1 Employee Engagement

The study explored whether the organization regularly provides mentorship programs for junior academic staff to enhance their capabilities. According to Table 4.9, 50% of the 190 respondents agreed, and 28.9% strongly agreed, while 16.8% remained neutral. Meanwhile, no respondents disagreed, and 4.2% strongly disagreed. As summarized in Table 4.7, the mean score was 3.99 with a standard deviation of 0.917, indicating that most respondents generally agreed there is active engagement in capacity-building initiatives for employees. 
In gaining more insight the findings above were justified by one 

We have different mentorship on daily-to-daily activities where now the senior Staff normally accompany by the junior Staff when it comes to issues related to work. 
The study also examined whether respondents frequently participate in capacity-building training. Table 4.7 shows that 60% of the 190 respondents agreed, 12.6% strongly agreed, 6.8% were neutral, while 8.9% disagreed and 11.6% strongly disagreed. The mean score of 3.53 and a standard deviation of 1 suggest that most respondents generally agreed they attend such training.
Regarding participation in decision-making related to the implementation of strategic plans, Table 4.7 reveals that 59.5% agreed, and 3.7% strongly agreed, while 21.6% remained neutral. Meanwhile, 14.2% disagreed, and 1.1% strongly disagreed. With a mean score of 3.51 and a standard deviation of 0.821, the data suggests that most respondents generally agreed they are involved in decision-making processes. 
4.3.4.2 Customers Satisfaction

The study examined whether respondents were confident that the services provided had improved. According to Table 4.7, 67.9% of the 190 respondents agreed, and 15.3% strongly agreed, while 14.2% were neutral. Meanwhile, 1.1% disagreed, and 1.6% strongly disagreed. The mean score of 3.94 and a standard deviation of 0.691 suggest that the majority generally agreed they were confident that customer satisfaction had improved.
In response to whether customers were satisfied with the services, Table 4.7 shows that 68.9% agreed, and 12.1% strongly agreed, while 17.9% were neutral. Only 1.1% strongly disagreed, and none disagreed. With a mean score of 3.91 and a standard deviation of 0.624, the data indicates that most respondents generally agreed that customer satisfaction had been achieved. 
4.3.4.3 Quality of Services

The study assessed whether respondents felt confident that the quality of services had improved. As shown in Table 4.7, 61.6% of the 190 respondents agreed, and 17.4% strongly agreed, while 16.3% were neutral. Meanwhile, 2.1% disagreed, and 2.6% strongly disagreed. 
The mean score of 3.89 and a standard deviation of 0.806 suggest that most respondents generally believed that the quality of services had improved. Regarding satisfaction with the level of support provided to customers, Table 4.7 shows that 48.4% agreed, and 9.5% strongly agreed, while 34.7% were neutral. 
On the other hand, 4.2% disagreed, and 3.2% strongly disagreed. The mean score of 3.57 and a standard deviation of 0.84 indicate that most respondents were generally satisfied with the level of customer support provided.
Table 4. 7: Implementation of Corporates Strategic Plans

	Statements
	Strongly disagree
	Disagree
	Neutral
	Agree
	Strongly agree
	Mean
	Standard Deviation

	
	F
	%
	F
	%
	F
	%
	F
	%
	F
	%
	
	

	Level of employee engagement
	10.6
	5.63
	22
	11.5
	28.6
	15.06
	107.333
	56.5
	28.6
	15.06
	3.67
	0.971

	TANESCO frequently providing mentorship program for junior academic staff
	8
	4.2
	
	
	32
	16.8
	95
	50.0
	55
	28.9
	3.99
	0.917

	I frequently attend capacity building training 
	22
	11.6
	17
	8.9
	13
	6.8
	114
	60.0
	24
	12.6
	3.53
	1.176

	Usually involved in decision making activities
	2
	1.1
	27
	14.2
	41
	21.6
	113
	59.5
	7
	3.7
	3.51
	0.821

	Customers satisfaction
	2.6
	1.43
	2
	1.1
	34
	17.9
	124.3
	65.4
	28.3
	14.9
	3.92
	0.68

	I have confidence that the services we provided have been improved.
	3
	1.6
	2
	1.1
	27
	14.2
	129
	67.9
	29
	15.3
	3.94
	0.691

	Satisfied with the level of service improvement.
	2
	1.1
	
	
	34
	17.9
	131
	68.9
	23
	12.1
	3.91
	0.624

	Confidence that customers are satisfied with our service
	3
	1.6
	
	
	41
	21.6
	113
	59.5
	33
	17.4
	3.91
	0.725

	The quality of services
	6.6
	3.5
	11.6
	6.13
	42.3
	22.26
	103.3
	54.4
	26
	13.7
	3.68
	0.892

	Confidence that the quality of services has improved
	5
	2.6
	4
	2.1
	31
	16.3
	117
	61.6
	33
	17.4
	3.89
	0.806

	Satisfied with the level of support provided to the customers
	6
	3.2
	8
	4.2
	66
	34.7
	92
	48.4
	18
	9.5
	3.57
	0.844

	Total Average
	6
	3.52
	13
	7.1
	35
	18.4
	111
	58.7
	27
	14.5
	3.76
	0.848


Source: Field Data, (2024)
4.4 
Inferential Analysis     

An inferential analysis was performed to evaluate the implications of the data and to draw insights regarding the relationships between the study variables. Regression analysis was used to determine the statistical significance between the independent variables—employee training and development, employee involvement, and employee utilization—and the dependent variable, which is the implementation of corporate strategic plans. This approach aligns with the understanding of regression analysis as a tool for estimating relationships between variables, as noted by researchers such as Saunders et al. (2012), Wilson (2014), and Gibson (2017). Regression analysis facilitates the development of an equation that captures the statistical relationships between variables in a study.
In this research, a combined effect model was applied to evaluate the collective influence of the independent variables on the dependent variable. The relationships were examined using ANOVA (F-test) and t-test. Before conducting further analyses, such as correlation and multiple linear regression, it was necessary to conduct diagnostic tests to ensure the integrity and validity of the statistical results. 
These diagnostic tests included the Test for Normality, the Multicollinearity Test, and the Heteroscedasticity Test. The Test for Normality assessed whether the data distribution followed a normal curve, which is a key assumption for many inferential statistical techniques. The Multicollinearity Test checked for high correlations among independent variables, which could distort the regression coefficients and lead to unreliable results. 
Lastly, the Heteroscedasticity Test was performed to detect any inconsistencies in the variability of errors across the data, as such issues can undermine the accuracy of the regression model. By conducting these diagnostic tests, the study ensured that the assumptions underpinning the regression analysis were met, thereby enhancing the reliability and credibility of the findings.
4.4.1 Diagnostic Tests of Variables 

The data collected for this study underwent diagnostic tests to check for normality, multicollinearity, and heteroscedasticity. These tests are critical prerequisites for conducting multiple regression analysis, ensuring the robustness and validity of the results. 
As noted by Saunders, Lewis, and Thornhill (2012), several key assumptions must be met when using multiple regression analysis: the relationship between the independent and dependent variables must be linear; the data should have constant variance across values of the independent variables (homoscedasticity); the independent variables must not be highly correlated with one another (absence of multicollinearity); and the data should follow a normal distribution (normality). This study adhered to these fundamental assumptions of regression analysis, and the specific diagnostic tests conducted are outlined below.
4.4.1.1 Normality Test 

The study utilized a Q-Q (Quantile-Quantile) plot to evaluate the normality of the data distribution. This approach is a visual diagnostic tool that helps assess whether the residuals of the data align with the expectations of a normal distribution. According to Kothari and Garg (2014), ensuring that the residuals are normally distributed is essential, and this can often be achieved by verifying that the dependent variable itself follows a normal distribution. In this study, Figure 4.1 displays the Q-Q plot, illustrating that the data points closely follow the diagonal line, indicating that the normality assumption for the implementation of strategic plans is adequately met.

Q-Q plots are valuable in identifying whether data conforms to the line of best fit, which is the expected pattern for normally distributed data. If the data points lie along this reference line, it suggests normality; deviations from this line can indicate skewness or other distributional issues. The use of such plots is particularly useful as it combines statistical validation with visual interpretation, making it easier to detect anomalies and patterns.
Visual diagnostic methods, such as plots and graphs, are recommended by Saunders et al. (2012), who argue that integrating statistical tests with graphical displays enhances the decision-making process by providing a clearer understanding of data patterns. This combined approach helps researchers more accurately assess whether key assumptions of statistical tests, like normality, have been satisfied, thereby contributing to the overall rigor and reliability of the analysis.
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Figure 4.1: Normal Q-Q Plot of Implementation of Corporate Strategic Plans

Source: Field Data, (2024)
4.4.1.2 Multicollinearity

The study conducted a multicollinearity test to evaluate the extent of correlation among the independent variables included in the regression model. Multicollinearity occurs when two or more predictor variables are highly correlated, leading to redundant information that can skew the results of the analysis (Kothari & Garg, 2014). This issue can cause the regression coefficients to become unstable, making them difficult to interpret and reducing the accuracy of the model's predictions. Furthermore, multicollinearity undermines the statistical significance of individual predictors, complicating the determination of their true impact on the dependent variable (Wilson, 2014; Creswell, 2015).
To assess the presence and severity of multicollinearity, the Variance Inflation Factor (VIF) was employed in this study. The VIF quantifies the degree to which a predictor variable is linearly related to other predictors in the model. Specifically, it measures how much the variance of a regression coefficient is inflated due to multicollinearity (Kothari & Garg, 2014; Wilson, 2014; Gibson, 2017). A VIF value greater than 5 typically indicates problematic multicollinearity, suggesting that the predictor is excessively correlated with other explanatory variables. Conversely, lower VIF values suggest that multicollinearity is not a concern, enhancing the reliability of the regression results.
In addition to VIF, multicollinearity was further assessed using tolerance levels, which provide an alternative measure of multicollinearity. Tolerance is the reciprocal of VIF and indicates how much of a predictor’s variance is not explained by other predictors. According to Greene (2012) and Fuller et al. (2015), a tolerance value below 0.2 signals the presence of multicollinearity, highlighting potential issues in the regression analysis.
The findings, detailed in Table 4.10, revealed that all VIF values were below the threshold of 5, and all tolerance values exceeded 0.2. These results confirm that multicollinearity was not present among the independent variables in this study. This absence of multicollinearity ensures that the regression coefficients are stable and interpretable, allowing for accurate assessment of the relationships between the predictors and the dependent variable. By maintaining low multicollinearity, the study's regression model remains robust, thereby enhancing the validity of the statistical inferences drawn.
Table 4.8: Collinearity Statistics

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	 
	 

	
	Employee Training and development
	0.564
	1.774

	
	Employee Involvement
	0.461
	2.171

	
	Employee utilization
	0.319
	3.137


a. Dependent Variable: Implementation of Corporate Strategic Plans 

Source: Field Data, (2024)
4.4.1.3 Heteroscedasticity 

To meet the assumptions of the linear regression model, it was crucial to verify that the error variance remained constant across all levels of the independent variables, a condition known as homoscedasticity. Homoscedasticity ensures that the variability of errors is uniform across all observations, which contributes to more reliable and unbiased estimates of the regression coefficients (Greene, 2012). When this assumption is met, the predictive power of the regression model is enhanced, resulting in more accurate and consistent outcomes. A key premise of linear regression is that the error terms, or residuals, should display constant variance rather than varying unpredictably.
The violation of this assumption is referred to as heteroscedasticity, which occurs when the spread of the residuals varies at different levels of the independent variables. Heteroscedasticity can lead to inefficient estimations of the coefficients, unreliable significance tests, and biased standard errors, ultimately compromising the validity of the regression analysis (Creswell, 2014; Kothari & Garg, 2014). This problem may arise due to non-normal distribution of residuals, outliers, or other structural issues within the data.
To detect potential heteroscedasticity in the model, the study employed a graphical method using a scatter plot of the residuals against the predicted values. This scatter plot visually illustrates whether the residuals exhibit a random pattern or show signs of systematic variance, which would indicate heteroscedasticity. A well-behaved plot would display residuals that are randomly scattered around zero without forming any discernible pattern, suggesting that the variance is constant across all levels of the independent variables. 
Conversely, a funnel shape or any systematic trend in the residuals would signal the presence of heteroscedasticity, necessitating corrective measures such as data transformation or robust standard errors to address the issue.

By applying this diagnostic technique, the study ensured that the assumption of homoscedasticity was tested thoroughly, enhancing the credibility and robustness of the regression results. Identifying and addressing any signs of heteroscedasticity helps to maintain the integrity of the statistical analysis and supports the overall reliability of the research findings.
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Figure 4.2: Scatter Plot for Heteroscedasticity

Source: Fidld Data, (2024)
Figure 4.2 shows that the residuals are distributed normally, indicating that the error terms maintain constant variance. This pattern confirms the presence of homoscedasticity, which supports the reliability of standard estimation methods used in the regression analysis. Testing for heteroscedasticity is essential because its presence can undermine the validity of statistical tests that assume uncorrelated and consistently distributed error terms with stable variances across all levels of the independent variables (Greene, 2012; Gibson, 2017). Ensuring that these conditions are met helps maintain the accuracy and integrity of the model’s results.
4.4.2 
Pearson Correlation Results of All Variables

The study performed a correlation analysis to examine the relationships and the strength of associations between the independent variable’s employee training and development, employee involvement, and employee utilization and the dependent variable, which is the implementation of corporate strategic plans. The results of this analysis are detailed in Table 4.9. Pearson’s Product Moment Correlation technique was employed to assess the direction and strength of these associations, providing insights into how the selected human resource factors influence the implementation of strategic plans.
Correlation coefficients range from -1 to +1, with +1 indicating a perfect positive linear relationship between two variables, and -1 indicating a perfect negative linear relationship. According to Hair et al. (2006), a correlation coefficient (r) between 0.81 and 1.0 is considered very strong; 0.61 to 0.80 is strong; 0.41 to 0.60 is moderate; 0.21 to 0.40 is weak; and 0.00 to 0.20 suggests no relationship.
The correlation results presented in Table 4.11 show positive and significant relationships between employee training and development, employee involvement, and employee utilization with the implementation of strategic plans, with coefficients of r = 0.283, r = 0.769, and r = 0.685 respectively, all significant at p < 0.01. Employee training and development exhibited a weak but significant relationship with the implementation of strategic plans. In contrast, both employee involvement and employee utilization demonstrated strong and significant relationships with strategic plan implementation. These findings validate the use of further statistical tests to explore the significance and impact of these relationships in greater detail.
Table 4.9: Correlation Matrix for All Variables

	
	
	Implementation of Strategic Plans
	Employee Training and Development
	Employee Involvement
	Employee Availability and Utilization

	Implementation of Strategic Plans
	Pearson Correlation
	1


	.283**
	.769**
	.685**

	
	Sig. (2-tailed)
	
	0.000
	0.000
	0.000

	
	N
	190
	190
	190
	190

	Employee Training and Development
	Pearson Correlation
	.283**
	1
	.417**
	.654**

	
	Sig. (2-tailed)
	.000
	
	0.000
	0.000

	
	N
	190
	190
	190
	190

	Employee Involvement
	Pearson Correlation
	.769**
	.417**
	1
	0.730**

	
	Sig. (2-tailed)
	0.000
	0.000
	
	0.000

	
	N
	190
	190
	190
	190

	Employee Availability and Utilization
	Pearson Correlation
	.685**
	.171**
	0.730**
	1

	
	Sig. (2-tailed)
	0.000
	0.000
	0.000
	

	
	N
	190
	190
	190
	190


**. Correlation is significant at the 0.01 level (2-tailed).
Source: Field Data, 2024

The findings of the correlation analysis highlight the critical role of employee-related factors in the successful implementation of strategic plans. Employee involvement shows a strong positive relationship (r = 0.769**) with strategic plan implementation, indicating that engaging employees in decision-making and strategic activities significantly boosts success. This suggests that fostering a participative culture where employees are actively involved can greatly enhance alignment with strategic goals. Employee availability and utilization also exhibit a strong positive correlation (r = 0.685**), emphasizing the need for effective workforce planning, optimal deployment, and matching skills to tasks to enhance strategic outcomes. Although employee training and development have a weaker but still significant correlation (r = 0.283**), it remains an important foundational element that supports employees' ability to contribute to strategic objectives. The interconnectedness of these factors where improvements in one area, such as involvement, enhance others like utilization highlights the value of a comprehensive approach to human resource management. Organizations should prioritize strategic HR practices that integrate employee engagement, effective utilization, and targeted training to create a cohesive environment that supports the execution of strategic plans.
4.4.3 
Effect Model 

The effect model of this study aimed to analyze the impact of independent variables—namely employee training and development, employee involvement, and employee utilization—on the dependent variable. This was achieved through the application of various statistical tests. Techniques such as the correlation coefficient (R), coefficient of determination (R-squared), F-test, t-test, and P-value were employed to evaluate the significant relationships among the variables and to assess the goodness of fit of the dependent variable with respect to the different independent variables.
4.5.3.1 The Results of Multiple Linear Regressions 

The results in Table 4.10 show the value of R of predictors on the implementation of corporate strategic plans is 0.809 at the 0.05 level of significance. This implies that, there is a statistically strong positive correlation between all predictors (independent variables) and implementation of corporate strategic plans.
Table 4.10: Effect Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.809a
	.654
	.649
	.240044


a. Predictors: (Constant), employee training and development, employee involvement, and employee utilization.

Source: Field Data, 2024
This suggests that 65.4% of the variability in the implementation of corporate strategic plans can be attributed to the predictors: employee training and development, employee involvement, and employee utilization. Consequently, approximately 34.6% of the variation is due to other factors not accounted for in this study. Additionally, to evaluate the goodness of fit for the linear model, the null hypothesis was formulated as H0: There is no goodness of fit of the dependent variable in relation to the various independent variables, tested at a significance level of 5%

4.5.3.2 Analysis of Variance of Variables

The findings shown in Table 4.11 provide the results of the Analysis of Variance (ANOVA), indicating that the goodness of fit for the model is statistically significant, with a p-value of 0.000, which is below the 0.05 significance threshold. The F-value of 117.374, calculated with 189 degrees of freedom, further supports this conclusion. As a result, we reject the null hypothesis, affirming that the dependent variable fits well with the various independent variables at an alpha level of 0.05. This indicates that the model is statistically significant in predicting the influence of the independent variables on the dependent variable in this study.
Table 4.11: ANOVA of Combined Variables

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	20.357
	3
	6.786
	117.374
	0.00 b

	
	Residual
	10.753
	189
	0.058
	
	

	
	Total
	31.110
	189
	
	
	


a. Dependent Variable: Implementation of Strategic Plans.

b. Predictors: (Constant), employee training and development, employee involvement and employee utilization.

Source: Field Data, 2024

4.5.3.3 Coefficients of Variables

Additionally, the study employed a t-test to assess the impact of each independent variable on the implementation of corporate strategic plans. The results presented in Table 4.12 are detailed as follows:
First, concerning employee training and development, the study aimed to evaluate its influence on the implementation of corporate strategic plans, guided by the null hypothesis: H0H_0H0​: Employee training and development has no positive significant impact on the implementation of corporate strategic plans, with an alpha level set at 0.05. The findings in Table 4.14 show that t=4.022t = 4.022t=4.022 and the p-value = 0.000, which is less than 0.05. This indicates that we can reject the null hypothesis, concluding that employee training and development positively influences the implementation of corporate strategic plans at the 0.05 significance level.
Second, regarding employee involvement, the study sought to assess its effect on the implementation of strategic plans, also guided by the null hypothesis: H0H_0H0​: Employee involvement has no positive significant influence on the implementation of corporate strategic plans, with an alpha level of 0.05. The coefficients in Table 4.14 reveal that t=8.581t = 8.581t=8.581 and the p-value = 0.000, which is below 0.05. Thus, we reject the null hypothesis and conclude that employee involvement significantly enhances the implementation of corporate strategic plans.
Third, in examining employee utilization, the study aimed to determine its impact on the implementation of corporate strategic plans, guided by the null hypothesis: H0H_0H0​: Employee utilization has no positive significant influence on the implementation of corporate strategic plans, at an alpha level of 0.05. The results in Table 4.12 indicate that t=5.745t = 5.745t=5.745 and p-value = 0.000, which is less than 0.05. Consequently, we reject the null hypothesis and affirm that employee utilization positively influences the implementation of corporate strategic plans.
Furthermore, the effect model illustrated in Table 4.12 indicates that all predictors—employee training and development, employee involvement, and employee utilization—are statistically significant at p=0.000. The fitted model is expressed as:

ICSP=1.928+0.136X1+0.370X2+0.240X3+ε.
where ICSP represents the implementation of corporate strategic plans, X1​ corresponds to employee training and development, X2 refers to employee involvement, and X3​ signifies employee utilization, while ε= represents the error term accounting for other influencing variables not included in the model. The constant value B=1.928 suggests that if all predictor variables are zero, the model predicts a positive implementation rate of 1.928, though such a scenario is unlikely to occur in practice. 
Additionally, the contributions of employee involvement and employee utilization to the implementation of corporate strategic plans are substantial, at rates of 0.370 and 0.240, respectively, while employee training and development has a smaller contribution of 0.136. This implies that any positive increase in employee training and development, when coupled with the other variables, will enhance the implementation of corporate strategic plans by 0.136.
Table 4.12: Coefficients of Collective Variables

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.928
	0.131
	
	14.745
	0.000

	
	Employee training and development
	0.136
	0.034
	0.231
	4.022
	0.000

	
	Employee involvement
	0.370
	0.043
	0.545
	8.581
	0.000

	
	Employee Utilization 
	0.240
	0.042
	0.439
	5.745
	0.000


a. Dependent Variable: Implementation of Strategic Plans.

Source: Field Data, (2024)
The findings also concur with resource-based view theory which emphasizes that for the organizations to implement its corporate strategic plans need human resource (staff) who are unique (rare), and inimitable. Employee involvement contribute in making staff rare in the sense that actively engaged managers often exhibit qualities that set them apart from others. When staff are genuinely involved and invested in their work. Actively engaged staffs often exhibit qualities such as creativity, innovation and exceptional problem-solving skills. Their active involvement in various aspects of the organization allows them to develop a distinctive blend of skills and experiences, making them inimitable in their contributions and approaches.
The study findings supported by Malei, (2015) who observed the institution factors influencing implementation of strategic plans in government hospitals in Kenya, result revealed that 63.3% strongly agree that staff involvement influences implementation of strategic plans.
The findings also concur with Mutuku, (2021) who focused on determines the influence of Internal Factors on Strategy Implementation in Machakos County Government and findings revealed that, in Resource allocation as one among four objectives which focused on human resource as one among four resources, it can be observed that there was positive correlation coefficient of 0.732 (or 73.2%) between resource allocation and strategy implementation. 
It therefore means that the resources of the county are well utilized to implement strategies of the county. It shows that resource utilization had positively affect implementation of strategic plans, which also mean human utilization had positively affect implementation of strategic plans. The study findings supported by Gizaw, (2020) who want to identify the significant factors that affect strategy implementation in the public sector, Ministry of Urban Development and Construction

CHAPTER FIVE

SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1
Introduction
This chapter composes the summary of the entire study which exemplify in a short brief what was the study about, conclusions based on the study objectives, a recommendation based on the lesson learned and proposes area for further study.
5.2 
Summary of the Main Findings 

The study examined the relationships between employee training and development, employee involvement, and employee utilization with the implementation of corporate strategic plans. Pearson's correlation was used to determine the direction and strength of these associations. The results indicated positive and significant correlations between all three independent variables and the dependent variable, the implementation of corporate strategic plans. Specifically, employee training and development showed a weak but significant correlation (r = 0.283), while employee involvement (r = 0.769) and employee utilization (r = 0.685) showed strong and significant correlations with the implementation of strategic plans. 
The effect model used multiple linear regression to determine the collective influence of the independent variables on the dependent variable. The model showed a high degree of fit with an R value of 0.809, indicating a strong positive correlation. The R-squared value of 0.654 suggested that 65.4% of the variability in the implementation of corporate strategic plans could be explained by the three independent variables. The ANOVA results confirmed the model's significance (F = 117.374, p < 0.000), and the t-tests for individual variables showed that all three predictors were significant.
5.3 
Implication of the Study

5.3.1 
For TANESCO Management

The strong influence of employee involvement and utilization implies that management should prioritize these areas to achieve better implementation of strategic plans. This may involve creating more opportunities for employee engagement and ensuring optimal use of employee skills and capabilities.
5.3.2 
For HR Practices

The significant but weaker influence of employee training and development suggests that while training is important, it should be complemented with strategies that promote involvement and proper utilization of employees.
5.3.3 
For Policy Makers

The findings provide evidence to support policies that encourage comprehensive human resource practices, integrating training, involvement, and utilization to drive strategic goals.
5.4 
Conclusion 

The study concluded that employee training and development, employee involvement, and employee utilization significantly influence the implementation of corporate strategic plans. Among these, employee involvement and employee utilization had the strongest impact. The findings suggest that improving these aspects within an organization can enhance the effectiveness of strategic plan implementation.
5.5 
Recommendations 

Enhance Employee Involvement
Organizations should develop programs that actively involve employees in decision-making processes and strategic planning. This could include regular feedback sessions, participatory meetings, and collaborative goal-setting.
Optimize Employee Utilization
Implement systems to ensure employees are utilized effectively based on their skills and capabilities. This may involve regular skills assessments and dynamic task allocation.
Strengthen Training Programs
While training and development have a weaker impact compared to involvement and utilization, they are still crucial. Training programs should be tailored to align with strategic objectives and include practical components that prepare employees for their roles in implementing strategic plans.
Regular Monitoring and Evaluation
Establish a framework for continuous monitoring and evaluation of employee involvement, utilization, and training programs to ensure they contribute effectively to the implementation of corporate strategic plans. Regular reviews can help identify areas for improvement and adapt strategies accordingly.
5.6 
Limitation of the Study 
The study may be limited by the specific organizational context in which it was conducted (TANESCO), which could affect the generalizability of the findings to other organizations or industries.
5.7 
Area for Future Studies 

(i) Future research could explore additional factors that influence the implementation of corporate strategic plans, such as organizational culture, leadership styles, or technological adoption.

(ii) Studies could also examine the long-term impact of integrated HR strategies on strategic plan outcomes in different organizational contexts or industries.

(iii) Investigating the role of digital transformation in enhancing employee training, involvement, and utilization to align with modern strategic planning frameworks 
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APPENDICES

Appendix I: Questionnaire
Dear Respondent, I am a postgraduate student pursuing a Master of Science in Human Resource Management (MSc HRM) at Open University of Tanzania, and I am currently conducting a study as part of the requirements for the attainment of my Master degree. The aim of this questionnaire is to determine “The Influence of Human Resource on Implementation of Strategic Plan in Public organizations.” The information obtained will be treated confidential and used in academic research purpose only and not otherwise. The result of this study will be shared with your organization if you so require after the completion of this study.

INSTRUCTIONS: Please read each question carefully and follow the instruction given. Please answer all questions by filling or putting a tick in the box that best describes your answer. All individual answers will be kept confidential and be used for academic purpose only. Please do not indicate your name in this questionnaire.

SECTION A:  BIO- INFORMATION OF RESPONDENTS 

1. Regional office name: ……………………………………………………

2. Respondent’s designation (position): …………………………………

3. Gender:        

a) Male [    ]
b) Female    [    ]       

4. Age Bracket:

a) 21- 29   [    ]
b) 30 –39   [    ]
c) 40 – 49   [    ]
d) Over 50 [ ] 

5. Highest education level

a) Certificate level [     ]
b) Diploma level [     ]

c) Degree level [     ]

d) Masters level [     ]

e) PhD level [     ]   

6. For how long have you worked in this organization?

a) 0-5 years [     ]
b) 6-10 years [     ]
c) 11-15 years [     ]

d) 16-20 years [     ]
e) Above 21 years [     ]

SECTION B: EMPLOYEE TRAINING AND DEVELOPMENT

1. Please rate your degree of agreement with the following training-related activities at TANESCO. Make use of the scale: 1 = Strongly Disagree (SD); 2 = Disagree (D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA). Please tick the appropriate number in the box that best describes your answer.

	S/N
	STATEMENTS
	1
	2
	3
	4
	5

	Employee Skill Development

	4.1
	I usually receive significant training and development programs.
	
	
	
	
	

	4.2
	I am always satisfied with training and development programs I received
	
	
	
	
	

	4.3
	Training and development programs I received were of sufficient duration.
	
	
	
	
	

	Employee Feedback

	4.4
	The training and development programs I received were constantly relevant to my job.
	
	
	
	
	

	4.5
	I normally received quality training and development programs
	
	
	
	
	

	4.6
	The training and development programs I received were generally effective.
	
	
	
	
	

	Adoption of Best Practices

	4.7
	I have always adopted best practices from training and development programs.
	
	
	
	
	

	4.8
	Training and development programs have always helped me to conduct my duties and responsibilities in a better way.
	
	
	
	
	

	4.9
	Training and development programs have helped me to adopt best practices which normally allowed me to have alternative ways to deal with problems associated with my job.
	
	
	
	
	


SECTION C: EMPLOYEE INVOLVEMENT

1. Please rate your degree of agreement with the following employee involvement activities linked to strategy implementation at TANESCO. Make use of the scale: 1 = Strongly Disagree (SD); 2 = Disagree (D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA). Please tick the appropriate number in the box that best describes your answer.

	
	STATEMENTS
	1
	2
	3
	4
	5

	Employee participation

	
	My head of department is always embraces sharing responsibilities among employees.
	
	
	
	
	

	
	Always encouraged to collaborate with other employees.
	
	
	
	
	

	
	Always encouraged to make decisions in daily operations.
	
	
	
	
	

	Feedback from managers/supervisors

	
	Usually receive constructive feedback from managers/supervisors.
	
	
	
	
	

	
	I normally use feedback from managers/supervisors to identify and solve problems related to my job.
	
	
	
	
	

	
	Normally use the received feedback to improve my performance.
	
	
	
	
	

	Employee engagement

	
	Always engaged in my duties and responsibilities at work.
	
	
	
	
	

	
	I have confidence that my university always accept and acknowledge my contribution.
	
	
	
	
	

	
	Always motivated to do my job to the best of my abilities.
	
	
	
	
	


SECTION D: EMPLOYEE UTILIZATION

1. Please rate your degree of agreement with the following employee utilization activities linked to strategy implementation at TANESCO. Make use of the scale: 1 = Strongly Disagree (SD); 2 = Disagree (D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA). Please tick the appropriate number in the box that best describes your answer. Please tick the appropriate number in the box that best describes your answer.
	
	STATEMENTS
	1
	2
	3
	4
	5

	Workload distribution

	
	Always o usually works beyond scheduled hours to meet deadlines. overburdened with work.
	
	
	
	
	

	
	usually have enough work to occupy my time.
	
	
	
	
	

	
	My workload is always sufficient enough to keep me engaged with my job.
	
	
	
	
	

	Employee productivity

	
	usually accomplish my duties and responsibilities within the required
	
	
	
	
	

	
	I usually accomplish my duties and responsibilities using minimum resources.
	
	
	
	
	

	
	always invest optimum time and resources to ensure the desired outcome
	
	
	
	
	

	Overtime hours

	
	usually work beyond scheduled hours to meet deadlines.
	
	
	
	
	

	
	normally limited to working hours in the accomplishment of my duties and responsibilities.
	
	
	
	
	

	
	I am always voluntarily working beyond scheduled hours to accomplishment of my duties and responsibilities.
	
	
	
	
	


SECTION E: IMPLEMENTATION OF STRATEGY PLANS

1. Based on your perceptions on implementation of strategic plans at TANESCO, please indicate the extent to which you agree or disagree with the following statements. Use a 5 point scale where a 1 = strongly disagree; 2 = Disagree; 3 = Neutral; 4 = Agree and 5 = strongly agree. Please tick the appropriate number in the box that best describes your answer.

	
	STATEMENTS
	1
	2
	3
	4
	5

	Level of employee engagement

	
	TANESCO frequently providing mentorship program for junior academic staff
	
	
	
	
	

	
	I frequently attend capacity building training 
	
	
	
	
	

	
	usually involved in decision making activities
	
	
	
	
	

	The customers satisfaction

	
	I have confidence that the services we provided have been improved.
	
	
	
	
	

	
	Satisfied with the level of service improvement.
	
	
	
	
	

	
	Confidence that customers are satisfied with
	
	
	
	
	

	The quality of services

	
	confidence that the quality of services has improved
	
	
	
	
	

	
	satisfied with the level of support provided to the customers
	
	
	
	
	


Appendix 2: Interview Guide
EMPLOYEE TRAINING AND DEVELOPMENT

1. How do you identify the specific training needs of your staff? What tools or methods do you use to ensure these needs align with their roles and responsibilities?

2. Can you elaborate on how you measure the effectiveness of the training and development programs offered to staff? How do you determine if the training has had a positive impact on staff performance?

3. You mentioned using direct communication to assess training effectiveness. Could you provide more detail on how feedback is collected and used to improve future training sessions?

4. What are some challenges you face in providing training and development programs to staff? How do you address these challenges to ensure continuous learning and development?
EMPLOYEE INVOLVEMENT 

1. What specific strategies do you use to foster engagement among staff, especially in relation to organizational expectations and career advancement opportunities?

2. Can you share more about the types of incentives that have proven most effective in motivating staff? Are there any particular rewards that have shown a higher impact on performance?

3. How do you ensure effective communication and maintain good relationships between supervisors and staff, and among senior and junior staff?

EMPLOYEE UTILIZATION

1. How does the organization foster teamwork to handle heavy workloads? Can you provide an example of how teamwork has helped in managing workload effectively?

2. What is the role of contract-based employees in your organization, and how do they help alleviate the workload of permanent staff?

IMPLEMENTATION OF STRATEGY PLANS

1. How do you ensure that the daily activities of staff are aligned with the Corporate Strategic Plan (CSP)? Can you provide an example of how this alignment has led to achieving strategic objectives?

2. What role do supervisors and managers play in communicating targeted objectives to staff? How do they support staff in achieving these objectives?

3. Can you describe how involving staff in the planning process influences the implementation of strategic plans? Are there specific practices or activities that promote staff involvement?
Thank you for your time!
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Abstract
This study examined the influence of human capital on implementation of corporate strategic plans. Specifically, the study examined the influence of   employee training and development, employee involvement, and employee utilization on the implementation of corporate strategic plans. This study employs a descriptive research design to gather and analyses data on the influence of human capital on the implementation of corporate strategic plans at TANESCO's Lake Zone offices. A sample size of 190 employees was selected from a total population of 636 using simple random sampling. Primary data was collected using structured questionnaires, and the data was analyzed using correlation and multiple regression analysis. The results indicated positive and significant correlations between all three independent variables and the dependent variable, the implementation of corporate strategic plans. Specifically, employee training and development showed a weak but significant correlation (r = 0.283), while employee involvement (r = 0.769) and employee utilization (r = 0.685) showed strong and significant correlations with the implementation of strategic plans. The multiple linear regression model confirmed a significance relationship (F = 117.374, p < 0.000). The study concluded that employee training and development, employee involvement, and employee utilization significantly influence the implementation of corporate strategic plans. Among these, employee involvement and employee utilization had the strongest impact. The findings suggest that improving these aspects within an organization can enhance the effectiveness of strategic plan implementation.

Keywords: Corporate Strategic Plan. Human Resourc and Employee Training
Introduction
Strategic planning is a fundamental component of strategic management, a discipline that dates back to the 1950s. Over the decades, strategic planning has evolved into an essential tool for both public and private organizations, enabling them to navigate the complexities of an increasingly competitive and ever-changing business environment (Koskei et al., 2017). Organizations commonly develop comprehensive strategic plans that detail their long-term objectives and outline how these objectives will be achieved (Kiptoo et al., 2020). Strategic planning serves as a vital mechanism for guiding organizational direction and enhancing performance in response to dynamic operational demands and market competition (Piorkowska & Rynca, 2020).

Globally, the importance of strategic planning has been recognized as pivotal for organizational performance and effectiveness. Governments and private institutions alike emphasize the implementation of strategic plans to meet evolving standards and enhance operational efficiency (Katana et al., 2016). However, despite the formulation of robust strategic plans, successful implementation is not guaranteed. As Mutisya (2016) notes, while a well-structured strategic plan lays the foundation for success, effective execution requires well-developed strategies and adequate resource management.

In Africa, public organizations face significant challenges in implementing strategic plans, often striving to meet international standards in service delivery (Fredua-Kwarteng, 2020). African public institutions dedicate substantial efforts to crafting strategic plans that address both internal and external factors impacting implementation (Oanda & Matiang'i, 2018). However, one of the primary obstacles hindering effective implementation is the inefficient management of human resources. The Association of African Universities (AAU) (2020) reports that many African organizations struggle to execute their strategic plans due to inadequate human resource capacity. This challenge is especially pronounced in higher learning institutions, where a shortage of skilled personnel hinders the fulfillment of strategic objectives (Akuei et al., 2016).

In Tanzania, the adoption of strategic planning is aligned with the Public Service Management and Employment Policy of 1999, which mandates the development and annual revision of a National Strategic Plan by the Planning Commission (United Republic of Tanzania, 1999). This policy framework encourages public service organizations, including ministries and agencies, to establish Key Result Areas (KRAs) with specific performance targets over a three-year period.

One of the most significant strategic planning initiatives in Tanzania is the Corporate Strategic Plan (SP) developed by the Tanzania Electric Supply Company Limited (TANESCO). The TANESCO Strategic Plan for 2020/21 is designed to reflect government policies and strategic priorities, with a strong focus on the interconnectedness of energy and economic development. This plan also aligns with the Electricity Supply Industry (ESI) Reform Strategy and Roadmap (2014–2025), which aims to enhance efficiency, service quality, and competitive practices within the energy sector (TANESCO-CBP, 2018).

Despite the comprehensive nature of TANESCO’s strategic plans, challenges related to human resource capacity have hindered effective implementation. According to TANESCO's 4th Corporate Strategic Plan (2017/18–2021/22), the previous 3rd Strategic Plan (2012/13–2016/17) suffered from a lack of skilled personnel in specialized fields, insufficient capacity to manage large collaborative projects, and a shortage of senior engineers. These shortcomings led to inefficiencies in executing the strategic plan. Research by Njoroge et al. (2017) confirms that human resource capacity, particularly the availability of competent and qualified staff, is critical to the successful implementation of strategic plans. Therefore, this study focuses on examining the influence of human resource capacity on the implementation of strategic plans, with particular attention to TANESCO. The study adopts the Resource-Based View (RBV) and Human Capital theory, focusing on key elements such as employee utilization, involvement, and training, to investigate how human resources impact the successful execution of strategic initiatives.

LITERATURE REVIEW
Strategy refers to a planned approach or set of actions designed to achieve specific goals and objectives (Penrose, 1958). Strategy is essential for guiding the organization long-term direction and ensuring it can adapt to changing circumstances and meet the needs of its stakeholders effectively (Elbanna, et al, 215). In this study the recently definition of strategy as it was defined by Elbanna et al. (2015) was adopted since is the mostly recently source. 

Corporate Strategic Plan

Corporate strategic is a comprehensive and structured document that outlines the public organization long-term vision, mission, goals and objectives (Piorkowska & Rynca, 2020). Corporate strategy is about making choices that position the organization for long-term success and sustained competitive advantage in its industry or industries of operation. (Association of African University, 2022). In this study the recently definition of strategy as it was defined by AAU 2022 was adopted since it provides a roadmap for how the organization create value for its stakeholders over time.
Human Resource

Human resource refers to individual who is a primarily engaged in organization activity. They are members employed by the TANESCO. Employees play a crucial role in the core functions of TANESCO in order to successful produce quality service. It’s important to note that employees come from various academic ranks, such as managers, seniors, principal officers to junior officer one and two.  

Human resources (HR) refer to the department within an organization responsible for managing personnel-related matters. This includes tasks such as recruitment, hiring, training, employee benefits, performance evaluation, and ensuring compliance with labor laws and regulations (Chikolomo D, 2019). 

Employee Training 

Employee training refers to the organized activity aimed at providing employees with the knowledge and skills required to perform their job roles effectively (Akue 2016). Shilingi 2018 define employee training as a range of educational programs and initiatives designed to enhance the abilities, competencies, and productivity of the workforce. In this study the definition of shillings, 2018 was adopted since it covers broad concepts of employee training.

Employee Development 

Employee development is a strategic and continuous process aimed at enhancing the skills, knowledge, and competencies of employees to improve their performance and achieve personal and organizational goal (Akue 2016).
Theoretical Literature Review

A theory is a framework of interconnected concepts, definitions, and propositions that offer a systematic understanding of phenomena. It establishes relationships between variables to explain or predict these phenomena (Wilson, 2014). The resource-based view theory provided the conceptual foundation for this study.

Ruck, Welch, and Menara (2017) examined employee voice as a precursor to organizational engagement. Their cross-sectional survey of 2066 employees in five UK-based organizations found that insufficient communication and clarification of strategy among employees, particularly at lower levels, hindered their ability to share thoughts and suggestions with top management. This, in turn, limited effective strategic plan implementation due to communication barriers and a lack of listening to employee voices.

Gizaw (2020) aimed to identify factors affecting strategy implementation in the public sector's Ministry of Urban Development and Construction. Using resource-based view theory and a descriptive survey design, Gizaw employed stratified random sampling to select participants. The study found that employee utilization significantly affects strategy implementation, with 55.92% of respondents reporting a great extent of influence. The study's focus on the construction industry may limit its generalizability to service organizations.

Research Gap

The literature reveals a significant empirical gap regarding the involvement of low-level employees in strategic planning across different sectors and regions. Studies by Hamdan (2020) and Ruck, Welch, & Menara (2017) focus on specific regions such as Turkey and the UK, highlighting the role of low-level employees in strategic implementation. However, these studies are limited in their geographic scope. 

Similarly, research by Gizaw (2020), Chepkosgei and Atambo (2018), and Lavu and Maina (2019) examines strategic implementation in varied contexts like the public sector, universities, and non-profit organizations primarily in Kenya and Tanzania. Despite these contributions, there is insufficient empirical data on how low-level employee involvement in strategic planning and implementation manifests across different sectors, especially in regions and contexts not covered by these studies, such as the manufacturing and healthcare sectors in countries like Tanzania.

A contextual gap is evident in the literature due to the limited research conducted in diverse organizational settings and cultural contexts. Most studies are region-specific, with significant research conducted in Turkey (Hamdan, 2020), the UK (Ruck, Welch, & Menara, 2017), and Kenya (Chepkosgei and Atambo, 2018; Lavu and Maina, 2019; Ngumbi, 2019; Gachua and Mbugua, 2017). There is a notable absence of studies within Tanzania's unique context, particularly concerning specific organizations like TANESCO. 

Moreover, the current research focuses predominantly on public sectors, universities, and non-profit organizations, leaving a contextual gap in other critical sectors like manufacturing, healthcare, and other parastatal organizations like TANESCO. Addressing these contextual differences is crucial for understanding the nuanced dynamics of strategic implementation at TANESCO.

The methodological gap in the existing literature arises from the limited use of mixed methods and a narrow range of data collection techniques. Many studies, including those by Hamdan (2020), Ruck, Welch, & Menara (2017), and Gizaw (2020), rely heavily on surveys and descriptive research designs. 

This approach restricts the depth of understanding that can be achieved. There is a need for more studies employing mixed methods, integrating both qualitative and quantitative approaches to provide a more holistic view of the phenomena.  Additionally, the predominant use of questionnaires and interviews calls for the inclusion of other data collection methods such as focus groups, longitudinal studies, and ethnographic approaches. 

These methods could offer more in-depth and dynamic insights into strategy implementation and employee involvement. Furthermore, while Salum (2017) and Mohamed (2019) utilized case study designs, there is a necessity for more in-depth case studies in diverse organizational contexts and sectors, particularly those unique to Tanzania, to provide richer and more contextualized data.

Conceptual Framework

A diagrammatic intermediate theory that attempts to connect and depict the relationship between the variables being studied serves as the conceptual framework for any study. This map lends consistency to empirical research (Saunders, et al, 2012; Creswell, 2015; Gibson, 2017). 
Independent Variables                                   
Dependent Variable

Figure 2.1: Conceptual Framework

Source: Adopted and modified from Mutuku, (2021)

RESEARCH METHODOLOGY

A researcher's philosophy guides every aspect of the research process, from formulating research questions to interpreting findings (Cresswell, 2013). It's important for researchers to be aware of their own philosophical assumptions and how they shape their work, as well as to critically engage with alternative perspectives to enrich their understanding whereby under this study a Methodological philosophy was used. This refers to the methods and techniques used to gather and analyze data. Methodological choices are influenced by both ontological and epistemological perspectives whereby Quantitative research methods were used to emphasize measurement and statistical analysis (Kothar, 2014).
Research Approach

The study simply employs quantitative approach based on the purpose of the study and the nature of the research questions that aiming to provide a better understanding of the subject (Creswell, 2018) The use of quantitative approach is chosen to address complex research circumstances (Denzin & Lincoln, 2018). Research approach known as research philosophy tend to be defined as a central term relating to the knowledge development and the nature of that knowledge in relation to research (Saunders et al, 2012).

Unit of Analysis 

The unit of analysis refers to the specific element or entity that a researcher is focusing on within a study or research project. It's essentially what the researcher is analyzing or studying. In this study unit of analysis were the individual including all TANESCO employees at Lake Zone Offices.

Study Area

According to the document of the 4th Corporate Strategic Plan of 2017/18-2021/22 of TANESCO, the weaknesses of the 3rd Corporate Strategic Plan of 2012/2013 - 2016/2017 show that there is inadequate human resource in terms of shortage of staff in certain specialized fields, limited number of staff with capacity to source and manage big collaboration research projects, and shortage of senior engineers which lead to poor execution of strategic plan. From the said reports TANESCO lake zone recorded a very poor performance in implementing strategic plan Based. This study was conducted at TANESCO offices Lake zone Regions in Tanzania. 
Population of the Study

The study population refers to the entire population from which the necessary data for the study will be collected (Kumar, 2011). On the other hand, according to Creswell (2015), the "target population", is the entire group of units for which data was used to draw conclusions. In this study, the target population of this study included 636 employees working from TANESCO Lake zone offices. TANESCO lake zone has five regions namely Mwanza, Mara, Geita, Simiyu, Shinyanga and Kagera has a total number of 636 employees, (TANESCO, HR department 2023).
Sampling Techniques and Sample Size 

This section explains how the study's sample size was calculated and the sampling techniques that was used in getting the sample for the study.
Sample Size

Sample size is total number of units which are selected to signify characteristics of the whole targeted population of the study in which researcher expects and interested in gaining information and make a conclusion about the study Kumar, (2011). According Kothari (2013) argues that, a sample size of 30% allows for reliable data analysis by providing desired levels of accuracy for testing significance in a particular study.
Therefore,[image: image24.emf]. By that sample size of 190 employees out of 636 employees is good for a researcher to acquire knowledge of the study population.  Thus, the proportionate sample size of the 636 employees is 190. In this case the sample size of 30% is sufficient for reliable data analysis in the study. The in-depth information of sample size shows in Table 3.1.

Table 3.3: Sample Size and Sampling Technique

	SN
	Name of the office
	No. of employees
	Sample size
	Percentage of sample size
	Sampling technique
	Data collection tool

	1.
	Mwanza
	140
	42
	22.5%
	Simple Randomly 
	Questionnaire and interview 

	2.
	Kagera
	125
	38
	20%
	Simple Randomly
	Questionnaire and interview

	3.
	Mara
	121
	36
	18.5%
	Simple Randomly
	Questionnaire and interview 

	4.
	Simiyu
	124
	37
	19.4%
	Simple Randomly
	Questionnaire and interview

	5.
	Geita
	126
	37
	19.4%
	Simple Randomly
	Questionnaire and interview

	
	Total
	636
	190
	100%
	
	


Source: Field Data, 2024)

DATA PRESENTATIONS, INTERPRETATION AND DISCUSSION

Descriptive Analysis for demographic information

This section presents a descriptive analysis of only demographic information. It also provides profiles of respondents in term of gender, education, and work experience.

Respondent’s Return Rate

Several studies suggest that a sample size of around 17% of the population is sufficient for drawing valid statistical inferences (e.g., Saunders et al., 2012; Kothari, 2013). In this study, the target sample size was 190 employees from the population of 636 working in TANESCO lake zone offices. Notably, all 190 questionnaires distributed were returned, resulting in a 100% response rate. This high response rate aligns with Wilson's (2014) assertion that response rates exceeding 75% are considered ideal for ensuring reliable data.
Table 4.1: Respondents Return Rate

	Distributed Questionnaires
	Frequency
	Percent

	Collected Questionnaires 
	190
	100.0

	Total
	190
	100.0


Source: Field Data, (2024)

Gender Distributions 

The respondents' gender was analyzed to determine the gender distribution among TANESCO staff (see Table 4.3). The results showed a significant gender imbalance, with 75.3% of respondents being male and 24.7% female. This disparity is concerning, especially considering ongoing gender mainstreaming efforts. Scholars like Eden and Ackermann (2013) have highlighted gender as a cultural factor that can influence strategy implementation in organizations. Others emphasize the importance of involving both genders for effective community implementation of corporate strategic plans (Demirkaya, 2015).

Table 4.2: Gender Distribution

	Gender
	Frequency
	Percent

	Male
	143
	75.3

	Female
	47
	24.7

	Total
	190
	100.0


Source: Field Data, (2024)
Descriptive Analysis in Relation to Variables

This section provides a descriptive analysis of the variables influencing corporate strategic plan implementation. The independent variables were employee training and development, employee involvement, and employee utilization, while the dependent variable was corporate strategic plan implementation. Each specific objective was analyzed separately.
Employee Training and Development

The respondents were requested to rate the extent that best described the status of three sub-variables of employee training and development, which are employee skill development, employee feedback, and adaptation of best practices. Their responses were rated using the Likert-type 5-point scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, and 5=Strongly Agree. The findings are provided in Table 4.3.

Employee Skill Development

This section explores whether employees receive significant training and development programs. As shown in Table 4.4, the majority of respondents (72.1%) either agreed or strongly agreed, indicating that they participate in such programs. The mean average of 3.72 and standard deviation of 0.98 further support this finding, suggesting a generally positive perception of training and development opportunities among TANESCO employees.

In gaining more insight the findings were supported by several of the interviewees who acknowledged that significant training and development programs were offered in all levels of Staff. When asked about their satisfaction with training and development programs, the majority of respondents (77.9%) either agreed or strongly agreed. These findings, summarized in Table 4.6, indicate a positive perception of these programs among TANESCO employees. The mean average of 3.96 and standard deviation of 0.63 further support this conclusion, suggesting that most employees are generally satisfied with the training and development they receive.

Inferential Analysis     

An inferential analysis was performed to evaluate the implications of the data and to draw insights regarding the relationships between the study variables. Regression analysis was used to determine the statistical significance between the independent variables—employee training and development, employee involvement, and employee utilization—and the dependent variable, which is the implementation of corporate strategic plans. This approach aligns with the understanding of regression analysis as a tool for estimating relationships between variables, as noted by researchers such as Saunders et al. (2012), Wilson (2014), and Gibson (2017). Regression analysis facilitates the development of an equation that captures the statistical relationships between variables in a study.

In this research, a combined effect model was applied to evaluate the collective influence of the independent variables on the dependent variable. The relationships were examined using ANOVA (F-test) and t-test. Before conducting further analyses, such as correlation and multiple linear regression, it was necessary to conduct diagnostic tests to ensure the integrity and validity of the statistical results. 

These diagnostic tests included the Test for Normality, the Multicollinearity Test, and the Heteroscedasticity Test. The Test for Normality assessed whether the data distribution followed a normal curve, which is a key assumption for many inferential statistical techniques. The Multicollinearity Test checked for high correlations among independent variables, which could distort the regression coefficients and lead to unreliable results. 

Lastly, the Heteroscedasticity Test was performed to detect any inconsistencies in the variability of errors across the data; as such issues can undermine the accuracy of the regression model. By conducting these diagnostic tests, the study ensured that the assumptions underpinning the regression analysis were met, thereby enhancing the reliability and credibility of the findings.

Normality Test 

The study utilized a Q-Q (Quantile-Quantile) plot to evaluate the normality of the data distribution. This approach is a visual diagnostic tool that helps assess whether the residuals of the data align with the expectations of a normal distribution. According to Kothari and Garg (2014), ensuring that the residuals are normally distributed is essential, and this can often be achieved by verifying that the dependent variable itself follows a normal distribution. In this study, Figure 4.1 displays the Q-Q plot, illustrating that the data points closely follow the diagonal line, indicating that the normality assumption for the implementation of strategic plans is adequately met.

Q-Q plots are valuable in identifying whether data conforms to the line of best fit, which is the expected pattern for normally distributed data. If the data points lie along this reference line, it suggests normality; deviations from this line can indicate skewness or other distributional issues. The use of such plots is particularly useful as it combines statistical validation with visual interpretation, making it easier to detect anomalies and patterns.
Visual diagnostic methods, such as plots and graphs, are recommended by Saunders et al. (2012), who argue that integrating statistical tests with graphical displays enhances the decision-making process by providing a clearer understanding of data patterns. This combined approach helps researchers more accurately assess whether key assumptions of statistical tests, like normality, have been satisfied, thereby contributing to the overall rigor and reliability of the analysis.
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Figure 4.1: Normal Q-Q Plot of Implementation of Corporate Strategic Plans

Source: Field Data, (2024)

Multicollinearity

The study conducted a multicollinearity test to evaluate the extent of correlation among the independent variables included in the regression model. Multicollinearity occurs when two or more predictor variables are highly correlated, leading to redundant information that can skew the results of the analysis (Kothari & Garg, 2014). This issue can cause the regression coefficients to become unstable, making them difficult to interpret and reducing the accuracy of the model's predictions. Furthermore, multicollinearity undermines the statistical significance of individual predictors, complicating the determination of their true impact on the dependent variable (Wilson, 2014; Creswell, 2015).

To assess the presence and severity of multicollinearity, the Variance Inflation Factor (VIF) was employed in this study. The VIF quantifies the degree to which a predictor variable is linearly related to other predictors in the model. Specifically, it measures how much the variance of a regression coefficient is inflated due to multicollinearity (Kothari & Garg, 2014; Wilson, 2014; Gibson, 2017). A VIF value greater than 5 typically indicates problematic multicollinearity, suggesting that the predictor is excessively correlated with other explanatory variables. Conversely, lower VIF values suggest that multicollinearity is not a concern, enhancing the reliability of the regression results.

In addition to VIF, multicollinearity was further assessed using tolerance levels, which provide an alternative measure of multicollinearity. Tolerance is the reciprocal of VIF and indicates how much of a predictor’s variance is not explained by other predictors. According to Greene (2012) and Fuller et al. (2015), a tolerance value below 0.2 signals the presence of multicollinearity, highlighting potential issues in the regression analysis.

The findings, detailed in Table 4.10, revealed that all VIF values were below the threshold of 5, and all tolerance values exceeded 0.2. These results confirm that multicollinearity was not present among the independent variables in this study. This absence of multicollinearity ensures that the regression coefficients are stable and interpretable, allowing for accurate assessment of the relationships between the predictors and the dependent variable. By maintaining low multicollinearity, the study's regression model remains robust, thereby enhancing the validity of the statistical inferences drawn.

Table 4.13: Collinearity Statistics

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	 
	 

	
	Employee Training and development
	0.564
	1.774

	
	Employee Involvement
	0.461
	2.171

	
	Employee utilization
	0.319
	3.137


a. Dependent Variable: Implementation of Corporate Strategic Plans 

Source: Field Data, (2024)

Heteroscedasticity 

To meet the assumptions of the linear regression model, it was crucial to verify that the error variance remained constant across all levels of the independent variables, a condition known as homoscedasticity. Homoscedasticity ensures that the variability of errors is uniform across all observations, which contributes to more reliable and unbiased estimates of the regression coefficients (Greene, 2012). When this assumption is met, the predictive power of the regression model is enhanced, resulting in more accurate and consistent outcomes. A key premise of linear regression is that the error terms, or residuals, should display constant variance rather than varying unpredictably.

The violation of this assumption is referred to as heteroscedasticity, which occurs when the spread of the residuals varies at different levels of the independent variables. Heteroscedasticity can lead to inefficient estimations of the coefficients, unreliable significance tests, and biased standard errors, ultimately compromising the validity of the regression analysis (Creswell, 2014; Kothari & Garg, 2014). This problem may arise due to non-normal distribution of residuals, outliers, or other structural issues within the data.

To detect potential heteroscedasticity in the model, the study employed a graphical method using a scatter plot of the residuals against the predicted values. This scatter plot visually illustrates whether the residuals exhibit a random pattern or show signs of systematic variance, which would indicate heteroscedasticity. A well-behaved plot would display residuals that are randomly scattered around zero without forming any discernible pattern, suggesting that the variance is constant across all levels of the independent variables. 

Conversely, a funnel shape or any systematic trend in the residuals would signal the presence of heteroscedasticity, necessitating corrective measures such as data transformation or robust standard errors to address the issue.
By applying this diagnostic technique, the study ensured that the assumption of homoscedasticity was tested thoroughly, enhancing the credibility and robustness of the regression results. Identifying and addressing any signs of heteroscedasticity helps to maintain the integrity of the statistical analysis and supports the overall reliability of the research findings.
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Figure 4.2: Scatter Plot for Heteroscedasticity

Source: Fidld Data, (2024)

Figure 4.2 shows that the residuals are distributed normally, indicating that the error terms maintain constant variance. This pattern confirms the presence of homoscedasticity, which supports the reliability of standard estimation methods used in the regression analysis. Testing for heteroscedasticity is essential because its presence can undermine the validity of statistical tests that assume uncorrelated and consistently distributed error terms with stable variances across all levels of the independent variables (Greene, 2012; Gibson, 2017). Ensuring that these conditions are met helps maintain the accuracy and integrity of the model’s results.
SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS

The study examined the relationships between employee training and development, employee involvement, and employee utilization with the implementation of corporate strategic plans. Pearson's correlation was used to determine the direction and strength of these associations. The results indicated positive and significant correlations between all three independent variables and the dependent variable, the implementation of corporate strategic plans. Specifically, employee training and development showed a weak but significant correlation (r = 0.283), while employee involvement (r = 0.769) and employee utilization (r = 0.685) showed strong and significant correlations with the implementation of strategic plans. 

The effect model used multiple linear regression to determine the collective influence of the independent variables on the dependent variable. The model showed a high degree of fit with an R value of 0.809, indicating a strong positive correlation. The R-squared value of 0.654 suggested that 65.4% of the variability in the implementation of corporate strategic plans could be explained by the three independent variables. The ANOVA results confirmed the model's significance (F = 117.374, p < 0.000), and the t-tests for individual variables showed that all three predictors were significant.
Conclusion 

The study concluded that employee training and development, employee involvement, and employee utilization significantly influence the implementation of corporate strategic plans. Among these, employee involvement and employee utilization had the strongest impact. The findings suggest that improving these aspects within an organization can enhance the effectiveness of strategic plan implementation.

Recommendations 

Enhance Employee Involvement
Organizations should develop programs that actively involve employees in decision-making processes and strategic planning. This could include regular feedback sessions, participatory meetings, and collaborative goal setting.
Area for Future Studies 

(i) Future research could explore additional factors that influence the implementation of corporate strategic plans, such as organizational culture, leadership styles, or technological adoption.

(ii) Studies could also examine the long-term impact of integrated HR strategies on strategic plan outcomes in different organizational contexts or industries.

(iii) Investigating the role of digital transformation in enhancing employee training, involvement, and utilization to align with modern strategic planning frameworks 
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