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Abstract 

Ineffective strategy implementation is a widespread challenge in educational institutions globally, 
including higher education institutions in Tanzania, with studies indicating that 70–90% of strategic 
plans fail due to poor execution. Understanding the specific management challenges that hinder 
successful implementation is therefore crucial for improving institutional performance. This study 
investigates these challenges within a private university in Tanzania, where data were collected 
using structured questionnaires and analyzed using IBM SPSS Statistics version 26. Descriptive 
statistics, including frequencies for categorical variables, were applied, and composite variables 
were created to assess strategy implementation, the effects of the external environment, 
organizational structure influences, and managerial factors. To examine relationships between 
independent variables such as experience and strategy implementation, chi-square tests were 
conducted with a significance threshold of p < .05. The results indicate that 70.1% of respondents 
were male, and while 94% agreed that teamwork enhances individual performance, only 37% 
believed the university has sufficient internal mechanisms for professional growth. Furthermore, 
78.4% expressed concerns over institutional changes, and only 50% were satisfied with the way 
strategies were implemented, although 92% acknowledged the existence of a performance 
management framework and 68% found their supervisors to be supportive. In conclusion, private 
universities exhibit low female representation, and resistance to change is largely driven by 
inadequate staff preparation; thus, increasing staff engagement in planning and implementation 
particularly with a focus on female inclusion is recommended to enhance institutional effectiveness. 
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INTRODUCTION 

Corporate strategy involves the formulation, implementation, and control of strategies that 
align with the organization's vision, mission, processes, and strategic goals (Andriș an et al., 
n.d.). In the context of higher education, strategic management plays a crucial role due to 
factors such as declining public spending, the need for effective resource utilization, and the 
evolving landscape of educational management (Kalebar et al., 2024). One of the critical 
unsolved higher education institutions management issues is the significant percentage of 
corporate strategy implementations that fail (Makovsky, 2012). According to Buckland (2009), 
managing corporate strategy is the most critical aspect a university does, facilitating all of its 
core operations of teaching, research, and broader social and economic operations to be 
optimally accomplished. It requires an appreciation of the organizations' existing strengths 
and weaknesses and the making of future decisions. In the sense of strategic management, 
higher education institutions, whether as autonomous institutions or as part of a government 
agency, have had a long history of planning (Nickel, 2017).  
For a long time, senior management in higher education institutions has understood that the 
planning horizon is limited to an annual declaration by the incumbent funding council of the 
funding allocations, i.e., one year (Herbst, 2007). Despite this, a lot of time and effort is spent 
preparing and designing models of resource distribution that support the purpose of the 
organization. The institution's strategic planning and finance divisions are expected to 
periodically generate corporate plans, five-year financial estimates, and annual operating 
plans for internal use. The decline of public spending, increased focus on the effective use of 
resources and management have influenced strategic management in higher education 
(Bradley et al., 2008). The preparation and execution of the formulated strategy are among the 
most critical strategic management processes (Tawse & Tabesh, 2021). Any company must be 
able to put forward concrete plans and execute strategies successfully.  
In the context of Tanzania's higher education institutions (HEIs), strategic management is 
particularly relevant. The country's HEIs are influenced by factors such as limited public 
funding, the need to optimize resource utilization, and the dynamic nature of the education 
sector (Mgaiwa, 2018). In order to navigate these challenges and fulfill their missions, 
Tanzanian HEIs must engage in strategic planning and execution. The implementation of 
market-driven policies by the World Bank and the IMF has also seen a decline in government 
support while rising student enrollment has been ignored (Rowden, 2011). The number of 
donations remained the same, and lodging and reading facilities were also not considered. 
Especially the 1980s, donors and students experiencing this crisis turned into protests and 
strikes as both called for better university conditions (Chege, 2006). 
Like every other business, tertiary institutions are confronted by an environment of shifting 
economies, rapid technological growth, aggressive competition, and challenging consumer 
needs (Almor & Hashai, 2004). Tanzania's HEIs can adopt various strategic approaches based 
on their specific goals and circumstances. These approaches may include enhancing the 
quality of education and research, expanding access to education, strengthening partnerships 
with industries and communities, diversifying revenue streams, improving governance and 
administrative processes, and leveraging technology for teaching and learning (Holcombe et 
al., 2023).  

The significance of this research lies in both addressing a knowledge gap and contributing to 
practical improvements in the strategic management of HEIs in Tanzania. Scholarly attention 
to strategy implementation in Tanzanian private universities remains limited. Most prior 
studies of strategic management in the country have focused on public universities or general 
sector-wide challenges, leaving the specific dynamics of private institutions under-examined 
(Kambuga et al., 2025). There is a clear need for more context-specific insights – a need 
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highlighted by recent reviewers who emphasize additional research is required to tackle the 
implementation challenges identified in Tanzania’s higher education system (Kambuga et al., 
2025). By focusing on a private university case, this study responds directly to that gap in the 
literature. It aims to shed light on how strategic plans are executed (or impeded) in a private 
HEI context, offering evidence and analysis that can enrich the understanding of strategic 
management in similar environments. The potential impact of such research is considerable. 
At the institutional level, findings can inform university leaders and managers about effective 
practices and common pitfalls in strategy implementation, leading to better alignment of 
resources, personnel, and processes with strategic goals (Sywelem & Makhlouf, 2023). At the 
policy level, the insights can guide regulators and stakeholders in designing supportive 
frameworks that enable private universities to fulfill their strategic plans – for instance, 
through improved oversight, capacity-building initiatives, or funding mechanisms that 
incentivize successful execution (TCU, 2019). Strengthening strategic implementation in 
higher education ultimately contributes to improving educational quality and institutional 
performance, which aligns with Tanzania’s broader development ambitions. Notably, the 
Tanzanian Development Vision 2025 and related national plans explicitly recognize the role of 
higher education in producing the skilled human capital needed for socio-economic progress 
(URT, 2016). Achieving these national goals partly hinges on universities effectively carrying 
out their strategic mandates to expand access, enhance quality, and innovate in teaching and 
research. Furthermore, policymakers have acknowledged that a robust private higher 
education sub-sector is essential for meeting growing demand under public resource 
constraints (World Bank, 2021). Ensuring that private universities can implement their 
strategies successfully is therefore not only an organizational concern but also a matter of 
national interest. In this light, the present study’s focus on a Tanzanian private university is 
both timely and relevant, as it will generate knowledge that helps bridge the gap between 
strategic planning and implementation – translating plans on paper into positive outcomes on 
the ground. Such knowledge stands to benefit higher education stakeholders in Tanzania and 
beyond, by providing evidence-based recommendations to improve the execution of strategy 
and thereby enhance the overall effectiveness and sustainability of HEIs. 

RESEARCH DESIGN 

This research employs a descriptive research design to accurately depict the characteristics 
of managers and lecturers at Tumaini University, Dar es Salaam College. Data collection 
involves both open and closed-ended questions to provide insights into the phenomena under 
investigation. 

Participants 

The study focuses on Dar es Salaam, Tanzania, the country's largest city with a population 
exceeding six million. Dar es Salaam hosts fourteen accredited universities, representing 26% 
of the nation's total universities. The selection of Dar es Salaam as the study area is also 
influenced by its proximity to the researcher's residence. 

Study Population  

The population under investigation comprises senior management, middle management, 
and academic staff of universities in Dar es Salaam. Students are excluded due to their limited 
duration of stay and relatively lower understanding of strategic implementation factors. 

Sample Size and Sampling Techniques  

A private university was randomly selected from a comprehensive list of registered 
universities in Dar es Salaam using stratified random sampling. The selected university's 
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population was stratified into senior management, middle management, and academic staff. 
Within each stratum, study participants were selected using simple random sampling. The 
sample size of 95 respondents was determined to ensure a representative representation of the 
population, following established formulae. 

Data Collection 

Data for this study were collected using structured questionnaires administered to selected 
participants from a private university in Tanzania. The questionnaire included both closed-
ended and Likert-scale questions designed to capture perceptions and experiences related to 
corporate strategy implementation. The instrument covered key themes such as strategic 
execution, organizational structure, managerial effectiveness, and external environmental 
influences.  
Data Management and Analysis 

Data collected through questionnaires were entered directly into IBM SPSS Statistics 
version 26 for analysis and storage. Descriptive statistics, including frequencies for categorical 
variables, were utilized to describe the dataset. Composite variables were generated by 
aggregating items related to strategy implementation, external environmental effects, 
organizational structure influence, and managerial impact. These composite variables were 
categorized based on a cutoff point of 3, with scores above 3 classified as "agreed" and scores 
equal to or below 3 classified as "disagreed". The proportion of respondents agreeing or 
disagreeing with each category of strategy implementation was determined using frequency 
analysis. Chi-square tests were conducted to assess the association between independent 
variables (e.g., experience) and the dependent variable (strategy implementation), with a 
significance level set at p < 0.05. 

RESULTS 

Sample Size Distribution  

The sample size distribution table 1 outlines the allocation of participants across different 
strata and categories within the selected university. It depicts a hierarchical breakdown within 
an academic institution. with a total sample size of 95. This data offers insights into the 
organizational composition and distribution of roles within the institution.  
 
Table 1: The sample size distribution table 

 

SN Stratum Category Sample Size 

 Senior Management Deans 1 

Directors 2 
Total 3 

 Middle Management Heads of Dept 2 
Heads of Units 3 

Total 5 

 Academic Staff Senior lectures 5 
Lecturers 19 

Assistant Lecturers 48 

Tutorial Assistants 15 

Total 87 

 TOTAL SAMPLE SIZE  95 
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Demographic Information  

The demographic information on the gender, duration of the working for the current 
employer and working department or section. It also sought study participants’ responses on 
team work, University management assisting employee’s careers, opinion on the changes that 
affect the overall performance, the level of satisfaction in strategy implementation, the level of 
supervision and performance management framework.  

The table 2 below provides a comprehensive breakdown of various background 
information variables among the study participants. The data presented on gender 
distribution, work experience, departmental positions, perceptions of teamwork, employee 
empowerment, satisfaction with strategy implementation, quality of supervision, and 
awareness of the performance management framework collectively offer valuable insights into 
the participants' diverse perspectives and experiences within the university context.  

Table 2. Background information  

 
Variable Frequency (n) Percent (%) 

Gender   

 Male 68 70.1 

 Female 29 29.9 

Duration of working for current employer 
(years) 

  

 ≤ 2 15 15.5 

 3 - 5 46 47.4 

 6 - 10 21 21.6 

 >10 15 15.5 

Department    

 Top management 12 12.4 

 Middle management 15 15.5 

 Academic staff 69 71.1 

 Other 1 1.0 

Team work improve performance   

 Disagree 3 3.1 

 Neutral 3 3.1 

 Agree 91 93.8 

University assist employee to discover their 
potential 

  

 Disagree 6 6.2 

 Neutral 29 29.9 

 Agree 62 63.9 

Issues with proposed university changes   

 Yes 76 78.4 

 No 21 21.6 

University empowering employees    

 Disagree 15 15.5 

 Neutral 46 47.4 

 Agree 36 37.1 

Satisfaction in university strategy 
implementation 
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 Dissatisfied 3 3.1 

 Neutral 39 40.2 

 Satisfied 55 56.7 

Quality of supervision in your university   

 Not supportive 3 3.1 

 Neutral 28 28.9 

 Supportive 66 68.0 

University performance management 
framework 

  

 Yes 89 91.8 

 No 8 8.2 

 
The study reveals a significant gender disparity with the higher proportion of male 
participants (70.1%) compared to female participants (29.9%). This imbalance may reflect 
broader trends in gender representation within the University setting, potentially indicating a 
need for more gender diversity initiatives. Regarding the duration of the employment, 
participants exhibit diverse experiences, with 15.5% reporting short-term employment of up 
to 2 years, which suggest the presence of new hires or high turn-over in some roles. The 
moderate term employment group forms the largest segment (47.4%), indicating nearly half 
of the participants have a moderate level of experience with the University’s environment and 
operations. Additionally, 21.6% have 6 to 10 years of experience, and 15.5% boast over a decade 
of service. The last two groups indicate more stability and very experienced employees, who 
are likely to play a crucial role in mentoring newer staff. 

The distribution across different departments shows the functional diversity within the 
university. The top management (12.4%) representing senior leaders responsible for strategic 
decision-making and governance. The (15.5%) are middle managers, who are responsible to 
facilitate the implementation of strategies and policies. and a substantial majority (71.1%) are 
academic staff, highlighting the university's academic core. A small proportion (1.0%) falls into 
the "Other" category, potentially encompassing administrative or support roles. 

A strong consensus emerges on the positive impact of team work on performance. 
Majority of participants agree (93.8%) that teamwork improves performance; this suggests a 
collaborative culture within the University. Only a few participants (3.1%) hold neutral or 
contrary views. Opinions on whether the University assists employees (63.9%) believe the 
university supports employees in discovering their potential. A notable proportion remains 
neutral, which indicates areas for improvement in support mechanism.  

The survey indicates significant concern regarding proposed changes. Majority (78.4%) 
express issues with the changes, suggesting potential resistance among staff. A minority of 
respondents (21.6%) are optimistic. 

Regarding empowerment, 37.1% agree that the university empowers its workforce, 
however, (47.4%) remain neutral, reflecting uncertainty or mixed experiences, while some 
participants (15.5%) do not feel empowered. Participants’ satisfaction levels with strategy 
implementation show a positive inclination. More than half (56.7%) express satisfaction with 
strategy implementation efforts, indicating effective strategy execution. Around (40.2%) are 
neutral, suggesting room for clearer communication or improvement in strategic processes. 
Most participants (68.0%) perceive supervision as supportive, which is essential for a positive 
work environment. Some remain neutral (28.9%) and not supportive (3.1%) highlighting areas 
needed improvement. 

 A clear majority acknowledge the presence of a performance management framework 
(91.8%) which is important for maintaining standards and accountability, and indicating high 
engagement levels.  
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Factors associated with opinion of the implementation of university strategy 

Table 3 below presents a comprehensive analysis of factors associated with participants' 
opinions on the implementation of the university's strategy. The table highlights several key 
variables and their respective categories, including Sex, Duration of work (years), Department, 
Education, Teamwork Improvement, University's role in helping discover potential, 
University's empowerment of employees, Satisfaction with university strategy 
implementation, Quality of supervision, Issues with proposed university changes, and 
Frequency of highlighting development opportunities to staff.  
 
Table 3 

  Strategy Implementation  

Variable Category Agree n (%) Disagree n (%) P - 
value 

Sex Male 52 (76.5) 16 (23.5) 0.036 

Female 16 (55.2) 13 (44.8) 

Duration of work 
(years) 

≤ 2 10 (66.7) 5 (33.3) 0.003 

3 - 5 38 (82.6) 8 (17.4) 
6 - 10 8 (38.1) 13 (61.9) 
>10 12 (80.0) 3 (20.0) 

Department Top management 9 (75.0) 3 (25.0) 0.434 
Middle 
management 

12 (80.0) 3 (20.0) 

Academic staff 47 (68.1) 22 (31.9) 
Other 0 (0.0) 1 (100) 

Education Masters 42 (68.9) 19 (31.1) 0.726 
PHD 26 (72.2) 10 (27.8) 

Team work improve 
performance 

Disagree 3 (100) 0 (0.0) 0.493 
Neutral 3 (100) 0 (0.0) 
Agree 62 (68.1) 29 (31.9) 

University help 
discover of potential 

Disagree 3 (50.0) 3 (50.0) 0.083 
Neutral 17 (58.6) 12 (41.4) 
Agree 48 (77.4) 14 (22.6) 

University 
empowering 
employee 

Disagree 9 (60.0) 6 (40.0) 0.087 
Neutral 29 (63.0) 17 (37.0) 
Agree 30 (83.3) 6 (16.7) 

Satisfaction in 
university strategy 
implementation 

Dissatisfied  0 (0.0) 3 (100) < 0.001 

Neutral 22 (56.4) 17 (43.6) 
Satisfied 46 (83.6) 9 (16.4) 

Quality of 
supervision in your 
university 

Not supportive 0 (0.0) 3 (100) < 0.001 

Neutral 14 (50.0) 14 (50.0) 
Supportive 54 (81.8) 12 (18.2) 

Issues with 
proposed university 
change 

Yes 23 (30.3) 53 (69.7) 0.881 
No 6 (28.6) 15 (71.4) 

Frequency of 
highlight 
development 
opportunity to staff  

Often 22 (75.9) 7 (24.1) 0.710 
Don’t know 22 (66.7) 11 (33.3) 
Not at all 24 (68.6) 11 (31.4) 
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Figure 1. The bar graph shows the percentage of agreement of participants on strategy 

implementation.  

 
The data in Table 3 and figure 1 shed light on several factors linked to participants' opinions 
about the implementation of university strategy. Notably, gender appeared to significantly 
impact perceptions of strategy implementation. A substantial majority of male participants 
(76.5%) agree with the university strategy, while 23.5% disagree. Only (55.2%) of females agree 
and 44.8% disagree. The different between genders is statistically significant (p = 0.036), 
suggesting that males are more likely to perceive the strategy implementation positively 
compared to females.     

Work experience played a pivotal role, as participants with shorter (≤ 2 years) and longer 
(> 10 years) tenures demonstrated higher agreement (66.7% and 80.0%, respectively), 
compared to those with 6 to 10 years (38.1%), revealing a significant relationship (p = 0.003), 
indicating that employees with 3-5 years or over 10 years of experience are more likely to agree 
with the strategy compared to those with 6-10 years. Educational perception shows similar 
across background (p=0.726). There is a belief about team work, employee’s potential and 
feeling of empowerment correlate with strategy implementation views, but not significant. 
Satisfaction levels significantly impact views on strategy implementation (P=0.001). 

Moreover, the university's supportive environment displayed its significance. Those who 
perceived supportive supervision (81.8%) were more aligned with strategy implementation, 
contrasting with participants who considered supervision not supportive (P < 0.001). 
Additionally, the frequency of highlighting development opportunities impacted opinions, 
with 75.9% of participants who reported "Often" holding favorable perspectives.  
 
Factors associated with opinion on effect of external environment on university strategy 
implementation. 

Table 4 below presents a comprehensive analysis of the factors influencing participants' 
opinions regarding the effect of the external environment on university strategy 
implementation. This complex examination highlights various demographic and 
organizational attributes that correlate with participants' viewpoints. 
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Table: 4 

  External environment affects 
strategy implementation 

 

Variable Category Agree n (%) Disagree n (%) P - 
value 

Sex Male 52 (78.8) 14 (21.2) 0.752 

Female 22 (75.9) 7 (24.1) 

Duration of work 
(years) 

≤ 2 15 (100) 0 (0.0) < 0.001 

3 - 5 36 (80.0) 9 (20.0) 

6 - 10 18 (90.0) 2 (10.0) 

>10 5 (33.3) 10 (66.7) 

Department Top management 6 (50.0)  6 (50.0) 0.038 

Middle 
management 

9 (69.2) 4 (30.8) 

Academic staff 58 (84.1) 11 (15.9) 

Other 1 (100) 0 (0.0) 

Education Masters 47 (79.7) 12 (20.3) 0.595 

PHD 27 (75.0) 9 (25.0) 

Team work improve 
performance 

Disagree 3 (100) 0 (0.0) 0.787 

Neutral 2 (66.7) 1 (33.3) 

Agree 69 (77.5) 20 (22.5) 

University help 
discover of potential 

Disagree 5 (83.3) 1 (16.7) 1.000 

Neutral 23 (79.3) 6 (20.7) 

Agree 46 (76.7) 14 (23.3) 

University 
empowering 
employee 

Disagree 15 (100) 0 (0.0) 0.026 

Neutral 31 (68.9) 14 (31.1) 

Agree 28 (80.0) 7 (20.0) 

Satisfaction in 
university strategy 
implementation 

Dissatisfied  3 (100) 0 (0.0) 0.399 

Neutral 28 (71.8) 11 (28.2) 

Satisfied 43 (81.1) 10 (18.9) 

Quality of 
supervision in your 
university 

Not supportive 3 (100) 0 (0.0) 0.633 

Neutral 19 (73.1) 7 (26.9) 

Supportive 52 (78.8) 14 (21.2) 

Issues with 
proposed university 
change 

Yes 56 (75.7) 18 (24.3) 0.389 

No 18 (85.7) 3 (14.3) 

Frequency of 
highlight 
development 
opportunity to staff  

Often 17 (58.6) 12 (41.4) 0.007 

Don’t know 27 (81.8) 6 (18.2) 
Not at all 30 (90.9) 3 (9.1) 
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Figure 2. The bar graph shows the percentage of agreement of participants on the influence 

of external environment to strategy implementation.  

 
Table 4 and figure 2 above revealed that gender (Sex) did not significantly impact opinions on 
the external environment’s effect on strategy implementation. Both male (78.8%) and female 
(75.9%) participants had similar perceptions regarding the influence of the external 
environment (P = 0.752). However, the participants' duration of work exhibited substantial 
disparities. Those with shorter tenures (≤ 2 years) and those with longer ones (> 10 years) held 
stronger opinions, with 100% and 33.3% agreement, respectively, while those with 6 to 10 years 
expressed varying sentiments (P < 0.001). This disparity indicates mid-term employees are 
more likely to agree that the external environment affects strategy implementation, whereas 
veteran employees are more sceptical.  

Moreover, the participants' roles within the university influences opinions significantly. 
Top management showed a balanced divide (50.0% agreement), while academic staff indicated 
strong agreement (84.1%) and middle management leaned towards agreement (69.2%) (P = 
0.038), suggesting that academic staff are more likely to agree that the external environment 
impacts strategy implementation, while top management is more. Participants' educational 
background did not yield significant differences in opinions, so there is a similar perception 
across different educational background. The beliefs about teamwork, employee discovering 
potential, level of satisfaction, quality of and proposed supervision university changes do not 
influence views on external environment. Participants who perceived their university as 
empowering employees demonstrated a higher level of agreement (80.0%) (P = 0.026), 
suggesting that those who feel empowered are more likely to agree that the external 
environment affects strategy implementation. Similarly, the frequency of highlighting 
development opportunities impacted opinions, with 58.6% agreement for "Often," 81.8% for 
"Don’t know," and 90.9% for "Not at all" (P = 0.007). The relationship is significant, indicating 
that those who are less aware of development opportunities are more likely to agree that the 
external environment affects strategy implementation.  
 
Factors associated with opinion on influence of organizational structure on university 
strategy implementation 
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Table 5.  

  Organizational structure influence 
strategy implementation 

 

Variable Category Agree n (%) Disagree n (%) P - 
value 

Sex Male 55 (83.3) 11 (16.7) 0.098 

Female 28 (96.6) 1 (3.4) 

Duration of work 
(years) 

≤ 2 13 (86.7) 2 (13.3) < 0.001 

3 - 5 44 (97.8) 1 (2.2) 

6 - 10 18 (90.0) 2 (10.0) 
>10 8 (53.3) 7 (46.7) 

Department Top management 6 (50.0) 6 (50.0) 0.001 

Middle 
management 

13 (100) 0 (0.0) 

Academic staff 63 (91.3) 6 (8.7) 

Other 1 (100)         0 (0.0) 

Education Masters 53 (89.8) 6 (10.2) 0.362 
PHD 30 (83.3) 6 (16.7) 

Team work improve 
performance 

Disagree 3 (100) 0 (0.0) 1.000 
Neutral 3 (100) 0 (0.0) 

Agree 77 (86.5) 12 (13.5) 

University help 
discover of potential 

Disagree 5 (83.3) 1 (16.7) 0.889 

Neutral 26 (89.7) 3 (10.3) 

Agree 52 (86.7) 8 (13.3) 

University 
empowering 
employee 

Disagree 12 (80.0) 3 (20.0) 0.006 

Neutral 36 (80.0) 9 (20.0) 

Agree 35 (100) 0 (0.0) 

Satisfaction in 
university strategy 
implementation 

Dissatisfied  0 (0.0) 3 (100) 0.002 

Neutral 36 (92.3) 3 (7.7) 
Satisfied 47 (88.7) 6 (11.3) 

Quality of 
supervision in your 
university 

Not supportive 0 (0.0) 3 (100) 0.002 

Neutral 23 (88.5) 3 (11.5) 

Supportive 60 (90.9) 6 (9.1) 

Issues with 
proposed university 
change 

Yes 62 (83.8) 12 (16.2) 0.062 
No 21 (100) 0 (0.0) 

Frequency of 
highlight 
development 
opportunity to staff  

Often 23 (79.3) 6 (20.7) 0.012 

Don’t know 33 (100) 0 (0.0) 
Not at all 27 (81.8) 6 (18.2) 
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Figure 3. The pie chart shows the percentage of agreement of participants on the influence of 

organizational structure to strategy implementation.  

 
Table 5 and figure 3 offer a detailed analysis of various factors influencing participants' 
opinions regarding the impact of organizational structure on university strategy 
implementation.  
Gender differences revealed notable trends, 83.3% of males and a substantial 96.6% of females 
agreed that organizational structure influences strategy implementation (P = 0.098), 
suggesting that females are highly more inclined to agree that organizational structure impacts 
strategy implementation compared to males. The relationship between duration of work and 
agreement is highly significant (P < 0.001), indicating that those with moderate tenure (3-5 
years) are most likely to agree, while veteran employees show more skepticism. 

Organizational roles played a pivotal role, with academic staff expressing strong 
agreement (91.3%), middle management displaying unanimous agreement (100%), and top 
management and other categories exhibiting divided opinions. The differences are statistically 
significant (P = 0.001), indicating that middle management and academic staff are more likely 
to agree on the influence of organizational structure compared to top management. 
Educational background did not yield significant differences in opinions (P = 0.362), 
suggesting similar perceptions across different educational backgrounds.  

A striking observation emerged concerning the university's role in empowering 
employees and the participants' satisfaction levels. Participants who perceived their university 
as empowering employees demonstrated unanimous agreement (100%) (P = 0.006). Similarly, 
those who reported supportive supervision and higher levels of satisfaction also exhibited 
strong agreement (P = 0.002). Furthermore, the frequency of highlighting development 
opportunities and its impact on opinions was noteworthy. Participants who reported frequent 
opportunities (Often) demonstrated an agreement of 79.3%, while those who were unsure 
(Don't know) exhibited unanimous agreement (100%) (P = 0.012), which indicates that those 
who are unsure or perceive no highlighting of development opportunities are more likely to 
agree on the influence of organizational structure. 
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Factors associated with opinion on effect of managerial skills on university strategy 

implementation 

Table 6.  

  Managerial skills have effect on 
strategy implementation 

 

Variable Category Agree n (%) Disagree n (%) P - 
value 

Sex Male 60 (90.9) 6 (9.1) 0.001 

Female 17 (60.7) 11 (39.3) 

Duration of work 
(years) 

≤ 2 13 (86.7) 2 (13.3) 0.361 
3 - 5 39 (86.7) 6 (13.3) 

6 - 10 13 (68.4) 6 (31.6) 
>10 12 (80.0) 3 (20.0) 

Department Top management 12 (100) 0 (0.0) 0.170 

Middle 
management 

12 (92.3) 1 (7.7) 

Academic staff 52 (76.5) 16 (23.5) 

Other 1 (100) 0 (0.0) 

Education Masters 45 (77.6) 13 (22.4) 0.166 
PHD 32 (88.9) 4 (11.1) 

Team work improve 
performance 

Disagree 3 (100) 0 (0.0) 1.000 

Neutral 3 (100) 0 (0.0) 

Agree 71 (80.7) 17 (19.3) 

University help 
discover of potential 

Disagree 3 (50.0) 3 (50.0) 0.036 

Neutral 21 (75.0) 7 (25.0) 

Agree 53 (88.3) 7 (11.7) 

University 
empowering 
employee 

Disagree 12 (80.0) 3 (20.0) 0.030 

Neutral 32 (72.7) 12 (27.3) 

Agree 33 (94.3) 2 (5.7) 

Satisfaction in 
university strategy 
implementation 

Dissatisfied  0 (0.0) 3 (100) 0.002 

Neutral 30 (76.9) 9 (23.1) 

Satisfied 47 (90.4) 5 (9.6) 

Quality of 
supervision in your 
university 

Not supportive 0 (0.0) 3 (100) < 0.001 

Neutral 17 (68.0) 8 (32.0) 

Supportive 60 (90.9) 6 (9.1) 

Issues with 
proposed university 
change 

Yes 56 (76.7) 17 (23.3) 0.011 

No 21 (100) 0 (0.0) 

Frequency of 
highlight 
development 
opportunity to staff  

Often 28 (96.6) 1 (3.4) 0.019 

Don’t know 27 (81.8) 6 (18.2) 
Not at all 22 (68.8) 10 (31.3) 
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Figure 4. The pie chart shows the percentage of agreement of participants on the influence of 

managerial skills to strategy implementation. 

 
Table 6 and figure 4 presents an insightful exploration of the factors shaping participants' 
opinions concerning the impact of managerial skills on university strategy implementation. 

Males are more likely to perceive managerial skills as impactful compared to females, as 
90.9% of males agreed that managerial skills affect strategy implementation, in contrast to 
60.7% of females (P = 0.001). The duration of work demonstrated no specific patterns, with 
those in the ≤ 2 years category displaying strong agreement (86.7%), while differing sentiments 
emerged among those with 6 to 10 years of tenure (68.4%) (P = 0.361). Organizational roles 
highlighted significant variations. Top management and academic staff exhibited strong 
agreement (100% and 76.5%, respectively), while middle management and other categories 
showed divided opinions (P = 0.170). Educational background did not yield substantial 
differences in opinions, which indicates similar perceptions across different educational 
backgrounds. 

An intriguing revelation emerges when examining the university's role in empowering 
employees and participants' satisfaction levels. Those who perceived their university as 
empowering employees demonstrated overwhelming agreement (94.3%) (P = 0.030), 
indicating that those who agree that the university helps discover potential are more likely to 
also agree that managerial skills impact strategy implementation. Similarly, participants who 
reported supportive supervision and higher levels of satisfaction also showed strong 
agreement (P < 0.001), showing that supportive supervision is crucial for agreement on the 
influence of managerial skills. Furthermore, the frequency of highlighting development 
opportunities and its influence on opinions proved noteworthy. Participants who reported 
frequent opportunities exhibited strong agreement (96.6%), while those who were unsure and 
those with fewer opportunities demonstrated varying perceptions (P = 0.019), indicating that 
frequent highlighting of development opportunities correlates with stronger agreement on the 
impact of managerial skills. 

 

DISCUSSION AND CONCLUSION 

Gender 

The majority of the study respondents were male (70.1%), while female represented by only 
29.9%. The findings conform with the (UNESCO, 2020) report that only 24% of academic staff 
in tertiary education across sub-Saharan Africa are female(UNESCO, 2020). This 
underrepresentation of women in the academic field is a prevalent issue that requires attention 
and action from higher education institutions (Ballenger, 2010; Morley, 2013). Furthermore, 
the African Evidence Research Database 2020 also highlights the low percentage of female 
researchers, which stands at just 32%. This gender imbalance not only affects the 
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representation of women in academia but also hampers the realization of their full potential, 
which has implications for the country's economy and overall development (Olutayo & 

Adebayo, 2021). The findings from this study underscore the need for higher education 
institutions to actively promote and support the engagement of women in academia. 
Initiatives such as mentorship programs, targeted recruitment efforts, flexible work policies, 
and creating a conducive environment for women's advancement can help address the gender 
gap and harness the untapped potential of female academics(Goethals & Hoyt, 2017). 
By actively encouraging women's participation and ensuring equal opportunities for career 
progression, universities can foster diversity, inclusivity, and innovation within their 
academic communities. It is essential for institutions to recognize and address the barriers that 
hinder women's involvement in academia, such as gender bias, limited representation in 
leadership positions, and work-life balance challenges (“Cracking the Code Girls’ and 
Women’s Education in Science, Technology, Engineering and Mathematics (STEM),” 2017). 
 

Working Experience 
The study revealed that approximately 40% of the employees had served the university for 
more than five years, indicating a significant portion of experienced and long-term staff within 
the institution. This longevity in service can be beneficial for the realization of long-term 
strategic plans, as employees who have been with the university for an extended period tend 
to have a deeper understanding of the organization's goals, culture, and processes(Kozjek & 

Ferjan, 2015). Their accumulated knowledge and institutional memory can contribute to 
smoother implementation and continuity in strategic initiatives (Vaughan, 2002). Moreover, 
the finding that 15% of the employees had been with the university for over ten years 
highlights the presence of a dedicated and loyal workforce. These long-serving employees 
often possess valuable institutional knowledge, relationships, and expertise that can be 
leveraged for effective strategy implementation (Wright & Bonett, 2002). Their commitment and 
familiarity with the university's operations can contribute to higher levels of employee 
engagement throughout the entire implementation (Meyer & Allen, 1997) process. On the other 
hand, the study also identified that 15% of the academic staff were newly recruited, with less 
than two years of experience at the university. This suggests the presence of recent hires who 
may be contributing to the introduction of new courses or expansion programs within the 
institution (Trowler & Knight, 2000). The recruitment of fresh talent can bring in innovative 
ideas, diverse perspectives, and specialized expertise that align with the evolving needs and 
strategic directions of the university (Korte, 2009). However, it is important for the institution 
to provide appropriate onboarding and support to integrate these new staff members 
effectively into the organization's strategic plans. 
 

Employee Positions 

The lecturing staff comprises the highest percentage, accounting for 71% of the total workforce. 
This finding aligns with the typical structure of academic institutions, where lecturers or 
faculty members play a critical role as operational personnel responsible for delivering 
academic courses and conducting research (Welch, 2005). Lecturing staff are the core 
implementers of the institution's educational programs. They possess subject matter expertise 
and are responsible for teaching students, conducting research in their respective fields, and 
providing guidance and mentorship (Knight et al., 2006). As such, their numbers tend to be 
the highest within the organization. On the other hand, the table reveals that a smaller 
proportion of employees are in top management positions, accounting for only 12% of the total 
workforce. These individuals occupy leadership roles within the institution and are 
responsible for formulating and implementing the university's overall strategies and policies 
(Clark, 2003; Gmelch & Ramsden, 2000). Top management typically includes positions such as 
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the university president or chancellor, vice-chancellors, deans, and department heads. The 
middle management positions, which comprise 15.5% of the workforce, bridge the gap 
between the lecturing staff and top management. Employees in these roles are often 
responsible for supervising and coordinating the activities of the lecturers, managing 
departments or units within the institution, and supporting the implementation of strategic 
initiatives (de Boer & Goedegebuure, 2009). Middle management positions may include heads 
of departments, program coordinators, and other administrative roles. The distribution of 
employees reflects the hierarchical structure commonly observed in academic institutions 
(Enders et al., 2011). This structure recognizes the importance of having a substantial number 
of lecturers to handle the day-to-day academic operations while entrusting a smaller group of 
individuals with managerial responsibilities. The presence of a majority of lecturing staff 
highlights the emphasis placed on teaching and research as the primary functions of the 
institution. The lecturers' expertise and dedication contribute to the core mission of imparting 
knowledge and nurturing students' intellectual growth (Jung, 2012). Meanwhile, the limited 
number of individuals in top and middle management positions suggests a hierarchical 
decision-making structure where strategic direction and overall governance are centralized 
among a select few (Musselin, 2007). It is important for the institution to strike a balance 
between the number of lecturers and managerial staff. While the lecturers form the backbone 
of academic activities, effective management is crucial for ensuring the institution's strategic 
objectives are met, resources are optimized, and policies are implemented effectively (Honan 
& Teferra, 2001). Collaborative efforts between lecturing staff and management personnel are 
essential to achieve the institution's overarching goals and maintain a successful academic 
environment (Bryman, 2007). 

 

The importance of team work in improving performance 

The majority of respondents, accounting for 94%, agreed that teamwork is a critical factor in 
raising performance. This overwhelming agreement reflects a consensus among the academic 
staff that collaboration and working together as a team have a positive impact on their own 
performance and the overall success of the institution. On the other hand, a small percentage 
of respondents, approximately 3.1%, disagreed with the statement. This finding aligns with 
the research conducted by (Schmutz et al., 2019), which supports the notion that effective 
teamwork contributes to increased performance. Team collaboration has been shown to 
improve communication, efficiency, and problem-solving within academic and professional 
environments(Mathieu et al., 2017; Salas et al., 2008). When academic staff members 
collaborate and work as a team, they can pool their diverse skills, knowledge, and expertise to 
tackle complex challenges, share ideas, and support one another. This collective effort can lead 
to improved productivity, innovative solutions, and enhanced outcomes in teaching, research, 
and other institutional endeavors (Trimpop, 2005). Based on these findings, it is crucial for 
university management to recognize the significance of teamwork and prioritize its 
development and maintenance. Emphasizing the value of teamwork as an organizational 
approach can have far-reaching benefits (Hollenbeck et al., 2012). By fostering a collaborative 
culture, universities can create an environment that encourages effective communication, 
mutual support, and cooperation among academic staff members.  

 

 

 

Universities providing opportunities to employees to discover their full potential 
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 Around 63.9% of the respondents agreed that their university provides opportunity for their 
carrier. This indicates a significant majority of academic staff who feel that their institution 
creates an environment conducive to professional growth and development. On the other 
hand, only a small proportion of respondents, approximately 6%, disagreed with the 
statement, while the rest expressed a neutral stance. The response from the academic staff 
aligns with the findings highlighted by (Truitt, 2011), which emphasize the positive correlation 
between employee training and working proficiency. By providing opportunities for staff to 
discover their full potential, universities can enhance their employees' skills, knowledge, and 
expertise, which ultimately leads to improved performance and productivity (Tansky & 
Cohen, 2001). Creating an environment that supports professional growth and development 
is crucial for retaining and motivating talented staff, as it demonstrates that the institution 
values their individual contributions and is committed to their career advancement (Sung & 
Choi, 2014). The fact that 37% of the employees in the institution have worked there for more 
than five years is noteworthy. This suggests a level of satisfaction and engagement among a 
significant portion of the academic staff. When employees feel that their institution offers 
opportunities for them to discover and realize their full potential, they are more likely to 
develop a sense of loyalty and commitment to the organization (Kuvaas & Dysvik, 2010).  

 

Issues with proposed institutional changes 

Majority of the respondents, accounting for 78.4%, have issues or concerns with the changes 
implemented by the institution. On the other hand, a smaller percentage of respondents, 
approximately 21.6%, are okay or accepting of the proposed changes. These findings align 
with the principles of change management, particularly Curt Lewin's Change Management 
Model, as stated by (“ Field Theory in Social Science: Selected Theoretical Papers. Kurt Lewin 
,” 1951; Hussain et al., 2018). According to this model, organizational changes are often met 
with resistance and difficulty by the majority of employees. It is natural for individuals to 
prefer their comfort zones and find it challenging to adapt to new ways of working or different 
strategies (Oreg et al., 2011). The findings imply that even in higher learning institutions like 
universities, motivating employees and addressing their concerns is crucial for successful 
change implementation (Golembiewski, 2018). The resistance to change expressed by the 
majority of respondents suggests that the university needs to pay attention to the human 
aspect of change management. Employees may feel apprehensive or resistant to changes that 
disrupt their established routines, alter their roles, or require them to learn new skills (Vakola 

& Nikolaou, 2005). To effectively manage change, university management should engage in 
transparent and open communication, providing a clear rationale for the proposed changes 
and addressing any concerns or uncertainties (Rafferty & Griffin, 2006). Involving employees 
in the change process, seeking their input and feedback, and providing appropriate training 
and support can help alleviate resistance and increase acceptance (By, 2005). 

 

Internal Mechanisms that empower employees to reach their highest level of performance 

Around one-third (37%) of the respondents agreed that the university has sufficient internal 
mechanisms in place to support employee empowerment. In contrast, a majority of 
respondents, comprising 47%, expressed a neutral stance, while 15% disagreed with the 
notion. These findings are in line with the conclusions drawn by (J. H. Coun, Peters, Blomme, 
& Schaveling, 2021), who noted in their study that a well-implemented empowerment process 
can contribute to motivating and fostering employee and workplace proactivity. The results 
highlight the importance for academic institutions to establish robust internal mechanisms 
that effectively empower their employees. Empowerment involves providing individuals with 
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the authority, autonomy, resources, and support necessary to make decisions, take ownership 
of their work, and contribute to the achievement of organizational goals (Thomas & Velthouse, 
1990). When employees feel empowered, they are more likely to be motivated, innovative, and 
proactive in their organizations (Amundsen & Martinsen, 2014). Adequate internal 
mechanisms, such as clear communication channels, participatory decision-making processes, 
professional development opportunities, recognition and rewards systems, and a supportive 
organizational culture, are essential for enabling employee empowerment and improving their 
performance (Menon, 2001). 

 

Employee satisfaction on University’s Strategy Implementation 

This question sought to investigate the level of satisfaction among employees on the way the 
University implement its strategies. The study indicates that 56.7% of the employees expressed 
satisfaction with the way the university implements its strategies. In contrast, a minority of 
respondents, comprising only 3.1%, reported being unsatisfied. However, a significant 
proportion of employees, accounting for 40.2%, remained neutral in their response. These 
findings indicate that there is room for improvement in terms of employee engagement and 
satisfaction with the strategy implementation process. Berens, (2013) emphasized the 
importance of employee engagement in any organization, and our results demonstrate that 
only half of the employees are satisfied with the strategies, suggesting a need for enhanced 
understanding and participation in the strategy formulation and implementation processes 
(Markiewicz, 2011). To effectively achieve strategic objectives, universities need to focus on 
effectively informing and engaging their employees throughout the strategy formulation and 
implementation phases (John M. Bryson, 2017). Employee participation and involvement can 
lead to a better understanding and alignment of goals, increased ownership, and improved 
commitment to the strategies (Noble, 1999).By fostering a culture of transparency, 
communication, and inclusiveness, universities can enhance employee engagement and 
satisfaction with the implementation of strategies (Noble, 1999). This can be achieved through 
regular communication channels, such as town hall meetings, team meetings, and individual 
discussions, where employees are provided with updates on the strategies, have the 
opportunity to ask questions, share their perspectives, and provide feedback (Mantere & 
Vaara, 2008).  

 

Quality of Supervision in the University 

The study provides insights into the participants' perceptions of the level of supervision 
provided by their managers and leaders. The response reveals that 68% of the respondents 
agreed that the supervision they receive is supportive. This indicates that a majority of 
employees perceive their managers and leaders to be effective in providing guidance, support, 
and assistance in their work. On the other hand, only a small percentage, approximately 3.1%, 
expressed dissatisfaction with the supervision they receive, while 29% remained neutral in 
their response. The findings align with the study conducted by Bunger et al. (2019), which 
highlights the significant role of supervisors in shaping the implementation of strategies. 
According to the study, supervisors play four key roles in the implementation process: 
diffusing, synthesizing, mediating, and selling. Effective supervision involves not only 
providing clear instructions and guidance but also facilitating communication, coordinating 
efforts, resolving conflicts, and promoting buy-in and support for the strategies among the 
employees (Yukl, 2017).  
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Functional Performance Management Framework 

In this question, respondents were asked on their views if the university has a performance 
management framework in place. Majority of employees, accounting for 91.8%, were aware of 
the existence of a performance management framework. This suggests that the employees 
have knowledge of a system in place that is intended to align individual employee objectives 
with the overall goals of the organization. On the other hand, a small proportion of 
respondents, approximately 8.2%, indicated that they were not aware of such a framework. 
The performance management framework is the measure of alignment between employee and 
organizational objectives (Armstrong, 2017). The presence of a performance management 
framework is crucial for organizations, including universities, as it provides a structured 
approach to managing and evaluating employee performance. It serves as a mechanism to set 
clear expectations, define goals and objectives, monitor progress, provide feedback, and 
recognize and reward high performance (Denisi & Murphy, 2017). While the majority of 
employees in our study acknowledged the existence of a performance management 
framework, the focus now shifts to the effective implementation of the framework. 
Implementation entails consistently and rigorously applying the principles and processes 
outlined in the framework throughout the organization (Buckingham & Goodall, 2015). 
Organizations that integrate a structured performance review process experience improved 
employee engagement and productivity (Rao, 2004).  

 

Factors associated with opinion of the implementation of university strategy 

The study shows that there is a positive association on the opinions given by different genders. 
The results show that males (76.5%) tend to agree more with the university strategies than 
female (55.2%). Ilesanmi et al. (2018) stated that women especially in Africa are less engaged 
in decision making and it ranges from as low as 5% to 40% in South Africa. This is explained 
by the existing cultural diversities and practices, institutional barriers that favors women, 
restrictive laws and disproportionate access to education, health and resources. Our results 
are in line with the statement above, whereby lower opinions from females might be the result 
of their gender barriers to be engaged in formulation of the strategies. The study also shows 
the duration of working years is associated with positive opinions on university strategy 
implementation. Employees who stayed more than 10 years and those between 3-5 years 
significantly agreed positively to strategy implementation. (De Carlo, Dal Corso, Carluccio, 
Colledani, & Falco, 2020) was able to show that supervisor integrity and responsible behaviors 
have a positive effect on employee performance directly. He added that, positive supervisor 
behaviors influence performance indirectly. This reflects to our findings most respondents 
agreed that the university management provides supportive supervision and hence greater 
satisfaction in the implementation of the university strategy.  

 

Factors associated with opinion on effect of external environment on university strategy 

implementation 

The study reveals that majority of study respondents 77.9% agreed that external environment 
affects university strategies. Mason, (2007) concluded in his study that the external 
environment greatly affects the business strategies. They also pointed out that, since 
businesses and markets are complex adaptive systems, it is necessary for organizations to cope 
with complex and turbulence environments. (Shatilo, 2020) also mentioned that the external 
environment is chararcterised into two parts, the macro and micro-environments. The micro-
environment consists of factors like consumers’ evolution and change in their demands, 
suppliers’ attractiveness and availability, and the overall state of your competitors. The factors 
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of macro-environment include; economic factors, political stability of the country, existing 
legal framework and business regulations, social and cultural factors, technology influences 
etc. The results also show that employees worked less than ten years tends to agree with the 
effects of external environment have in the university strategy management. Despite the fact 
that employees who worked many years in the institutions have a lot of experiences on the 
external influences of their work, most of them disagree if there are any effects. This is also 
statistically significantly reflected in the response made by the top management on the extend 
of external factors influence on strategy implementation. Osorio-Londoño, Naranjo-Valencia, & 

Calderón-Hernández, (2020) described that in organizations proper training and employee better 
understanding of the company supports stratergy implementation. For employees who stayed 
in the organization for longer duration they are less likely to agree to a large extent that the 
external environmental forces are the main factors of poor strategy implementation. This 
might be due to their experiences on the job and implementation of the strategies.  

 

Factors associated with opinion on influence of organizational structure on university 

strategy implementation 

The study found that majority of the respondents agreed that organizational structure is 
important in strategy implementation. Organization structure is a relationship between work, 
systems, operating processes, people and teams to achieve common goal Eklund & Löfgren, 
(2021). Kavale, (2012) highlighted that proper match between the organization structure and 
strategy will lead to better performance. Our findings reflect most empirical research that 
showed positively that organizational structure is important in implementing the 
organizational strategies (Akintunde et al., 2016) (Nienaber, 2019) (Aladag et al., 2020). We also 
showed that employees who worked less than ten years in the organization tends to agree 
more, and it has a strong association, on the influence of organizational structure in strategy 
implementation. In addition, employee working at different organization levels shows a 
strong association on agreement response towards organizational structure influence. Our 
study is supported by findings of Eklund & Löfgren, (2021) who found that employee worked 
less than ten years are less satisfied with the management system structure and demand 
changes than those who worked more than ten years. A number of empirical research have 
found a positive correlation between organization structure and job satisfaction Blau & Scott, 
(2010). The job satisfaction is key in influencing employee to implement organization strategy 
effectively.  

 

Factors associated with opinion on effect of managerial skills on university strategy 

implementation 

Majority of employee agree (81.9%) that managerial skills is important in effective strategy 
implementation. Hyväri, (2016) pointed out that the roles of the top and middle management 
are essential in the effective company strategy implementation. While knowledge is the critical 
resource to any employee, it’s the management of knowledge that enables the organization to 
compete in the market (Wang et al., 2012). Xue, Bradley, & Liang, (2011) added that ineffective 
managers can lead to the failure of implementation of organization strategies. We also found 
that large percent of males (90%) agreed in comparison to females (60.7%). Due to the reason 
than most of the top university management are males, there is lower percentage of females 
agreed that managerial skill is important. The difference might be due to the fact that females 
are more likely than males due to their interactive style of management associated with success 
(Burke & Collins, 2001) (Cankaya & Serin, 2020). The study also showed a strong association 
between agreement response on the university support in discovering employee potential, 
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employee satisfaction in strategy implementation, quality of supervision, university changes, 
opportunities given to employees and the managerial skills effects on strategy 
implementation.  

Conclusion 
The study highlights key management challenges in strategy implementation, including 
resistance to change, lack of sufficient internal support mechanisms, and limited engagement 
of academic staff. Addressing these issues can improve institutional performance and foster a 
more effective learning environment. One critical implication is the need to enhance 
participatory decision-making in strategic planning. Higher education institutions should 
actively involve academic staff in the development and execution of strategies to reduce 
resistance to change and improve commitment to institutional goals. This aligns with best 
practices in educational management, where faculty engagement has been linked to improved 
institutional effectiveness. Additionally, the study underscores the importance of professional 
development opportunities for academic staff. Universities should strengthen mentorship 
programs, leadership training, and capacity-building initiatives to ensure that faculty 
members are well-equipped to contribute to strategy implementation. Given the gender 
disparity in higher education institutions, targeted programs for female faculty members can 
help promote inclusivity and enhance institutional diversity. Furthermore, integrating a 
structured performance management framework can provide clear benchmarks for evaluating 
strategy implementation success. By aligning institutional goals with measurable performance 
indicators, universities can foster a culture of accountability and continuous improvement. 
 

Study Limitations 

Study Limitations and Methodological Considerations: Several limitations and 
methodological considerations warrant acknowledgment in this study. Firstly, the inadequate 
responses obtained from the selected university may have implications for both the reliability 
and validity of the study's findings. With a low response rate, concerns arise regarding the 
stability and consistency of the collected data, potentially impacting the reliability of the 
results. Moreover, the limited response rate introduces the possibility of non-response bias, 
which could compromise the external validity of the findings by potentially skewing the 
representation of the university population's perspectives. 
Generalizability and Construct Validity Concerns: The exclusion of a public university, despite 
initial intentions, is another noteworthy limitation. This exclusion could have implications for 
both the generalizability and construct validity of the study. The absence of a public 
university's data might affect the generalizability of the findings beyond private universities, 
limiting the external validity of the study's conclusions. Furthermore, the potential 
introduction of sample bias due to the specific focus on private universities could impact the 
construct validity, raising questions about the extent to which the results accurately represent 
the broader higher education landscape. These concerns underscore the complexity of 
capturing the full spectrum of managerial challenges and strategies within the higher 
education sector. 

 

RECOMMENDATIONS 

Women are less represented in academic institutions, despite their huge potential in the 
leadership and management. Having significant number of women in the managerial position 
in academic institutions will raise performance due to their style of transformative leadership, 
which is currently less utilized by men in position. Over 90% of vice chancellors in Tanzania 
are men, therefor more effort is needed by the Tanzania Commission of Universities, 
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University Councils and Boards to empower women. University leaders and managers should 
continue to encourage and motivate their academic staff to work as a team for collective efforts 
in achieving organization strategies. It is very clear to most of employee that once there is good 
relation in work, coherence and leadership support, everyone will be willing to participate and 
share the knowledge and work to accomplish the organization goals. Private universities have 
huge challenge in align their workers when initiate changes in their institutions. Despite 
studies also are needed to look into public universities, but it is very obvious that people are 
not informed and prepared for the changes. Change management experts are important to be 
involved in universities, and they should not be ignored or undermines, in the circumstances 
when the major changes are needed. In addition, there is significant dissatisfaction about the 
presence of internal structures that support employees to achieve the highest of performance. 
Universities need to involve employee in setting these structures and mechanism open and 
clear so that employees understand, buy and follow. This will also help to improve strategy 
implementation and supervision by middle managers. Most employee are aware of the vital 
effects of external pressures to academic performance. Universities should have effective 
mechanisms that prepare them to cope with changes of the external environment. 
Furthermore, the organization structure should comprise a mix of junior and senior staff to 
leverage their views and opinions on how to plan and implement strategies. It will help to 
accommodate the ideas and different visions from diverse groups, which will facilitate easy 
implementation of organization goals. However, junior managers should be given trainings to 
manage the strategies implementation effectively.  
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