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Over more than three decades, there has been a sustained interest in strategic
planning in the public sector to secure positive outcomes and long-term growth.
However, several authors argued that strategic planning is limited, costly, time
consuming and not producing the needed outcomes.
Previous research has focused almost upon developed, and not on developing
countries, for instance, the Kingdom of Bahrain. This gap in the knowledge provides
the justification for this research.
Using survey method, this research aims to explore strategic management practices
in the public sector of Bahrain. Using both interviews and questionnaires as the
mixed methods was more convincing and produced more comprehensive findings
and hence stronger credibility.
The findings reveal that the strategic management process was not effective in the
researched organizations in the strategic formulation stage, the strategic
implementation stage, and the strategic evaluation stage.
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The findings also reveal that there is a low satisfaction level with strategic
management process within most of the organizations surveyed. Moreover, the
findings revealed that the progress in the transition from strategic planning to a
strategic management approach was limited. However, some of the organizations
were found to be at the start of such a transition and this may be a good sign.
Additionally, the findings reported many leading edge elements that are closely
related to this transition, and help to successfully implement organizational
objectives. Finally, the present research is proposing a strategic management model
to increase the ability to formulate, implement and evaluate better future
governmental strategic plans.
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Chapter One: Introduction

1. Introduction
Over more than three decades, there has been a sustained interest from
both academics and professionals in strategic planning in the public sector
(Aukaand Chepngeno 2016; Elbanna et al 2015; Stockwell and Casey
2016). Strategic planning can be seen in the public sector in the form of
noteworthy management innovations which benefit from a highly structured,
future-oriented management technique imported from the best practices of
the private sector (Aldehayyat and Al Khattab 2013; Hendrick 2003; Poister
et al 2013). However, the value of strategic planning and its use by the
public sector in particular has been questioned by several authors (Borrozine
and Rodrigues 2016; Joyce 2015; Lynch 2015: Porter 2008). Other, more
critical, authors argue that the strategic planning process is limited, too
costly, time consuming and not necessarily capable of producing strategies
that create the needed outcomes (Mintzberg 2003; Mintzberg et al 1998:
Poister 2010).
In today‟s increasingly challenging environment, it is argued that public
sector organizations are expected to shift from traditional strategic planning
to the strategic management approach (Plant 2009; Poister 2010). Strategic
management is considered the most critical and fundamental process by
which organizations may achieve their desired outcomes: however, very few
governmental

organizations

have

developed

a

fully-fledged

and

comprehensive strategic management process that seriously integrates all
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the management processes and major functions for advancing the strategic
agenda (Poister and Streib 2005; Rhys et al. 2012; Subba 2010).
Chapter One in the present thesis takes an overview of and defines strategic
planning

and

strategic

management:

then

it

presents

background

information about the Kingdom of Bahrain. Next, the chapter addresses the
problem, importance,objectives and questions of the present research. The
chapter also describes the research methodology and reviews the literature.
Finally Chapter one lists the research limitations and the organization of the
thesis.
2. Strategic Planning and Strategic Management – Overview and
Definitions
The literature records a theoretical debate about the relationship between
strategic planning and strategic management, since it seems that the two
terms have at times been used interchangeably (Kabir 2007; Jelenc 2009).
To distinguish strategic planning, itis concerned with formulating strategy
and with the future direction of the organization (Abosede et al. 2016;
Murphy 2016).The purpose of strategic planning in the long term is to
regularly enhance and promote strategic thinking, acting and learning
(Boyne and Walker 2004; Ramírez and Selsky 2014). Strategic planning is
defined in Bouhali (2015: 74) as:
“A road map to lead an organization from where it is now to where it would
like to be in five or ten years”.
Strategic management, however, is considered an earlier stage of
determining the organization‟s mission and goals within its own external and
internal context (Kerlinová and Tomášková 2014; Kirovska 2011; Hacker et
Page 2

al. 2001). The main aim of strategic management is to further the goals of an
organization in three stages, namely, strategy formulation, strategy
implementation and strategy evaluation (Fard et al. 2011: Kabir 2007;
Nickerson 2010). Strategic management is defined by David (2011: 6) as:
“The art and science of formulating, implementing, and evaluating crossfunctional decisions that enable an organization to achieve its objectives”.
Strategic planning and strategic management are not the same: strategic
planning is considered one of the important elements of strategic
management, beside strategic formulation and strategic implementation,that
ensure the integration of the organizational goals, policies and actions (Kabir
2007), thus developing a range of strategies that help organizations to
re-align their future direction (Abosede et al. 2016; Agwu and Awele 2015;
Alqahtani 2016).
The present thesis investigates respondents‟ perceptions of the three stages
of

strategic

management:

the

formulation

of

strategic

plans,

the

implementation of the strategic plans, and the evaluation of these strategic
plans.
3. Background Information: Kingdom of Bahrain
Bahrain, a name which means “ Two Seas”, is a Muslim country, and has
been ruled as a constitutional monarchy by the Sunni ruler, Sheikh Hamad
Bin Isa Al Khalifa, since 2002 (BBC News 2015: United Nations 2016).The
total population of Bahrain is 1.4 million (BBC News 2015). Arabic is its
primary language, and the Bahraini Dinar is the major currency (BBC News
2015: United Nations 2016). Bahrain is 717 sq km in areaand its capital is
Manama (BBC News 2015: United Nations 2016). The life expectancy for
Page 3

men in Bahrain is 75 years and for women is 76 years (United Nations
2016). Bahrain was one of the first states to discover oil in the Gulf (see
Figure 1). Bahrain pioneered oil production in the Middle East in 1932 and
established the initial framework for the petroleum industry mainly in the Gulf
region (Oxford Business Group 2016). Even so, Bahrain has never reached
the oil production level enjoyed by Kuwait or Saudi Arabia, and hence,has
been compelled to diversify its economy (Oxford Business Group 2016); this
has led to Bahrain‟s becoming a chief financial center in the region (Oxford
Business Group 2016). After energy, financial services continue to be the
second-largest contributor to Bahrain‟s GDP, accounting for 16.5% of the
total. This is followed by manufacturing, which accountsfor 14.14% (Oxford
Business

Group

2016).

Recently,

Bahrain

has

launched

various

governmental and non-governmental schemes offering training, advisory
services, infrastructural support and the financing of SMEs (United Nations
2016). Over the years, Bahrain has enjoyed increasing freedom of
expression, and its human rights situation has improved (BBC News 2015).

Figure 1: Bahrain Maps – Source: Worldatlas
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4. Research Problem
It is clear from the literature (Chaola et al. 2015; Daigneault 2016; Ferlie
1992; Schall 1997) that much work has been done by public sector
organizations in a number of countries to examine strategic planning
practices and see how they can enhance organizational outcomes. In the
last three decades, public sector organizations have been adopting strategic
planning practices, but little is known about the use made of strategic
planning by these organizations or about the results of their plans (Poister
and Streib 2005). Moreover, previous surveys (Bagire and Namada 2011;
Berry and Wechsler 1995; Fairholm and Card 2009) indicates that many
governmental organizations have made the effort to plan and manage
strategically in order to produce positive results and outcomes, but the
extent to which such efforts are worthwhile is not clear. Additionally, some
studies (Bianchi and Salvatore 2015; Poister 2010) argue that the efforts of
many governmental organizations to engage in strategic planning are
wasted, because these organizations fail to identify and develop strategies
which help to achieve the desired results; they also fail to put their strategic
plans properly into action and to link them to suitable methods of
implementation.
Given the above strategic planning problems and based on the literature
(Borrozine and Rodrigues 2016; Ofori and Atiogbe 2012; Sammor 2010),
strategic planning as a field of research requires more development because
it still has some limitations despite what has been written hitherto.
Additionally, the literature suggests that the next decade (Plant 2009; Poister
2010) requires governments to shift from traditional strategic planning to the
strategic management approach to overcome the problems of strategic
Page 5

planning. Thus, the present research aims to explore managers‟ perception
in the public sector of Bahrain regarding the adoption of the strategic
management approach within their organizations to achieve the desired
outcomes.
5. Research Importance and Objectives
It seems from the literature that previous strategic management research
has focused almost exclusively upon developed countries such as the USA
and the UK, as well as some emerging economies such as China, but not on
developing countries in the Arab world, such as the Kingdom of Bahrain.
This gap in the knowledge provides the importance and the justification for
the present research. It is worth noting that, in the literature so far, no
doctoral research has been conducted in the field of strategic management
in Bahrain‟s public sector. This study will be the first of its kind; becauseit is
one of the first studies to focus on these processes with the new strategy of
Bahrain for 2030 in mind. It is also important to note that the main objective
of the research proposed here is to investigate strategic management
perception in public sector organizations in the Kingdom of Bahrain. More
specifically, this research has the following detailed objectives:
1. To explore respondents‟ perception regarding the process of strategic
formulation,

implementation,

and

evaluation

in

governmental

organizations in Bahrain.
2. To explore the elements that helpin implementing a successful
strategic management approach in these organizations.
3. To help address the sparseness of empirical evidence and practical
implications by proposing a strategic management model, so as to
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increase the ability of strategic planners and practitioners to
formulate, implement and evaluate better strategic plans in the future.
With respect to the generalizability issue, Brouthers et al (2000) cite several
scholars who have suggested that managerial attitudes, values, behaviors,
and

efficacy

differ

across

national

cultures.

Hence,

organizational

information needs to be gathered and interpreted flexibly. Since the sample
populations in the present research are mostly middle managers coming
from the same national culture and country, the findings from their
governmental organizations can be generalized to other governmental
organizations in Bahrain.
6. Research Questions
Drawing upon the general literature of strategic management, this research
seeks to answer the following questions:
Question

1:

How

were

strategic

planning

processes

developed,

implemented and evaluated in the public sector organizations of the
Kingdom of Bahrain?
Question 2: To what extent were public sector organizations broadening
their strategic planning efforts into a strategic management approach?
Question 3: What are the practical implications forpolicy makers and
practitioners engaged in strategic planning in the Kingdom of Bahrain?
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7. Research Methodology
The current research adopts structured interviews at an exploratory stage in
order to sense the key issues in the strategic management practices of the
government organizations in Bahrain before using a questionnaire to collect
descriptive data (Saunders et al. 2009).
The present research adopted the survey design as a more appropriate
strategy than any other because it would help the researcher to examine the
relationships between the variables and to suggest and produce a model of
these relationships (Saunders et al. 2009).
The present research adopted the survey in the form of cross-sectional
research as the most appropriate research design because it best meets the
research objectives and answers the research questions by comparing and
constructing a population‟s beliefs or perceptions, and capturing any
potential changes over a single period (Steadham 2006).
The targeted population sample comprised high-ranking officials from
governmental organizations in the Kingdom of Bahrain. In terms of
quantitative data collection, the researcher adopted a probability sampling
technique, using the random selection method that guaranteed an equal
probability of having any of the population as a participant (Doherty 2010). At
the same time, non-probability sampling was adopted for the qualitative data
collection using structured interviews as the qualitative research instrument.
Using both interviews and questionnaires asmixed methods was more
convincing and produced more comprehensive findings and hence stronger
credibility (Bryman and Cassell 2006; Bryman and Bell 2007; Saunders et al.
2009) than a single method would. Using mixed research methods helps to
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obtain a more complete picture of the phenomenon, and gives deeper
understanding of the research subject (Bryman and Cassell 2006; Bryman
and Bell 2007;Saunders et al. 2009).
In this research, the quantitative data from the questionnaire were analyzed
using SPSS software. The researcher followed all the necessary ethical
procedures and processes to protect respondents‟ private information and
responses.
8. Literature Review
The present research started with a comprehensive scrutiny of the relevant
strategic planning and management literature, mainly regarding the public
sector. Many of the available references were reviewed, including books,
journal articles, academic papers and theses, reports, websites and
newspapers. The main aim in studying the literature was to gainin-depth
insight in the field of strategic planning and management and to understand
its main theories. Moreover, it was hoped to learn what has already been
studied in this field, how it had been researched, and what the key issues
were (Bryman and Bell 2007; Saunderset al. 2009).
9. Research Limitations
In this thesis, as in all, it is important to address the research limitations.
Using cross-sectional data may limit the attempt to generalize its findings,
because this tends to disregard the time-frame for carrying out strategic
planning, which is generally between three and five years. Another limitation
is that the research addresses the perceptions of respondents rather than
analyzing strategic management at the organizational level, as the
perceptions of respondents may differ from what occurs in practice
(Brouthers et al. 2000) this, of course, opens avenues for future research.
Page 9

Moreover, the present research collected the data from top management,
middle management and lower non-managerial employees as a single
category without differentiation to overcome this limitation, this may also be
considered an avenue for future research. Additionally, and as confirmed in
the literature, developing an adequate system of financial resources and
reward would enhance the motivation and loyalty of employees to
successfully achieve both the strategic and the operational objectives of their
organization. Nonetheless, it seems from the findings that most participants
in the current research would work hard enough to achieve their objectives
even under inauspicious financial conditions and reward systems. Such a
result may derive from either cultural or personal motives and also suggests
a worthwhile avenue for future research, given that the present research
limits the investigation of such implications.

As well as the above limitations, the researcher experienced a number of
difficulties in arranging more than nine interviews for a number of reasons.
First, it was difficult to contact interviewees to arrange meetings: the
researcher had on occasion to make several phone calls even to be able to
speak to some managers. Second, many managers refused to attend an
interview and informed the researcher that this was mainly due to the
confidentiality of their information and their busy schedules. Other managers
stated that they might consider participating in a survey questionnaire. Third,
some managers agreed to participate but informed the researcher that the
questions asked should not be specific but general and the interview should
not be recorded. The above difficulties can confidently be discounted as
limitations, because these refusals were certainly attributable to cultural and
institutional factors.
Page
10

Despite these limitations, the qualitative approach taken to nine interviews
assisted the researcher to strengthen the validity of the research
questionnaires by using a sequence of different methods. The initial
qualitative research allowed research instruments to be developed, such as
a questionnaire that could be used for large-scale quantitative research.
10. Organization of the Thesis
This DBA thesis is organized into five separate and interlinked chapters.
Chapter One as an introductory chapter presents an overall view of the
research and offers a background for the four other chapters. Chapter Two
provides a review of the literature on strategic planning and management,
mainly in the public sector. Chapter Three presents the design of the
research, its methodology, data collection and data analysis. Chapter Four
presents the quantitative findings that resulted from analyzing material from
the questionnaires. Finally Chapter Five discusses the findings and
limitations of the study, providing conclusions and suggesting directions for
further research.
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11. Chapter Summary
Strategic management is considered the most critical and fundamental
process by which organizations may achieve their desired outcomes:
however, very few governmental organizations have developed a fullyfledged and comprehensive strategic management process that seriously
integrates all the management processes and major functions for advancing
the strategic agenda. It is clear from the strategic planning and management
literature that previous research has focused almost exclusively upon
developed countries such as the USA and the UK, as well as such emerging
economies as China, but not on developing countries in the Arab world, for
instance, the Kingdom of Bahrain. This gap in the knowledge provides the
justification for the present research. The main objective of the research
proposed here is to investigate strategic management practices in the
country‟s public sector organizations. More specifically, this research
explores the strategic formulation, implementation, and evaluation process in
governmental organizations in Bahrain, and then the research explores the
elements that are related to successful strategic management approaches in
these organizations. The presentthesis adopts a descriptive design to
provide information about the behavior, attitudes, and other characteristics of
governmental employees in the public sector in question.It adopts crosssectional research in the form of a questionnaire survey, as the most
appropriate research design.The data collected from the qualitative
interviews was analysed suing NVIVO software, and the data collected from
the quantitative questionnaire was analyzed using SPSS software.
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Chapter Two: Literature Review

1. Introduction
From the 1980s to the present, public sector organizations around the world
have been implementing a number of reforms to ensure governmental
productivity, responsiveness and focus on performance(Borrozine and
Rodrigues 2016; Elbanna 2013). Many public sector organizations set
modernization and reform among their most important tasks, as a way of
maintaining or restoring citizens‟ confidence (Borrozine and Rodrigues
2016; Chukayeva and Akzharov 2016). The direct product of these reforms
is strategic planning (Chukayeva and Akzharov 2016; Drumaux and
Goethals 2007; Joyce, 2015).
Many studies in the literature (Aldehayyat and Al Khattab 2013; Baile 1998;
Cohen 2006; Stirbu 2011) have reported that strategic planning and more
generally strategic management started in the private sector in the early
1960s. Many studies in the literature (Abraham 2005; Ahmad 2012, 2014)
have also indicated that importing positive and successful strategic planning
practices from the private sector to the public sector is vital for achieving the
desired initiatives, goals and objectives, and enhancing organizational
performance. Moreover, it is clear in the literature that applying strategic
planning will secure positive outcomes and long-term growth, and sustain
competitive advantage and profitability (Abosede et al. 2016; Agwu and
Awele 2015; Agyapong 2012 et al.), improving efficiency and effectiveness
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and leading to the kind of good government which citizens want and deserve
(Aldehayyat and Al Khattab 2013; Meyer 2016; Schall1997).
However, applying strategic planning in public sector organizations is not as
easy as it might appear (Hacker et al. 2001; Joyce 2015). It is worth noting
that the value of strategic planning and its use by the public sector in
particular has been questioned by several authors (Bianchi and Salvatore
2015: Poister 2010). Other critical authors argue that in today‟s fast-paced
and competitive environment a strategic planning process is limited, too
costly and time consuming and does not necessarily produce strategies
which create the required outcomes (Fairholm 2009; Glassman 2005; Kissler
et al.1998).
The present chapter addresses organizational strategy, strategic planning
and the strategic management. The chapter then addresses the importation
of strategic planning from the private sector to the public, the value of
strategic planning in the public sector, the strategic planning in the Arab Gulf
States, and an overview of the public sector in Bahrain. Moreover, Chapter
Two considers strategic planning approaches, models, processes, barriers,
and successfactors. Finally the chapter looks at the strategic management
process and draws some conclusions.
2. Strategy, Strategic Planning and Strategic Management: Theoretical
Debates
Public sector organizations aim to help nations to meet their objectives,
solve their problems and improve the quality of people‟s lives. The obligation
of public sector organizations, which serves as a general guide for their
actions, is to promote citizens‟ interests and values. It is worth noting that
public

value

is

created

through
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producing

policies,

projects

and

programmes, services and infrastructures at a reasonable cost. However,
there is little consensus on ways for public sector organizations to produce
these things or routes to their success (Bouhali 2015; Shahin 2011;
Kerlinová and Tomášková 2014).
Joyce (2015) claims that the public sector needs to adopt effective strategies
to achieve its strategic and operational objectives. He adds that decision
makers are expected to put more effort into the preparation of plans and
strategies that would enable public sector organizations to choose strategic
alternatives for coping with today‟ dynamic changes in the environment.
Moreover, Joyce has claimed that top management is also expected to
collect and update data on a regular basis and to work to formulate effective
strategies. Joyce has also argued that public sector organizations play an
important role in the development process in the community, thus attention
and work are required to improve their organizational performance by using
modern management methods, including strategic management, to achieve
their goals and to properly adapt to change. Strategic management,
according to Joyce, is considered a tool for determining the direction of an
organization and its long-term objectives through the formulation of
strategies that help its goals and objectives to be attained.
With this in mind, the theoretical debate in terms of strategy, strategic
planning and strategic management may be set out as follows.
2.1 Strategy
Strategy was considered by Peter Drucker in 1954 as the processes of
creating an achievable mission and setting clear goals and objectives
(Doherty 2010; Zahra 2003). Drucker as a strategy theorist set the
Page
15

importance of managing by objectives (MBO) and stressed the need to set
objectives to monitor the progress of the entire organization from top to
bottom. In 1980Henry Mintzberg,a famous strategy theorist,also described
strategy from five different perspectives: first, as a plan that helps achieve
objectives; second as a trick for competing against smart rivals; third, as a
pattern for achieving organizational goals and objectives; fourth, as a
comfort zone; and finally as a vision showing where the organization would
like to be in the future (Doherty 2010;

Wheelen and Hunger 2012).

Mintzberg went on to extend his work by differentiating between two types of
strategy. First he discussed intended strategy (planned strategy) and
unintended strategy (not part of the original strategy, but emerging with
need): second came realized strategy (intended or unintended strategies
that were actually implemented) and its opposite, unrealized strategy
(Doherty 2010; Mintzberg 2007; Wheelen and Hunger 2012).
Michel Porter, according to Wheelen and Hunger (2012), considered
strategy as a broad-based formula with which organizations could compete
in the marketplace, be aware of its goals, and know how to achieve those
goals. Porter developed the well-known five forces model to assess
competitive advantages in organizations. He argued that, in order to gain
competitive advantage, an organization needs to perform its activities
differently from its rivals in order to successfully survive in the market place.
The root of strategy is “strategos”, which is the Greek word for „soldier‟,
connoting army and leadership (Elbanna 2008). Elbanna argues that
strategy is considered by many people to refer to a plan or set of actions for
deploying resources in a particular context to fulfill long-term goals. It is
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worth noting that in Elbanna‟s view the chosen strategy should answer two
important questions: Where do we want to go? and how can we get there?
Doherty (2010) also described strategy as a framework that determines the
nature of the organization and shapes its future direction, stressing that
strategy and strategic planning should begin with vision and mission.
Moreover, Cohen (2006) claimed that governmental organizations thought of
strategy as a plan and roadmap for achieving the organization‟s long-term
vision, mission, goals and objectives. Plant (2009) also remarked that in
governmental organizations the need for strategy means that organizations
should have a unique position from which to deliver a customized service
driven by the needs of their customers and businesses.

Johnson et al. (2013) argued that strategy is a key issue in the future welfare
of organizations, and is considered a very important element in the
organization‟s success or failure. Strategy, according to Johnson et al.,
determines how to respond to change, how to innovate and how to grow in a
competitive environment. Moreover, Johnson et al. claimed that present or
future leaders must properly shape, communicate, and implement these
strategies to ensure organizational success. Johnson et al. (2013: 3) define
strategy as:
“The long-term direction of an organization”.

Strategy is also defined by Alfred Chandler (cited in Johnson et al., 2013: 4)
as:
“The determination of the long-run goals and objectives of an enterprise and
the adoption of courses of action and the allocation of resources necessary
for carrying out these goals”.
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Strategy is defined by Michael Porter (cited in Johnson et al., 2013: 4) as
“About being different … it means deliberately choosing a different set of
activities to deliver a unique mix of value”.
Strategy is also defined by Henry Mintzberg (cited in Johnson et al., 2013: 4)
as:
“A pattern in a stream of decisions”.
Johnson et al. in their book Exploring Strategy claimed that their definition of
strategy has two advantages over the definitions by Alfred Chandler, Michael
Porter, and Henry Mintzberg, the three leading strategy theorists. First,
according to Johnson et al., the long-term direction of the organization
includes logical strategy and the emergent pattern of strategy: and second,
long-term direction can include both competitive and imitative strategies.
2.2 Strategic Planning
Fooladvand et al. (2015: 951) defined strategic planning as:
“The process of setting the organization goals and making decisions about
comprehensive operational and administrative plans to fulfill those
purposes”.
Strategic planning is also defined In Bouhali (2015: 74) as:
“A road map to lead an organization from where it is now to where it would
like to be in five or ten years”.
Strategic planning is seen as a written document that includes a timeframe,
mission statement, environmental assessment, goals and objectives, action
plans, financial plan, a planning horizon for more than one year, and the
timing that will adequately cover the strategic plan (Wart 2014; Wheelen and
Hunger 2012).
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It is worth noting that Ansoff in 1965 invented new concepts and terminology
in the classic literature on strategic planning (Doherty 2010; Jobber 2007).
Strategy and strategic planning are described by him with the concept of a
strategy grid and long-range planning in order to achieve five aims: market
penetration, product development, market development, differentiation, and
vertical

and

horizontal

integration.

Ansoff

wants

organizations

to

systematically prepare to benefit from future opportunities and to minimize
future threats. Moreover, he develops the concept of Gap Analysis to help
organizations to understand the gap between the present organizational
position and the desired future position and then to talk about the actions
needed to plug this gap. He designed a sequence of processes to help
managers handle strategic decisions. Mintzberg also stressed that strategic
planning came originally from Chinese history but was most evident in the
work of Henry Fayol in 1949.

Mintzberg questions the conventional

definition of strategic planning, doubting if there is a relationship between
strategy and planning or whether strategy should be considered a process of
planning. He also questions whether strategy should be always planned, or
sometimes planned, or never planned (Doherty 2010; Mintzberg 2007;
Wheelen and Hunger 2012).
Strategic planning is considered a continuous assessment of the current
strategy developed by top management in order to analyze over the long
term the internal and the external environment in order to identify the internal
strengths and weaknesses, as well as the external opportunities and threats
(Borrozine and

Rodrigues 2016; Doherty 2010). Moreover, strategic

planning helps organizations to think carefully and systematically in
achieving their objectives: to develop effective strategies, proper decisionPage
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making processes, better performance, clear goals, increase the satisfaction
of employees: and effectively anticipate future problems and opportunities
(Abdalkrim 2013; Almani and Majid 2011; Borrozine and Rodrigues 2016)
Additionally, Ofori and Atiogbe (2012) argue that strategic planning helps
organizations to stay competitive while aligning their resources in the most
efficient manner.
Moreover, several authors (Abdalkrim 2013; Cohen 2006; Janaki et al; 2012
Snyder 2016) also argue the important idea that strategic planning may be
considered a road map. It gives organizations a clear idea for successfully
moving from their position today to the position where they should be
tomorrow. Additionally, Junusbekova (2013) claims that strategic planning
aims to foresee prospects, to strike a balance between objectives and
possibilities, to ensure proper resource allocation, to adapt to current
conditions, to implement long-term programs, and to ensure high efficiency
and future competiveness.
In other words, strategic planning is generally described as a systematic
process that asks and answers the most important questions about ways of
linking objectives to actions, of providing the required resources to achieve
these objectives, of linking present circumstances to a more meaningful
future vision, and of linking vision to reality (Chen et al. 2015; Dougherty
2016:Itani et al. 2014).
2.3 Strategic Management
In terms of strategic management, several authors (Agwu and Awele 2015;
Mapetere et al. 2012; Meyer 2016) have considered strategic management
as the most critical and fundamental process for public sector organizations
in achieving their desired outcomes. However, Jelenc (2009) claimed that
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the central art of effective strategic management is judged to be a proper
integration of strategy formulation and strategy implementation. Jelenc
reported that there are four schools of strategic management. The first is the
Classical School. Its aim is to fit between the organizational factors and the
external environment of an organization and to capture success by finding
what the organization is good at and matching it with the needs of different
stakeholders. The main goal of this school is profitability, which can be
achieved through separating the formulation process from that of
implementation. The second school is the Environmental one, based on the
idea that the internal environment factors of the organization are key factors
when creating and implementing strategy. This school presents all the
reactive and passive ways of correlating the past with the future. The third
school is the Competitive one which is mainly concerned with competition as
the key to organizations‟ success through differentiating themselves from
others and benefiting from differences. This view is based on the idea that
organizations should develop their competitive advantages to effectively
compete in the marketplace.

Jelenc (2009) argues that competitive

advantage will be achieved from connecting the organization with its
environment. The fourth school is the Contemporary one, based on the idea
that competition weakens all the competitors in the marketplace: in
response, this school suggests that organizations should learn how to
distinguish themselves from others, collaborate with competitors and find
every possible way of winning or surviving (Jelenc 2009).
However, Doherty (2010) argues that strategy and strategic planning lack
decisive definition because many studies use heterodox techniques,
approaches, practices and designs when exploring the broad area of
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strategy and strategic planning. Doherty (2010) argues that organizations
should coordinate and organize the various disconnected functions of
management under one comprehensive strategy as a material plan that
shapes the organization‟s future. Still, Doherty claims that strategic planning
should be viewed as a perpetual process of coordinating organizational
strategy that needs clear focus, structure and the direction of strategic
management. At the same time, the literature according to Kabir (2007)
records a theoretical debate about the relationship between strategic
planning and strategic management, since it seems that the two terms have
at times been used interchangeably.
Strategic management is defined in Al Hijji (2014:10) as:
“An ongoing process concerned with the identification of strategic goals,
vision, mission and objectives of an organization along with an analysis of its
current situation, [to] develop appropriate strategies, put these strategies into
action, and evaluate, modify or change these strategies when needed”.
Strategic management is also defined by Wheelen and Hunger (2012: 5) as:
“A set of managerial decisions and actions that determines the long-run
performance of a corporation”.
Strategic management is defined in Bagire (2011:72) as:
“The process by which general managers of complex organizations develop
and use a strategy to co-align their organization’s competencies,
opportunities and constraints in the environment”.
Strategic management moreover is defined by David (2011: 6) as:
“The art and science of formulating, implementing, and evaluating crossfunctional decisions that enable an organization to achieve its objectives”.
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It is clear from the literature, then, that strategic planning and strategic
management are not the same to most writers (Kabir 2007). Strategic
planning is properly considered a key aspect of strategic management which
ensures the integration of the organizational goals, policies and actions
(Kabir 2007).
There is in fact a vigorous theoretical debate in the literature about the
relationship between strategic planning and strategic management (Jelenc
2009; Poister 2010). Strategic planning, to distinguish it, is concerned with
formulating strategy and with the future direction of the organization (Hacker
et al. 2001; Poister 2010). The purpose of strategic planning in the long
term is to regularly enhance and promote strategic thinking, acting and
learning (Polowczyk 2012; Poister 2010; Ramírez and Selsky 2014).
Strategic planning encourages people to think of the consequences, analyze
objectives, objectively assess values and priorities and identify needed
actions, by such means ensuring organizational effectiveness and vitality
which add value in the public mind (Bryson 2014; Poister 2010; Subba
2010). Strategic management, however, is considered an earlier stage of
determining the organization‟s mission and goals within its own external and
internal context (Kerlinová and Tomášková 2014; Kirovska 2011). Strategic
management contains the process of creating strategic plans and the
activities needed to achieve defined goals and objectives (Hacker et al.
2001). The main aim of strategic management is to further the goals of an
organization in three stages, namely, strategy formulation, strategy
implementation and strategy evaluation (Abosede et al. 2016; Agwu and
Awele 2015; Fard et al. 2011; Nickerson 2010).
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Kabir (2007) argued that strategic planning and strategic management are
not the same; strategic planning is considered one of the important elements
of strategic management, beside strategic formulation and strategic
implementation. Strategic formulation precedes strategic planning and
strategic planning precedes strategic implementation: however, strategic
planning and strategic implementation may overlap and this may lead to
debate and confusion (Kabir 2007).

Moreover, strategic planning is

considered a key aspect of strategic management, ensuring the integration
of the organization‟s goals, policies and actions (Kabir 2007), thus
developing a range of strategies that help organizations to re-align their
future

direction

(Borrozine

and

Rodrigues

2016;

Bryson

et

al.

2014:Daigneault 2016).
It should be noted that the present research investigates the strategic
management practices in the public sector organizations in the Kingdom of
Bahrain but not their strategic planning process. The research explores
respondents‟ perceptions of the three stages of strategic management: the
formulation of strategic plans, the implementation of the strategic plans, and
the evaluation of these strategic plans.
3. Importing Strategic Planning from the Private Sector to the Public
Sector: the Theoretical Debate
It is worth noting that many studies (Hendrick 2003; Janaki et al. 2012; Kabir
2007) report that strategic planning and more generally strategic
management started in the private sector with descriptive analyses of
strategies and the formulation of strategies and their environment. It is also
worth noting that,for more than 30 years, before strategic planning was
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everintroduced in the public sector,planning was emphasized more in local
government

organizations

than

governmental

ones

(Elbanna

2013;

Nurmandi and Purnomo 2011). According to Nurmandi and Purnomo (2011),
the strategic planning process in the public sector has evolved over the past
few years on the basis of approaches developed by such authors as Bryson
(1995), Nutt and Backoff (1992), and Koteen (1989). These approaches
chiefly assess internal strengths and weaknesses, analyze external
opportunities

and

challenges,

clarify

missions

and

values,

vision

development, the development of strategic goals and objectives, the
development and evaluation of alternative strategies and the creation of
action plans. Moreover, Nurmandi and Purnomo claim that there has been a
debate regarding the scope of strategic planning in the public sector, its
approach, its content, and theinvolvement and participation of the staff
concerned.
Several studies (Marin 2012; Joyce 2015; Nartisa et al. 2012) argue that it is
important to study the significant differences between the public and private
sectors, such as their profit or non-profit purpose, political influences, laws,
responsibilities, regulations, competition, resources, authorities, performance
measurements, and desired outcomes. Moreover, some studies in the
literature (Cohen 2006: Gantick and Lipe 2002: Schall 1997) have shown the
importance of distinguishing between the two sectors and how the public
sector can adopt successful strategic planning practices from the private
sector. These studies indicate that today‟s changing and dynamic
environment is forcing every organization in both sectors to re-examine and
redesign its strategic plan: thus, it is vital to compare the public and private
sectors. Such a comparison benefits public sector organizations which can
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then introduce successful strategic planning practices from private
organizations and also identify and describe the factors which cause the
process of strategic planning to be unique, whichever sector it is in
(Birkmann et al. 2014; Dhliwayo et al. 2011; Dominguez et al. 2009).
Marin (2012) asserted that strategic planning is applicable in the public
sector just as it is in the private sector. Kenville (2005) also argues that both
private and public sectors shared such goals as achieving a high level of
customer service, and properly managing financial and nonfinancial
resources; they argue, however, that strategic planning should be applied
with care in the public sector. Baile (1998) argued that public and private
organizations are very similar and that management roles and processes
can be transferred between the two. Baile in his research seeks to show that
strategic planning processes developed for private organizations can be
adapted to public organizations. Baile finds that importing strategic planning
from private to public organizations requires thecareful consideration of the
differences in context when planning is done. Baile believes that these
differences not only affect the design and completion of the planning
process, but also affect the difficulty of implementing plans and the ultimate
success of the organization. Additionally, Backoff et al (1993) indicate that
importing positive and successful strategic planning practices from the
private to the public sector is vital for achieving the desired initiatives, goals
and objectives.
In contrast, Cohen (2006) argues that public sector organizations have and
serve more diverse stakeholders than do private ones. Cohen claims that
the strategic planning of public sector organizations should not be judged
under the same standards as the strategic planning of private sector
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organizations. This contradicts the view of the above studies that strategic
planning practices from private sector organizations can be applied to public
sector organizations.Moreover, Stirbu (2011) claims that public sector
organizations may be generally described as reactive instead of proactive,
change resistant and slow to react to the changes in their external
environment; hence, it is difficult to identify and develop strategic issues
which resemble those of organizations in the private sector.At the same
time, Kenville (2005) argued that in the private sector there is an executive
who entirely controls each organization and has the freedom to identify its
present and future core business. He also contended that the private sector
is in a more competitive environment and that profit is the core factor for
planning requirements. However, Kenville claimed that executives in the
public sector have limited control and freedom, constrained by governmental
rules and regulations. Kenville also argued that competition does not exist
for them and that the core driver in determining business requirements is not
profit, but the maximization of outputs within the given budget systems.
Given the above debates, it is important to explore whether strategic
planning is of value in public sector organizations.
4. Is Strategic Planning of Value in the Public Sector?
Hacker et al (2001) indicated that applying strategic planning will secure
positive outcomes and long-term growth and sustain competitive advantage
and profitability. However, it is not as easy to take a strategic planning
approach in public sector governmental organizations as might be supposed
(Hacker et al. 2001). The claims for strategic planning, as a topic under
current debate, have been generally unconvincing for several researchers
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(Kenville, 2005). Berry and Wechsler (1995) claimed that strategic planning
has failed to help organizational leaders develop vision, mission and strategy.
According to Kissler et al (1998), the value of strategic planning in general has
been questioned by several authors, as has its use by the public sector in
particular. Its critics argue that in the modern fast-paced and competitive
environment, the process of strategic planning is too costly and time
consuming and it does not necessarily produce strategies that make the
needed difference (Kerlinová and Tomášková 2014).
However, several studies (Birkmann et al. 2014; Dhliwayo et al. 2011; Duren
2010) rejoin that even if these criticisms are justified in the private sector,
strategic planning can be considered an effective management tool for public
sector organizations where the pace of change is slower than for private
organizations, and where inclusive processes are important for widespread
acceptance. These studies indicate that strategic planning would help to
facilitate communication and participation, accommodates divergent values
and interests, and also promote the making and carrying out of successful
decisions. Moreover, despite the concern over the value of strategic planning
in the public sector, some authors (Birkmann et al. 2014; Junusbekova 2013;
Meyer 2016; Stockwell and Casey 2016)argue that strategic planning has
helped to improve the performance of public sector organizations, has
provided a general framework for the development of public policy, and
hasproduced considerable benefits to public sector organizations if it uses the
bottom-up approach that involves internal staff in the process as well as
engaging the wider public in generating new ideas and insights.
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5. Strategic Planning in the Arab Gulf States
It is clear from the literature that much work has been done by public sector
organizations in several countries to examine strategic planning practices
and see how they could enhance outcomes for public sector organizations
(Bagire and Namada 2011; Berry and Wechsler 1995; Fairholm and Card
2009). It also seems from the literature that previous research has focused
almost exclusively upon developed countries such as the USA and the UK,
as well as some emerging economies such as China, and not on developing
countries in the Arab world (Aldehayyat and Al Khattab 2013; Alqahtani
2016; Elbanna 2013). Although there is a huge gap in the strategic planning
literature of the Arab world, a few serious attempts have been madeto bridge
this gap by examining its strategic planning processes, mainly the Gulf
Countries (Shahin 2011; Elbanna 2010; Neal 2010). Khan and Buarki (1992)
conducted a study on the Kingdom of Bahrain, targeting both private and
public organizations to assess the planners‟ familiarity with and awareness
of strategic planning tools. The findings of this study showed that 22% of the
selected organizations used around ten of the same strategic planning tools,
and that 17% of these claimed to have used more than these ten. The
findings of this study also revealed that 61% of the respondents were either
unaware of or had never used these shared tools and they required
development programs that would effectively help them to identify and use
strategic planning tools and techniques.
Al Shaikh (2001) has also conducted a study of 131 organizations in the
United Arab Emirates to investigate the presence or absence of strategic
planning, assess the relationships between strategic planning and
organizational characteristics and explore the staff involvement in setting up
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strategic planning. The findings of the study show that many organizations
have weak strategic planning practices because they do not all believe in the
value of it. Only 10% of the surveyed companies had used strategic
planning: indeed, some of them seem to have had a poor understanding of
the practices of strategic planning, and the vast majority of these companies
have no specific and measurable objectives. The findings of the study also
suggest that, as a result of cultural and environmental factors, there is little
significant difference between small and large organizations in terms of
planning orientation.
Another two studies were conducted on two Arab countries by Elbanna
(2008, 2009) to examine the relationship between strategic planning
practice, management participation and strategic planning effectiveness in
private organizations in Egypt and private and public organizations in the
United Arab Emirates. The findings from the two studies reveal that
management participation in the Arab world does not contribute to the
effectiveness of strategic planning, due to other variables such as
organizational culture, which may moderate the effectiveness of strategic
planning.
Another study on the Gulf States by Yusuf and Saffu (2009) was conducted
to examine the planning practices, types of strategy, and organizational
performance in the Kingdom of Bahrain and theUnited Arab Emirates. The
findings of this study reveal that most of the organizations under review do
not have a proper planning process, and there are no significant differences
between planning in young organizations and those in mature organizations.
According to this finding, Yusuf and Saffu argued that the intensity of
planning in older organizations diminishes slightly, while small organizations
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have a higher intensity of planning than any others. They claimed that such
a result was due to cultural differences and not the result of business
practices.
Elbanna (2010) studied the nature and practice of strategic planning in the
United Arab Emirates. His study had several aims: to explore whether
strategic plans were written or not and the time taken in preparing these
plans; to explore the views of and attitudes to the importance of strategic
planning; to examine the strategic planning tools employed by the
researched organizations; and to assess the level of staff involvement in the
strategic planning process at different levels within the organization. It is an
important finding of this study that 17.7% of the researched organizations did
not have written strategic plans. Regarding the time taken to prepare the
strategic plan, around one-third of the organizations said that they spent one
to four months on the task. The findings also reveal that large organizations
required more time than did small ones for preparing their strategic plans.
Moreover, the study showed that environmental uncertainty is considered
one of the main barriers to the strategic planning process whereas the
availability of resources is not. The study concluded that the most frequently
used strategic planning tools were financial statements, cost-benefit
analysis, and SWOT analysis. The study also revealed that the staff‟
involvement in the strategic planning process was limited to top and middle
managers, while the involvement of lower ranking employees and external
stakeholders was very weak. Additionally, regarding the attitudes to the
importance of strategic planning, most respondents in this study had a
strong belief that strategic planning was important and would produce
positive outcomes for their organization. This result, according to Shahin
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(2011), contradicts the findings by Al Shaikh (2001) that many organizations
have weak strategic planning practices because not all organizations believe
in the value of strategic planning in the first place. According to Shahin, this
contradictory finding may be due to the length of time between the two
studies.
Shahin (2011) conducted an interesting doctoral study (a) to examine the
process of setting up strategic planning in 22 public sector organizations in
Dubai in the United Arab Emirates; (b) to evaluate the influence of external
and internal organizational barriers on the strategic planning formulation
process; (c) to evaluate the quality of the strategic planning document
produced and its association with the planning process; and finally (d) to
assess the determinants of the planning horizon within the research context.
This doctoral research revealed many important findings. Shahin claimed
that the public sector organizations in Dubai have chosen a highly formal
planning process and that 85% of the research sample had written strategic
planning documents. Shahin argues that such a finding matches previous
studies, which showed that many organizations in the UAE believe in the
value of strategic planning. The findings also show that there is a significant
correlation with all the steps of the strategic planning process. The findings
of this study also suggest that the formation of strategic planning is
influenced by the factors of size, age, and organization level as well as the
existence of strategic planning units within organizations. Moreover, the
findings suggest that the formality of the process for large organizations in
Dubai‟s public sector is higher than for small organizations, because large
organizations are more complex in structure, and this makes effective
coordination very difficult. Additionally, the findings report that planning
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formality is higher in young organizations than in mature ones and also
significantly higher in Dubai‟s public sector at corporate level than at
departmental level. The findings also indicate a positive correlation between
process formality and the implementation of strategies and plans. The
findings conclude that there was no significant correlation between external
barriers and the formality of the strategic planning process, except for
younger organizations where external barriers such as the macro economy
and a turbulent environment tend to be significantly higher than for mature
organizations. Moreover, the findings conclude that there is a strong
negative correlation between internal barriers (organizational culture, weak
strategic thinking, and employees‟ resistance to change) and the formality of
the strategic planning process for both small and large organizations, and
also for young organizations. Such negative correlation was found to be
higher at departmental level than corporate level, and also higher for
organizations that have strategic planning units but not in organizations that
do not. In addition, the findings report that the higher the formality of the
strategic planning the better the quality of the strategic plans produced. The
findings also conclude that the formality of the strategic planning process is
influenced by a planning time horizon which is determined by, among other
things, organizational size, level, and the availability of strategic planning
units, but not by the organization‟s age. The last finding is that the strategic
planning formation process in Dubai‟s public sector organizations tends to
be effective in terms of the formality of the process and the quality of the
strategic plans produced, but according to Shanin, having a formalized
planning process does not necessarily lead to planning nor the production of
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required strategies. Conversely, organizations may engage in planning
without any formalized planning process (Shahin 2011).
Elbanna (2013) has conducted an important study which is the first to
explore the processes and impacts of strategic management in the public
sectorbodies of the United Arab Emirates (UAE), both federal and local. The
study has several objectives: to explore the way in which public sector
organizations in the UAE formulate, implement, and evaluate their strategic
plans; to identify the strategic management tools that most heavily impact on
strategic planning; and finally to explore the strategic planning outcomes and
success factors in the UAE‟s public organizations. It should be noted that
this study sampled 67 governmental organizations (43% federal, 57% local)
targeting middle and top management officials. The findings of this study
show that in the last few years strategic planning practices have been
considered a centerpiece in the UAE‟s reform of public management, even
though the strategic management process in the UAE at the beginning of
this century was weak and public organizations seemed not to take strategic
management seriously or to practice it properly. This study also reported that
both federal and local governmental organizations in the UAE were fully
aware of strategic planning tools and were using the Balanced Scorecard as
their framework for strategic planning. Moreover, the study reports that all
the sampled organizations (100%) had written strategic plans and great use
was made of strategic management processes in the UAE‟s governmental
organizations. The study also shows that there were very few variations in
strategic management practices between federal and local organizations,
and that this practice in consequence had high positive impacts. Finally, the
study concludes that, beyond strategic planning itself, the sampled
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organizations in this study were focusing on the broader strategic
management process, but required extra time and effort to effectively carry it
out completely (Elbanna 2013).
To sum up, it is clear in the literature that applying a strategic planning
process will help to achieve the desired initiatives, goals and objectives and
enhance organizational performance. Many studies, as noted above, state
that public sector organizations if they want to prosper should adopt strategic
planning as an effective tool of strategic management. However, while
strategic planning is considered useful and important, it is at the same time
limited.

Previous

surveyshave

indicated

that

many

governmental

organizations strive to plan and manage strategically in order to produce
positive results and outcomes, but it is not clear how worthwhile such efforts
are. Moreover, some studies,as mentioned above,argue that the efforts of
many governmental organizations to engage in strategic planning are wasted,
because these organizations fail to identify and develop strategies which help
to achieve the desired results: they also fail to put their strategic plans
properly into action and to link them to suitable methods of implementation. In
addition, several authors have questioned the value of strategic planning in
the public sector. They claimed that the strategic planning process is too
costly and time consuming and moreover that it produces strategies that do
not necessarily result in the needed outcomes. As today‟s dynamic
environment is leading responsible public sector organizations to re-examine
and redesign their strategic planning process; applying strategic planning in
public sector organizations is not as easy as it might appear.
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6. Overview of the public sector in the Kingdom of Bahrain
The last few decades have seen uneven efforts to reform, since, according
to the Arab World Competitiveness Report 2013 published by the World
Economic Forum and the European Bank for Reconstruction and
Development (EBRD), many countries in the Arab region over the last few
years have made a political and economic transition: thus, political leaders
have had to decide on the future economic direction of their countries in
order to meet the aspirations of their citizens. According to the report, such
transitions need strong leadership which shares its political and economic
vision to navigate the countries in the Arab region through today‟s changing
and uncertain times. In this report, Nada Azmi sums up Bahrain‟s
achievements in the area of competitiveness by saying that the Kingdom of
Bahrain over the last decade has conducted economic and social reforms,
such as efforts to boost transparency in the civil service, the removal of
impediments to foreign investment, membership of the Gulf countries‟
customs union based on low tariffs, a free trade agreement with the United
States,

reforms

in

the

labor

market,

the

liberalization

of

the

telecommunications industry, the establishment of a telecommunications
market regulator, and improvements to public education. Azmi adds that
Bahrain was seen as one of the first of the Gulf countries to discover oil and
to benefit from the oil boom. It should be remembered, he goes on, that
Bahrain shares many features of the oil-based economies and relies heavily
on oil revenues. Bahrain has a large public sector staffed by Bahraini
nationals, while its many foreign employees are concentrated in the private
sector. Because of the highly competitive environment regionally and
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globally and the diminishing oil reserves, however, the government of
Bahrain is about to face many challenges (Azmi 2013; BBC News 2015;
Oxford Business Group 2016; United Nations 2016). Its government has
diverted its earnings to other economic sectors, taking into account that it is
now considered as an important onshore and offshore financial center for
the Gulf countries, and has had remarkable success in developing other
economic sectors such as tourism and banking (Azmi 2013; United Nations
2016). Nowadays, the government of Bahrain is aiming to gradually shift its
focus to generating sound and forward-looking policies in critical areas, such
as the economy and finance, health care, education, environment, security
and social justice (Azmi 2013; United Nations 2016). It aims also to enlarge
its international experience by reducing costs, increasing the quality of public
service by outsourcing certain non-core government tasks, building strong
strategic operations and implementation-focused capabilities, actively
seeking partnerships with the private sector, establishing effective and
efficient regulations, reducing the dependence on oil revenues, and forging
world-class infrastructure links to the global economy (Azmi 2013; Oxford
Business Group 2016). With these aims in view, the government of Bahrain
in 2008 created a new economic vision for 2030 of attaining a high level of
competitiveness in the global economy. This vision is based on a sound
knowledge of the factors that determine prosperity, be they in the area of the
economy, government or society (Azmi 2013). Between 2000 and 2012,
Bahrain witnessed rapid economic development with a growth of real output
averaging 5.0% per year (Azmi 2013). Despite an unusually uncertain global
economic situation, 2012 proved a year of steady consolidation for the
Bahraini economy: the industrial structure became more diverse, with both
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manufacturing and services expanding more rapidly than GDP as a whole
(Azmi 2013). The government of Bahrain, one of the regions‟ pioneering
nations, realizes that ongoing structural reform is crucial to ensure continual
improvements in living standards; consequently, it has now put it foremost in
Bahrain‟s policy (Azmi 2013: BBC News 2015: Oxford Business Group
2016). The country now finds itself at a defining moment when its future
prosperity depends on whether it can change significantly on many levels in
order to keep pace with the world (Azmi 2013: BBC News 2015: Oxford
Business Group 2016: United Nations 2016). Bahrain needs to swiftly
transform its economy, to acquire the right skills, and to boost productivity
and innovation (Azmi 2013: BBC News 2015: Oxford Business Group 2016:
United Nations 2016).
The above debate suggests highlighting the strategic planning approaches,
models, process, barriers, and successful factors, and then the strategic
management process.
7. Strategic Planning Approaches, Models, Process, Barriers, and
Successful Factors
The strategic planning approaches, models, process, barriers, and factors
for their success are as follows.
7.1 Strategic Planning Approaches
Kabir (2007) reported three strategic planning approaches: the Synoptic, the
Vision and the Strategic Issues approaches. The three approaches may be
described as follows.
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7.1.1 The Synoptic approach
This approach to strategic planning is based on conscious efforts from the
top management to integrate the overall organizational strategy based on
their decisions, in order to ensure the development of accurate and
integrated plans. Kabir said that such an approach, according to Mintzberg
(1994), is seen as a set of formalized procedures to produce articulated
results in the form of integrated decisions. Kabir also reported that this
approach, according to Bryson (1995), tends mostly to be successfully
employed when organizations have a very narrowly defined mission.
Although the synoptic approach to strategic planning, in Mintzberg‟s view,
has the main limitation of being pre-determined, still this approach,
according to Kabir, would be applicable to the extent that organizations have
manageable levels of conflict with other stakeholders.
7.1.2 The Vision approach
The Vision approach is considered an alternative to the Synoptic approach.
Kabir reported Roberts‟s formulation (2000) that in this approach the top
management of an organization is providing its stakeholders with very
general and broad guidance about itself. Kabiradded that this approach,
according to Mintzberg (1994), acknowledges that strategy emerges as a
bottom-up process. However, Kabir argued that the Vision approach to
strategic planning is generally used in research and development
organizations.
7.1.3 The Strategic Issues approach
The Strategic Issues approach, according to Kabir, is widely used and
successfully adopted by governmental municipalities and communities. Kabir
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added that this approach requires limited agreement by organizational
officials on some strategic issues, and does not demand a comprehensive
integration of goals and sub-goals. Moreover, Kabir reported Roberts‟ view
(2000) that the strategic Issues approachtakes the middle ground between
the political and rational models of decision making.
These three approaches, according to Kabir, clearly indicate that strategic
planning is considered a systematic process that provides long-term
direction to organizations seeking to attain their objectives, actions and
priorities. However, it could be argued that strategic planning formation is
different when the context and situations are different (Kabir 2007).
7.2 The Strategic Planning Models
The following strategic planning common models may provide alternatives
for public sector organizations to choose from in order to develop their
strategic planning process (Kriemadis and Theakou 2007; Kristamuljana
2011: Nieboer 2011).
7.2.1 The Basic Model
Ofori and Atiogbe (2012) claim that the basic strategic planning model was
designed by Ansoff (1965, 1987) and the Harvard Group and Steiner (1979).
This model has five stages: setting objectives, analyzing the internal
environment,

analyzing

the

external

environment,

evaluation,

and

operationalization. This basic model was criticized,according to Ofori and
Atiogbe (2012), for being too rational and methodical and for being
bureaucratic, with an extended hierarchy of activities that stifle success for
an organization in a dynamic and changing environment. However, this
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basic model, according to Ofori and Atiogbe,is considered no more than a
basic building block from which strategic planning is generally developed.
7.2.2 The HAX Model
The HAX model is the second traditional model; it was developed by HAX in
1990, and is held to be a rational model which lets the activities flow
sequentially as the strategy is developed (Ofori and Atiogbe2012). This
model was derived from an organization‟s hierarchical levels which
contribute to defining its strategy (Ofori and Atiogbe2012). The model,in the
view of Ofori and Atiogbe,exhibits the three levels of strategy that an
organization has, whatever its structure: thecorporate level, business level,
and functional level. The corporate level deals with determining the
organization‟s overall mission and the linkage between the business units
and the resource allocation, bearing in mind the strategic priorities. The
business level deals with the needed activities that enhance and develop the
organization‟s competitive position. The functional level includes the
development of the organization‟s competence in such areas as finance,
human resources, logistics and technology (Ofori and Atiogbe2012). Ofori
and Atiogbe argue that these two traditional models, the Basic and the HAX,
are considered in the literature as linear approaches to strategy because
they connote the methodical, direct, and sequential action involved in
planning.
7.2.3 The Dynamic Model
It is worth noting that, despite the importance of strategy implementation to
organizational success: it has been neglected in the strategy literature (Ofori
and Atiogbe 2012). Moreover, the nature of strategy implementation and
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why it succeeds or fails is not clearly understood in the above traditional
strategic planning models (Ofori and Atiogbe 2012). Hence, a dynamic
model to strategic planning is needed, whichincludes a different mix of
abilities and skills (Ofori and Atiogbe 2012). Such an approach, as Ofori and
Atiogbe argue, takes three main themes: the process perspective on
strategy

implementation,

an

emergence

view,

and

co-aligning

the

organization with its environment. The first theme widens the traditional
approach which focuses on organizational structure and controls by
including other important elements, such as leadership, the organizational
culture, learning, interpersonal and the behavioral issues producing
motivation and a commitment to strategy implementation. The second theme
is the emergence view, which puts together strategy formulation and its
implementation. This theme views strategy formulation and implementation
as an interactive and reciprocal process, involving adaptation and
improvisation as well as intertwining them at a higher level. The third theme
is the co-alignment of the organization with its dynamic environment as a
process-indicative strategic intent which includes the purpose, coordination,
goals and action of the organization. It has been argued, according to Ofori
and Atiogbe, that these three themes provide a coherent basis for strategy
formulation and strategy implementation.To succeed, according to the
dynamic modelof strategic planning, the organization has to choose from a
wide list of strategic capabilities rather than depending only on a single
strategic capability (Ofori and Atiogbe 2012). Hence, the classical approach
to strategic planning is recommended to give place to a more dynamic
understanding that focuses on strategic issues such as strategic thinking,
creativity, innovation, and strategic change (Ofori and Atiogbe 2012).
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Moreover, in the dynamic approach, close cooperation and coordination
within an organization are needed between people who have different
functions and areas, to optimize the use of knowledge and to enhance the
creativity needed for problem solving (Ofori and Atiogbe 2012).
7.2.4 The Holistic Model
The holistic strategic planning model is proposed by Thomas Plant (2009)
and has four parts, namely:
1. Developa strategic vision involving public and staff input.
2. Develop and prioritize the strategic and operational objectives
aligned with the vision.
3. Develop departmental business plans aligned with the strategic
plan.
4. Measure and report results.
Successful strategic planning approaches according to the holistic strategic
planning model require all the components to be reviewed in the process as
an integrated system in a comprehensive and holistic strategic planning
framework based on developing a strategic vision involving internal and
external audiences (Kabir 2007; Plant 2006, 2009). This involvement helps
to bridge the gap between intentions and action (Drumaux and Goethals
2007), and also helps to implement strategic plans which will attain the
desired initiatives, goals and objectives (Drumaux and Goethals 2007;
Poister 2010). According to this model, the involvement of internal and
external stakeholdersin the strategic planning process will ensure ownership
and high commitment towards the strategic planning process that leads to
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better organizational performance (Chukayeva and Akzharov 2016: Bouhali
et al. 2015: Dibrell et al 2014:Wheelen and Hunger 2010, 2012).
Additionally, and according to the holistic strategic planning model, having
clear strategic and operational objectives and clear performance indicators
with clear prioritized performance indicators will help top management to
track success in achieving the desired strategic vision and objectives (Ayers
2010; Kroger 2007; Kunonga et al. 2010; Snyder 2016). Moreover, public
sector organizations, according to the holistic model, are required to develop
their departmental business plans in alignment with the strategic plan (Plant
2009), and also to link strategic planning more closely with performance
management processes, to improve decision making and performance as
the most important purpose of measurement and to report on their
performance (Poister 2010).
Itis important to note that some authors (Ofori and Atiogbe 2012; Plant 2009;
Poister 2010) argue that both dynamic and holistic strategic planning models
have more advantages than have the Basic and the HAX models, because
the challenge which may affect the strategic planning process if
organizations refuse to think strategically and follow the classical planning
process is that they will surely not survive in the present fast changing and
fluid environment.
7.3 The Strategic Planning Process
The strategic planning process, according to Bryson (1988), has six stages.
The first is the stage of developing an initial agreement that covers the
purpose of the effort, the preferred steps in the process, report forms and
timing, the roles and functions of the staff, and the needed resources. The
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second is to identify and clarify the formal and informal external mandates
placed on the organization, such as legislation and regulations. The third is
to develop the organizational mission and values and to justify to society
why the organization exists. The fourth is to analyze the external
environment and identify the opportunities and threats that might affect the
organization. The fifth is to analyze the internal environment, and identify the
areas of strength and weakness of the organization. The sixth is to identify
the strategic issues for the organization. This arrangement is supported by
Ofori and Atiogbe (2012), who report that the process of strategic planning
includes creating a vision, mission, goals and objectives as well as analyzing
the external and internal environment. Ofori and Atiogbe claim that if
organizations want to succeed in modern business, while optimizing their
core competencies, they also recommend having a clear vision and
balanced journey for the future that takes a market-oriented approach. Ofori
and Atiogbe also argue that an organization is recommended to have a clear
mission to help define the scope of its operation and provide managers with
a unified sense of direction for the future. Organizations, they say, should
have short- or long-term goals and objectives which they seek to achieve
over a defined time. Their goals and objectives, such as productivity,
competitiveness, and public responsibility, should be specific, measurable,
realistic, and timed (Ofori and Atiogbe 2012). Moreover, the strategic
planning process of an organization also includes analyzing its internal and
external environments in order to clearly identify its internal strengths and
weaknesses, its external opportunities and its threats in order to realize its
mission and obey its mandate (Auka and Chepngeno 2016; Itani, 2014;
Lenihan 2001; McNicol, 2005).
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7.4 Barriers to Strategic Planning and Management
As noted above, strategic planningand management have become very
important now that the environment in which public sector organizations
operate has become increasingly uncertain because of changes in the
population size, in stakeholders‟ expectations, in the political situation and
agendas, in technology, and in the diversity of populations (Shahin 2011;
Wasilewski and Motamedi 2007). Such an unpredictable environment forces
public sector managers to cope with the external and internal barriers that
confront both the formulating and the implementation of effective strategic
planning (McNicol 2005; Plant 2009; Poister 2010). Janaki et al (2012) have
defined

a

list

of

34

external

and

internal

strategic

managementbarriers.Janaki et al. state that thebarriers at the top of the list
have strategic implications; they are: ineffective top management, lack of
consensus between managers, and conflicts in organizational culture.
Shahin (2011), too, has defined several core external and internal barriers at
the stage of forming the strategic plan. The external ones are: barriers
associated with the political-legal climate, with the economic climate, with
the socio-cultural climate, and with the technological environment. The core
internal organizational barriers, according to Shahin, are: the organizational
culture, inappropriate organizational structure, weak leadership commitment,
lack of financial resources, poor infrastructure of information technology, a
weak performance management system, and weak strategic thinking.
However, in terms of strategic planning implementation, Buluma et al (2013)
claim that the main barriers to successful strategic planning implementation
are the lack of control over the implementation stage, inadequate
technological resources, insufficient management systems, and inadequate
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management approaches. Additionally, Ifard et al (2011) defined several
barriers in each phase of strategic management in public sector
organizations. The barriers associated with the strategic formulation stage
are:unclear vision, unclear mission, unclear objectives, low managerial
commitment to strategic planning, weak skills in and knowledge of strategic
planning and implementation, top-down strategic planning, and weak
assessment of the internal and external environment. The barriers
associated with the strategic implementation phase, according to Fard et al.,
were: high turnover of managers, weak supporting organizational culture for
strategic planning, inappropriate organizational structure, and inappropriate
resource allocation. Additionally, the barriers associated with the strategic
evaluation phase as Fard et al. reported, are: inability to specify performance
measurements, and lack of evaluation systems of strategic planning.
7.5 Successful factors for Strategic Planning in the Public Sector
Successful strategic planning in the public sector requires shared
commitment to the organization‟s values, vision and mission from the
relevant sets of internal and external stakeholders (Itani 2014; Lenihan 2001;
McNicol 2005). Hence, public sector organizations, according to several
authors (Lane and Wallis 2009; Pina et al. 2011; Prks and Hilyert 2016),
need to ensure that their strategic planning practices embody developed,
clear and suitable values, with a mission and vision that create the needed
ownership of the organization among all the interested parties. Hendrick
(2003) claims that strategic capacity is higher in governments with more
comprehensive planning, more extensive monitoring, clearer measurable
objectives and greater coordination. Hendrick also argues that governments
with more comprehensive planning have a good reputation for planning and
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long-term commitment to the strategic planning process. This is supported
by many studies from the strategic planning literature (Drumaux and
Goethals 2007; Ferlie 1992; Schall 1997). Hendrick also claims that, as in
the private sector, the organizational performance of a public body will
improve as soon as an it acquires a more comprehensive, formal and
rational planning process (Hendrick 2003). Thus, one of the important keys
to successful strategic planning is communication, since it involves all
stakeholders in the process (Hendrick 2003). However, Hendrick claims that
it is difficult to plan if government invites too many people into the planning
process from both inside and outside the organization and gives them
greater control over the process of strategic planning. She also reports more
frustration over the planning process for governments which involve other
constituencies in its operations. This view is supported by the traditional
beliefs in the literature which claim that public sector strategic planning is
impossible, dangerous and a waste of time (Bunning 1992). Additionally, it is
believed that involving people from inside the organization, the lower ranks
of staff in particular, should be considered a waste of time which distracts
them from other tasks (Elbanna 2009), while involving outside groups in the
strategic planning process tends to increase their influence, stir them up and
raise their expectations (Bunning 1992). This is true, according to Elbanna
(2009), above all when the organization has a history of engaging in
strategic planning efforts and then shelving the results unused. Hendrick
(2003) adds that it is more difficult to plan in governments which have a
decentralized planning process. However, it will be recalled that many
articles in the literature (Camarata 2003; Ebdon et al. 2016; Mulhare 1999)
have argued that involving different stakeholders in the strategic planning
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process is very important. This involvement helps to bridge the gap between
intentions and action (Drumaux and Goethals 2007) and to implement
strategic plans to achieve the desired initiatives, goals and objectives (Plant
2006; Poister and Streib 2005).
Poister and Streib (2005) identify some successful strategic planning factors
which have generated positive results. These success factors are: reporting
strategic performance measures to the public, linking individual performance
with strategic goals and objectives, tracking performance from time to time,
evaluating the feasibility of proposed strategies, targeting new money when
budgeting and involving citizens and other external stakeholders at the
beginning of the strategic planning process. Moreover, Kenville (2005)
argues thatstrategic planning requires more time and money, hence, it is not
easy to predict if strategic planning produces positive effects, and there is a
fair chance of the process failing, at the implementation stage in particular.
Strategic planning, according to Kenville, does not merely consist of
documentation to be implemented: it is an actual process that develops
goals, objectives, mission and vision and involves both internal and external
stakeholders, as well as shedding light on customers‟ views. Hence, more
effort should be spent on developing a well-thought-out strategic plan,
followed by proper implementation. Kenville in addition has reported many
ways for governmental organizations to achieve their objectives. These ways
are: having control over programs, solving major problems, enhancing
internal communication, addressing the problems of functional departments,
setting priorities, developing teamwork, strengthening overall management
capacity, having a proper decision making process, and improving
organizational performance.
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After highlighting the strategic planning approaches, models, process,
barriers, and successful factors, we turn next to the strategic management
process and why it is important to public sector organizations.
8. The Strategic management Process
Before describing the strategic management process, it is important to
highlight the meaning of management and top management responsibilities.
8.1 Management and Top management responsibilities
Peter Drucker considered managementa distinct and important function
which determines the success of organizations and societies, arguing that
without capable management the resources of production will remain
resources and never become products (Cohen 2014; Zahra 2003). Drucker
also believed that capable management demands careful analysis of the
organization‟s mission and business concept, clear objectives, and the
proper allocationof resources to achieve these objectives (Cohen 2014:
Zahra 2003). Drucker claimed moreover that competent management needs
to decide which business activities to adopt through the careful analysis of
target groups and markets and their needs, values and perceptions.
Effective management enables managers to follow a systematic decision
making process which focuses on problem identification, followed by the
development and checking of alternatives, selecting approaches and
methods of implementation and evaluation (Atkinson and Mackenzie 2016;
Wheelen and Hunger 2012; Zahra 2003). Managers are expected to be
responsible for building their organization, properly integrating its different
functions, and leading professional employees towards the fulfillment of the
organization‟s vision and the accomplishment of its corporate objectives
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(Atkinson and Mackenzie 2016; Wheelen and Hunger 2012; Zahra 2003).
Top managers with a diversity of experience, background and skills tend to
be significantly related to the overall improvement of an organization. Unless
top managers support and encourage the strategic planning process,
effective strategic management is not likely to be achieved (Atkinson
and Mackenzie 2016; Poister 2010; Wheelen and Hunger 2012).
According to the literature, and as mentioned before, the strategic
management process is divided into three main stages, namely, strategy
formulation, strategy implementation and strategy evaluation (Cox et al.
2012: Rhys et al. 2012: Subba, 2010). The three stages of the strategic
management process are discussed below in turn.
8.2 Strategic Formulation
The strategic plan formulation phase aims to determine the future direction
of an organization by identifying its strategic and operational goals and
objectives (Cohen 2013; Daigneault 2016; Dougherty 2016; Fard et al.
2011). This requires an analysis of the internal environment, including the
strength and weakness factors, and the external environment, which
includes opportunities and threat factors (Brysonand Alston 2005; Fard et al.
2011; Fred 2011). The aim of the internal analysis is to produce a
documented

picture

of

the

most

significant

internal

environmental

development that influences the organization when it formulates its goals,
objectives,

structures

and

systems.

Meanwhile,

the

analysis

and

assessment of the external environment help the organization to accomplish
its mission and fulfill its mandate towards people, properties, processes and
products (Dougherty 2016; Ofori and Atiogbe 2012).
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The formulation phase also includes identifying the values, vision, mission
and formulation of the performance measures for evaluating how far the
organization has implemented the desired goals and objectives (Brenes et al
2008; Brysonand Alston 200; :Cohen 2013; Combs et al 2005). However,
Rhys (2012) argued that not all public sector organizations are guaranteed
tohave clear strategy formulation process. Moreover, it is important to reflect
that little trouble is generally taken to ensure the participation of lower
ranking employees at the level of overall strategic planning, least of all at the
development stage (Cohen 2013; Hatipoglu et al. 2014; Tonnessen and
Gjefsen 1999). This omission lowers the employees‟ understanding of
business and does little to ensure their commitment, ownership or
willingness to attain the organization‟s goals and objectives, thus, not
improving the working environment and not securing good practical
implementation (Brysonand Alston 2005; Tonnessen and Gjefsen 1999). It
should be recalled that, in recent years, countries are beginning to value the
service-based economy, where services are considered central to creating
value (Leskaj et al. 2013). Frontline employees play a critical role in the
success of private or public service organizations, for they link the external
stakeholders with the operations inside the organization. Thus, to ensure the
employees‟ firm engagement, research recommends increasing the level of
frontline staff involvement in strategic planning (Brysonand Alston 2005;
Ebdon et al. 2016; Leskaj et al. 2013). On this basis and according to the
literature, employees need to be trained in various issues concerning the
implementation of strategic plans, and should expect to be allowed to fully
participate from the beginning of the formulation of strategy to the evaluation
of the strategic planning (Buluma et al. 2013). This will help to ensure that all
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the employees will be involved in making decisions in regard to both the
formulation and the implementing of strategic plans (Buluma et al. 2013).
Moreover, involving external stakeholders in the formulation process will
ensure their collaboration and support, although it risks giving them more
power and influence (Elbanna 2010; Poister 2010).
8.3 Strategic Implementation
Although strategic plan implementation was not often mentioned in the
literature, it has recently been given attention (Buluma et al.2013; Chen et al.
2015; Kristamuljana 2011; Crittendenand Crittenden 2008). The strategy
literature concentrates on analyzing strategic practices and there has been
more emphasis lately on issues of implementation (Harrington and
Ottenbacher 2011; Subba 2010). Hence, because of the substantial impact
of

implementation

on

strategic

initiatives,

the

topic

of

strategic

implementation has been the focus of several studies in the literature
(Bianchi and Salvatore 2015; Harrington and Ottenbacher 2011). Strategy
implementation is the method of executing or operationalising an
organization‟s strategic plans (Kaplan 2001; Mintzberg 2003; Mintzberg
2007; Mintzberg et al 1998). Strategic implementation is defined by
Abdalkrim (2013: 136) as:
“The process of transforming intentions into action”.
The strategic plan implementation phase involves designing an appropriate
organizational structure, ensuring that the right divisional and functional
managers are supported by the right backgrounds and skills (Dibrell et al
2014; Fard et al. 2011; Marin 2012; Subba 2010). According to Ofori and
Atiogbe (2012), well-conceived strategic plans help organizations to
enhance their decision-making process and manage change. But this
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requires well-defined achievable goals, the full integration of a number of
sequential activities, and above of all commitment to the strategic planning
implementation (Ofori and Atiogbe 2012). To ensure a proper strategy
implementation process, organizations need to analyze their organizational
structure, organizational culture, power and conflicts (Ofori and Atiogbe
2012; Stockwell and Casey 2016; Wronka and Wronka 2016). Moreover,
successful implementation, according to the literature, requires managers to
have

the

right

policies,

allocate

the

needed

resources,

control

implementation, and receive up-to-date information that facilitates learning
(Cohen 2013; Marin 2012; Mintzberg 2007; Mintzberg et al 1998).
Mapetere et al (2012) claim that although strategy formulation is fairly easy,
the implementation of strategy throughout an organization is more difficult.
Although organizations may have formulated the best strategic plans, they
may fail to achieve the desired outcomes because of improper strategy
implementation (Buluma et al. 2013; Rhys et al. 2012). Poor strategy
implementation has in the literature been blamed for a number of strategic
problems and failures (Rhys et al. 2012; Wheelen and Hunger2010).
Important factors contributing to these problems and failures are, for
example, weak support from top and middle management, improper linkage
between the strategic plans and the decision-making process, and
inadequate internal and external communication. According to Ofori and
Atiogbe (2012), in order to maintain a competitive position in the market and
to enhance business performance, public sector organizations are
recommendednot to concentrate on strategy formulation only, but also to
highly value and ensure a proper strategy implementation process. Public
sector organizations, according to the literature,need to focus on ways of
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improving their ability and the methods that they expectto adopt to
successfully implement new initiatives, services, and strategies at both
business unit and corporate level (Cohen 2013; Harrington and Ottenbacher
2011). To achieve the targeted strategic objectives, the entire organization
needs to be involved (Buluma et al. 2013; Poister et al 2013). Therefore, for
the successful implementation of strategies, both lower level managers and
non-management employees should expect to be adequately informed of
the facts and issues regarding the implementation of strategies. Otherwise, a
lack of consensus on the information passes through several management
levels and this creates barriers to the successful implementing of the
strategic plan (Buluma et al. 2013; Stockwell and Casey 2016). Moreover,
effective communication is considered among the most frequently mentioned
items that are responsible for the successful implementation of a strategy
management; therefore management should properly explain the duties,
tasks and new responsibilities to devolve on employees (Buluma et al. 2013;
Cohen 2013). Communication and understanding shared among all
employees is a crucial aspect of the strategy implementation process:
hence, top management needs to ensure that all the information concerning
strategic plans is at the disposal of all the employees (Al Nawakda 2012;
Buluma et al. 2013). Additionally, and according to the literature (Analoui
2012; Atkinson and Mackenzie 2016; Sudirman 2012; Turkeli and Ercek
2010), to effectively implement strategic plans, top management need to
play a major role not only in the formulation stage, but also in the
implementation stage of the strategic planning process. Top management
need to effectively integrate the several activities of different departments
within the organization to help carry out the organizational mission through
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the best integration of processes, structures, resources and people (Alamri
2016; Atkinson and Mackenzie 2016; Parks and Hilyert 2016). For an
implementation process to be effective, moreover, leaders are required to
set a good example and be viewed as role models of strong and inspiring
leadership (Atkinson and

Mackenzie 2016; Kadir and Jusoff 2009).

Additionally, incentives and a proper reward system will motivate employees
to implement strategic planning (Kadir and Jusoff 2009). It is worth noting
that effective leadership is considered one of the important ways of ensuring
successful strategy implementation (Mapetere et al. 2012). Weak leadership
involvement in strategy implementation will impair the success of the
strategic planning (Atkinson and Mackenzie 2016; Mapetere et al. 2012).
Many studies, according to Mapetere et al (2012),reveal that most strategic
planning has failed because of the inability of leaders to make use of their
various skills and their failure to be a role model in providing the needed
energy, loyalty, commitment and support, mostly at the implementation
stage. In bureaucratic governmental organizations, strategy implementation
is combined with change and transformation (Alpha et al. 2012), which
creates difficulties and barriers to their managers (Alpha et al. 2012). Hence,
managers‟ commitment to organizational objectives will be the strongest
driver for their organizations to achieve their objectives (Alpha et al. 2012;
Atkinson and Mackenzie 2016). Mapetere et al (2012), claim that leaders
should possess such skills as the competence to craft a vision and set goals
and the know-how to use power and apply their technical, interpersonal,
problem-solving, leadership, human and conceptual skills. Marin (2012) also
reveals that middle managers are spending most of their time and effort on
short-term activities, and leaving the long-term ones to top management,
Page
56

who prefer a centralized approach to strategic planning. According to the
literature, the top-down leadership approach and the lack of a close
relationship between the formulation and implementation groups are
considered among the top barriers to strategy implementation (Janaki et al.
2012). According to the literature, it is also more difficult to implement
strategic planning with a bureaucratic top-down command and control
approach, because in this situation the people in the lower ranks of an
organization will not properly participate in achieving the planned goals and
objectives (Hendrick 2003; Plant 2006,2009). Moreover, weak middle
management commitment to the implementation of the strategic plan, as
well as weak internal communication and collaboration between most
organizational departments will not encourage lower ranking staff to fulfill
their obligations and responsibilities in achieving operational objectives,
because they have no ownership or commitment towards the strategic
planning process (Oforiand Atiogbe 2012).Some studies, according to Marin
(2012), argue that the involvement of middle managers in the strategic
management process would improve organizational performance, because
they play a crucial central role in strategic management implementation and
can inform top management about operational performance. Hence, they
prepare an organization for the future, maximize the use of its resources,
help in strategic decision making, identify suppliers and customers‟
problems, perform strategic activities, and adapt to change within its
environment (Marin 2012; Williams and Lewis 2008; York and Miree 2012).
Top management in public sector organizations seems to adopt a laissezfaire attitude towards employees, provide weak support, and frustrate the
last stages of the implementation of planned strategy (Rkeli and Ek 2010).
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Moreover, this top management is more concerned with political
considerations than with

organizational change;

thus the strategic

management implementation is likely to fail (Rkeli and Ek 2010).
Some writers, according to Oforio and Atiogbe (2012), encourage top
management to appreciate the practices of strategic management, which is
considered a sequence of analytical and evaluative procedures that
formulate and implement a strategy to enable organizations to match their
capabilities and competencies to the competitive conditions in the external
environment. Thus, enhancing organizational performance by integrating
and optimizing management processes requires the development of a wellconceived strategic plan.
The strategic management literature (Aldehayyat and Al Khattab 2013;
Ferreira and Proença 2015) reports that there is a positive relationship
between strategic planning and organizational effectiveness. However, the
relationship between strategic planning and organizational effectiveness is
influenced by the level of participants‟ satisfaction with the planning and
implementation process (Ammons 2015; Bryson 2011: Yongjin 2013).
Moreover, Doherty (2010) argues that leaders of organizations are
recommended to have the skills and abilities to address the internal factors
and external factors that influence the organization. Doherty stresses that
analysis of the internal strengths and weaknesses and also analysis of the
external opportunities and threats should be the priority of organizational
leaders in the strategy formulation process by matching the internal
environment of an organization with its external environment. Kenville (2005)
also claims that an effective and systematic strategic management approach
requires public managers to have a clear sense of vision, mission, values
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and overall strategy. Top management are recommended to become more
involved in the strategic management process (Atkinson and Mackenzie
2016; Barzelay and Campbell 2003), since this will improve the relationships
between the elected officials and the administrative staff (Ebdon et al. 2016;
Kenville 2005).
8.4 Strategic Evaluation
Strategic evaluation is the third and final stage of the strategic management
process after strategy formulation and strategy implementation (David 2011;
Subba 2010). At this stage, management evaluates the strategy, the
progress and the performance of the organization in order to consolidate the
lessons learned from its experience (Ofori and Atiogbe 2012; Subba 2010).
Strategy evaluation is at the top of governments‟ agendas as a way of
ensuring the effectiveness and efficiency of government organizations
(Bianchi and Salvatore 2015; Poister 2010). It is important to evaluate
strategy to ensure that resources have been allocated and used in a proper
manner, and also to effectively communicate the status of initiatives and
programs so as to resolve issues before they reach crisis level (Ofori and
Atiogbe 2012; Plant 2009; Poister et al 2013). It is important to note that
public organizations with high quality strategic management components
such as strategy communication and clarification, and the involvement and
empowerment of employees, are likely to have more advanced evaluation
strategy with proper performance management systems (Ammons 2015;
Barzelay and Campbell 2003; McAdam et al. 2011).
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Performance management is considered as one of the important elements in
public sector strategic management (Rhys et al. 2012; Parks and Hilyert
2016). Performance management is defined by Poister (2010:251) as:
“The process of setting [goals] for an organization and managing effectively
to achieve those goals and eventually bring about the desired outcomes”.
The performance management system is an ongoing organizational design
for strategically managing the implementation of agreed strategies,
examining the performance of these strategies and then formulating revised
or new strategies (Lynch 2012, 2015; Malekpour et al. 2015). It should also
be noted that because performance management systems play an important
role in linking vision, mission, goals and objectives to create public value at
reasonable cost (Rhys et al. 2012), the development of performance
management systems is a significant component of successful strategic
formulation and its implementation (Barzelay and Campbell 2003:Bianchi
and Salvatore 2015).
Additionally, according to Plant (2009), performance management can be
considered a management tool for organizations to manage and control their
resources and outcomes. Plant argued that performance management is
expected to be adequately linked to the strategic plan, and should track
inputs, outcomes and efficiencies. He went on to say that performance
management needs to establish a benchmarking strategy that sets targets
and market performance comparisons. He commented that performance
management is expected to include a programme evaluation system that
ensures effectiveness through measuring performance and outcomes.
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Gantick et al (2002) contended that many public sector leaders struggle to
strike the required balance between the available resources and the
increasing demands for high quality services.

Gantick et al. added that

governmental leaders face great challenges in managing the trade-off
between a community‟s quality of life and its growth, and in learning how to
integrate services to address the diverse needs of citizens and other
stakeholders. Thus, according to Gantick et al., in order to improve
organizational performance, government leaders are expected to design a
proper performance management system whichensures that governmental
organizations are committed to improving the value of the servicesas
delivered, to know what the customers‟ performance requirements are, to
frequently measure and evaluate progress in performance, and finally to
ensure the leaders‟ commitment to the goals, direction, and values of the
organization.
In addition, Poister (2010) claimed that inefficient performance management
would create difficulties when governmental organizations wanted to make
the kind of decisions that would advance substantial performance
improvement. Thus, Poister warned that governmental organizations which
needed to improve their performance were expected to create an adequate
performance management system. He added that such a system would help
these organizations to actively analyze poor performance; to redirect internal
budget allocations so that they made programmes more effective; to provide
the needed training to service delivery staff to overcome performance
deficiencies; and to work collaboratively with partners, contractors and
suppliers to solve performance problems.
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However, Plant (2009) noted that implementing performance management in
public sector organizations is often difficult because governmental
organizations usually have multiple goals and services targeting different
client groups which have a variety of needs and expectations. This
generates conflicts about values and priorities, especially in a very rapidly
changing environment. Such an environment, he believed, is unique to
governmental organizations: it makes performance management challenging
and requires anapproach that can adapt to these complexities. Poister
(2010) also argued that governmental organizations, especially large and
complex ones, typically maintain a wide variety of performance management
systems at different organization levels to serve different purposes, focusing
on different programmes and different audiences. Thus, Poister claimed that,
to be effective, public organizations are expected to secure performance
management systems with ongoing processes at all organizational levels
and across numerous applications.
9. Strategic Management – Concluding Remarks
For the last three decades, there has been sustained interest in strategic
management in the public sector from both academics and professionals
(Fred 2011; Leskaj et al. 2013; Mryan 2012). There are several benefits from
engagement in strategic management, such as having a clear future vision,
long-term interaction with the environment, the achievement of satisfactory
financial and economic outcomes, and the effective allocation of capabilities
and resources (Fred 2011; Leskaj et al. 2013; Mryan 2012). Poister (2010)
argues that many governmental organizations have worked hard on strategic
planning in order to produce positive results and outcomes, but it is not clear
how worthwhile these efforts have been. Poister maintains that there has
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been continued lively debate in the literature on the way to go about
strategic planning in the public sector in terms of scope, content, approach,
involvement and participation. Poister also arguesthat the efforts of many
governmental organizations to engage in strategic planning are not
meaningful, because these organizations fail to identify and develop the
strategies which help to achieve the desired results; they also fail to put
strategic plans into action and link them to methods of implementation.
Poister also argues that, in order to engage more effectively in strategic
planning, these organizations need to transform their traditional strategic
planning process to a strategic management process. This argument is also
supported by the literature (Chaola et al. 2015; Hacker et al. 2001). The
organizational transitioning from traditional strategic planning process to the
process of strategic management, according to Poister, will produce more
meaningful strategy in the future; it will allow the implementing strategies to
be more effective, through managing the overall strategic agenda on a
steady and not sporadic basis. This transition will also help to achieve longterm growth, profitability and sustainable competitive advantage (Ofori and
Atiogbe 2012; Poister 2010; Poister et al 2013). Moreover, strategic
management ensures that organizations have proper organizational
structure (Rhys et al. 2012; Daigneault 2016; Haycock et al. 2012),
appropriate processes and the culture needed for the desired change, and
achieve high returns (Abadžić et al. 2012; Berry and Wechsler 1995; Bianchi
and Salvatore 2015).
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10. Chapter Summary
Strategic planning, under this name, started in the private sector in the early
1960s with descriptive analyses of strategies and the formulation of
strategies and their environment. Strategic planning was introduced in the
public sector with a sharper focus on local government organizations.
Several authors argue that strategic planning is applicable in the public
sector in the same way as in the private sector, while other studies argue
that the significant differences between the public and private sectors should
be studied. In contrast, public sector organizations have and serve more
diverse stakeholders: hence, it is difficult to identify and develop strategic
issues which resemble those of organizations in the private sector.
Over more than three decades, there has been a sustained interest in
strategic planning in the public sector from both academics and
professionals because strategic planning can be seen in the public sector in
the form of noteworthy management innovations with the benefits of a highly
structured, future-oriented management technique imported from the best
practices of the private sector. It is clear in the literature that applying
strategic planning processes will secure positive outcomes and long-term
growth, while sustaining competitive advantage and profitability, improving
efficiency and effectiveness and leading to the kind of good government that
citizens want and deserve. However, the value of strategic planning and its
use by the public sector in particular has been questioned by several
authors. Other critical authors argue that in the rapidly changing and
competing environment, the strategic planning process is limited, too costly,
time consuming and not necessarily capable of producing strategies that
create the needed outcomes.
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The challenges according to the literature which may affect the strategic
planning process if organizations refuse to think strategically and follow the
classical planning process is that they will surely not survive in today‟s fast
changing and fluid environment. Strategy development is viewed as a formal
and linear approach based on top-down decision-making processes that
involve mostly top and middle management while excluding lower
management and other stakeholders. Such non-involvement is based on the
idea that lower level staff members are incapable and poorly trained. The
non-involvement approach might, however, fail to ensure the commitment
and ownership of the strategic planning process on the part of the latter.
Other challenges were the unwillingness by top management to appreciate
or listen to staff comments or suggestions, lack of appreciation of the work
done, lack of staff motivation, lack of a well-defined appraisal system and
poor operational management. The critical factors according to the literature
that influence the implementation of strategic planning in public sector
organizations are political influence, and unclear vision, mission, and goals,
non-continuous environmental analysis, lack of managerial commitment, the
top-down strategic planning approach, lower levels of strategic planning
knowledge

and

organizational

skills

culture,

among
top

employees,

managers‟

weak

turnover

support
rates,

from

the

inappropriate

organizational structure, inappropriate allocation of resources, missing or
weak performance measures, and finally the lack of a strategic planning
evaluation system.
To meet future demands and to adapt effectively to the rapidly changing
environment, several authors have argued that public sector organizations
are recommended to import and transfer modern strategic management
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concepts from the private sector, such as strategic thinking and innovation.
Public sector organizations, according to the literature, are required in the
future to play a more critical role than at present. If public sector
organizations want success in the coming decade, according to the
literature, they are recommended to anticipate new challenges and
problems, to respond to them effectively, to think strategically and to
manage for results. The next decade, according to the literature, requires
public sector organizations to review all the components in the strategic
management process as an integrated system based on developing a
strategic vision involving the internal and external audience; next, to
prioritize strategic goals and initiatives and align them with the organizational
vision, then to align the business plan with the strategic plan and finally to
measure and to report the achieved results. Moreover, in order to ensure
successful strategic planning implementation, the strategic plan is expected
to be part of a strategic management system that ensures the design of a
solid organizational structure, having clear communication mechanisms,
adequate technology and is equipped with a competent reward system.
Generally speaking, in today‟s increasingly challenging environment,
strategic management is considered the most critical and fundamental
process by which public sector organizations may achieve their desired
outcomes. However, very few governmental organizations have developed a
fully-fledged strategic management process that seriously integrates all the
management processes and major functions for advancing the strategic
agenda. Strategic management,according to the literature,requires skilled
and powerful leadership to ensure a proper fit between the organization and
its environment, to involve different stakeholders in creating the vision, to
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ensure internal and external commitment to the vision, mission, and strategic
objectives, to encourage effective internal and external communication, to
ensure proper decision-making processes, to properly allocate resources, to
assign implementation responsibilities for strategic initiatives, to identify valid
performance

measures

and

to

ensure

proper

links

between

the

organizational structure and its strategy. Hence, moving from traditional
strategic planning to effective strategic management, according to the
literature, needs an intensive, collective, and continuous involvement of top
management. If public sector organizations want a more meaningful strategy
in the future, they have to effectively plan, implement, and evaluatetheir
strategic management process; thus, public sector organizations will be
more citizen-focused, decentralized, collaborative and results-oriented.
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Chapter Three: Research Methodology

1. Introduction
It will be recalled that the main objective of the present research is to
investigate strategic management practices in public sector organizations in
the Kingdom of Bahrain. More specifically, this research explores the
strategic

formulation,

implementation,

and

evaluation

process

in

governmental organizations in Bahrain, and then explores the elements that
are related to a successful strategic management approach in these
organizations. It should also be remembered that this research seeks to
answer the following questions:
Question

1:

How

were

strategic

planning

processes

developed,

implemented and evaluated in the public sector organizations of the
Kingdom of Bahrain?
Question 2: To what extent were public sector organizations broadening
their strategic planning efforts into a strategic management approach?
Question 3: What are the practical implications for the policy makers and
practitioners of strategic planning in the Kingdom of Bahrain?

In this chapter, the nature of business and management research will be
discussed. Moreover, the present chapter addresses the research design
and methodology, the research methods and the target population. This
chapter also addresses the research instrumentation for the quantitative
approach. Additionally, it explains the measures taken for the ethical
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protection of the research participants. At the end of this chapter, the design
and methods adopted in the present research are summarized. Figure 2
reflects the research process, as follows.

Instrument Design
Research Method




Qualitative
Quantitative
Justification

Data analysis





Descriptive
techniques
Frequencies
Correlations
Figures and tables

Data Collection Method



Structured Interviews
Survey questionnaire

Final survey
procedures




Ethical approval
Cover letter and
questionnaire
Follow-up



Data collection






Instrument
structure
Length
Scales
Language

Pre-testing
procedures



Expert panel
Pilot study

Research Rigor



Reliability
Validity

Figure (2): The Research Process

2. The Nature of Business and Management Research
Krishnaswami and Satyaprasad (2010) claimed that research simply means
a search of facts by means of a purposive investigation in order to answer
questions and solve problems. Krishnaswami and Satyaprasad (2010: 2)
defined research as:
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“A systematic and logical study of an issue or problem or phenomenon
through scientific method”.
Krishnaswami and Satyaprasad argued that several research definitions in
the literature reveal various other characteristics of research, such as:
1. Research

is

a

systematic

and

logical

investigation

into

a

phenomenon.
2. Research is a purposive investigation that aims to describe, interpret
and explain a phenomenon.
3. Research uses scientific methods.
4. Research applies feasible tests to validate tools and findings in an
objective and logical manner.
5. Research is basedon observable experience or empirical evidence.
6. Research aims to answer research questions and solve problems.
7. Research emphasizes the development of theory and generalization.
8. Research aims to produce meaningful findings, and test them.
Saunders et al (2009: 5) additionally define research as:
“Something that people undertake in order to find out things in a systematic
way, thereby increasing their knowledge”.
According to this definition, research is based on logical relationships and
not mere beliefs. The above writers also argue that research involves an
explanation of the data collection methods, obtains meaningful findings and
assesses any limitations of these findings. Moreover, Saunders et al. assert
that the research should include identifying the research purpose, and the
setting of clear research objectives and research questions.
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Saunders et al. argue that research is more than simply reading a few books
or articles, talking to other people or asking them particular questions in
order tocollectdata. Research, in their view,has a number of characteristics
such as a clear purpose, and a systematic way of collecting and interpreting
data.
On the basis of their research definition,above, Saunders et al (2009: 5)
define business and management research as:
“Undertaking systematic research to find out things about business and
management”.
Saunders et al. reported four things that make business and management a
distinctive focus for research. First, the way in which researchers draw their
conclusions based on knowledge developed by other disciplines. Second,
the fact those powerful and busy managers will not allow research access
unless they can see personal or commercial benefits. Third, the tendency
nowadays of organizational managers, as well as those conducting the
research, to be educated. Fourth, the need for this type of research to have
some practical consequences.
Saunders et al. claimed that adopting knowledge from other disciplines
allows business and management research to reach new insights which are
hard to gain through these disciplines separately. Saunders et al. added that
business and management research needs to address business issues and
practical managerial problems, not only to provide findings that advance
knowledge and understanding. Additionally, despite the varied purposes of
different business and management studies, Saunders et al. argue that all
business and management research is undertaken purely to understand
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business and management processes and their outcomes by engaging both
theory and practice.
3. Research Design
The research design focuses on turning the research objectives and
questions into a research project (Saunders et al. 2009).A research design
as defined by Saunders et al (2009: 136) is:
“The general plan of how you will go about answering your research
questions”.
According to Yin (2008), the research design is considered a logical
sequence that connects the empirical data to both the questions and the
conclusions of a particular researchstudy. Ramos (2011) added that a
research design is a plan for completing a piece of research through multiple
steps whichinclude developing the research questions, then collecting and
analyzing data to reach the research findings and conclusions. Ramos
added that the research design is a plan for guiding researchers during the
process of data collection and analysis and the interpretation of the results
and findings. Additionally, Yin (2008) claimed that the main objective of the
research design is to prevent and avoid a situation in which the research
evidence does not address the initial research questions. He added that
researchers should investigate and collect their data from more than one
organization in order to draw accurate conclusions about the investigated
topic.
Saunders et al (2009) also argued that the research design should have
clear objectives driven by the research questions. Moreover, Saunders et al.
reported that the researcher has to be clear in his research design about the
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source of data collection, ethical considerations, and such data access
constraints as location, money and time. Additionally, in the research design,
Saunders et al. added that the researcher should justify his research design
decisions based on his research philosophy, and his research objectives and
questions.
The present research design is covered as follows.

3.1 Research Purpose
There are four different approaches to research, depending on its purpose
(Bryman and Bell 2007; Saunders et al. 2009). The first is Explanatory
(analytical) research, aiming to understand phenomena by discovering and
measuring the causal relations between them. This approach is useful if the
researcher is aiming to test cause-and-effect relationships between
variables. The second, Exploratory research, is used when there are no or
few studies to refer to and when the research looks for ideas, patterns or
hypotheses but does not test or confirm any hypothesis. Such exploratory
research would help to find out what is happening in a given area, and would
help in asking questions, seeking new insights and shedding new light on
phenomena. The third, Descriptive research, describes phenomena as they
exist and collects data which are likely to be quantitative. Although a
descriptive approach cannot establish causal relationships between
variables, it is used to identify and obtain information on the characteristics
of a particular issue. Finally, Predictive research aims to forecast the
likelihood of a similar situation occurring elsewhere. This kind also aims to
generalize the analytical findings by predicting certain phenomena on the
basis of hypothesized and general relationships.
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The research questions of the present research should make it clear which
research method is the most suitable approach to take in answering them.
Descriptive research was the kind chosen by the researcher to answer the
above research questions, and to provide information about the behavior,
attitudes, and other characteristics of governmental employees in the public
sector of Bahrain (Bryman and Bell 2007:Saunders et al. 2009). The
descriptive design is appropriate to the present research because it
concernsWhat and How questions, and allows relationships to be
demonstrated and the world to be describedas it exists, in an example of
cross-sectional

research

(Bryman

and

Bell

2007:Saunders

et

al.

2009).Moreover, the descriptive design is appropriate for the present
research because it employs a survey questionnaire which measures central
tendencies, variation, and correlations, as described below (Bryman and Bell
2007:Saunders et al. 2009).
3.2 Research strategy
Saunders et al (2009) lists many ways to collect empirical data, such as
experiments, surveys, case studies, action research, grounded theory, and
ethnographic and archival research. According to Saunders et al.,
experimental strategy is closely connected to the natural sciences, where
causal links betweenan independent variable and another, dependent,
variabletend to be investigated. Surveys are a strategy which, according to
Saunders et al., is more often used in exploratory and descriptive research,
while case studies involve an empirical investigation using multiple sources
of evidence. Action research focuses on action, such as promoting
organizational change, while grounded theory, as Saunders et al. have
reported, aims to predict and explain behaviors in order to develop and build
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theory. Ethnographic strategy involves describing and explaining the social
world in the way in which the members of a given society would describe
and explain it. Archival strategy tends to use recent and historical
administrative records and documents as the principal source of data. The
choice of which strategy to use,according to Saunders et al.,depends on the
types of research question, the control that an investigator has over actual
events and whether the research focuses on contemporary or historical
phenomena.
It should be noted that the present research questions suggest that surveys,
archival analysis and case studies would be the most appropriate strategies
in this study. It should also be noted that the survey strategy would be more
appropriate in the present research than other research strategies, for
several reasons. First, as mentioned before, the research questions in this
research tend to beHow and What questions.

These, as well as Who,

Where, How many, and How much questions, are frequent in the survey
strategies of business and management research. Second, the present
research is descriptivein nature and thus of a kind that tends touse a survey
strategy. Third, a survey strategy would help the researcher to collect a large
amount of data from a sizeable population in a highly economical way, using
an administrative questionnaire, which allows the easy comparison of
standardized data. Fourth, the survey strategy allows the researcher to
collect quantitative data which can be analyzed quantitatively using
descriptive and inferential statistics. Finally, and most importantly, the data
collection in the survey strategy will help the present researcher to examine
the relationships between the variables and to produce a model of these
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relationships

(Brandimarte

2011:

Bryman

2006:Bryman

and

Bell

2007:Saunders et al. 2009).
3.3 Research Method and Methodology
The research method and the research methodology should be kept distinct
(Bryman and Bell 2007; Saunders et al. 2009). The term methodmeans a
tool for collecting or analyzing data, whereas methodology refers to the
overall research approach to data collection and data analysis (Brandimarte
2011; Bryman and Bell 2007; Saunders et al. 2009). Research methodology
is definable as the precise action of following a path to answer the research
questions (Hart et al. 1980). Research methodology is determined by such
factors as the research objectives, research questions and technique of the
data analysis in use (Adams 2011; Brandimarte 2011; Bryman 2006;
Bryman and Bell 2007; Krishnaswami and Satyaprasad 2010; Martin and
Bridgmon 2012; Saunders et al. 2009). The research methodology provides
rules for reasoning, communication and inter-subjectivity (Bryman and Bell
2007; Krishnaswami and Satyaprasad 2010; Martin and Bridgmon 2012;
Samour 2010). There is no best research methodology to resolve a certain
problem: any methodology should find a middle ground between two
alternatives (Bryman and Bell 2007; Krishnaswami and Satyaprasad 2010;
Martin and Bridgmon 2012; Saunders et al. 2009: Samour 2010). Bryman
and Bell (2007) argue that research is either quantitative or qualitative in
nature. Quantitative research was considered the dominant methodology of
the twentieth century. In it, the researchers pose hypotheses or theories and
then test them by different research methods to establish cause and effect
relationships and then generalize them to a larger sample population.
Several studies according to Schwarz (2003) report that quantitative
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research is proper for organizational studies: it consists in controlling
variables based on the assumption of a regular universe, although human
behaviour is notoriously irregular. Qualitative research, however, tries to
understand the world as it is, seeks explanation through individual
consciousness, emphasizes the participants‟ perspective, is concerned with
process over outcomes and describes phenomena verbally in preference to
numbers (Bryman and Bell 2007; Krishnaswami and Satyaprasad 2010;
Martin and Bridgmon 2012).
Adams (2011) finds that, in the last few decades, debates and interest have
increased regarding the pros and cons of both qualitative and quantitative
research approaches. Adams adds that some authors have wondered which
method is superior in studying a particular research topic. Brown (2011)
reports that the quantitative is the older method more widely recognized and
with more respected methodology, as well as having greater accuracy, being
easy to verify through its statistical findings. The quantitative approach
according to Brown was developed to explore the natural sciences such as
biology or chemistry. But, in Brown‟s view, qualitative methods are more
suitable for the social sciences, which are more emotional in character. The
quantitative approach alone does not capture the fabric of intricately
interacting social norms, or organizations or governmental regulations and
does not produce deep comprehension of the investigated phenomena
(Bryman and Bell 2007; Krishnaswami and Satyaprasad 2010). Yet the
qualitative approach is ineffective in not allowing researchers to calculate,
examine measurements or replicate (Ramos 2011). However, a mixture of
quantitative and qualitative methods, according to Brown (2011), acts to
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enrich the statistical findings by bringing in the qualitative approach and to
giving the qualitative findings a firmer statistical basis.
With this in mind, the Qualitative, Quantitative and Mixed methods will be
discussed as mixed research approaches below, to explain and justify the
appropriateness of the research methods adopted to collect data in the
present research.
3.3.1 Quantitative Research
Bryman and Bell (2007) remark that quantitative research is normally used
to test a theory or a general statement that may be proposed concerning a
relationship between variables. Borrego (2009) adds that the purpose of
quantitative research is to project the research findings onto a larger
population through an objective process. He goes onto say that quantitative
methods are most suitable for deductive approaches where a theory or
hypothesis is being tested and the phrasing of the research questions
govern the data collection. They yield data that are collected from surveys
administered to a sample population to enable researchers to generalize or
make inferences and then to derive conclusions from these data and
measures of statistical analysis.Folkers (2008) amplifies the above by saying
that quantitative research collects information from one or group of
participants in order to have more data about their characteristics, attitudes,
opinions, as well as their past experiences. Folkers contends that among the
many advantages of quantitative research, the greatest is that participants
are assured of being anonymous in their status and their responses, thus
adding more credibility to the research results and conclusions. Folkers
claims that quantitative methodology is not like qualitative because it
requires a more analytical approach to the data and thus allows researchers
Page
78

to objectively measure objects and facts, independent of context. Moreover,
Folkers asserts that quantitative methodology enhances the research by
adding a degree of precision that tends to increase credibility when
presented to potential clients. Quantitative research is chosen when the
research intends using empirical statements, to describe what the case is in
practice, instead of what it ought to be (Brandimarte 2011; Martin and
Bridgmon 2012). Additionally, adopting quantitative methods will help to
explain phenomena if researchers collect numerical data and then analyze
them using mathematically based methods (Bryman 2006; Bryman and Bell
2007; Shahin 2011).
Among the strengths of quantitative research, already constructed theories
about the way in which phenomena occur can be tested and validated. The
researcher also can test constructed hypotheses before collecting data
(Bryman and Bell 2007; Saunders et al. 2009:Shahin 2011). Moreover, with
the quantitative approach, data analysis is quicker (Bryman and Bell 2007;
Saunders et al. 2009). Quantitative methods have the advantages of
independence from the researcher, researcher trustworthiness, increased
reliability

and

validity,

the

ability

to

uncover

patterns,

instrument

standardization, hypothesis testing, causal explanation and generalizability
(Bryman and Bell 2007; Saunders et al. 2009). However, Brown (2011)
notes that the weaknesses of the quantitative approach are that the research
theories and categories used may not reflect the local constituencies‟
understandings; the researcher may focus on theory testing rather than
theory generation, thus missing the accompanying phenomena; and the
knowledge thus generated may be too general to be applied to specific local
individuals, contexts and institutions.
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3.3.2 Qualitative Research
Bryman and Bell (2007) remark that qualitative research approaches the
phenomena to be investigated in a softer and more personal way.
Qualitative methods are used by researchers to identify the perspectives and
knowledge generated through the life experience of participants (Kenville
2005). Qualitative research aims to analyze the multiple meanings of
individual social and historical experiences in order to define a pattern or
define a theory (Martin 2011). Qualitative research is adopted so as to study
a different professional environment (Martin 2011). Making epistemological
assumptions is inevitable: they allow a relationship to be made between
researchers and participants, who can both produce knowledge regarding
the researched topic (Martin 2011).The main objectives of qualitative
research are to discover rather than verify processes or theory, to seek
depth rather than breadth, to focus on small rather than big samples and to
learn how and why people think and behave in certain situations (Adams
2011; Bryman and Bell 2007; Saunders et al. 2009). Qualitative research is
considered an approach but not a set of techniques and its usefulness is
based on the nature of the social phenomena under investigation (Bryman
and Bell 2007; Martin 2011); it creates better understanding of the
phenomena or experience than quantitative research does (Martin 2011;
Saunders et al. 2009).Qualitative research is characterized by the collection
and analysis of textual data using surveys, interviews, focus groups,
ethnographies, observation and conversational analysis (Borrego 2009;
Bryman and Bell 2007). This adds to our understanding of the underlying
reasons and motivations for people‟s attitudes, preferences or behaviours
(Bryman and Bell 2007). Qualitative research asks question of this kind:
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„What is occurring? Why does something occur? And how does one
phenomenon affect another? (Borrego 2009; Bryman and Bell 2007).
Blackmon (2008) claims that many studies report several advantages of
qualitative studies, such as the researcher‟s ability to uncover patterns,
trustworthiness and independence: the standardization of instruments,
hypothesis testing, causal explanation, objectivity, generalizability, high
reliability and validity, sound statistical validity and duplicability. Moreover,
Brown (2011) reports that part of the strengths of the qualitative approach is
that it helps the researcher to deeply study a limited number of cases and to
describe complex phenomena, and the researcher can collect data in
naturalistic settings. But the weakness of the qualitative approach, according
to Brown, is that the qualitative researcher will find it difficult to make
quantitative predictions and to test theory: the analysis of data is more time
consuming: and the research findings are more influenced by the
researcher‟s personal biases. However, Bryman and Bell (2007) remind us
that some strategic management researchers have suggested that adopting
the qualitative approach provides an important complement to the
explanations made possible by the statistical quantitative approach that are
likely to be used within the literature of strategic management.
3.3.3 Mixed methods research
During the last 20 years and more, mixed methods research has been
adopted as an alternative to either the quantitative or thequalitative method
used alone, in order to provide both emotional and statistical benefits to
research projects, and to provide greater flexibility and detail (Brown 2011).
Combining the quantitative and qualitative approaches tends to serve as an
effective research methodology, because mixing the quantitative and
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qualitative approaches maximizes the strengths of both methodologies
(Adams 2011; Bryman and Bell 2007; Saunders et al. 2009). Moreover,
business research deals with the social sciences and emotions, making
qualitative methods applicable (Bryman and Bell 2007). In the meantime,
business research is also statistical and has some quantitative facets (Brown
2011). Hence, combining the two accommodates both emotions and
statistics and thus is the best choice for business research design (Saunders
et al. 2009). Mixed methods research can use one of the following major
designs.
1. Triangulation Designs: Triangulation occurs when the researcher
collects data from two sources concurrently in the same phase and
interpretation involves comparing the results of the two, to best
understand the research questions (Borrego 2009). In a triangulation
design the researcher wants to employ both quantitative and
qualitative methods to collect and analyze data, integrating the results
during the interpretation phase to address a broad range of research
questions and thereby discern complex phenomena (Borrego 2009).
Triangulation design also refers to using more than one method of
data collection when researching social phenomena and can be
incorporated within and across research strategies (Bryman and Bell
2007). Triangulation is very often used in a quantitative research
strategy and can also be employed in a qualitative strategy. It has
been used by many researchers as a process of cross-checking the
findings from quantitative and qualitative research designs (Bryman
and Bell 2007), as well as checking the validity of research findings as
a whole (Bryman and Bell 2007).
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2. Embedded Designs: where the data collection and analysis of a
secondary data set occurs before, during and/or after the primary
methods, in order to address different questions that call for different
methods (Borrego 2009).
3. Explanatory Designs: where the integration occurs between phases.
The quantitative results provide ideas for qualitative interviews and
the qualitative results help to explain the quantitative results (Borrego
2009).
4. Exploratory Designs: where the researcher begins his research by
primary qualitative research and then the findings are validated by
quantitative results. This design is sometimes used to develop a
standardized quantitative instrument in a relatively unstudied area
(Borrego, 2009).

Adopting mixed research method works where, on the one hand, the
quantitative approach alone would fail to reflect the whole picture, thus
impairing the intended description and understanding (Cohen 2006; Fisher
2007; Peltomäki 2006). Moreover, even though it would reduce error and
bias, it would at the same time neglect the contents, conditions and
interactions that led to the situation under review (Fisher 2007) and would
not sufficiently reflect the characteristics of complex social situations (Fisher
2007). On the other hand, adopting mixed methods researchmay in certain
cases not be useful because the research findings produced in this way
might contradict each other (Brown 2011). Mixed methods research is not
easier than other methods: on the contrary, it requires a great deal of
reflectivity during the entire research process (Brown 2011). Moreover,
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Brown (2011), points out that mixed methods research requires more effort,
time and resources for organizing and implementing the research
project.Despite these challenges to mixed methods research, it was believed
to give better opportunities to answer the research questions and better
understanding of the phenomena, while allowing better evaluation of the
extent to which the research findings could be trusted and enhancing any
generalisability in the research findings (Bryman and Cassell 2006). Mixed
methods research is valuable for solving problems, allowing conclusions to
be drawn and a complete picture to appear, in particular in a complex social
context (Earle 2009). Combining a quantitative method and a qualitative
method allows access to different levels of reality (Bryman and Bell 2007).
Moreover, the mixed research method is likely to increase acceptance of the
research findings, since it produces valid, reliable and richer findings than
either the qualitative or quantitative method alone does (Cohen 2006;
Bryman and Cassell 2006).
3.4 Data Collection
According to Shahin (2011), data collection methods are considered an
integral part of the research design. Each method has its own advantages
and disadvantages. Saunders et al. (2009) believe that a suitable data
collection method greatly enhances the value of the research. Shahin (2011)
argues that the selection of both the research method and the data collection
approach is not affected by the research objectives alone, but also by the
possible constraints on the research.
The data in this research were collected according to the survey
methodology, as mentioned above, using both qualitative structured
interviews anda quantitative questionnaire. Folkers (2008) says that survey
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research aims to collect information about one or more groups of people, to
learn about their experiences, opinions, attitudes and characteristics. Survey
research was defined in Folkers (2008: 70) as:
“A form of social research in which one systematically asks many people the
same questions, then records and analyses their answers”.
The research survey, based on the fixed research paradigm, requires the
participants to self-disclose and the interpretation of the findings is limited to
the constructs incorporated into the survey method (Blackmon 2008). It is
worth noting, however, that a questionnaire is not the only data collection
method that belongs to survey strategy. Structural observation and
structured interviews also often belong to this group of strategies (Saunders
et al. 2009). These three survey research methods for data collection are
discussed in turn below.
3.4.1 Structured Observation
Structured observation is considered a systematic method and has a high
level of predetermined structure (Saunders et al. 2009). Structured
observation, according to Saunders et al., is a very useful research method
for recording how participants behave and what they do. Moreover,
structured observation, according to Saunders et al., allows for data
collection at the time that they occur in their natural setting. Structured
observation is also a very suitable method, especially if used in conjunction
with other data collection methods. However, this method of observation
method has the drawbacks of being time consuming and expensive
(Saunders et al. 2009).
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3.4.2 Interviews
Bryman and Bell (2007) believe that interviews may be considered one of
the key tools in qualitative research, on which a large proportion of social
science research relies to give better understanding of and more insight into
research practices. Bryman and Bell add that qualitative interviewing is
based on three major types of interview: structured, unstructured and semistructured. The first type uses closed questions which help the respondents
make up their mind quickly, the second tends to be very similar in character
to conversation and the third refers to those interviews in which a
respondent is asked a series of questions that generally form an interview
schedule but can be varied in their sequence. Bryman and Bell remark that
the interview process in unstructured and semi-structured interviews is
flexible and that most qualitative interviews are close to one type or the
other. In a structured interview, it is difficult for the interviewer to add new
questions or to allow space for comments. The unstructured interview, very
similar to a conversation, lets the interviewee respond freely to the
interviewer‟s questions. The interviewer in this case responds only to the
points that seem worth following up. In the semi-structured interview, the
researcher has a list of questions, which is often referred to as an interview
guide. All the questions in the guide are asked and all interviews employ
similar wording for the questions (Bryman and Bell 2007). Semi-structured
interviews provide rich data and foster the social reality,as described in his
own words, of the person being interviewed(Bryman and Bell 2007).
Additionally, semi-structured interviews provide a positive exchange
between researcher and participant, are less threatening than structured
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ones and can empower those involved to provide their own interpretations
and meanings (Bryman and Bell 2007).
It should be noted that face-to-face interviews allow for rapport to develop
quickly and create an atmosphere of trust in which the interviewee feels
comfortable to talk about a number of issues (Bryman and Bell 2007).
Furthermore, face-to-face interviews enable the interviewer to see the body
language of the interviewee, which can reveal inconsistencies between what
is said and what is meant (Bryman and Bell 2007).However, Bryman and
Bell suggest that the limitations of qualitative interviews should be
appreciated. They claim that potential problems may occur in interviews,
related to Reflexivity and Identity Work that has recently attracted a great
deal of attention in business and management research. Although Reflexivity
(where the interviewee is encouraged to be reflective, self-conscious and
self-critical) helpsto gain insights into the data, Bryman and Bell argue that
Reflexivity has several limitations such as: making interviewees feel inferior,
worried about getting it right, uncomfortable when they are unprepared for a
question or even feeling that some questions are pointless because the
interviewer knows the answer better than they do. Regarding Work Identity,
Bryman and Bell argue that difficulties with this occur when interviews
involve a complex process of managing impressions as part of work identity,
and interviewees are encouraged to explore practices and beliefs rather than
knowledge.

Such

terms

cause

considerable

discomfort

for

many

interviewees when they are asked questions that are hard to answer
especially for interviewees who arekeen to present themselves as experts.
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3.4.3 Questionnaires
Saunders et al (2009) find that the survey strategyof business and
management research very often uses questionnaireswhich put the same
set of questionto every respondent, because questionnaires provide an
efficient way of collecting responses from large sample population before the
data are analyzed. However, Saunders et al. warn that,by adopting
questionnaires, researchers need to ensure that they are collecting the data
required to answer the research questions and achieve the objectives of the
research. Saunders et al. add that the use of questionnaires is influenced by
several factors related to the research objectives and questions, such as the
characteristics of the participants, the size of the sample population, and the
types and numbers of questions needing to be answered. As one of the
survey methods, the questionnaire is defined by Saunders et al (2009: 360)
as follows:
“A general term to include all techniques of data collection in which each
person is asked to respond to the same set of questions in a predetermined
order”.
Saunders et al. claimed that there are two different designs of questionnaire:
self-administered

questionnaires

and

interviewer-administered

questionnaires. First, self-administered questionnaires,including internet
questionnaires (administered electronically using the internet), postal
questionnaires (posted to participants who return completed questionnaires
by post), and delivery and collection questionnaires (delivered by hand to
each participant and collected later), are usually completed by the
participants. Second, interviewer-administered questionnaires have their
answers

recorded

by

the

interviewer.
Page
88

Interviewer-administered

questionnaires,

according

to

Saunders

et

al.,

include

telephone

questionnaires (questionnaires administeredusing the telephone) and
structured interviews (questionnaires where the interviewer physically meets
the participants and asks them questions face to face). It is worth noting that
Bryman and Cassell (2006) claim that questionnaires have several
disadvantages which an interview is free from. With a questionnaire, no-one
can help a respondent who has difficulty in answering a question and the
questionnaire gives no opportunity to probe respondents to elaborate an
answer and poses difficulties if the questions are complex in structure or are
open (Bryman and Cassell 2006). Moreover, the researcher can never be
sure that the intended respondents have answered the questionnaire
(Bryman and Cassell 2006). Researchers also cannot collect additional data,
as they can in interviews, cannot help with difficulties when there are many
questions to answer, cannot tell if a question is not appropriate for some
respondents and have a greater risk of missing data (Bryman and Cassell
2006). Additionally, interviews provide a positive exchange between
researcher and participant, are less threatening than sets of structured
questions and can empower those involved to provide their own
interpretations and meanings (Bryman and Bell 2007).
3.4.4 Constraints to Alternative Methods and Justification
The choice of research methods and a data collection instrument, as noted
above,depends not only on the objectives of the research, but also on the
actual and possible constraints that may arise during the research (Bryman
and Bell 2007; Saunders et al. 2009; Shahin 2011). In the present research,
adopting structured observation was not feasible because it was difficult to
get access to the researched organizations. Moreover, the researcher did
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not adopt structured observation because it is time consuming and
expensive. However, using mixed methods, in this case, structured
interviews and questionnaires, was chosen as the most appropriate for the
present research.
Before deciding on the most appropriate data collection method, and in order
to arrange interviews, the researcher contacted ten strategic planning
managers working in governmental organizations in Bahrain, in an attempt
to assess the suitability of conducting research interviews there. The
researcher experienced a number of difficulties in arranging interviews. First,
it was difficult to contact interviewees to arrange meetings: the researcher
sometimes had to make several phone calls before he could even speak to
managers. Second, many managers refused to attend an interview and
informed the researcher that this was mainly due to the confidentiality of
their information and their busy schedules. Third, other managers stated that
they might consider participating in a survey questionnaire. Fourth, some
managers agreed to participate only if the questions asked were general and
not specific. These difficulties can confidently be attributed to cultural and
institutional factors.
The researcher also decided to use self-administered questionnaires, a data
collection method that can be used in a large-scale quantitative research
study (Bryman and Bell 2007; Saunders et al. 2009; Shahin 2011). The
questionnaire as a technique for surveying participants helped the
researcher to collect a variety of data, including intentions, behaviours,
attitude, expectations, perceptions, knowledge, motivations, understanding,
opinions, actions and performance (Doherty 2010). Moreover, the survey
questionnaire design in the present research allowedthe impact of the
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relationship between the research problem and the research questions to
appear (Franklin 2011). Additionally, the questionnaire as a quantitative
survey method was adequate in this research, in that it allowed facts and
objects to be objectively and independently measured, increased credibility
and provided repeatable and valid results (Creswell 2002; Folkers 2008).
The questionnaire, as a method for collecting quantitative data in the present
research, was cheaper, quicker and more convenient than the other
qualitative methods, such as structured observation (Bryman and Cassell
2006). It should also be said that the choice of a questionnaire was
connected to the sample size of the present research and was certainly
appropriate, since the research sought opinions and attitudes with regard to
strategic management and also described and identified the variability in
different phenomena (Bryman and Bell 2007; Saunders et al. 2009).
4. Instrument design
The design of the research instrument is the next step after identifying the
appropriate data collection method (Saunders et al. 2009; Shahin 2011).
Althoughdesigning an instrument is sometimes difficult, it helps a researcher
to link the final results clearly with the research questions and also elicit
accurate information to meet the research objectives (Saunders et al. 2009;
Shahin 2011). The survey instrumentswere specific to the present research
and its questions were based on the literature of strategic management.
It should be noted that the face-to-face structured interviews were designed
to allow for rapport to develop quickly and create an atmosphere of trust in
which the interviewee felt comfortable to talk about a number of issues
(Bryman and Bell 2007). Furthermore, face-to-face structured interviews
enabled the interviewer to see the body language of the interviewee, which
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can reveal inconsistencies between what is said and what is meant (Bryman
and Bell 2007). All the questions of the interview were open-ended in order
to discourage yes or no answers or other brief responses (Sumarjan 2011).
The

researcher

developed

an

interview

protocol

to

guide

more

comprehensive exploration of the research topic (Sumarjan 2011). The
interview protocol was reviewed by 5 experts. A copy of the final interview
protocol in English and Arabic is provided in the Appendices (B.1 & B.2).
It is worth noting that three of the interviews were conducted at the
respondents‟ workplace and the remaining six interviews were conducted at
the Bahrain Institute of Public Administration. Each interview was scheduled
at a convenient time for both participants. Before starting the interview, each
respondent was reminded of the security issues for storing their data,
keeping the interview content and the respondents‟ data strictly anonymous
and confidential. The main purpose of this was to make the participants feel
comfortable (Cohen 2006). The objectives of the research and the use of its
results were reviewed for this purpose, to increase the candor of the
responses (Cohen 2006).
Before starting the interviews, e-mails were sent with a research abstract
attached, to thank participants in advance for taking part. However, it is
worth mentioning that the interview questions were not sent to them in
advance. They were all told that they were welcome to ask questions about
the research or opt out of it. A single digital recorder was used in all the
interviews: these lasted from 30 to 45 minutes each, depending on the
length of the answers.
When interviewing, the researcher adopted the following steps suggested by
Martin (2011). First he welcomed and thanked the respondents. Then he
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introduced himself and explained the purpose of the interview and the nature
of the research. After this, he explained to them that the interview was
voluntary and they could stop the dialogue at any point if they felt
uncomfortable. Then the researcher proceeded with the interview, which he
tape-recorded. At the end of the interview, the researcher thanked the
respondents, telling them that they would receive an electronic copy of the
tape to review. Finally the researcher made a transcript of the interview,
stored it in a database and stored the print version also.
No-one interrupted any of the interviews by personal intervention or
telephone. The time during the interviews was effectively managed. It should
be recalled that the researcher‟s role as in the interviews was to elicit
responses to the questions in an open-minded and non-judgmental manner
(Cohen 2006). If the respondents supplied any unusual or unrelated
information in answering these questions, this was not disputed and nor did
the interviewer try to change the respondent‟s mind or lead the questioning
in any way, but rather asked supplementary questions to clarify (Cohen
2006). Respondents were sometimes asked to define the meaning of the
jargon and acronyms that they had used (Cohen 2006). No answers were
interrupted: instead the tone was kept attentive, courteous and respectful
(Cohen 2006). All verbal and non-verbal reactions were suppressed so as to
prevent bias or cause the participants to lose focus (Cohen 2006).
All the interviews were conducted, as far as possible, to give an impression
of interest, sincerity and a high degree of professionalism (Cohen 2006).
Most of the questions asked in the interviews were designed to be direct,
uncontroversial and easy to understand. Immediately after finishing the
interviews and recording the transcripts, the researcher sent a copy to the
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respondents to review and confirm. This gave them the chance to edit and
modify their responses and to feel sure that their responses reflected what
they had wanted to say (Martin 2011).
The questionnaire as an instrument for data collection in the present
research was deductive in nature and was used to generate, support, to
statistically test existing theories and to integrate different perspectives to
help in data interpretation (Saunders et al. 2009). The items in the
questionnaire were used to measure such variables as the nature of strategy
formulation, strategy implementation, strategy evaluation, the satisfaction of
strategic planning and strategic management (Ofori and Atiogbe 2012). The
questionnaire instrument as shown in Table 1 has six parts and is set out in
the Appendices (A1 & A 2). It consists of 78 questions developed from the
review of the literature, as mentioned above. Part one, with 15 questions, is
about strategic plan formulation that includes developing a clear vision,
mission, values, strategic and operational objectives. Part one also includes
developing and prioritizing clear performance indicators, involving internal
and external stakeholders, ensuring adequate financial and technological
resources, and designing proper organizational structure. Part two, with 24
questions, is about strategic plan implementation, and includes, vision
integration, effective internal and external communication, skills and
knowledge development, decision making, commitment, support, leadership,
and reward systems. Part three, with 11 questions, is about strategic plan
evaluation, and includes the evaluation of middle and top management,
control, coordination, and the importanceof strategic planning. Part four, with
18 questions, is about the transition from strategic planning to strategic
management, and includes involvement, organizational communication,
Page
94

performance measurement and data sharing, linkage to performance
management, culture, and structure and human resources modifications.
Part five, with 6 questions, is about the satisfaction of strategic planning and
includes satisfaction with organizational outcomes and services, satisfaction
with operations and implementation, and satisfaction with the overall
strategic planning process. Finally, part six, with 4 questions, elicits general
personal and organizational information about the research participants, and
includes gender, managerial level, and working experience. In each case the
respondents were asked to indicate the level of their agreement with the
following statements.
No

Strategic plan formulation / Sample questions

References

1

We have a clear vision.

Elbanna 2010

2

We have a clear mission statement.

Elbanna 2010

3

We have clear organizational values.

Elbanna 2010

4

We have clear strategic objectives.

Plant 2009

5

We have operational objectives.

Plant 2009

6

We have developed clear performance indicators.

Plant 2006

7

We have clearly prioritized our performance indicators.

Plant 2006

8

Staffs in lower grades have been involved in strategic planning development.

Poister 2010

9

The internal advisors have played a significant role in strategic planning
development.

Ofori and
Atiogbe 2012

10

The external consultants have played a significant role in strategic planning
development.

Ofori and
Atiogbe 2012

11

We have adequate financial resources for strategic planning.

Plant 2006

12

We have adequate technological resources for strategic planning.

Plant 2006

13

Our strategic planning procedures can be described as largely structured with
using planning manual.
Developing new ways of raising income is a major part of our strategy.

Plant 2006

14
15

Our organization welcomes private-sector involvement and partnership with
others.
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Poister 2010
Poister 2010

No

Strategic plan implementation / Sample questions

References

1

Our vision is aligned with lower staff operations.

Poister 2010

2

There is a link between strategic planning and the decision-making process.

Poister 2010

3

Our strategic plan is well understood before any significant actions are taken.

Poister 2010

4

We have effective internal communication among all employees.

Poister 2010

5

We have effective communication with the public.

Poister 2010

6
7

There is effective internal communication and collaboration between most
departments.
We have enough staff for strategic planning implementation.

8

There is enough training for employees.

9

Strategic objectives are implemented properly.

Elbanna 2013

10

Operationalobjectives are implemented properly.

Elbanna 2013

11

Divisional managers have the right knowledge and skills for strategic planning.

Elbanna 2013

12

Lower-ranking employees are familiar with strategic planning.

Elbanna 2013

13

The duties, tasks and responsibilities are properly explained to lower levelstaff.

Elbanna 2013

14

The lowerlevel staff are committed to attaining our organizational objectives.

Elbanna 2013

15

Top management set good role models of strong and inspiring leadership.

Elbanna 2013

16

Top management ensures the best possible integration of processes,
structures, resources and people.

Poister and
Streib 2005

17

Top management is committed to the implementation of our vision.

Plant 2009

18

Top management supports us in the implementation of the strategic plan.

Plant 2009

19

Middle management is committed to the implementation of our vision.

Plant 2009

20

Middle management supports us in the implementation of the strategic plan.

Plant 2009

21

The lower level staff are committed to attaining our organizational vision.

Poister 2010

22

We have a solid reporting system using adequate technology.

Poister 2010

23

The reward systems encourage success.

Plant 2006

24

Improving our current services is a major part of our approach.

Plant 2006

No

Strategic plan evaluation / Sample questions

References

1

The evaluation of middle managers is based largely on their contribution to the
successful accomplishment of the strategic plan.

Poister and
Streib 2005

2

The evaluation of lower level staff is based largely on their contribution to the
successful accomplishment of the strategic plan.

Poister and
Streib 2005

3

Top management sees strategic planning as critical to an organization‟s
success.

Pina et al. 2011
Poister 2010
Plant 2009
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Elbanna 2013

Middle management sees strategic planning as critical to an organization‟s
success.
Our lower level employees believe that strategic planning is beneficial.

Elbanna 2013

6

There is a proper relationship between the groups for the formulation and
those for the implementation of strategic planning.

Elbanna 2013

7

There is enough time for strategy implementation.

Elbanna 2013

8

We have proper control over the implementation stage.

Elbanna 2013

9

We have proper strategic planning evaluation at regular intervals.

Elbanna 2013

10

There is no competition between activities.

Elbanna 2013

11

We have proper organizational structure that aids strategic implementation.

Elbanna 2013

No

Transition to strategic management / Sample questions

References

1

Key external stakeholders have been involved in developing our strategic plan.

Poister 2010

2

We have a solid collaborative relationship with key external stakeholders.

Poister 2010

3

All the units within our organization have developed their own operational
plans.

Poister 2010

4

Top management is committed to managing for results.

Poister 2010

5

Top management uses strategic planning to drive the decision-making
process.

Poister 2010

6

Top management aligns a fixed financial budget to each operational objective.

Poister 2010

7

Top management allocates the needed resources to fund new strategic
initiatives.

Poister 2010

8

Top management cascades the strategic plan internally all the way down the
organization.

Poister 2010

9

Top management links the implementation of organizational objectives with
individual performance appraisals.

Poister 2010

10

Top management monitors performance measures to ensure the proper
implementation of strategic plan.

Poister 2010

11

Top management monitors external trends and internal performance
continuously and revises strategy if needed.

Poister 2010

12

Top management reviews performance data on a regular basis for making
decisions and taking corrective action to improve the organizational
performance.

Poister 2010

13

Top management has no problem in reporting on its performance.

Poister 2010

14

Top management has made some changes in organizational structure to
support the strategic plan.

Poister 2010

15

Top management has made some changes in human resource practices to
support the strategic plan.

Poister 2010

4
5
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Elbanna 2013

16

Top management has tried to modify organizational culture to make it more
compatible with the strategic plan.

Poister 2010

17

Our organization is communicating its performance information to a wide range
of external stakeholders on a regular basis.

Poister 2010

18

Our strategic planning process is closely linked with the performance
management processes at all organizational levels.

Poister 2010

No

Satisfaction/Sample questions

References

1

I am satisfied with my organization‟s strategic planning process.

Kabir
2007Gantick et
al. 2002,

2

I am satisfied with the implementation of strategic andoperational objectives.

Kabir
2007Gantick et
al. 2002,

3

I am satisfied with my organization‟s strategic planning outcomes.

Kabir
2007Gantick et
al. 2002,

4

I am satisfied with the time, cost, and efforts spent in strategic planning.

5

I am satisfied with the quality of services delivery because of strategic
planning.

6

I am satisfied with the overall organizational improvement as a direct result of
strategic planning process.

Poister 2010

General information / Sample questions

References

No

Poister 2010
Plant 2009

1

Number of full time employees?

Elbanna 2013,
Samour 2010

2

Your managerial level?

Elbanna 2013,
Samour 2010

3

Gender?

Elbanna 2013,
Samour 2010

4

Number of years at organization?

Elbanna 2013,
Samour 2010

Table (1): Instrument Design

The core of the survey questionnaire consisted of some sets of five-point
Likert-scale items, with answers ranging from 1 (strongly disagree) to 5
(strongly agree) as shown in Table 2.The researcher chose Likert-scale
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items because they are easy to understand, take less time to answer, and it
is highly desirable in numerically ordering respondents (Saunders et al.
2009: Shahin 2011).

Level

Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

score

1

2

3

4

5

Table (2): Likert-scale – Source Data Analysis

Regarding the length of the questionnaire, Saunders et al (2009) submit that
a questionnaire of up to eight pages is generally appropriate. It should be
noted that the English version of the questionnaire in this research occupied
six pages, the Arabic version, five, excluding the cover pages in each case.
To avoid eyestrain, the questions in the questionnaire were neatly organized
and conveniently spaced (Saunders et al. 2009; Shahin 2011). Moreover, in
order to eliminate analysis errors, the questionnaire was designed to
represent the research objectives, moving from one topic to another logically
and completing one topic before moving on to the next (Saunders et al.
2009; Shahin 2011). In order to ensure accurate responses and to generate
a high response rate, the researcher designed the questionnaire to make it
easy way to answer and tried to frame the first few questions in the
questionnaire in a way that would be attract the interest of a large number of
participants (Doherty 2010). The questionnaire used simple language to
avoid ambiguity and help participants to read and understand everything,
since this would encourage them to complete the questionnaire.
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5. Validity and Reliability
After developing the research instrument and defining the variables, the
instrument had to be guaranteed an accurate measure: hence, the
measures were examined for validity and reliability (Saunders et al. 2009:
Shahin 2011). Doherty (2010) states that these terms are used in connection
with the extent to which the research findings reflect the phenomenon being
studied. Moreover, Shahin (2011) points out that validity relates to the
appropriate use of the measure, whether the researcher is measuring the
right concept, while reliability relates to the consistency and stability of the
measurement. Shahin adds that reliability and validity are separate but still
closely related concepts and that a measure may be consistent (reliable) but
not accurate (valid), while conversely it may be accurate but not consistent.It
is worth noting that, to reduce the risk of getting wrong answers to the
research questions, the researcher pays attention to thesetwo particular
research elements (Saunders et al. 2009). The terms reliability and validity
are discussed in turn below.
5.1 Validity
The term validity means the degree to which an assessment method
measures what it is intended to measure (Saunders et al. 2009). Saunders
et al. define it as being concerned with the extent that the research findings
are really about what they appear to be about. There are three ways to
evaluate instrument validity: through content validity, statistical validity
(which includes criterion-related validity) and construct validity (Saunderset
al. 2009). Content validity aims to provide adequate coverage of the
investigative questions. Criterion-related validity is concerned with the ability
of the instrument to make accurate predictions. Construct validity refers to
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the extent to which the instrument questions actually measure the presence
of the constructs that the researcher intends to measure.
In the present research, a content validity test was conducted by consulting
a group of experts in order to evaluate whether the instrument‟s questions
agreed with the scope of the items and the extent to which these items
reflected the concept of the problem in the research. To this end, and to
assess the validity of the survey content, the present researcher was
assisted by a panel of five experts in one or more areas of strategic
management, governmental leadership and research methodology. The
researcher sent each expert a copy of the draft instrument, research
objectives and instructions, for their evaluationand feedback. The final draft
was sent to the expert panel for approval after the revisions and
modifications

were

completed

according

to

the

initial

panel‟s

recommendations. The group of experts finally evaluated the research
instrument statistically and agreed that it was well designed to test and
assesses the relations between the research variables. Additionally, the
present researcher conducted one statistical test in order to ensure the
validity of the questionnaire instrument. The criterion-related validity test
(Pearson test) was adopted in the present research as shown in Table 3 to
measure the correlation coefficient between each paragraph in one field and
the whole field (Saunders et al. 2009).
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Proper Strategic

Proper Control

Objectives

Proper Strategic

Pearson Correlation

Objectives

Sig (2-tailed)

Implementation

N

Gender

Working

of

Implementation

Gender

Experience

Implementation

1

-.065

-.071

.546

.288

.244

.000

270

270

270

Pearson Correlation

-.065

1

Sig (2-tailed)

.288

N

270

270

-.131

*

**

270
*

.011

.031

.861

270

270

1

-.054

Working

Pearson Correlation

-.071

-.131

Experience

Sig (2-tailed)

.244

.031

N

270

270

270

270

.011

-.054

1

**

.381

Proper Control of Pearson Correlation

.546

Implementation

Sig (2-tailed)

.000

.861

.381

N

270

270

270

270

Table 3: Criterion-related Validity Test – Internal Consistency

5.2 Reliability
The term reliability is about correctness, consistency, and precision as well
as the truthfulness of the measurement procedures used in investigation
(Doherty 2010; Saunders et al. 2009). The term reliability shows how far a
measure is free from bias and thus ensures the consistency of the
instrument‟s variables (Saunders et al. 2009; Shahin 2011). Reliability
reflects the consistency and stability with which the research instrument
measures the concept and thus the goodness of the measure (Shahin
2011). Saunders et al (2009) also state that reliability refers to the extent to
which the data collection tools or the procedures of analysis produce
consistent findings.
To ensure reliability, the researcher conducted an internal consistency test,
Cronbach‟s Coefficient Alpha. This test measures the reliability of the
questionnaire between each field and the mean of all the fields of the
questionnaire. It is worth noting that the normal range of Cronbach‟s
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Coefficient Alpha is between 0.0 and +1.0. It is also worth noting that the
higher values of Cronbach‟s Coefficient Alpha tend to reflect a higher degree
of internal consistency. As shown in Table 4, the value of theCronbach‟s
Coefficient Alpha of all the research variables is high, with a percentage of
0.974%, and this endorses the reliability of the questionnaire used as a data
collection instrument in the present research.

Section

All research variables measured according to a

No of

Cronbach’s

Items

Coefficient Alpha

78

.974

LikertScale
Table 4: Cronbach’s Coefficient Alpha–Internal Consistency

However, Robson (2002) in Saunders et al (2009) says that reliability is
subject to four threats, as follows.
1. Participant error: this error may occur because of the low desire of
respondents to answer the questionnaire. To prevent this error, by
adopting a self-delivery and pick-up methodology, the researcher
ensured that only the interested respondents were answering the
questionnaire.
2. Participant bias: this bias maybe worst within organizations which
have an authoritarian management style, since participants may say
what they think their bosses want them to say. To prevent this bias,
the researcher when distributing the questionnaire stressed to the
respondents that their identity would remain confidential and they
should write what they felt convinced of.
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3. Observer error: this may occur if the researcher uses more than one
style of asking questions. To prevent this error, the researcher tried to
maintain only one style in all sections of the questionnaire.
4. Observer bias: this may occur if the answers of the respondents can
be interpreted in different ways. To prevent this bias, the researcher
interpreted the responses using only one analytical tool for each
method of data collection. Thus he used the SPSS Software program
for analyzing the quantitative data.

It is worth noting, however, that reliability alone is not sufficient to assess
whether or not the instrument is adequate (Shahin 2011). Thus, the validity
of the findings and conclusions of this research were tested, as mentioned
before. To generate meaningful findings and results, it is important for
researchers to seriously consider the threats to the overall validity of their
research (Ayers 2010). In order to further reduce the threats to both
reliability and validity, the researcher chose a neutral time for the
respondents to answer the questionnaire so as to reduce participant error to
the lowest possible level; he also informed the respondents about data
confidentiality and took care when analyzing the data to ensure that they
revealed what he thought they did (Saunders et al. 2009). Moreover,
Franklin (2011) raises the point that the reliability and validity of an
instrument may be influenced by both the internal and external validity of the
research. The researcher ensured the internal validity of the present
research by using a well standardized questionnaire for data collection to
give less room for alternative explanations of the results (Franklin 2011). Its
external validity was ensured because he was able to generalize the
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respondents‟ findings about the organization to a larger target population in
other settings (Franklin 2011). Withthe above in mind, it is worth reporting
that the present research proved that the questionnaire as a data collection
instrument was valid, reliable, and ready to be distributed to the sample
population.
6. Translation process
Since this research was undertaken in an Arab country, the questionnaire
was translated into Arabic and back-translated into English. This process
was important for reducing cultural differences and producing accurate
findings (Saunders et al. 2009; Shahin 2011). The English version of the
questionnaire was translated into Arabic by an accredited translator. Next
this Arabic version was back-translated into English by an accredited
bilingual translator whose first language was Arabic, to ensure an equivalent
translation and to adjust minor inconsistencies (Saunders et al. 2009; Shahin
2011). The initial questionnaire was then modified for consistency,
formulated and prepared for distribution. A copy of the final questionnaire in
English and Arabic is provided in the Appendices (A1 & A 2).
7. Field Test
In the present research, a small-scale field test of the questionnaire was
conducted. It targeted ten participants: five academic staff and five
professional employees working in governmental organizations in Bahrain.
The main purpose of a field test is to seek the participants‟ opinion of the
questionnaire so as to ensure its validity and also its operationalization
towards the relevant content domain (Doherty 2010; Saunders et al. 2009). It
is also intended to give more insight into people and problems, as a basis for
successful research (Cohen 2006; Saunders et al. 2009). It should be noted
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that the field test was clearly explained to all the participants, in order to
ensure a comprehensive feedback that would help to improve the content of
the questionnaire (Doherty 2010; Saunders et al. 2009). Before the field test
the researcher ascertained that the participants were willing to answer
questions on whether the tools used were reliable and suitable for collecting
the required data: how much time would be needed to answer the questions:
and whether the questions were clear (Doherty 2010; Saunders et al. 2009).
The participants in the field test said that the average completion time for the
questionnaire was 10 minutes, which they found adequate. It should be
added that the participants said that they had no problems in answering the
questions, apart from two to three of them, and that they found it viable for
the proposed research. Hence, they recommended starting the pilot study
after minor modifications to improve the scale and format of the
questionnaire if they were needed.After obtaining the ethical approval of the
University of Bradford, the researcher was then ableto start conducting the
pilot study.
8. Pilot Study
In order to ensure the reliability of the research instrument, a pilot study was
next undertaken. Saunders et al (2009) have stated that the main role of
participants in the pilot study is to complete and evaluate the research
instrument. Saunders et al. adds that the researcher modifies and changes
the research instrument by considering the pilot participants‟ comments and
concerns. There are several benefits in conducting a pilot study, according
to Saunders et al (2009). It improves data collection and the techniques
adopted for data scoring, and it assists in the revision of measurements,
ensuring that data patterns will reveal the expected results, that the sample
Page
106

is big enough, that the data collection instruments are sensitive; it also
establishes overall procedural accuracy and saves time and resources by
preventing mistakes before the main research begins. The pilot study in the
present research was a very important preliminary to distributing the selfcompleted questionnaire to the research sample (Bryman and Bell 2007).
According to Bryman and Bell (2007), in survey research, a pilot study is
highly desirable; this was found to be true for the present research, for the
following reasons. First, since the research planned to ask mainly closed
questions in the questionnaire survey, the researcher was able to ask open
questions in the pilot study and thus to generate the fixed-choice answers.
Second, piloting the questionnaire provided the researcher with the needed
confidence and experience. Third, piloting the questionnaire survey gave the
researcher a chance to identify and remove questions that the respondents
might find uncomfortable or confusing. Fourth, the pilot study helped the
researcher to determine what instructions should accompany the survey
questionnaire. Finally, the pilot study enabled the researcher to assess the
flow of the questions and adjust some of them to improve the presentation of
the questionnaire.
The pilot study in this research targeted managerial employees working in
governmental organizations in Bahrain. It was intended to collect some
small-scale data randomly from a sample of 20 knowledgeable, experienced
and qualified professionals and in this waydetermine the reliability of the
measuring instrument, and to elicit suitable and approximate information
about the variances needed for an analysis of power and a suitable sample
size for the future full-scale study (Doherty 2010; Saunders et al. 2009). The
20 selected professionals were governmental employees with backgrounds
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in business, finance, HRM, the law, IT and decision- making. Their answers
revealed a need for minor modifications: hence some items in the
questionnaire were reserved in order to reduce the degree of bias (Elbanna
2009). The number of 20 selected participants in the pilot test is appropriate
according toSaunders et al (2009), who recommended that a minimum
number for a pilot test is 10 participants.
9. Sampling Technique and Procedure
In social research, the unit of analysis refers to the entities under study (Kao
2011). A variety of units of analysis is possible, such as individual people,
groups, organizations, cities and social artefacts (Kao 2011). Saunders et al
(2009) say that researchers should make a logical choice of a sample
population in a particular research study. Saunders et al. divide sampling
techniques into two types, namely, probability (representative) sampling and
non-probability (judgmental) sampling. Saunders et al. describe probability
sampling as more closely related to the survey research strategy where the
researcher makes inferences from a sample about a whole population in
order to meet the research objectives and to answer the research questions.
Non-probability sampling, he continues, is more closely related to
exploratory research and the sample population can be selected
purposively. He adds that probability sampling is used when the researcher
aims to generalize his findings to a particular population, while nonprobability sampling is used when there is no need to generalize. Saunders
et al. also argued that the larger the sample size the lower the likely error in
generalizing to the target population. Moreover, Saunders et al. claimed that
a sample size of 30 for statistical analysis presents a useful rule of thumb for
the smallest number in each category in the overall sample.
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In this research, the unit of analysis was individual people from various
governmental organizations in the Kingdom of Bahrain. The number of
participants in the present research combined well defined larger
quantitative samples. Here, probability sampling selected randomly was
used for the quantitative data collection that used a questionnaire as its
survey instrument. The researcher adopted a probability sampling technique,
using the random selection method that guaranteed an equal probability of
having any member of the population as a participant (Doherty 2010;
Saunders et al. 2009).
The respondents, as noted above, were high-ranking Bahraini civil servants,
including top managers, departmental managers and internal experts. The
researched organizations were 32 governmental organizations from a total
of 44 governmental organizations in the public sector of Bahrain.The
researcher used help from Bahrain‟s Institute of Public Administration (BIPA)
to access and collect data. It should be noted that BIPA agreed to help in
this issue after receiving a formal letter from the University Of Bradford
School Of Management to help the researcher in his data collection. BIPA as
a governmental body holds many training sessions for governmental
employees on its premises every year.
The researcher used stratified random sampling, for which he divided the
training programmes into three categories in the same proportion as they
represent in the population: Leadership programmes (2 out of 3 courses),
Induction programmes (2 courses out of 3), and Shorttraining courses (8 out
of 12 courses). The researcher then divided the governmental employees
within these 12 training courses into four managerial levels (Top
management, Middle Management, Lower-level staff, and others) and into
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genders (Male and Female), then assigned a unique number to each case in
the sample population. 300 questionnaires in all were distributed. 270 of the
questionnaires were accurately filled and returned. The response rate was
high, at 90%. This response rate was achieved because of the personal
delivery and pick-up system adopted, and because of the help of Bahrain‟s
Institute of Public Administration (BIPA) in collecting the data. The research
sampling is reflected in Table 5, as follows.

Managerial Level
LowerTop

Middle

ranking

Management

Management

staff

Others
Total

Gender

Total

N

%

N

%

N

%

N

%

Male

7

70

67

45

39

44

9

39

122

Female

3

30

81

55

50

56

14

61

148

100
148
100
89
Table 5: Research Sampling

100

23

100

270

10

10. Ethical Considerations
Ethical issues occur in all research phases from the research problem
statement to the dissemination of the research (Martin 2011). Cooper and
Schindler (2008) in Saunders et al (2009) considered ethics as norms or
standards of behaviour that guide moral choices about our behaviour and
our relationships with others. Saunders et al (2009) state that the term ethics
refers to the appropriateness of the researcher‟s behaviour towards the
rights of those participants who may be affected by his research. Saunders
et al. also point out that research ethics refers to the extent to which the
researcher has formulated and clarified the research subject, research
design, access to data, data collection, methods of storing and analyzing
Page
110

data and finally the writing of the research findings in the most responsible
and honest way. Determining practical and ethical problems and also
determining appropriate methods for overcoming these problems were the
main concerns at the beginning of the present research, because of the
danger of misleading or unsuitable data (Polonsky 1998). The researcher
had to be sure that any participant in the research was protected from
unintentional harm, be it illegal jeopardy, psychological abuse or physical
harm (Franklin 2011). In addition, the participants were told that they had the
right to participate voluntarily and to withdraw from the research at any stage
(Polonsky 1998). The researcher also ensured that he could identify and
address key ethical issues in his fieldwork, mainly when facing ethical
dilemmas in the course of conducting the research (Polonsky 1998).
Moreover, personal information and the responses of the participants were
kept confidential and protected from public scrutiny. They were made
anonymous and the participants‟ identity was protected before, during and
after the research process: the survey responses had to remain anonymous
and confidential between the participants and the researcher (Doherty
2010). The researcher additionally ensured that the participants‟ information,
raw data, data analysis and findings were stored out of reach of any third
party: hard copies in a secure storage place and soft copies by password
protection (Doherty 2010; Franklin 2011).
It should be noted that the ethical approval for this research was granted by
the Humanities, Social & Health Sciences Research Ethics Panel at the
University of Bradford. The purpose of the Ethics Panel was to provide and
ensure the ethical treatment and protection of the human participants as well
as their records. Finally, it should be noted that the researcher followed all
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the necessary survey procedures and processes according to the research
purpose and took all the necessary steps, as well as complying with an
acceptable body of research protocols necessary to protect participants‟
private information and responses, because they were considered a
research population of vulnerable human subjects.
11. Time Horizon
Saunders et al. (2009) give researchers the option of following the „snapshot‟
time horizon called cross-sectional, or the „diary‟ time horizon called
longitudinal in their research. Bryman and Bell (2007) comment that a crosssectional design is likely to be a social survey design, involving the collection
of quantitative data on more than one case at a single point of time in
connection with two or more variables that are tested to detect patterns of
association. The present research was based on cross-sectional design
because of time constraints and because it adopted a survey strategy to
collect the data for analysis (Saunders et al. 2009). This was done because
it was the most appropriate research design for comparing and constructing
the beliefs or perceptions of a population (Steadham 2006) and to prevent
any changes over a single period (Saunders et al. 2009).
12. Data Analysis
In this research, the qualitative data from the interviews were analyzed using
NVivo software and the quantitative data from the questionnaire were
analyzed using SPSS software, as follows.
As an effective tool for qualitative data analysis (Atherton and Elsmore
2007), the qualitative data analysis software package NVivo was used for
the initial stages of the coding process. The researcher adopted NVivo
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(Version 22) qualitative software using predefined and emergent coding
(Ogata 2011). The qualitative analysis involved thematic coding, particularly
of the structured interviews and respondents‟ comments (Ogata 2011). The
themes used were derived from key strategic management themes in the
public sector literature. The themes fell into three categories: strategic plan
formulation, strategic plan implementation, and strategic plan evaluation.
The themes under strategic plan formulation are clear vision, clear strategic
and operational objectives, and clear performance indicators. The themes
under

strategic

plan

implementation

are

adequate

financial

and

technological resources, adequate organizational structure and reward
systems, effective internal and external communications, and adequate
decision making process. Finally the themes under strategic plan evaluation
are

proper

reporting

systems,

staff

commitment,

cooperation

and

competition between activities, top management support, cascading plans,
Role model leadership, and performance review and evaluation.
Regarding the quantitative analysis, Saunders et al (2009) reported that the
term „quantitative data‟ refers to all the numerical data that can usefully be
quantified to help answer the research questions and meet the research
objectives. They also reported that researchers use quantitative analysis
techniques such as graphs, charts, tables and statistics in order to explore,
present, describe, and examine relationships and trends within the data
collected.
In this research, the quantitative data from the questionnaire were analyzed
using SPSS (Statistical package for social sciences) software. It is worth
reporting that the quantitative data analysis started by recording the number
of questionnaires returned.The researcher analyzed the data from the
Page
113

questionnaire to draw statistical conclusions to advance the research
purpose (Franklin 2011; Saunders et al. 2009). All the data were classified
and coded and then reviewed for potential errors (Franklin 2011; Saunders
et al. 2009). Then the collected data were descriptively analyzed by
measuring the frequency distributions of the responses. In the quantitative
data analysis, a descriptive statistical method including measures of
correlation, measures of central tendency and frequency distributions helped
to examine the relationship between variables (Saunders et al. 2009;
Snowden 2002). Descriptive analysis is conducted in order to describe the
exact signs of subsequent development in the relationship between the
research object and other social phenomena (Nurmandi 2011; Saunders et
al. 2009).
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13. Chapter Summary
To meet the research objectives and to answer the research questions, the
present research adopted a descriptive design to provide information about
the behaviour, attitudes, and other characteristics of governmental
employees in the public sector of Bahrain.The descriptive design was
applicable in this research because it provided a profile of the variables and
clearly described present events and provided interpretation, classifications,
contrasts and integrated results. The survey strategy was held to be more
appropriate in the present research than other research strategies, because
it would help the present researcher to examine the relationships between
the variables and to suggest and produce a model of these relationships.
The survey questionnaire design in the present research was considered the
best strategy to show the impact of the relationship between the research
problem and the research questions. Additionally, the questionnaire as a
quantitative survey method was adequate in this research, allowing facts
and

objects

to

be

objectively and

independently measured,

thus

increasingcredibility and providing repeatable and valid results.
The present research adopted the survey in a form of cross-sectional
research as the most appropriate research design because it was intended
to compare and construct a population‟s beliefs or perceptions, and to
prevent any possibility of change over a single period.
The researcher conducted a pilot study to determine suitable instructions for
completing the survey interviews and questionnaires. The pilot study
enabled the researcher to assess the flow of questions and to adjust some
of them, improving both interview and questionnaire and methods. The pilot
study

targeted

managerial

employees
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working

in

governmental

organizations in Bahrain. It was intended to collect some small-scale data
randomly from knowledgeable, experienced and qualified professionals to
determine the reliability of the measurement instrument, to make minor
modifications and to reduce the degree of bias.
The sample population in this research came from low and high-ranking
officials in governmental organizations in Bahrain. The range of officials
included top management, departmental managers, lower level employees,
and internal experts. Non-probalitity and probability sampling were used in
collecting both qualitative and quantitative data with structured interviews
and questionnaires as the survey instruments. In this research, the
qualitative data from structured interviews were analysed using NVIVO
software, and the quantitative data from questionnaires were analyzed using
SPSS software. The researcher followed all the necessary ethical
procedures and processes according to the research purpose and employed
all the necessary steps, as well as an acceptable body of the research
protocols necessary to protect respondents‟ private information and
responses, since they are considered vulnerable areas of the research
population.
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Chapter Four: Research Findings

1. Introduction
It should be noted that descriptive statistics were adopted in Chapter Four to
analyze the data by calculating the mean and standard deviation for each
survey item: correlation analysis was used to explore the strategic
management elements that were likely to be related to the transition from
strategic planning to the strategic management approach. In order to answer
the first research question, this chapter explores how public sector
organizations in Bahrain developed, implemented and evaluated their
strategic plans. In order to answer the second and third research questions,
this chapter explores and investigates the elements that were likely to be
related to the transition from traditional strategic planning to the strategic
management approach. Chapter Four in the current research is divided into
eight sections and explores the quantitative findings generated from the
analyzed questionnaires. Section one explores the profile of the sample,
section two assesses the importance of strategic planning according to the
sample, section three is concerned with strategic plan formulation, section
four is concerned with strategic plann implementation, section fiveis
concerned with strategic plan evaluation, section six assesses the
satisfaction level of strategic planning, section seven is concerned with
strong and inspiring leadership, and finally section eight investigates the
process of transition from traditional strategic planning to strategic
management in the organizations under scrutiny.
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2. Section One: Sample Profile and Characteristics
It is worth noting that 300 questionnaires were distributed, and a total of 270
usable questionnaires were collected. Questionnaires with a few items left
unanswered were considered usable (sporadic non-response) and a sample
mean was used as a replacement for the unanswered items (Elbanna 2009).
The response rate was 90 percent. This high response rate, as mentioned
before,was because a personal delivery and pick-up system to collect the
completed questionnaires was adopted by the researcher and also because
of the assistance provided bythe Bahrain Institute of Public Administration.
270 questionnaires were collected from 32 governmental organizations in
the Kingdom of Bahrain. Table 6 lists these organizations as follows.

No
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16

Organization

No

Organization

Ministry of the Interior
Ministry of Labour
Ministry of Health
Ministry of Finance
Ministry of Housing
Ministry of Education
Ministry of Transport
Ministry of Industry and Commerce
Ministry of State for Cabinet Affairs
Ministry of Justice and Islamic Affairs
Ministry of Human Rights and Social
Development
Electricity and Water Authority
Ministry of Works, Municipalities‟ Affairs
and Urban Planning
Legislation and Legal Opinion
Commission
General Organization for Youth and
Sports
Quality Assurance Authority for
Education and Training

17
18
19
20
21
22
23
24
25
26
27

Shura Council
Polytechnic University
University of Bahrain
Civil Service Bureau
Social Insurance Organization
Central Bank of Bahrain
E-Government Authority
Council of Representatives
Supreme Judicial Council
Royal Charity Organization
Information Affairs Authority

28
29

National Oil and Gas Authority
Institute of Public
Administration
Ministry of Shura and
Representative Council Affairs
Central Informatics
Organization
Bahrain Institute for Political
Development

30
31
32

Table 6: Sample Governmental organizations
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The findings as shown in Figure 3 also indicate that 83.70% of the
participants were working in large organizations, while 8.15% of the
participants were working in medium-sized organizations and 8.15% of them
were working in small organizations (Elbanna 2010).

Figure 3: Participants by Organizational Size

Moreover, as shown in Table 7 below, the survey of governmental
employees in the sample included their gender, managerial level, and
gender versus managerial level. The findings revealed that in the sample
who participated in this research were 122 males, a percentage of 45.2% of
the whole and 148 females, a percentage of 54.8%. Regarding the
managerial level, the findings revealed that 148 participants (54.8%) were
middle managers, and 89 participants were lower level staff (33%), while 10
participants (3.7%) were top managers and 23 participants (8.5%) were
reported as „other‟.
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The findings also revealed that the top management participants consisted
of 7 males (70%) and 3 females (30%), while the middle managers
comprised 67 males (45%) and 81 females (55%). Lower-ranking staff were
represented by 39 males (44%) and 50 females (56%). Finally, the
participants from other managerial levels were made up of 9 males (39%)
and 14 females (61%).

Managerial Level
LowerTop

Middle

ranking

Management

Management

staff

Others
Total

Gender

Total

N

%

N

%

N

%

N

%

Male

7

70

67

45

39

44

9

39

122

Female

3

30

81

55

50

56

14

61

148

10
100
148
100
89
100
Table 7: Gender versus managerial rank

23

100

270

It is important to establish the distribution of values for all the research
variables that contain numerical data before starting any statistical tests
(Saunders et al. 2009). Since the data collected in this research with its 270
participants are large, skewness and kurtosis indicators of data distribution
were used, bearing in mind that the Z-value should be between +2.58 and 2.58 (Saunders et al. 2009). On this basis, as shown in Figures 4 and 5, the
visual inspection of the data variables showed that the histograms are
normally curved, and the normal Q-Q plots are along the line. Hence, it can
be assumed that the data were a moderate normally asymmetrically
distributed in terms of skewness and kurtosis, so parametric tests had tobe
used (Saunders et al. 2009).
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Figure 5

Figure 4

Source: data analysis

Source: data analysis

In addition, a test for one variable, that of developing clear organizational
vision in Table 8 below reflects the normality distribution as a sample of all
the survey variables.
Variable

Skewness

Developing Clear Organizational Vision

Kurtosis

Std error

Z-value

Std error

Z-value

0148

-2.78

.295

-3.01

Table 8: One-sample skewness and kurtosis tests – source: data analysis

3. Section Two: Importance of Strategic Management
Section two as in Table 9 gauges the importance of strategic management
within the governmental organizations under scrutiny. The findings reported
that around half of the respondents (49.63%) agreed (32.22%) or strongly
agreed (17.41%) that in their organizations the top management, the middle
management and lower-ranking staff see strategic management as
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beneficial and critical to their organization‟s success. However, only 20% of
the participants disagreed (12.22%) or strongly disagreed (7.78%) that this
was the case.
No

1

2

3

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Top management sees strategic
7.78
12.22
30.37
planning as critical to an
organization‟s success.
Middle management sees strategic
5.93
13.33
27.41
planning as critical to an
organization‟s success.
Lower-ranking staffs see strategic
5.19
19.63
25.56
planning is beneficial.
Table 9: Importance of Strategic Management

Agree
%

Strongly
agree
%

32.22

17.41

41.11

12.22

35.19

14.44

4. Section Three: Strategic Plan Formulation
Section three explores how the public organizations in Bahrain formulated
their strategic plans, as follows.

4.1 Part one: Developing a strategic vision involving public and staff
input
Part one of section three first explores the findings about developing a clear
vision, mission, and organizational values, and then explores the findings
about the involvement of the internal and external stakeholders in the
strategic planning process.
4.1.1 Developing vision, mission, and organizational values
As shown in Table 10, more than half the participants (54.44%) agreed
(40.74%) or strongly agreed (13.70%) that their organizations had developed
clear organizational vision, while 30% of all participants disagreed (21.11%)
or strongly disagreed (8.52%) that their organizations had done so. The
mean value for developing clear organizational vision is 3.30 and the
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standard deviation is 1.19. The findings also reported that rather more than
half the participants (59.26 %) agreed (43.33%) or strongly agreed (15.93%)
that their organizations had developed a clear organizational mission
statement. However, only 27% of the participants disagreed (21.11%) or
strongly disagreed (5.56%) that this was correct. The mean value for
developing a clear organizational mission is 3.43 and the standard deviation
is 1.15.
The findings additionally reported that half of the participants (50%) agreed
(36.33%) or strongly agreed (13.33%) that their organizations had developed
clear organizational values, while only 26% of participants disagreed
(19.26%) or strongly disagreed (6.67%) that this was so. The mean value for
developing clear organizational values is 3.30 and the standard deviation is
1.13.

No

1
2

3

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Mean

We have developed
8.52
21.11
15.93
40.74
13.70
3.30
a clear vision.
We have developed
5.56
21.11
14.07
43.33
15.93
3.43
a clear mission
statement.
We have developed
6.67
19.26
24.44
36.30
13.33
3.30
clear organizational
values.
Table 10: Developing vision, mission, and organizational values

Std.
Deviation
1.19
1.15

1.13

4.1.2 Involvement of Internal and External Stakeholders
As reflected in Table 11, the findings reported, with the very low percentage
of 23.33% that very few participants agreed (18.52%) or strongly agreed
(4.81%) that their organizations had involved lower level staff in the strategic
planning formulation process. However, 60% of the participants disagreed
(32.22%) or strongly disagreed (27.41%) that their organizations did so. The
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mean value for lower-ranking staff‟ involvement is 2.41 and the standard
deviation is 1.21.
Moreover, according to the findings, only 38.5% of all participants agreed
(29.26%) or strongly agreed (9.26%) that their organizations had involved
internal consultants in the strategic planning formulation process, while 33%
of the participants disagreed (20%) or strongly disagreed (13%) that their
organizations had done so. The mean value for the involvement of internal
consultants is 3.02 and the standard deviation is 1.18.
The findings also reported a very low percentage (24.08%) of the
participants who agreed (18.52%) or strongly agreed (5.56%) that their
organizations had involved external consultants in the strategic planning
formulation process, while 40% of the participants disagreed (21.85%) or
strongly disagreed (18.15%) that their organizations had done this. The
mean value for external consultants‟ involvement is 3.41 and the standard
deviation is 1.14.
The findings additionally revealed the very low percentage of 16.29% of
participants who agreed (12.59%) or strongly agreed (3.7%) that key
external stakeholders were involved in developing the strategic plan of their
organization, while 60.37% of participants disagreed (32.22%) or strongly
disagreed (28.15%) that this was the case. The mean value for external
stakeholders‟ involvement is 2.71 and the standard deviation is 1.13.
The findings at the same time revealed that half the participants (50%)
agreed (30.37%) or strongly agreed (19.26%) that their organizations had
developed proper partnership relations with private sector organizations and
had encouraged their contribution during the strategic planning formulation
process. Meanwhile, 21% of the participants disagreed (21.11%) or strongly
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disagreed (6.3%) that their organizations had done so. The mean value for
private sector involvement is 3.41 and the standard deviation is 1.14.

No

1

2

3

4

5

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Lower-ranking staffs have
27.41
32.22
17.04
18.52
4.81
been involved in strategic
planning development.
The internal advisors
12.96
20.00
28.52
29.26
9.26
have played a significant
role in strategic planning
development.
The external consultants
18.15
21.85
35.93
18.52
5.56
have played a significant
role in strategic planning
development.
Key external stakeholders
28.15
32.22
23.33
12.59
3.70
have been involved in
developing our strategic
plan.
Our organization
6.30
14.81
29.26
30.37
19.26
welcomes private-sector
involvement in strategic
planning development.
Table 11: Involvement of Internal and External Stakeholders

Mean

Std.
Deviation

2.41

1.21

3.02

1.18

2.71

1.13

2.31

1.12

3.41

1.14

4.2 Part two: Develop and prioritize strategic and operational objectives
As shown in Table 12, the findings revealed that only 44% of all participants
agreed (34.81%) or strongly agreed (8.89%) that their organizations had
developed clear strategic objectives, while 31.5% of all participants
disagreed (25.2%) or strongly disagreed (6.3%) that they had. The mean
value for developing clear strategic objectives is 3.15 and the standard
deviation is 1.09.
The findings also reported that only 45% of all participants agreed (36.30%)
or strongly agreed (8.89%) that their organizations had developed clear
operational objectives, while 33.34% of all participants disagreed (27.04%)
or strongly disagreed (6.3%) that their organizations had done this. The
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mean value for developing clear operational objectives is 3.14 and the
standard deviation is 1.12.
Regarding the performance indicators, only 42.22% of all participants agreed
(34.81%) or strongly agreed (7.41%) that their organizations had developed
clear performance indicators, while 32.22% of all participants disagreed
(22.59%) or strongly disagreed (9.63%) that this was the case. The mean
value for developing clear performance indicators is 3.07 and the standard
deviation is 1.12. Moreover, a low percentage of 28.14% of all participants
agreed (24.07%) or strongly agreed (4.07%) that their organizations had
clearly prioritized their performance indicators, while 41.48% of all
participants disagreed (30%) or strongly disagreed (11.48%) that their
organizations had done this. The mean value for developing clear prioritized
performance indicators is 2.79 and the standard deviation is 1.06.

No

1

2

3

4

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Mean

Std.
Deviation

We have developed
6.30
25.19
24.81
34.81
8.89
3.15
clear strategic
objectives.
We have developed
6.30
27.04
21.48
36.30
8.89
3.14
clear operational
objectives.
We have developed
9.63
22.59
25.56
34.81
7.41
3.07
clear performance
indicators.
We have clearly
11.48
30.00
30.37
24.07
4.07
2.79
prioritized our
performance
indicators.
Table 12: Developing and Prioritizing the Strategic and Operational Objectives

4.3 Part three: Develop departmental operational plans
Part three as shown in Table 13 explores the findings about developing
departmental operational plans aligned with the strategic plan, as follows.
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1.09

1.12

1.12

1.06

4.3.1Structured Process for Strategic Planning Formulation
The findings revealed that 28.51% of the participants agreed (24.44%) or
strongly agreed (4.07%) that their organizations had followed a structured
process using a planning manual in the strategic planning formulation
process. However, 38% of them disagreed (25.19%) or strongly disagreed
(12.59%) that their organizations had done this. The mean value for the
structured process in strategic planning formulation is 2.50 and the standard
deviation is 1.14.
4.3.2 Developing Units’ Operational Plans
The findings indicate that 41.12% of all participants agreed (35.56%) or
strongly agreed (5.56%) that all units within their organizations had
developed their own operational plans, while 30.37% of the participants
disagreed (20.37%) or strongly disagreed (10%) that this had been the case.
The mean value for developing the units‟ operational plans is 2.82 and the
standard deviation is 1.07.
4.3.3 Fixed Budget by Top Management
The findings from the analysis suggest that 34.08% of all participants agreed
(27.04%) or strongly agreed (7.04%) that top management in their
organizations aligns a fixed financial budget to each operational objective,
while 34.07% of the participants disagreed (20.74%) or strongly disagreed
(13.33%) that this was so. The mean value for aligning a fixed budget by top
management is 3.06 and the standard deviation is 1.09.
4.3.4 New Income Generation Plans
The findings reported that only 20% of all participants agreed (15.19%) or
strongly agreed (4.81%) that their organizations had developed new income
generation plans in the strategic planning formulation process. However,
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more than half the participants (52% disagreed (28.89%) or strongly
disagreed (22.96%) that their organizations had done this. The mean value
for developing new income generation plans is 2.94 and the standard
deviation is 1.14.
4.3.5 The Financial Resources
The findings included the very low percentage of 27.74% of participants who
agreed (22.93%) or strongly agreed (4.81%) that their organizations had
secured adequate financial resources for the strategic planning formulation
process, while 35.15% of all participants disagreed (21.11%) or strongly
disagreed (14.07%) that this could be said. The mean value for securing
adequate financial resources is 2.83 and the standard deviation is 1.08.
4.3.6 Resource Allocation by Top Management
The findings illustrate that 29.62% of all participants agreed (24.81%) or
strongly agreed (4.81%) that top management in their organizations
allocated the needed resources to fund new strategic initiatives, while
38.89% of the participants disagreed (25.19%) or strongly disagreed (13.7%)
that they did. The mean value for resource allocation is 2.82 and the
standard deviation is 1.10.
4.3.7 The Technological Resources
The findings revealed that only 37.04% of all participants agreed (31.48%) or
strongly agreed (5.56%) that their organizations had provided adequate
technological resources for the strategic planning formulation process.
However, 33.7% of all participants disagreed (21.48%) or strongly disagreed
(12.22%) that their organizations had provided this. The mean value for

Page
128

providing adequate technological resources is 2.96 and the standard
deviation is 1.12.
Variable

1

2

3

4

5

6

7

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Mean

Std.
Deviation

Developing new ways of
22.96
28.89
28.15
15.19
4.81
2.50
raising income is a major
part of our strategy.
Our strategic planning
12.59
25.19
33.70
24.44
4.07
2.82
development procedures
can be described as
largely structured with
reference to a planning
manual.
All the units within our
10.00
20.37
28.52
35.56
5.56
3.06
organization have
developed their own
operational plans.
Top management aligns
13.33
20.74
31.85
27.04
7.04
2.94
a fixed financial budget
to each operational
objective.
We have adequate
14.07
21.11
37.04
22.96
4.81
2.83
financial resources for
strategic planning
development.
Top management
13.70
25.19
31.48
24.81
4.81
2.82
allocates the needed
resources to fund new
strategic initiatives.
We have adequate
12.22
21.48
29.26
31.48
5.56
2.96
technological resources
for strategic planning
development.
Table 13: Developing Departmental Operational Plans Aligned with the Strategic Plan

Based on the above 19 series of variables related to the strategic planning
development, rated from 1= Strongly disagree to 5= Strongly agree, as
shown in Tables 10, 11, 12, and 13, the cumulative average mean rating for
the 19 related variables ranged from the high of 3.43 on the variable
„developing clear mission statement‟ to a low of 2.31 on the variable
„involvement of key external stakeholders‟. There are also no differences
between the 19 variables in terms of mean and standard deviation, except a
very low difference for the mean of the variable „clearly prioritizing
performance indicators‟, new ways of raising income, and aligning fixed
financial budget to each operational objective.
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1.14

1.07

1.09

1.14

1.08

1.10

1.12

5. Section Four: Strategic Plan Implementation
The strategic planning implementation section assesses first the extent of
internal and external communication, and next the strategic planning skills
and knowledge development. Third, it explores the integration, support,
incentives and organizational structure, and fourth,it examines proper
strategic planning implementation, before finally evaluating the level of
commitment to strategic planning implementation.
5.1 Internal and External Communications
The findings as shown in Table 14 revealed that only 28.5% of all
participants agreed (25.19%) or strongly agreed (3.33%) that there was
effective internal communication among all employees within their
organizations, while around 46% of all participants disagreed (29.26%) or
strongly disagreed (16.67%) that there was. The mean value for effective
internal communication is 2.69 and the standard deviation is 1.12. The
findings also reflected that only 20.74% of all participants agreed (19.26%)
or strongly agreed (1.48%) that there was a proper relationship between the
groups for strategic planning formulation and those for implementation within
their organizations, while 47.04% of all participants disagreed (30%) or
strongly disagreed (17.04%) that a proper relationship existed in their
organizations. The mean value for cooperation between planning and
implementation groups is 2.58 and the standard deviation is 1.03.
The findings moreover show that 36.67% of all participants agreed (31.48%)
or strongly agreed (5.19%) that there was effective cooperation between all
departments within their organizations, while 35% of all participants
disagreed (20.37%) or strongly disagreed (14.44%) that there was. The
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mean value for effective cooperation between departments is 2.93 and the
standard deviation is 1.14. The findings additionally show that only 23.34%
of all participants agreed (17.78%) or strongly agreed (5.56%) that top
management internally cascaded the strategic plan all the way down the
organization, while more than half the participants (55.56%) disagreed
(28.89%) or strongly disagreed (26.67%) that they did. The mean value for
internally cascading the strategic plan is 2.47 and the standard deviation is
1.22. The findings also reported that more of half of all participants (50.37%)
agreed (40%) or strongly agreed (10.37%) that their organizations had a
solid collaborative relationship with key external stakeholders, while 28.52%
of the participants disagreed (18.52%) or strongly disagreed (10%) that their
organizations had this. The mean value for cooperation with key
stakeholders is 3.22 and the standard deviation is 1.16.
In terms of external communications, the findings indicate that 38.52% of all
participants agreed (31.48%) or strongly agreed (7.04%) that there was
effective external communication between their organizations and the public,
while 30.37% of all participants disagreed (17.78%) or strongly disagreed
(12.59%) that this was the case. The mean value for effective external
communication with the public is 3.06 and the standard deviation is 1.23.
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No

1

2

3

4

5

6

Variable

We have effective internal
communication among all
employees.
There is a proper
relationship between the
groups for formulation and
those for implementation.
There is effective internal
communication and
collaboration between
most departments.
Top management
internally cascades the
strategic plan all the way
down the organization.
We have a solid
collaborative relationship
with key external
stakeholders.
We have effective
communication with the
public.

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Mean

Std.
Deviation

16.67

29.26

25.56

25.19

3.33

2.69

1.12

17.04

30.00

32.22

19.26

1.48

2.58

1.03

14.44

20.37

28.52

31.48

5.19

2.93

1.14

26.67

28.89

21.11

17.78

5.56

2.47

1.22

10.00

18.52

21.11

40.00

10.37

3.22

1.16

12.59

17.78

31.11

31.48

7.04

3.06

1.23

Table 14: Internal and External Communications

5.2 Strategic Management Skills and Knowledge Development
The findings of strategic management skills and knowledge development are
reflected in Table 15 as follows.
The findings report shows that only 18.89% of all participants agreed
(17.41%) or strongly agreed (1.48%) that their organizations offered
adequate strategic management training for employees in order to
implement the plans effectively. However, as shown in Table 16, 50% of all
participants disagreed (30%) or strongly disagreed (20.37%) that their
organizations offered this. The mean value for providing adequate strategic
management training is 2.49 and the standard deviation is 1.05.

The

findings also revealed that only 26.66% of all participants agreed (24.44%)
or strongly agreed (2.22%) that middle management employees of their
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organizations had proper strategic planning skills that could effectively aid
strategic plan implementation. But, as shown in Table 16, nearly half the
participants (48.15%) disagreed (30.74%) or strongly disagreed (17.41%)
that their middle management possessed these. The mean value for proper
middle management skills is 2.63 and the standard deviation is 1.10.
Moreover, the findings reported a very low percentage (15.92%) of the
participants who agreed (14.81%) or strongly agreed (1.11%) that the lower
level staff in their organizations had proper strategic management
knowledge that would help them implement the strategic plan. However, as
shown in Table 16, more than half of all participants disagreed (37.78%) or
strongly disagreed (16.30%) that this was true. The mean value for proper
knowledge of strategic management among lower-ranking staff is 2.47 and
the standard deviation is 0.97.
The findings additionally report that only 21.48% of all participants agreed
(20%) or strongly agreed (1.48%) that the lower-ranking staff level within
their organizations had clear duties that helped them effectively in strategic
plan implementation. While, as shown in Table 16, more than half of the
participants (57%) disagreed (36.3%) or strongly disagreed (20.37%) that
the lower-ranking staff level within their organizations had clear duties that
helped them effectively in strategic plan implementation. The mean value
for a clear lower-ranking staff‟ duty is 2.53 and the standard deviation is
1.35.
With a low percentage, the findings reported that only 24.41% of all
participants agreed (20.37%) or strongly agreed (4.04%) that the employees
within their organizations understood the strategic planning process before
its implementation. However, 44.45% of all participants disagreed (28.52%)
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or strongly disagreed (15.93%) that they did. The mean value for
understanding the strategic management process before implementation is
2.68 and the standard deviation is 1.09.

No

1
2

3
4

5

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

There is enough training for
20.37
30.00
30.74
17.41
1.48
employees.
Middle managers have the right
17.41
30.74
25.19
24.44
2.22
knowledge and skills for strategic
management.
Lower level employees are familiar
16.30
37.78
30.00
14.81
1.11
with strategic management.
The duties, tasks and responsibilities
20.37
36.30
21.85
20.00
1.48
are properly explained to the lowerranking staff.
Our strategic plan is well understood
15.93
20.52
31.11
20.37
4.07
before any significant actions are
taken.
Table 15: Strategic Management Skills and Knowledge Development

Mean

Std.
Deviation

2.49

1.05

2.63

1.10

2.47

0.97

2.53

1.35

2.68

1.09

5.3 Integration, Support, incentives and Organizational Structure
Table 16 below reports the findings onintegration, support, incentives and
organizational structure, as follows.
The findings reveal that 34.08% of all participants agreed (27.41%) or
strongly agreed (6.67%) that the top management of their organizations
ensured the best possible integration of processes, structures, resources
and people. However, around 43% of all participants disagreed (28.89%) or
strongly disagreed (13.7%) that this was the case. The mean value for
ensuring integration is 2.84 and the standard deviation is 1.17.
The findings also indicate that only 30.40% of all participants agreed
(25.19%) or strongly agreed (5.19%) that the vision of their organization was
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properly aligned with lower-ranking staff‟ operations, while 44.5% of all
participants disagreed (28.52%) or strongly disagreed (15.93%) that it was.
The mean value for aligning vision with lower-ranking staff‟ operation is 2.75
and the standard deviation is 1.15. Moreover, the findings reported that
29.63% of all participants agreed (27.41%) or strongly agreed (2.22%) that
the decision making process at all organizational levels is linked with the
strategic plan, while around 38% disagreed (26.30%) or strongly disagreed
(11.85%) that this occurred. The mean value for the link of the decision
making with the strategic plan is 2.82 and the standard deviation is 1.03.
Additionally the findings show that only 24.82% of all participants agreed
(19.63%) or strongly agreed (5.19%) that the top management of their
organizations were providing the needed support to employees during the
strategic planning implementation, while 41% of all participants disagreed
(28.15%) or strongly disagreed (12.59%) that the top management was
doing so. The mean value for top management support is 2.77 and the
standard deviation is 1.07.
The findings also reported that 34.44% of all participants agreed (30.37%) or
strongly agreed (4.07%) that the middle management within their
organizations was providing the required support to employees during the
strategic planning implementation stage. But, as shown in Table 17, 33% of
all participants disagreed (24.44%) or strongly disagreed (8.89%) that this
was happening. The mean value for middle management support is 2.96
and the standard deviation is 1.03.
Regarding the rewards systems, the findings reported that 33.34% of all
participants agreed (17.04%) or strongly agreed (16.3%) that their
organizations had adequate reward systems that encouraged success and
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gave incentives for strategic planning implementation. However, 44% of all
participants disagreed (20.37%) or strongly disagreed (23.33%) that this was
so. The mean value for ensuring adequate reward systems is 2.97 and the
standard deviation is 1.29.

In terms of the organizational structure, the

findings indicate that only 21.11% of all participants agreed (17.41%) or
strongly agreed (3.70%) that their organizations had proper organizational
structure that would aid strategic planning implementation. More than half of
the participants (55%) disagreed (31.85%) or strongly disagreed (22.96%)
that their organizations had this. The mean value for ensuring adequate
organizational structure is 2.47 and the standard deviation is 1.13.

No

1

2
3

4
5

6
7

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongly
agree
%

Top management ensures the best
7.76
22.59
28.52
32.22
8.89
possible integration of processes,
structures, resources and people.
Our vision is aligned with lower15.93
28.52
25.19
25.19
5.19
ranking staff operations.
There is a link between strategic
11.85
26.30
32.22
27.41
2.22
planning and the decision-making
process.
Top management supports us in the
12.59
28.15
34.44
19.63
5.19
implementation of the strategic plan.
Middle management supports us in
8.89
24.44
32.22
30.37
4.07
the implementation of the strategic
plan.
The reward systems encourage
20.37
23.33
22.96
17.04
16.30
success.
We have proper organizational
22.96
31.85
24.07
17.41
3.70
structure that aids strategic
implementation.
Table 16: Integration, Support, Incentives and Organizational Structure

5.4 Proper Strategic Plan Implementation
The findings of proper strategic plan implementation are shown belowin
Table 17, as follows.
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Mean

Std.
Deviation

2.84

1.17

2.75

1.15

2.82

1.03

2.77

1.07

2.96

1.03

2.97

1.29

2.47

1.13

The findings reveal that only 20% of all participants agreed (18.15%) or
strongly agreed (1.85%) that their organizational strategic objectives were
implemented properly, while 40% of all participants disagreed (29.26%) or
strongly disagreed (10.74%) that they were. The mean value for the proper
implementation of strategic objectives is 2.71 and the standard deviation is
0.95. The findings also reflect that only 26.29% of all participants agreed
(24.81%) or strongly agreed (1.48%) that their organizational operational
objectives had been implemented properly, while 36% of all participants
disagreed (26.67%) or strongly disagreed (9.63%) that this had occurred.
The mean value for proper implementation of operational objectives is 2.82
and the standard deviation is 0.96. The findings moreover indicate that only
25.55% of all participants agreed (20.74%) or strongly agreed (4.81%) that
their organizations had enough staff for strategic plan implementation, while
more than half the participants (51%) disagreed (30.74%) or strongly
disagreed (20.37%) that this was true. The mean value for ensuring enough
staff for strategic plan implementation is 2.59 and the standard deviation is
1.17. The findings additionally show that 24.44% of all participants agreed
(20.37%) or strongly agreed (4.07%) that there was no competition between
activities within their organizations, while 34.07% disagreed (23.33%) or
strongly disagreed (10.74%) that there was none. The mean value for
competition between activities is 2.84 and the standard deviation is 1.00.
Regarding the time given for strategic plan implementation, the findings
suggest that 23.7% of all participants agreed (19.26%) or strongly agreed
(4.44%) that there is enough time for strategic plan implementation within
their organizations, while 41.85% of participants disagreed (28.52%) or
strongly disagreed (13.33%) that there was. The mean value for enough
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time given for implementation is 2.73 and the standard deviation is 1.06. In
terms of the control over strategic plan implementation, the findings show
that only 18.52% of all participants agreed (17.41%) or strongly agreed
(1.11%) that there was proper control within their organizations over the
strategic plan implementation stage, while 51.85% of participants disagreed
(34.44%) or strongly disagreed (17.41%) that there was. The mean value for
control over implementation is 2.50 and the standard deviation is 1.01.

Strongly
disagre
e
%

Disagre
e
%

Neutral
%

Agree
%

Strongly
agree
%

Mean

Std.
Deviation

Strategic objectives are implemented
properly.
Operational objectives are
implemented properly.
We have enough staff for strategic
planning implementation.
There is no competition between
activities.

10.74

29.26

40.00

18.15

1.85

2.71

0.95

9.63

26.67

37.41

24.81

1.48

2.82

0.96

20.37

30.74

23.33

20.74

4.81

2.59

1.17

10.74

23.33

41.48

20.37

4.07

2.84

1.00

5

There is enough time for strategy
implementation.

13.33

28.52

24.44

19.26

4.44

2.73

1.06

6

We have proper control over the
implementation stage.

17.41

34.44

29.63

17.41

1.11

2.50

1.01

No

1
2
3
4

Variable

Table 17: Proper Strategic Plan Implementation

5.5 Commitment to Implementation
Table 18 below reveals the findings about commitment to strategic planning
implementation, as follows.
In regards to Lower-ranking staff‟s Commitment to Implementing Objectives,
the findings show that only 29.63% of all participants agreed (25.56%) or
strongly agreed (4.07%) that the lower-ranking staff within their organization
were committed to implementing the organizational objectives, while 38.5%
of all participants disagreed (27.41%) or strongly disagreed (11.11%) that
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the lower-ranking staff within their organization were thus committed. The
mean value for lower-ranking staff commitment to implement objectives is
2.84 and the standard deviation is 1.06.Moreover, the findings revealed that
only 28.89% of all participants agreed (23.33%) or strongly agreed (5.56%)
that lower level staff within their organizations were committed to the
organizational vision during the strategic planning implementation. But, as
shown in Table 19, 34% of all participants disagreed (26.67%) or strongly
disagreed (7.41%) that lower level staff were committed to this. The mean
value for lower-ranking staff commitment to vision is 3.00 and the standard
deviation is 1.54.
Regarding the middle management commitment to the organizational vision,
the findings revealed that 37.78% of all participants agreed (32.59%) or
strongly agreed (5.19%) that the middle management within their
organizations was committed to the organizational vision during the strategic
planning implementation. As shown in Table 19, however, 28% of all
participants disagreed (20.37%) or strongly disagreed (7.78%) that this was
the case. The mean value for middle management commitment to vision is
3.07 and the standard deviation is 1.02.
In terms of the top Management Commitment to the organizational vision,
the findings suggest that 41.11% of all participants agreed (32.22%) or
strongly agreed (8.89%) that the top management of their organizations was
committed

to

the

organizational

vision

during

strategic

planning

implementation. But, as shown in Table 19, 30% of all participants disagreed
(22.59%) or strongly disagreed (7.78%) that they were. The mean value for
top management commitment to vision is 3.12 and the standard deviation is
1.10. The findings also revealed that 40.37% of all participants agreed
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(31.85%) or strongly agreed (8.52%) that the top management of their
organizations was committed to managing for results, while 30.37%
disagreed (19.63%) or strongly disagreed (10.74%) that it was. The mean
value for results oriented top management is 3.08 and the standard
deviation is 1.13.
No

1

2
3
4
5

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

The lower-ranking staffs are
11.11
27.41
31.85
25.56
committed to attaining our
organizational objectives.
The lower level staffs are committed
7.41
26.67
37.04
23.33
to attaining our organizational vision.
Middle management is committed to
7.78
20.37
34.07
32.59
the implementation of our vision.
Top management is committed to
13.70
28.89
23.33
27.41
the implementation of our vision.
Top management is committed to
10.74
19.63
29.26
31.85
managing for results.
Table 18: Commitment to Implementation

Strongly
agree
%

Mean

Std.
Deviation

4.07

2.84

1.06

5.56

3.00

1.54

5.19

3.07

1.02

6.67

3.12

1.10

8.52

3.08

1.13

In the above series of 29 findings, the variables related to the development
of departmental operational plans and implementation were rated from 1=
Strongly disagree to 5= Strongly agree, and, as shown in Tables 13, 15, 16,
17, and 18, the cumulative average mean rating for these 29 related
variables ranged from the high of 3.12 on the variable „solid cooperation with
key external stakeholders‟ to a low of 2.46 on the variable „lower-ranking
staff knowledge of strategic planning: also there are no differences between
the29 variables in terms of mean and standard deviation, except a low
difference from the mean for the variables „solid collaborative relationship
with key external stakeholders‟, and „internally cascading the strategic plan.
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6. Section Five: Strategic Plan Evaluation
This fifth section is about the Strategic Plan Evaluation. This part explores
the performance management process, evaluation, reporting, and services
improvement, as shown in Table 19, as follows.
6.1 Performance Management Process
In terms of linking strategic planning with performance management, the
findings reveal that only 20% of all participants agreed (16.67%) or strongly
agreed (3.33%) that the strategic planning process in their organization was
closely linked with the performance management processes at all
organizational levels, while 44.08% of the participants disagreed (27.78%) or
strongly disagreed (16.3%) that this was so. The mean value for linking
strategic planning with performance management is 2.63 and the standard
deviation is 1.05. With regard to reviewing performance data, the analysis
findings suggest that 25.19% of all participants agreed (20%) or strongly
agreed (5.19%) that top management reviewed performance data on a
regular basis for making decisions and taking corrective action to improve
the organization‟s performance, while 40.74% of participants disagreed
(23.33%) or strongly disagreed (17.41%) that it did so. The mean value for
reviewing performance data is 2.72 and the standard deviation is 1.12.
Moreover, the findings revealed that 25.07% of all participants agreed
(21.74%) or strongly agreed (3.33%) that top management monitored
performance measures to ensure the proper implementation of the strategic
plan, while 46.3% of participants disagreed (27.78%) or strongly disagreed
(18.52%) that it did. The mean value for monitoring organizational
performance by top management is 2.63 and the standard deviation is 1.11.
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Additionally, and in terms of monitoring external and internal trends by top
management, the findings asserted that 24.47% of all participants agreed
(21.11%) or strongly disagreed (3.36%) that top management monitored
external and internal trends continuously and revised strategy if needed,
while 44.08% of participants disagreed (25.93%) or strongly disagreed
(18.15%) that this was the case. The mean value for monitoring external and
internal trends by top management is 2.66 and the standard deviation is
1.10.
The analysis findings also confirmed that 24.08% of all participants agreed
(18.15%) or strongly agreed (5.93%) that top management in their
organizations linked the implementation of organizational objectives with
individual performance appraisals, while 46.67% of participants disagreed
(25.93%) or strongly disagreed (20.74%) that top management did so. The
mean value for linking implementation with the individual‟s performance is
2.63 and the standard deviation is 1.17. In regard to sharing organizational
performance with public, the analysis findings illustrate that only 15.55% of
all participants agreed (10.74%) or strongly agreed (4.81%) that their
organization was communicating its performance information to a wide
range of external stakeholders on a regular basis, while more than half of the
participants (59.26% disagreed (27.78%) or strongly disagreed (31.48%)
that this was the case. The mean value for sharing organizational
performance with the public is 2.30 and the standard deviation is 1.16.

Page
142

No

1

2

3

4

5

6

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Our strategic planning process is
16.30
27.78
35.93
16.67
closely linked with the performance
management processes at all
organizational levels.
Top management reviews
17.41
23.33
34.07
20.00
performance data on a regular basis
for making decisions and taking
corrective action to improve the
organizational performance.
Top management monitors
18.52
27.78
29.63
20.74
performance measures to ensure the
proper implementation of strategic
plan.
Top management monitors external
18.15
25.93
31.48
21.11
trends and internal performance
continuously and revises strategy if
needed.
Top management links the
20.74
25.93
29.26
18.15
implementation of organizational
objectives with individual
performance appraisals.
Our organization is communicating
31.48
27.78
25.19
10.74
its performance information to a wide
range of external stakeholders on a
regular basis.
Table 19: Performance Management Process

Strongly
agree
%

Mean

Std.
Deviation

2.63

1.05

2.72

1.12

2.63

1.11

3.33

2.66

1.10

5.93

2.63

1.17

4.81

2.30

1.16

3.33

5.19

3.33

6.2 Evaluation, Reporting and Services Improvement
Table 20 summarizes the findings on strategic planning evaluation, reporting
performance, and services improvement, as follows.
The findings report that only 18.15% of all participants agreed (15.56%) or
strongly agreed (2.59%) that there was a proper strategic planning
evaluation at regular intervals within their organizations, while nearly half the
participants (48.89% disagreed (30.37%) or strongly disagreed (18.52%)
that there was. The mean value for frequent strategic planning evaluation is
2.53 and the standard deviation is 1.04. The findings also show that 28.51%
of all participants agreed (23.7%) or strongly agreed (4.81%) that the
evaluation of lower level staff was based largely on their contribution to the
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successful accomplishment of the strategic plan. However, as shown in
Table 22, 39.26% of all participants disagreed (27.04%) or strongly
disagreed (12.22%) that this was indeed the basis for their evaluation. The
mean value for lower-ranking staff evaluation is 2.82 and the standard
deviation is 1.08. In terms of middle management evaluation, the findings
indicate that 28.52% of all participants agreed (25.19%) or strongly agreed
(3.33%) that the evaluation of middle managers was based largely on their
contribution to the successful accomplishment of the strategic plan. As
shown in Table 22, however, 38.15% of all participants disagreed (28.15%)
or strongly disagreed (10%) that this occurs. The mean value for middle
management evaluation is 2.84 and the standard deviation is 1.02.
Regarding the reporting system, the findings reported that 27.78 % of all
participants agreed (21.85%) or strongly agreed (5.93%) that their
organizations had a solid reporting system using adequate technology, while
nearly half the participants (49%) disagreed (27.78%) or strongly disagreed
(21.11%) that they had. The mean value for ensuring a solid reporting
system is 2.64 and the standard deviation is 1.20.
In terms of improved services, the findings indicate that more than half of all
participants (57.78%) agreed (38.52%) or strongly agreed (19.26%) that
improving the current services at their organizations is a major part of their
strategic plan, while only 21% of all participants disagreed (13.7%) or
strongly disagreed (7.04%) that this was so. The mean value for improving
current services is 3.49 and the standard deviation is 1.16.

Page
144

No

Variable

Strongly
disagreed
%

Disagreed
%

Neutral
%

Agreed
%

Strongly
agreed
%

Mean

Std.
Deviation

1

We have proper strategic planning
evaluation at regular intervals.

18.52

30.37

32.96

15.56

2.59

2.53

1.04

2

The evaluation of lower-ranking
staff is based largely on their
contribution to the successful
accomplishment of the strategic
plan.
The evaluation of middle managers
is based largely on their contribution
to the successful accomplishment
of the strategic plan.

12.22

27.04

32.22

23.70

4.81

2.82

1.08

10.00

28.15

33.33

25.19

3.33

2.84

1.02

4

We have a solid reporting system
using adequate technology.

21.11

27.78

23.33

21.85

5.93

2.64

1.20

5

Improving our current services is a
major part of our approach.

13.70

21.48

38.52

19.26

7.04

3.49

1.16

3

Table 20: Evaluation, Reporting and Services Improvement

The aboveseries of 11 of variables related to measuring and reporting
results were rated from 1= „Strongly disagree‟ to 5= „Strongly agree‟, and as
shown in Tables 17and 18, the cumulative average mean rating for the 11
related variables ranged from the high of 3.49 on the variable „improving
current services‟ to a low of 2.30 on the variable „sharing organizational
performance with external stakeholders. Moreover, there are no differences
between all 11 variables in terms of mean and standard deviation, except for
the mean for the variables „improving current services‟ and „internally
cascading strategic plan‟.
To sum up, based on the above findings of the strategic plan formulation, it
should be reported that the average level of proper strategic planning
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development within the organizations under scrutiny is 36.71%, as shown in
below in Table 21.

No

Factor

Applying Level
(%)

1

Developing Clear Organizational Vision

54.44%

2

Developing Clear Organizational Mission

59.26%

3

Developing Clear Organizational Values

50%

4

Lower-ranking staff Involvement

28.14%

5

Internal Consultants‟ Involvement

23.33%

6

External Consultants‟ Involvement

38.50%

7

External Stakeholder Involvement

16.29%

8

Private Sector Involvement

50%

Developing Clear Strategic Objectives

44%

Developing Clear Operational Objectives

45%

Developing Clear Performance Indicators

42.22%

Prioritizing Performance Indicators

28.14%

Structured Process Formulation

28.51%

Developing Units‟ Operational Plans

41.12%

Aligning Fixed Budget to Operational Objectives

34.08%

9
10
11
12
13
14
15
16
17
18
19

Developing New Income Generation Plans

20%

Securing Financial Resources

27.74%

Allocating needed Resources

29.62%

Providing Adequate Technology
Average

37.04%
36.71%

Table 21: Proper Strategic Plan Formulation

Moreover, based on the above findings of the strategic plan implementation
part, it should be noted that the average level of proper strategic planning
implementation within the organizations under scrutiny is 28.38 %, as shown
in below in Table 22.
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No

1
2
3
4

Factor

Applying

No

7
8

Applying

Level

Level

(%)

(%)

Internal Communication

28.50%

16

Middle Management Support

27.74%

Cooperation between Groups

20.74%

17

Rewards Systems

33.34%

Cooperation between Departments

36.67%

18

Organizational Structure

21.11%

Internally Cascading Strategic Plan

23.34%

19

Cooperation with Key Stakeholders
External Communication with
Public
Adequate Strategic Planning
Training
Middle Management Skills

50.37%

20

Strategic Objectives Implementation
Operational Objectives
Implementation

26.29%

38.52%

21

Enough Staff for Implementation
Competition between Activities

25.55%
24.44%

18.89%
26.66%

22
Time given for Implementation

23.70%

Control over Implementation

18.52%

Lower-ranking staff‟s Commitment to
Objectives
Lower-ranking staff Commitment to
Vision
Middle Management Commitment to
Vision
Top Management Commitment to
Vision

29.63%

Results Oriented Top Management

40.37%

5
6

Factor

20%

23
9

Lower-ranking staff Knowledge

15.92%
24

10

Lower-ranking staff‟s Duties

21.48%
25

11

Understanding Strategic Planning

24.41%

12

Integration

34.08%

13

Vision Alignment

30.40%

26
27
28
14

Decision Making Linkage

29.63%
29

15

Top Management Support

28.89%
37.78%
41.11%

24.82%

Average

28.38%
Table 22: Proper Strategic plan Implementation

Additionally, the above findings of the strategic plan evaluation part reported
that the average level of proper strategic planning evaluation within the
organizations under scrutiny is 26.83%, as shown below in Table 23.
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No

Factor

Applying Level
(%)

1
2

Linking Strategic Planning with Performance Management

20%

Reviewing Performance Data

25.19%

Monitoring Organizational Performance

25.07%

Monitoring External and Internal Trends

24.47%

Linking Implementation with Individuals‟ Performance

24.08%

Sharing Organizational Performance with the Public

15.55%

Frequent Strategic Planning Evaluation
Lower Level Staff Evaluation

18.15%

8
9

Middle Management Evaluation

28.51%
28.52%

10

Solid Reporting System

27.78%

11

Current Services Improvement

57.78%

Average

26.83%

3
4
5
6
7

Table 23: Proper Strategic Plan Evaluation

7. Section Six: Satisfaction with the Strategic Management Process
Asshown in Table 24, the level of satisfaction with the formulation,
implementation, and outcomes of the strategic management process within
the organizations under scrutiny, is as follows.
The findings revealed that only 25.18% of all participants agreed (21.48%) or
strongly agreed (3.7%) that they were satisfied with the implementation of
the strategic objectives in their organizations, while nearly half the
participants (49.26%) disagreed (32.22%) or strongly disagreed (17.04%)
that they were satisfied with this. The mean value for satisfaction with
strategic objectives implementation is 2.63 and the standard deviation is
1.11. Moreover, the findings revealed that only 28.52% of all participants
agreed (25.19%) or strongly agreed (3.33%) that they were satisfied with the
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implementation of the operational objectives of their organizations, while
49.26% of participants disagreed (29.26%) or strongly disagreed (15.56%)
that they were satisfied with it. The mean value for satisfaction with the
operational objectives‟ implementation is 2.71 and the standard deviation is
1.11.
In terms of satisfaction with the organizational final outcomes, the findings
report that 30.37% of all participants agreed (25.93%) or strongly agreed
(4.44%) that they were satisfied with the organizational final outcomes, while
34.81% of participants disagreed (22.22%) or strongly disagreed (12.59%)
that they were satisfied with them. The mean value for satisfaction with the
organizational final outcomes is 2.87 and the standard deviation is 1.07.
Regarding the satisfaction with the quality of services, the findings suggest
that 42.6% of all participants agreed (36.3%) or strongly agreed (6.3%) that
they were satisfied with the quality of the services provided by their
organizations, while 28.89% of participants disagreed (17.41%) or strongly
disagreed (11.48%) that they were satisfied with it. The mean value for
satisfaction with services quality is 3.09 and the standard deviation is 1.12.
As regards the satisfaction with organizational improvement, the findings
illustrate that 30% of all participants agreed (25.56%) or strongly agreed
(4.44%)

that

they

were

satisfied

with

their

organization‟s

overall

improvement, while 38.88% of participants disagreed (24.81%) or strongly
disagreed (14.07%) that they were satisfied with it. The mean value for
satisfaction with the overall organizational improvement is 2.81 and the
standard deviation is 1.10. Finally, in terms of the overall satisfaction with the
strategic planning process, the findings revealed that 28.07% of all
participants agreed (24.07%) or strongly agreed (4.07%) that they were
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satisfied with the strategic planning process of their organizations, while
nearly half of the participants (48.89%) disagreed (30.74%) or strongly
disagreed (18.15%) that they were satisfied with it. The mean value for
satisfaction with the strategic mangement process is 2.65 and the standard
deviation is 1.15

No

Strongly
disagreed
%

Disagreed
%

Neutral
%

Agreed
%

Strongly
agreed
%

Mean

I am satisfied with
Strategic Objectives
Implementation
I am satisfied with
Operational Objectives
Implementation
I am satisfied with
Organizational Outcomes

17.04

32.22

25.56

21.48

3.70

2.63

15.56

29.26

26.67

25.19

3.33

2.71

12.59

22.22

34.81

25.93

4.44

2.87

1.07

4

I am satisfied with Services
Quality

11.48

17.41

28.52

36.30

6.30

3.09

1.12

5

I am satisfied with
Organizational
Improvement

14.07

24.81

31.11

25.56

4.44

2.81

1.10

6

I am satisfied with
Strategic Planning Process

18.15

30.74

22.96

24.07

4.07

2.65

1.15

1

2

3

Variable

Table 24: Satisfaction with Strategic Formulation, Implementation and Outcomes

The above series of 6 variables related to the level of satisfaction with the
planning, implementation and outcomes of the strategic planning process
were rated from 1= Strongly Disagree to 5= Strongly Agree, and, the
cumulative average mean rating for the 6 related variables ranged from the
high of 3.09 on the variable „satisfaction with service quality‟ to a low of 2.63
on the variable „satisfaction with the implementation of the strategic
objectives. In addition, there are no differences between all 6 variables in
terms of mean and standard deviation.
Based also on the above, the findings revealed, as shown in Table 25, that
only 30% of all participants agreed or strongly agreed that they were
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Std.
Deviation
1.11

1.11

satisfied with the planning, implementation, outcomes and the strategic
planning process of their organizations.

No

Factor

Satisfaction
Average (%)

1
2
3
4
5
6

Satisfaction with Strategic Objectives Implementation

25.18%

Satisfaction with Operational Objectives Implementation

28.52%

Satisfaction with Organizational Outcomes

30.37%

Satisfaction with Services Quality

42.60%

Satisfaction with Organizational Improvement
Satisfaction with Strategic Mangement Process
Overall Satisfaction with Formulation, Implementation
and Outcomes

30%
24.07%
30%

Table 25: Overall Satisfaction with Formulation, Implementation and Outcomes

8. Section Seven: Strong and Inspiring Leadership
This part explores the six leadership elements needed to shift from
traditional strategic planning to a strategic management approach by
focusing on the most appropriate objectives and to manage effectively to
achieve these objectives. It is worth noting that these leadership elements
need not be interpreted as the most fundamental requirements of effective
leadership, but rather should be viewed a leading edge elements which help
in the successful implementation of organizational strategic and operational
objectives, and in turn help governmental organizations to make the
transition from strategic planning to a strategic management approach. The
findings concerning six elements are reported as shown in Table 26 below.
8.1Top Managers as Role Models
The findings revealed that 36.67% of all participants agreed (26.3%) or
strongly agreed (10.37%) that they consider the top managers of their
organizations to be role models of strong and inspiring leadership, while
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44% of all participants disagreed (25.93%) or strongly disagreed (18.15%)
that they could be considered in this way. The mean value for role model
leadership is 2.85 and the standard deviation is 1.28.
8.2 Top Management Decisions
The findings reveal that only 26.66% of all participants agreed (21.85%) or
strongly agreed (4.81%) that the top management of their organizations
used strategic planning to drive their decision-making process, while 36.29%
of participants disagreed (24.81%) or strongly disagreed (11.48%) that it did.
The mean value for top management decisions is 2.84 and the standard
deviation is 1.05.
8.3 Top Management Performance’s Evaluation
The findings suggest that 28.88% of all participants agreed (24.07%) or
strongly agreed (4.81%) that the top management in their organization had
no problem in reporting on its own performance, while 38.52% of the
participants disagreed (20.74%) or strongly disagreed (17.78%) that this was
so. The mean value for top management‟s performance evaluation is 2.77
and the standard deviation is 1.14.
8.4 Modifying Organizational Structure by Top Management
The findings indicate that 30.37% of all participants agreed (24.81%) or
strongly disagreed (5.56%) that the top management in their organization
had made some changes in organizational structure to support the strategic
planning implementation, while 41.86% of participants disagreed (26.3%) or
strongly disagreed (15.56%) that top management had done this. The mean
value for modifying organizational structure by top management is 2.79 and
the standard deviation is 1.15.
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8.5 Modifying HRM Regulations by Top Management
The findings reveal that 32.97% of all participants agreed (25.19%) or
strongly agreed (7.78%) that the top management in their organization had
made some changes in human resource regulations to support the strategic
planning implementation, while 41.12% of participants disagreed (25.93%)
or strongly disagreed (15.19%) that top management had done so. The
mean value for modifying human resources regulations by top management
is 2.84 and the standard deviation is 1.19.
8.6 Modifying Organizational Culture by Top Management
The findings imply that 28.89% of all participants agreed (22.59%) or
strongly agreed (6.3%) that the top management in their organization had
tried to modify organizational culture to make it more compatible with the
strategic plan, while 40% of participants disagreed (24.44%) or strongly
disagreed (15.56%) that this had been done. The mean value for modifying
organizational culture by top management is 2.80 and the standard deviation
is 1.14.
Variable
No

Strongly
disagreed
%

Disagreed
%

Neutral
%

Agreed
%

Strongly
agreed
%

Mean

Std.
Deviation

1

Top managers set good role models
of strong and inspired leadership.

18.15

25.93

19.26

26.30

10.37

2.85

1.28

2

Top management uses strategic
planning to drive the decisionmaking process.
Top management has no problem
in reporting on its performance.
Top management has made some
changes in organizational structure
to support the strategic plan.
Top management has made some
changes in human resource
practices to support the strategic
plan.

11.48

24.81

37.04

21.85

4.81

2.84

1.05

17.78

20.74

32.59

24.07

4.81

2.77

1.14

15.56

26.30

27.78

24.81

5.56

2.79

1.15

15.19

25.93

25.93

25.19

7.78

2.84

1.19

Top management has tried to
15.56
24.44
31.11
22.59
6.30
2.80
modify the organizational culture to
make it more compatible with the
strategic plan.
Table 26: Leadership Elements needed for shifting to Strategic Management

1.14

3
4

5

6
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The aboveseries of 6 variables related to leadership elements were rated
from 1= Strongly disagree to 5= Strongly agree, and, the cumulative average
mean rating for the 6 related variables ranged from the high of 2.85 on the
variable „role model leadership‟ to a low of 2.77 on the variable „reporting top
management performance‟. There are no differences between all 6 variables
in terms of mean and standard deviation. Based on the above findings, the
average level of the six leadership elementsexplored is 31%, as shown in
Figure 6.

Average Level - Strong and Inspiring Leadership
40.00%

36.67%
32.97%

35.00%
28.88%

30.00%

30.37%

28.89%

31%

26.66%

25.00%
20.00%
15.00%
10.00%
5.00%
0.00%
Role Model
Leadership

Top
Top
Top
Top
Top
Average Level
Management Management Management Management Management - Strong and
Decisions Performance’s Modifies
Modifies HRM Modifies
Inspired
Evaluation Organizational Regulations Organizational Leadership
Structure
Culture

Figure 6: Level – Strong and Inspiring leadership
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9. Section Eight: Transition to Strategic Management
The organizational transitioning from a traditional strategic planning process
to the process of strategic management, according to Poister (2010), is
producing more meaningful strategy in the future: it will allow the
implementing strategies to be more effective, through managing the overall
strategic agenda on a steady and not sporadic basis. This transition is
helping to achieve long-term growth, profitability and sustainable competitive
advantage (Ofori and Atiogbe 2012; Poister 2010; Poister et al 2013).
Moreover, the transition to a strategic management approach ensures that
organizations have proper organizational structure (Rhys et al. 2012),
appropriate processes and the culture needed for the desired change, and
achieve high returns (Ofori and Atiogbe 2012; Wronka and Wronka 2016).
In today‟s increasingly challenging environment, shifting to a strategic
management approach is considered the most critical and fundamental
process by which public sector organizations may achieve their desired
outcomes (Plant 2009; Poister 2010). However, very few governmental
organizations have developed a fully-fledged strategic management process
that seriously integrates all the management processes and major functions
for advancing the strategic agenda (Poister 2010). The transition to strategic
management according to the literature requires skilled and powerful
leadership to ensure a proper fit between the organization and its
environment, to involve different stakeholders in creating the vision, to
ensure internal and external commitment to the vision, mission, and strategic
objectives, to encourage effective internal and external communication, to
ensure proper decision-making processes, to properly allocate resources, to
assign implementation responsibilities for strategic initiatives, to identify valid
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performance

measures

and

to

ensure

proper

links

between

the

organizational structure and its strategy (Plant 2009: Poister 2010). Hence,
moving from traditional strategic planning to effective strategic management
according to the literature needs an intensive, collective, and continuous
involvement of top management. If public sector organizations want a more
meaningful strategy in the future, the literature states that they have to
effectively plan, implement, and evaluate their strategic management
process, thus, public sector organizations will be more citizen-focused,
decentralized, collaborative and results-oriented (Plant 2009: Poister 2010).
Based on the above, since the transition from strategic planning to the
approach

of

strategic

management

is

essential

for

governmental

organizations if they are to focus on the most appropriate operational and
strategic objectives, and to manage effectively to achieve these objectives
(Ofori and Atiogbe 2012; Poister 2010; Poister et al 2013), this part will
explore and assess in more detail the strength of the relationship of the
proper implementation of strategic and operational objectives to other
important strategic planning variables that help to achieve those objectives
properly. It is hoped thus to reveal which variables are closely correlated to
the transition from strategic planning to strategic management. These
leading edge variables will help governmental organizations in Bahrain to put
their main effort into shifting from strategic planning to the strategic
management approach.
In the present research, using the correlation coefficient will, according to
Saunders et al. (2009), help to quantify the strength of the linear relationship
between two ranked or numerical variables, since it can take on any value
between -1 and +1 and represent weaker positive and negative correlations,
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as shown in Tabel 27. A value of +1 according to Saunders et al. represents
a perfect positive correlation (the two variables are precisely related,
sincethe values of one variable increase, the values of the other variable will
increase) while a value of -1 represents a perfect negative correlation (the
two variables are precisely related, in that the values of one variable
increase as those of the other decrease). Saunders et al. (2009) moreover
report that values of 0 means that the variables are perfectly independent,
and in their view business research provides very few examples of perfect
correlations.

-1

- 0.7

- 0.3

0

0.3

0.7

1

Perfect

Strong

Weak

Perfect

Weak

Strong

Perfect

negative

negative

negative

independence

positive

positive

positive

Table 27: Values of the correlation coefficient – Source: Saunders et al. 2009

The following explored variables are the strategic plan formulation, internal
and external stakeholders‟ involvement, internal and external communication
and cooperation, theimplementation of strategic planning, commitment,
development of skills and knowledge, performance management and
evaluation, inspiring and strong leadership, and satisfaction with the
strategic planning process.
9.1 Strategic Plan Formulation
The findings of strategic plan formulation as shown in Table 28 reported that
there is a moderate positive Pearson correlation between the variable
„developing clear vision‟ and the proper implementation of both strategic
(.478) and operational (.487) objectives. The findings also reported that
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there is a moderate positive Pearson correlation between „developing a clear
mission statement‟, as a variable, and the proper implementation of both
strategic (.462) and operational (.479) objectives. The findings additionally
reported that there is a weak positive Pearson correlation between the
variable

developing

clear

organizational

values

and

the

proper

implementation of both strategic (.382) and operational (.349) objectives.
Moreover, the findings reported that there is a moderate positive Pearson
correlation between the developing clear strategic objectives variable and
the proper implementation of both strategic (.444) and operational (.414)
objectives. The findings also indicate that there is a moderate positive
Pearson correlation between the variable „developing clear operational
objectives and the proper implementation of both strategic (.512) and
operational (.537) objectives. The findings also indicate that there is a
moderate

positive

Pearson

correlation

between

developing

clear

performance indicators, as a variable, and the proper implementation of both
strategic (.470) and operational (.474) objectives. The findings in addition
indicate that there is a moderate positive Pearson correlation between the
variable

„clearly prioritized

performance indicators‟ and

the

proper

implementation of both strategic (.515) and operational (.507) objectives.
The findings reveal that there is a moderate positive Pearson correlation
between the variable following a structured process using a planning manual
and the proper implementation of both strategic (.512) and operational (.529)
objectives.
In terms of developing an operational plan for each unit, the findings
additionally reveal that there is a moderate positive Pearson correlation
between developing an operational plan for each unit, as a variable, and the
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proper implementation of both strategic (.371) and operational (.390)
objectives. The findings also report that there is a moderate positive Pearson
correlation between the variable aligning a fixed budget for each activity and
the proper implementation of both strategic (.456) and operational (.427)
objectives. Moreover, the findings report that there is a moderate positive
Pearson correlation between the variable of allocating the needed resources
for new initiatives and the proper implementation of both strategic (.413) and
operational (.421) objectives.
The findings also report that there is a moderate positive Pearson correlation
between allocating the development of new income generation plans, as a
variable, and the proper implementation of both strategic (.391) and
operational (.373) objectives.
No

1
2
3
4
5
6
7
8
9
10
11
12

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

**

p-value
Sig. (2tailed)

Clear Vision
.478
.000
**
Clear mission statement
.462
.000
**
Clear organizational values
.382
.000
**
Clear Strategic Objectives
.444
.000
**
Clear Operational Objectives
512
.000
**
Clear performance indicators
.470
.000
**
Clear Prioritized Performance Indicators
.517
.000
**
Structured Process using Planning Manual
.512
.000
**
Operational Plan for each Unit
.371
.000
**
Ensuring Fixed Budget for initiatives
.456
.000
**
Allocating needed resources
.413
.000
**
New income generation plans
.391
.000
Table 28: Strategic plan formulation

**

.487
**
.479
**
.349
.414

**
**

.537
**
.474
**
.505
**
.529
**
.390
**
.427
**
.421
**
.373

The findings of stakeholders‟ involvement in strategic plan formulation as
shown in Table 29 report that there is a moderate positive Pearson
correlation between the variable „lower-ranking staff involvement‟ and the
proper implementation of both strategic (.426) and operational (.365)
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p-value
Sig. (2tailed)
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000

objectives. Moreover, the findings indicate that there is a weak positive
Pearson correlation between the „internal consultants‟ involvement‟ variable
and the proper implementation of both strategic (.405) and operational (.344)
objectives. Additionally the findings indicate that there is a weak positive
Pearson

correlation

between

the

variable

of

external

consultants‟

involvement and the proper implementation of both strategic (.350) and
operational (.372) objectives.
In terms of the private sector involvement, the findings indicate that there is
a weak positive Pearson correlation between the private sector involvement
variable and the proper implementation of both strategic (.334) and
operational (.311) objectives. With regard to external public involvement, the
findings indicate that there is a weak positive Pearson correlation between
the „external public involvement‟ variable and the proper implementation of
both strategic (.243) and operational (.263) objectives.
No

1
2
3
4
5

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

**

p-value
Sig. (2tailed)

**

Lower-ranking staff involvement
.426
.000
.365
**
**
Internal consultants involvement
.405
.000
.344
**
**
External consultants involvement
.350
.000
.372
**
**
Private sector involvement
.334
.000
.311
**
**
External public involvement
.243
.000
.263
Table 29: Internal and external stakeholders’ involvement in strategic formulation

9.2 Strategic Plan Implementation
Table 30 below shows the findings of strategic plan implementation that
there is a moderate positive Pearson correlation between the variable of
proper control over implementation‟ and the proper implementation of both
strategic (.546) and operational (.507) objectives.
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p-value
Sig. (2tailed)
.000
.000
.000
.000
.000

With regard to middle management support, the findings suggest that there
is a strong positive Pearson correlation between the middle management
support variable and the proper implementation of both strategic (.611) and
operational (.627) objectives. The findings also report that there is a strong
positive Pearson correlation between top management support variable and
the proper implementation of both strategic (.569) and operational (.562)
objectives.
The findings moreover indicate that there is a moderate positive Pearson
correlation between the variable „having the vision aligned with lower-ranking
staff operations‟ and the proper implementation of both strategic (.517) and
operational (.485) objectives. Additionally the findings indicate that there is a
strong positive Pearson correlation between „decision making linked with
vision‟, as a variable and the proper implementation of both strategic (.595)
and operational (.570) objectives. The findings also indicate that there is a
weak positive Pearson correlation between having enough staff for
implementation as a variable, and the proper implementation of both
strategic (.289) and operational (.241) objectives.
The findings also indicate that there is a moderate positive Pearson
correlation between the variable „allowing enough time for implementation‟
and the proper implementation of both strategic (.419) and operational (.418)
objectives. However, the findings indicate that there is a weak positive
Pearson correlation between the adequate financial resources variable and
the proper implementation of both strategic (.283) and operational (.252)
objectives.
The findings at the same time indicate that there is a moderate positive
Pearson correlation between adequate technological resources, as a
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variable, and the proper implementation of both strategic (.378) and
operational (.357) objectives.
The findings also indicate that there is a strong positive Pearson correlation
between the variable of integration and the proper implementation of both
strategic (.555) and operational (.517) objectives. Moreover, the findings
indicate that there is a fairly moderate positive Pearson correlation between
the variable of „no competition between activities‟ and the proper
implementation of both strategic (.330) and operational (.377) objectives.
In terms of aligning a fixed budget with each activity, the findings report that
there is a moderate positive Pearson correlation between aligning a fixed
budget to each activity, among the variables and the proper implementation
of both strategic (.456) and operational (.427) objectives. The findings also
report that there is a moderate positive Pearson correlation between the
variable adequate organizational structure and the proper implementation of
both strategic (.421) and operational (.415) objectives. However, the findings
interestingly report that there is a very weak positive Pearson correlation
between adequate reward systems variable and the proper implementation
of both strategic (.162) and operational (.174) objectives.
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No

1
2
3
4
5
6
7
8
9
10
11
12
13
14

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

p-value
Sig. (2tailed)

**

Proper Control of Implementation
.546
.000
**
Middle Management Support
.611
.000
**
Top Management Support
.569
.000
**
Vision aligned with lower-ranking staff
.517
.000
operations
**
Decision Making linked with Vision
.595
.000
**
Enough Staff for Implementation
.289
.000
**
Enough Time for Implementation
.419
.000
**
Adequate financial resources
.283
.000
**
Adequate technological resources
.378
.000
**
Integration
.555
.000
**
No competition between activities
.330
.000
**
Aligning fixed budget with each activity
.456
.000
**
Adequate Organizational Structure
.421
.000
**
Adequate reward systems
.162
.000
Table 30: Strategic plan implementation

.507
**
.627
**
.562
**
.485

**

.000
.000
.000
.000

**

.000
.000
.000
.000
.000
.000
.000
.000
.000
.000

.570
**
.241
**
.418
**
.252
**
.357
**
.517
**
.377
**
.427
**
.415
**
.174

9.2.1 Internal and External Communication and Cooperation
The findings as shown in Table 31 report that there is a moderate positive
Pearson correlation between the variable effective internal communication
and the proper implementation of both strategic (.399) and operational (.402)
objectives. The findings also report that there is a moderate positive Pearson
correlation between internally cascading strategic plan, as a variable and the
proper implementation of both strategic (.469) and operational (.399)
objectives. The findings additionally indicate that there is a weak positive
Pearson

correlation

between

the

variable

of

effective

external

communication and the proper implementation of both strategic (.326) and
operational (.318) objectives.
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p-value
Sig. (2tailed)

In regard to the effective cooperation between the formulation and
implementation groups, the findings report that there is a strong positive
Pearson correlation between the variable „effective cooperation between
formulation and implementation groups‟ and the proper implementation of
both strategic (.557) and operational (.518) objectives. In addition, the
findings report that there is a moderate positive Pearson correlation between
the variable „effective cooperation between departments‟ and the proper
implementation of both strategic (.434) and operational (.440) objectives.
With regard to the cooperation with key stakeholders, the findings report that
there is a moderate positive Pearson correlation between the variable of
effective cooperation with key stakeholders and the proper implementation
of both strategic (.358) and operational (.370) objectives.
No

1
2
3
4
5
6

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

**

p-value
Sig. (2tailed)

**

Effective Internal Communication
.399
.000
.402
**
**
Cascading Strategic Plan Internally
.469
.000
.399
**
**
Effective External Communication
.326
.000
.318
**
**
Effective Cooperation between Groups
.557
.000
.518
**
**
Effective Cooperation between
.434
.000
.440
Departments
**
**
Effective Cooperation with key
.358
.000
.370
stakeholders
Table 31: Internal and external communications and cooperation

9.2.2 Commitment to Implementation
Table 32 below shows that there is a moderate positive Pearson correlation
between the variable of lower-ranking staff commitment to attaining
objectives and the proper implementation of both strategic (.470) and
operational (.461) objectives. The findings also report that there is a weak
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p-value
Sig. (2tailed)
.000
.000
.000
.000
.000
.000

positive Pearson correlation between the variable lower-ranking staff‟
commitment to vision and the proper implementation of both strategic (.279)
and operational (.264) objectives.
In terms of the middle management commitment to vision, the findings report
that there is a strong positive Pearson correlation between middle
management commitment to vision, as a variable, and the proper
implementation of both strategic (.577) and operational (.612) objectives.
The findings also report that there is a strong positive Pearson correlation
between top management commitment to vision, as a variable, and the
proper implementation of both strategic (.555) and operational (.537)
objectives. Moreover, the findings report that there is a strong positive
Pearson correlation between the variable top management commitment to
managing for results and the proper implementation of both strategic (.592)
and operational (.571) objectives.
No

1
2
3
4
5

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

**

p-value
Sig. (2tailed)

Lower-ranking staff Commitment to
.470
.000
Objectives
**
Lower-ranking staff Commitment to vision
.279
.000
**
Middle management commitment to vision
.577
.000
**
Top management commitment to vision
.555
.000
**
Top management is committed for
.592
.000
managing for results
Table 32: Commitment to implementation

**

.000

**

.000
.000
.000
.000

.461

.264
**
.612
**
.537
**
.571

9.2.3 Strategic Management Skills and Knowledge Development
The findings of strategic management skills and knowledge development as
shown in Table 33 indicate that there is a strong positive Pearson correlation
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p-value
Sig. (2tailed)

between the „proper middle management skills‟ variable and the proper
implementation of both strategic objectives (.576) and operational objectives
(.551). The findings also indicate that there is a strong positive Pearson
correlation between the adequate training for the strategic management
variable and the proper implementation of both strategic objectives (.583)
and operational objectives (.509). Moreover, the findings indicate that there
is a moderate positive Pearson correlation between the variable of proper
knowledge among lower-ranking staff and the proper implementation of both
strategic (.467) and operational (.472) objectives. The findings also indicate
that there is a moderate positive Pearson correlation between the variable of
clear lower-ranking staff‟ duties and the proper implementation of both
strategic (.313) and operational (.306) objectives. The findings additionally
indicate that there is a strong positive Pearson correlation between the
variable of understanding the strategic management process and the proper
implementation of both strategic (.597) and operational (.556) objectives

No

1
2
3
4
5

Variable

Proper Strategic Objectives
Implementation

Proper Operational
Objectives Implementation

Pearson
Correlation

Pearson
Correlation

**

p-value
Sig. (2tailed)

**

Proper Middle Management Skills
.576
.000
.551
**
**
Adequate Strategic Planning Training
.583
.000
.509
**
**
Proper Lower-ranking staff Knowledge
.467
.000
.472
**
**
Clear Lower-ranking staff Duties
.313
.000
.306
**
**
Understanding Strategic Planning Process
.597
.000
.556
Table 33: Strategic management skills and knowledge development
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p-value
Sig. (2tailed)
.000
.000
.000
.000
.000

9.3 Performance Management and Evaluation
The findings of performance management and evaluation as shown in Table
34 indicate that there is a moderate positive Pearson correlation between
the variable of a solid reporting system and the proper implementation of
both strategic (.448) and operational (.458) objectives. The findings also
indicate that there is a moderate positive Pearson correlation between
linking implementation with the individual„s performance, as a variable and
the proper implementation of both strategic (.428) and operational (.381)
objectives. The findings also indicate that there is a moderate positive
Pearson correlation between the variable of reviewing performance data
continuously and the proper implementation of both strategic (.532) and
operational (.481) objectives. However, the findings indicate that there is a
strong positive Pearson correlation between linking strategic planning with
performance management, and the proper implementation of strategic
objectives (.566), and operational objectives (.537). The findings also
indicate that there is a moderate positive Pearson correlation between the
variable of monitoring performance and the proper implementation of both
strategic (.542) and operational (.525) objectives.
In terms of sharing organizational performance with the public, the findings
report that there is a moderate positive Pearson correlation between the
variable of sharing organizational performance with the public and the proper
implementation of both strategic (.470) and operational (.374) objectives.
The findings also indicate that there is a moderate positive Pearson
correlation between proper and frequent strategic planning evaluation, as a
variable, and the proper implementation of both strategic (.532) and
operational (.499) objectives.
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Regarding the evaluating of top management‟s performance, the findings
report that there is a moderate positive Pearson correlation between the
variable of evaluating top management‟s performance with the public and
the proper implementation of both strategic (.437) and operational (.405)
objectives. The findings moreover indicate that there is a moderately strong
positive Pearson correlation between the middle management evaluation
variable and the proper implementation of both strategic (.523) and
operational (.528) objectives.
With regard to monitoring internal and external trends, the findings indicate
that there is among the variables a moderate positive Pearson correlation
between

monitoring

internal

and

external

trends

and

the

proper

implementation of both strategic (.517) and operational (.500) objectives.
Moreover, the findings report that there is a moderate positive Pearson
correlation between the variable of modifying the organizational culture and
the proper implementation of both strategic (.518) and operational (.486)
objectives. The findings also report that there is a moderate positive Pearson
correlation between modifying the human resources regulations, as a
variable, and the proper implementation of both strategic (.437) and
operational (.405) objectives. Additionally, the findings report that there is a
moderate positive Pearson correlation between modifying the organizational
structure variable and the proper implementation of both strategic (.477) and
operational (.462) objectives.
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No

Variable

Proper Strategic
Objectives Implementation

Pearson
Correlatio
n
1
2
3
4
5
6
7
8
9
10
11
12
13

p-value
Sig. (2-tailed)

**

Solid Reporting System
.448
.000
**
Linking Implementation with Individual‟s
.428
.000
Performance
**
Reviewing Performance Data Continuously
.532
.000
**
Linking Strategic Planning with Performance
.566
.000
Management at all levels
**
Monitoring performance
.542
.000
**
Sharing organizational performance with the
.470
.000
public
**
Proper and frequent evaluation
.532
.000
**
Evaluating top management‟s performance
.437
.000
**
Middle management evaluation
.523
.000
**
Monitoring internal and external trends
.517
.000
**
Modifying the organizational culture
.518
.000
**
Modifying the HRM regulations
.406
.000
**
Modifying the organizational structure
.477
.000
Table 34: Performance management and evaluation

Proper Operational
Objectives
Implementation
Pearson
Correlatio
n

p-value
Sig. (2tailed)

.458
**
.381

**

.000
.000

.481
**
.537

**

.000
.000

.525
**
.374

**

.000
.000

**

.000
.000
.000
.000
.000
.000
.000

.499
**
.405
**
.528
**
.500
**
.486
**
.388
**
.462

9.4 Inspiring and strong leadership
The findings report as shown in Table 35that there is a strongpositive
Pearson

correlation

between

the

variable

„inspiring

and

strong

leadership‟and the proper implementation of both strategic (.545) and
operational (.513) objectives.
No

Variable

Proper Strategic
Objectives Implementation

Pearson
Correlatio
n
1

Inspired and Strong Leadership

**

.545

p-value
Sig. (2-tailed)

Pearson
Correlatio
n

.000

.513

Table35: Inspiring and strong Leadership
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Proper Operational
Objectives
Implementation

**

p-value
Sig. (2tailed)
.000

As noted above, because they must make the transition from strategic
planning to the strategic management approach, it is essential for
governmental organizations to focus on the most appropriate objectives and
to manage effectively to achieve these objectives. Hence, it is important to
explore the strength of the relationship between the strategic and operational
objectives and the core leadership variables related to leaders, since
inspiring and strong role models show that they help to achieve this, thus
revealing which variables are likely to be closely related to the level of the
transition from strategic planning to holistic strategic management.
Moreover, as shown below in Table 36, the findings reveal that there is a
very strong positive Pearson correlation between inspiring and strong role
model leaders and three related variables, namely, ensuring process
integration by top management (.804), top management‟s commitment to
vision (.707) and top management support (.685). The findings also show
that there is a strong positive Pearson correlation between inspiring and
strong role model leaders and two other related variables, namely, resultsoriented top management (.586) and modifying organizational culture (.574).
Additionally, the findings show that there is a moderate positive Pearson
correlation between inspiring and strong role model leaders and seven
related variables: the evaluation of top management‟s performance (.539),
modifying organizational structure (.534), monitoring internal and external
trends (.525), modifying human resources regulations (.509), linking
implementation with individuals‟ performance (.496), reviewing performance
continuously (.491), allocating the needed resources (.462),and internally
cascading the strategic plan to all levels in the organization (.458).
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No

Variable

Strong and Inspired
Leadership
Pearson
Correlation

1
2
3
4
5
6
7
8
9
10
11
12
13

**

Top Management ensuring process integrations
.804
**
Top Management‟s Commitment to Vision
.707
**
Top Management Support
.685
**
Results-oriented Top Management
.586
**
Top management modifying organizational Culture
.574
**
Top Management reporting its performance evaluation
.539
**
Top Management modifying organizational structure
.534
**
Top Management monitoring internal and external trends
.525
**
Top management modifying HRM Regulations
.509
**
Top Management linking Implementation with Individual
.496
Performance
**
Top Management reviewing performance continuously
.491
**
Top Management Allocating needed resources
.462
**
Top Management internally cascading strategic plan
.458
Table 36: Variables related to inspiring and strong leadership

p-value
Sig.
(2-tailed)
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000

It is worth noting that because the p-value for both strategic and operational
objectives is less than 0.05, as shown in Tables from 27 to 36, there is a
statistically significant relationship between both strategic and operational
objectives and all variablesrelated to the above elements which are strategic
plan

formulation,

communication
commitment,

stakeholders‟

and
strategic

involvement,

cooperation,
planning

strategic

skills

and

internal
plan

and

external

implementation,

knowledge

development,

performance management and evaluation, and inspiring and strong
leadership. Moreover, because the p-value for all leadership variables is less
than 0.05, as shown in Table 36, there is a statistically significant
relationship between the top management variable mentioned above and the
inspiring and strong leadership.
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.000
.000
.000

10. Chapter Summary
Chapter Four set out to explore the quantitative findings generated after
analyzing the questionnaires. Itadopts descriptive statistics to analyze 270
questionnaires that were collected from 32 governmental organizations in
the Kingdom of Bahrain by calculating the mean and standard deviation for
each survey item, and by using correlation analysis. The participants in this
quantitative analysis were Bahraini civil servants, including top managers,
middle managers, internal experts, and lower-ranking employees.
The findings of Chapter Four reveal that half of all participants agreed or
strongly agreed that the top management, middle management, and the
lower-ranking staff in their organizations see strategic management as
beneficial and consider it critical to their organization‟s success. The findings
of ChapterFour also reveal that the average level in Bahrain‟s public sector
in terms of strategic plan formulation is low, with a percentage off 36.71%.
The findings also reveal that the average level in terms of strategic plan
implementation is very weak with a percentage of 28.38%. The findings
additionally reported that the average level of strategic plan evaluation in the
researched organizations is very weak with a percentage of 26.83%.
Moreover, the findings revealed that only 30% of all participants agreed or
strongly agreed that they were satisfied with the formulation, implementation,
outcomes and strategic management process of their organizations.
Additionally, the findings reveal that the average level of the 6 leading edge
leadership elements that help with the successful implementation of the
organizational strategic and operational objectives is limited, with a
percentage of 31%.
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The findings of Chapter Four additionally report that there is a very weak
negative Pearson correlation between the proper implementation of both
strategic and operational objectives with variables such as gender,
managerial level, working experience, and organizational size. The findings
of Chapter Four also suggest that there is a weak positive Pearson
correlation between the proper implementation of both strategic and
operational objectives with variables such as the importance of strategic
management by middle management and by lower-ranking staff, developing
clear organizational values, the involvement of internal and external
consultants, private sector involvement, external public involvement,
effective external communication, enough staff for implementation, adequate
financial

resources,

adequate

reward

systems,

lower-ranking

staff‟

commitment to vision, and clear lower-ranking staff‟ duties.
In Chapter Four, moreover, it was found that there is a moderate positive
Pearson correlation between the proper implementation of both strategic and
operational objectives and with such variables as the importance of strategic
planning by top management, developing a clear vision, having a clear
mission statement, developing clear strategic objectives, clear operational
objectives, clear performance indicators, prioritized performance indicators:
or following a structured process using a planning manual, developing an
operational plan for each unit, developing an allocated fixed budget for each
activity, allocating the resources needed for new initiatives, allocating new
income generation plans, lower-ranking staff involvement, effective internal
communication, internally cascading strategic plans, effective cooperation
between formulation and implementation groups, effective cooperation
between departments, effective cooperation with key stakeholders, proper
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control over implementation, top management support, a vision aligned with
lower-ranking staff‟ operations, decision making linked with vision, enough
time for implementation, adequate technological resources, integration, no
competition between activities, allocating a fixed budget to each activity, an
adequate organizational structure, lower-ranking staff‟ commitment to attain
objectives, top management commitment to vision, a solid reporting system,
linking

implementation

with

an

individual„s

performance,

reviewing

performance data continuously, the sharing of organizational performance
with the public, evaluating top management‟s performance, modifying
human resources regulations, and modifying the organizational structure.
Moreover, the findings of Chapter Four included a strong positive Pearson
correlation between the proper implementation of both strategic and
operational objectives and such variables as middle management support,
middle management commitment to vision, top management commitment to
manage for results, proper middle management skills, adequate strategic
planning training, understanding the strategic management process, linking
strategic

management

performance,

proper

with

frequent

performance
strategic

management,

planning

monitoring

evaluation,

middle

management evaluation, monitoring internal and external trends, modifying
organizational culture, and inspiring and strong leadership. At the same time,
and in terms of the strength of the relationship between the core leadership
variables related to inspiring and strong role model leaders who help to
achieve the strategic and operational objectives, and hence are likely to be
closely related to the level of transition from strategic planning to strategic
management, the findings of Chapter Four reveal that there is a strong
positive Pearson correlation between inspiring and strong role model leaders
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and the three related variables of ensuring process integrations by top
management,

top

management‟s

commitment

to

vision

and

top

management support. The findings of Chapte rFour show too that there is a
strong positive Pearson correlation between inspiring and strong role model
leaders and two related variables: results-oriented top management and
modifying the organizational culture. Finally, the findings of Chapter Four
show that there is a moderate positive Pearson correlation between inspiring
and strong role model leaders and the following seven related variables:
evaluation of top management‟s performance, modifying the organizational
structure, monitoring internal and external trends, modifying human
resources regulations, linking implementation with individuals‟ performance,
reviewing performance continuously, allocating needed resources, and an
internally cascading strategic plan to all levels within the organization.

Page
175

Chapter Five: Discussion and Conclusions

1. Introduction
As noted in previous chapters, the main objective of the research proposed
here is to investigate strategic management practices in the public sector
organizations of Bahrain. More specifically, this research explores the
strategic

formulation,

implementation

and

evaluation

process

in

governmental organizations in Bahrain and then the research explores the
the practical implications and elements that are related to the successful
strategic management approach in these organizations. It is also noted
thatthis research seeks to answer the following questions:

Question

1:

How

were

strategic

planning

processes

developed,

implemented and evaluated in the public sector organizations of the
Kingdom of Bahrain?
Question 2: To what extent were public sector organizations broadening
their strategic planning efforts into a strategic management approach?
Question 3: What are the practical implications forpolicy makers and
practitioners of strategic planning in the Kingdom of Bahrain?

The present chapter (Chapter Five) is divided into five sections. Section one
discusses the strategic plan formulation in public sector organizations in
Bahrain. Section two discusses the implementation of this plan, while section
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three discusses the evaluation of it. Section four discusses the transition
from strategic planning to strategic management and finally section five
discusses the practical implications and elements related to asuccessful
strategic management approach.
2. Section One: the Strategic Plan Formulation Stage
The present section discusses the elements of the strategic plam formulation
stage. First it considers the findings of developing a clear vision, mission
statement and values. Second, it discusses the findings of developing a
strategic vision involving public and lower-level staff input. Third, this section
looks at the findings about internal and external consultants‟ involvement.
Fourth, it examines the findings aboutthe private sector‟s involvement. Fifth,
itanalyses the findings of developing and prioritizing objectives aligned with
vision. Sixth, it brings in discuss the findings on developing departmental
operational plans aligned with the strategic plan. Finally it discusses the
findings of securing financial and technological resources. However, before
discussing the strategic development stage, it is essential to discuss the
importance of strategic planning in the researched organizations.
2.1 Importance of Strategic Management
The findings in Chapter Four reported that around half of the respondents
agreed or strongly agreed that in their organizations the top management,
the middle management and lower-ranking staff see strategic managment as
beneficial and critical to their organization‟s success.
These findings suggest that the staff in the organizations under review would
provide high commitment and buy-in to the organizational vision and
objectives: hence, they would manage operations effectively, improve the
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organization‟s performance and deliver high quality services. However, the
findings reported that there is less than full agreement among the
respondents that strategic management benefits their organizations. This
implies that these organizations have not sought the radical cultural changes
in personnel awareness, personnel training or the participation of middle
management and front-line employees in developing the organization made
by these employees in the strategic implementation phase.
Now it is important to discuss the elements of the strategic plan formulation
stage mentioned above.
2.2 Developing Clear Vision, Mission Statement and Values
According to the findings of the quantitative analysis, more than half of the
respondents in the survey questionnaire reported that their organizational
vision, mission statement and organizational valueswere altogether clear to
all employees; only around quarter of respondents disagreed or strongly
disagreed that this was so. It is clear from the findings that there is no full
agreement between participants regarding this issue.
It is worth noting that having a clear organizational vision means having a
clear picture of the organization in the future that would help employees to
see where the organization is heading (Bouhali 2015; Chen 2015). Clear
vision serves as a focal point to all employees that include the activities to be
pursued and the capabilities to be developed. Sharing clear vision
throughout all units of the organization would create enthusiasm, emotions
and excitement among employees and inspire them to be engaged
effectively in the strategic planning process (Kazmi 2015; Kerlinová 2014;
Janaki 2012).
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Moreover, a clear mission statement would identify the organizational
purpose in order to satisfy the current and potential needs in the
organization‟s core competencies and capabilities (Drumaux 2007). A clear
mission statement is considered a foundation for future decision making. If
the researched organizations do not have a clear mission, the employees do
not properly focus on the nature and purpose of the organization. Top
management also finds it difficultto guide day-to-day operations. Additionally,
the values and the beliefs that guide the organization are considered the
foundation for attaining its goals and objectives. As an essential part of
strategic development, clear organizational values help top management to
influence the behavior and the attitude of the staffand enhance the
organization‟s reputation.
2.3 Developing a strategic vision involving public and lower-level staff
input
The majority of respondents in the quantitative analysis stated that the lower
level staffs in their organizations were not involved in the strategic planning
effort at all, although top management had been central to it. As most
respondents said, the strategic planning process is in most cases conducted
with a top-down approach: lower ranking employees merely received the
completed strategic and operational plans. Additionally, the findings revealed
that most of the respondents claimed that the external public was equally not
involved at all in the strategic planning development process, the opposite of
what is recommended in the strategic management literature.
According to the literature (Hofstede 1983, 1984), management and
organization are culturally dependent because managing and organizing do
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not consist of making or moving tangible objects, but of manipulating
symbols which have meaning to the people who are managed or organized;
thus management and organization are penetrated with the same culture
from beginning to end as in our family, our school, our work environment,
and in our society. Elbanna (2006) has argued that attempts to transfer
strategic management concepts to another country without careful attention
to cultural settings are problematic.
It is worth noting that the weak involvement of lower ranking employees in
strategic plan formulation may be based on top management‟s cultural style
(Ali 1993; Elbanna et al 2006), for top managers can adopt different
decisions and styles depending on the pattern of organization and individual
characteristics. Top managers may make a variety of decision styles
depending on the situation and the type of decision involved (Ali 1993).
According to Ali (1993), there are several decision styles that top managers
can adopt. Among these styles are Authoritarian (Top management‟s own
decisions), Consultative (joint decisions with subordinates), and Participative
(delegation of decisions to subordinates). In the context of Arab culture,
Abbas claimed that some previous studies of Arab top managers reveal that
they adopt to some extent the consultative style, since managers share
problems with subordinates and make joint decisions with them. Moreover,
Abbas reported that some previous studies reveal that Arab top managers
display a high preference for the participative style, while some studies
reported that the participative style is not an alien concept to Arab culture.
The argument for this is that top Arab managers prefer the participative style
because some of them have been influenced by Western management
philosophy and also because they believe in democracy. Moreover, such
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top managers seem to be hopeful, optimistic, and team oriented. However,
the consultative style may indicate that the decision making process takes
time and delays change during the negotiation process between top
managers and subordinatesin an Arabic culture.
It is worths aying that successful strategic management approaches require
all the components in the process because an integrated system has to be
reviewed in a comprehensive and holistic strategic management framework
based on developing a strategic vision involving internal and external
audiences (Fred 2011; Hitt 2011; Ionita and Cioc 2014).
It is also important to reflect that little trouble is generally taken in
governmental organizations in Bahrain to ensure the participation of lower
ranking employees at the level of overall strategic management, least of all
at the formulation stage. This omission does little to raise the employees‟
understanding of business or to ensure their commitment, ownership or
willingness to attain the organization‟s goals and objectives, thus failing to
improve the working environment and to secure good implementation in
practice (Fooladv et al. 2015; Ayers 2010; Blackmon 2008). Moreover, it
should be recalled that in recent years, countries have begun to value the
service-based economy, where services are considered central to creating
value (Ferlie 1992; Gantick and Lipe 2002; Mulhare 1999). Frontline
employees play a critical role in the success of both private and public
service organizations, for they link the external stakeholders with the
operations inside the organization (Agwu and Awele 2015; Ammons 2015;
Atkinson and Mackenzie 2016). Thus, to ensure firm engagement from the
employees, it is vital to raise the level of frontline staff involvement in
strategic planning. If this is the case, employees of all ranks must be trained
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in various issues concerning the implementation of strategic plans and
should be allowed to fully participate from the beginning of the formulation of
strategy to the evaluation of the strategic planning (Montanari and Baracker
1986; Miller and Cardinal 1994; Prks and Hilyert 2016). This will help to
ensure that all the employees are involved in making decisions about the
formulation and the implementing of strategic plans (Abdel-Maksoud et al
2015; Elbanna and Fadol 2016; Pollanen et al. 2017). This involvement
helps to bridge the gap between intentions and action and also helps to
implement the strategic plans which will further the initiatives, goals and
objectives desired by the organization. Moreover, involving external
stakeholders to understand their views in detail would bring them on board in
order to set strategic objectives and also share with them possible policies
and strategic directions. Nevertheless, some respondents in the present
research take a different view, suggesting that it is difficult to plan if
governments invite many people from inside and outside the organization to
share the planning process and take greater control of it. These responses
claim that involving people from inside the organization, the lower ranks of
staff, in particular, should be considered a waste of time which distracts
them from other tasks. Moreover, involving outside groups in the strategic
planning process would increase their influence, stir them up and raise their
expectations.
It is worth countering such arguments by insisting that involving internal
stakeholders is important, because they will share their knowledge and
perspectives in the strategic planning process, thus developing among them
an agreement to common objectives and positively contributing to the
implementation of strategy (Taylor and College 2012; Thomson 2011;
Page
182

Walker et al. 2010). Moreover, the involvement of internal stakeholders, that
of lower-ranking staff in particular and also the involvement of external
stakeholders in the strategic mamnagement process will ensure ownership
and high commitment to the strategic planning process that leads to better
organizational performance (Borrozine and Rodrigues 2016; Chaola et al.
2015). This is not the case in most governmental organizations in Bahrain,
according to the investigations reported in the present research.
2.4 Involvement of Internal and External Consultants
The findings reported a low percentage of the respondents who agreed or
strongly agreed that their organizations had involved internal and external
consultants in the strategic plan formulation process. It is worth noting that
involving both internal and external consultants in this process would have
helped to drive successful change and support the implementation of
strategic change in the researched organizations. Using the input of internal
and external consultants would have helped the organization in strategic
thinking, tapping employees‟ knowledge and experience, encouraging
discussion and debate and managing conflicts (Cox et al. 2012; Fred 2011;
Hitt 2011; Ionita and Cioc 2014). Moreover, it would have helped to ensure
sound organizational vision and mission, reviewing the current situation and
anticipating future opportunities. In addition, it would have helped to identify
and facilitate the desired outcomes and the drivers needed to achieve them.
2.5 Private Sector Involvement
The findings at the same time revealed that only half of the respondents
agreed or strongly agreed that their organizations had developed proper
partnership relations with private sector organizations and had encouraged
their contribution in the formulation of strategic planning. It is well known that
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strategic manageemnt practices have been imported from the private sector
(Bonn and Christodoulou 1996; Montanari and Baracker 1986; Ramírez and
Selsky 2014). On the basis of the findings, it could be assumed that unless
they

welcomed

private

sector

contributions,

top

management

in

governmental organizations would miss a chance to learn and acquire up to
date strategic management knowledge and best practices. Moreover, not
involving the private sector in the strategic formulation process might
undermine the efforts of top management to secure additional financial
resources and to win the sponsorship agreements provided by the private
sector to fund certain strategic plan formulation activities.
2.6 Develop and Prioritize Objectives Aligned with Vision
The quantitative analysis reported that just less than half of the respondents
claimed that their organizations had developed and prioritized clear strategic
and operational objectives aligned with vision. Having unclear strategic and
operational objectives and unclear performance indicators with unclear
prioritized performance indicators will lead employees to work on all
objectives and initiatives without understanding which ones are the most
important to senior management (Rkeli and Ek 2010; Stirbu 2011; Yongjin
2013)
With the above findings in mind, this will result in all objectives being
covered in part, but in the completion of none. Moreover, the ambiguity of
the strategic and operational objectives will lead to difficulties in
implementing the strategic plans (Auka and Chepngeno 2016; Bianchi and
Salvatore 2015; Borrozine and Rodrigues 2016). Additionally, the lack of
clarity in the strategic and operational objectives, the performance indicators
and the prioritization of the latter will confront top management when they
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begin to track the organization‟s success in achieving the desired strategic
vision and objectives (Chaola et al. 2015; Chukayeva and Akzharov 2016;
Daigneault 2016). It is worth noting that one important task for leaders is to
use their judgment in the decision making process to set clear strategic and
operational objectives, initiatives, prioritization, manpower selection and
ways to handle unusual crises (Dougherty 2016; Ebdon et al. 2016; Ferreira
and Proença 2015). These decisions are based on data availability and
analysis. Moreover, objective setting is an art that requires leaders to make
numerous personal judgments. To set clear organizational objectives and to
properly prioritize them, effective leaders need communication skills,
influence skills, analytical skills, social skills, technical skills and the ability to
continually learn (Jawahar and Harindran 2016; Liepa-Zemesa and Hess
2016).
2.7 Develop Operational Plans aligned with the Strategic Plan
In terms of developing departmental operational plans aligned with the
strategic plan, the quantitative analysis revealed that the level is low within
the governmental organizations under research.Thefindings revealed that
only around a quarter of the respondents reported that their organizations
had followed a structured process using a planning manual in the strategic
planning formulation process.The findings moreover indicate that less than
half of the respondents said that all units within their organizations had
developed their own operational plans. The findings reflect that top
management in these organizations had not adequately integrated the
strategic and operational levels in a common and structured approach that
ensuredthe systematic interrelationship and interdependence of all the
elements of the strategic planning process. Moreover it seems that the top
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management of these organizations was not making enough effort to help
operating departments to establish their annual operational objectives, linked
to the strategic plan. Top management also did not properly help the
operational departments to outline the required resources and time frame to
achieve the operational objectives or set up the appropriate measures to
assess the progress of those objectives. The operational plan provides an
overview for top management of performance over the year. The operational
plan is also considered a blueprint and guide for each department in the
organization to refer to easily. The operational plan needs to be simple and
easy for key decision makers to read (Meyer 2016).
2.8 Securing Financial and Technological Resources
The findings from the analysis suggest that only one third of all respondetns
claimed that top management in their organizations aligns a fixed financial
budget to each operational objective. The findings also reported that few
respondents agreed that their organizations had developed new income
generation and had allocated the needed resources to fund new strategic
initiatives. Moreover, the findings also illustrate that only a third of all
respondents reported that top management in their organizations secured
adequate finance for the strategic plan formulation process. This suggests
that top management in these organizations is not identifying the needed
financial resources to fund its initiatives. Moreover, it suggests that top
management is not properly ensuring strong links between the strategic
management process and budgeting. The lack of such links reflects that top
management was not thinking strategically, with adverse consequences for
the organization‟s ability to move in a strategic direction. It is worth noting
that budgeting is central to organizational operations since each department
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and unit in the organization must submit its operational plan for approval,
including itsannual financial budget (Dougherty 2016; Polowczyk 2012).
Moreover, it seems from the findings that top management has no clear plan
to reflect changing strategic priorities. This creates a gap between the
strategic plan formulation process and the allocation of financial resources
through the budgeting process. It may be said that a proper join between the
strategic plan formulation process and budgeting would improve the
organization‟s effectiveness and move the organization closer to fulfilling its
strategic and operational objectives (Berry and Wechsler 1995; Bryson et al.
2014).
Additionally, the findings show that top management was not securing
enough technological resources to enhance its internal and external
communications. As a result, top management would have difficulty in
measuring and assessing individuals and organizational performance. It
would also face some challenges in evaluating the feasibility of proposed
strategies. It is important to keep in mind that tracking the progress of the
implementation of strategic and operational objectives over time through
adequate technology and reporting wouldensure that the needed resources
were in place to achieve these objectives (Ammons 2015; Atkinson
and Mackenzie 2016).
It is clear from these findings about the strategic plan formulation stage that
the respondents in the present researchdid not fully agreethat the strategic
formulation process benefited their organization. It is also clear that part of
these organizations lacked aclear vision, mission statement andvalues.
Moreover, the internal and external stakeholders were not or were only
partially involved in developing the strategic vision of theorganizations under
Page
187

research. Within those organizations, there was also a weak prioritization
planning to be linked with the vision. Additionally, the researched
organizations have developed a weak alignment between departmental
operational plans and the strategic plan and have not properly secured the
needed financial and technological resources for its strategic management
process.
3. Section Two: Strategic Plan Implementation Stage
Business performance is not connected in the strategic plan formulation
stage alone, but it is also concernedin the implementation of the formulated
strategy to create and maintain a competitive position for the organization.
Top managers need to integrate the organizational functions and activities in
order to effectively implement the strategic plan (Harrington and Ottenbacher
2011; Subba 2010)
In terms of strategic plan implementation, the findings of the present
research revealed that the level is low, with a percentage of 28.38% reported
in Chapter Four. The findings of the quantitative analysis indicate that this
low percentage is due to several factors, such as weak integration between
vision and frontline operations,an inadequate organizational structure,
inadequate prioritization and human resources planning, weak internal and
external

communications,

inadequate

strategic

planning

skills

and

knowledge development, weak support from middle and top management, a
weak decision making process, low commitment to the implementation of the
strategic planning from most employees, improper implementation of the
strategic and operational objectives, weak control over implementation and
weak incentives. These factors will be discussed as follows.
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3.1 Vision Alignmentwith Lower-ranking Staff’ Operations
No high agreement was found among the respondents that the vision of their
organization was properly aligned with lower-ranking staff operations. It
seems in this case that top management was not effectively helping lowerranking staff to understand the organizational vision. It is also seems that top
management did not clearly share the vision of the organization anddid not
properly help lower-ranking staff to translate the vision into action plans, nor
to assign accountability for suchplans. This would have created a number of
activities, but in fact not many were implemented and this may have reduced
the successof the strategic implementation and misled lower-ranking staff
about the part that they might play in fulfilling the organizational vision.
3.2 The Organizational Structure
In the findings, there is very low agreement among the respondents that
their organizations had a suitable organizational structure for aiding the
implementation of strategic plans. It seems that these organizations have a
bureaucratic organizational structure which is centralized and oriented
towards the status quo and process. Such a structure would frustrate the
internal collaboration between members of staff, groups and departments
and this might discourage independent actions. Moreover, structures of this
type would not influence these organizations to be more change-oriented
and centered more on citizens and results. If the organizational structure is
not highly appropriated, a heavy workload is generatedin some departments
but not others andresponsibilities are not effectively shared.It is worth noting
that a better designed organizational structure would facilitate the feedback
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of information; this could be important for further strategic planning and
evaluation.
3.3 Prioritization, Time and Human Resources
Findings reveal that there was high competition between activities in most of
the researched organizations. This suggests that these organizations lack a
strategy of prioritization in ranking its initiatives. Having long list of initiatives
that need to be covered, but no clear priority plan leads to incomplete work
on all initiatives and the waste of money, time and effort. Thus, establishing
strategic plans and setting action plans with a clear prioritizing strategy are
highly recommended guide-lines for top management in implementing
strategy.
The findings of the present research also indicate that very few respondents
agree that their organizations had enough staff to implement strategic
planning. This demonstrates that there is a weakness in human resources
planning in these organizations, which might lead to their needsnot being
met. Having an adequate number of staff in the implementation phase
wouldminimize or prevent the gap which otherwise is created between what
was planned and what can be done, because the organization would
sacrifice or delay some important activities. Moreover, it goes without saying
that having fewer staff for strategic implementation might result in more effort
and more pressure for each member of staff, hence, a lower qualityof work,
motivation and ownership.
The findings, moreover, reveal very little agreement in the respondents that
there is enough time for strategic plan implementation in their organizations.
These findings suggest that top management in the organizations under
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scrutiny were not properly ensuring continuity between tasks and fit across
the activities of the strategic plan. Today‟s complex and ever changing
environment demands strategic plans that must be implemented and still
produce positive results (Kerlinová and Tomášková 2014; Koteen 1997).
Hence, allowing too little time to implement the strategic plan of these
organizations might minimize the chance to build unique capabilities and the
skills needed to implement the established priorities Ferreira and Proença
2015).
3.4 The Integration of Processes, Structures, Resources and People
The findings of the research show that the respondents did not often believe
that the top management of their organizations ensured the best possible
integration of processes, structures, resources and people. Such findings
reflect that top management had not properly integrated the effort needed for
several different functions in the operational plan. Lack of integration
between processes, structures, resources and people might create growing
gaps between the strategic plan and the operational business plans. This
would lead to a failure to determine and justify the allocation of resources
(Nurmandi and Purnomo 2011; Poister 2010).
A successful approach to implementation requires top management to view
all the components of strategic planning as an integrated system that
focused on reviewing the gaps that can develop; this involves positioning the
organization to provide the unique services required by the public (Plant
2009; Poister 2010).
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3.5 Internal Communication and Cooperation
The findings in the present research reflect that the internal communication
between the employees inthe researched organizations is not effective.
There were also inadequate relationships between the groupsformulating
strategic plan and those carrying it out. Moreover, thedepartments did not
cooperate well. These organizations are not trying hard enough to facilitate
ongoing internal communication andare not facilitating joint problem-solving
or other actions among staff, groups and departments. This is likely to
provoke misunderstanding of the relationship between the efforts to
implement decisions and their results (Plant 2009; Poister 2010). Moreover,
poor internal communication within the researched organizations would
result because of cultural issues, because, as Elbanna et al. (2011) argue,
top Arab managers tend to not differentiate between personal and structural
conflicts,

which

may

discourage

effective

participation

in

strategic

management processes.
According to Poister (2010), it is worth noting that effective internal
communication and cooperation between staff, groups and departments
ensures

the

provision

of

timely

information

on

the

progress

of

implementation and shows why the results can differ from the stated
operational and strategic objectives. The manner of internal communication
is expected to encourage feedback, questions and clarification in order to
promote understanding. This interaction helps employees and departments
to discover in a social environment what the strategic direction is and why it
has been developed. It also ensures the availability of the needed
information with minimum noise at all organizational levels. Additionally, the
slowness of data movement in the organization requires increased
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cooperation between staff, groups and departments by means of a network
to identify critical issues respectingprogrammes and projects directed
towards improving individual and organizational performance (Poister 2010).
The findings additionally reported that very few respondents agreed that top
management internally cascaded the strategic plan all the way down their
organization. Cascading strategic plans was often considereda serious
problem in implementing strategic plans (Plant 2009; Poister 2010). This
finding shows that top management in most of the researched organizations
made too little effort to ask each functional area to identify how they would
contribute to carrying out the overall strategic plan of their organization.
Strategic plans cascaded by charismatic leaders through workshops, events
and even celebrations can passthe message down and reduce the
resistance of staff, thus making the implementation process easier. But
these things rarely occur in most of the researched organizations.
3.6 The External Communication
It is clear from the findings that the organizations under the current scrutiny
were not properly trying to have a solid collaborative relationship with key
external stakeholders.These organizations are also not putting enough effort
intoeffective external communication with the public.
Proper communication and solid collaboration with external stakeholders
tends to generate in them a greater sense of ownership and commitment. It
also increases their participation in the process and produces better
outcomes. External communication with members of the external public
helps them to understand why the organization exists and what value it
provides to citizens. Moreover, the improvement in the level of external
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communication would allow for the development of longer-term integrated
planning to address the future needs and development of the community.
Additionally,

ample

communication

and

collaboration

with

external

stakeholders would increase the organization‟s visibility, enhancing its
reputation and influencing the public‟s perception (Plant 2009; Poister 2010).
3.7 Lower-Level Staff’s Knowledge, Skills and Duties
The findings suggest that very few resppndents agree that the lower-level
staff in their organizations had proper knowledge of the strategic plans that
would help them to implement it. The findings also indicate that respondents
did not often accept that their organizations offered employees adequate
training in strategic planningto implement the plans effectively. Moreover, it
is clear from the findings that few respondents observed that the lower-level
staff in their organizations had clear duties which helped them effectively at
the implementation stage.
To meet organizational and performance expectations, governmental
organizations need to develop the knowledge, skills and abilities of their
staff. It will be recalled that the rapidly changing environment of the public
sector requires adaptability, flexibility and the capacity to immediately
anticipate and address emerging issues (Montanari and Baracker 1986;
Nartisa et al. 2012). Hence, lower-level employees need to be empowered
effectively to deal with these challenges in order for them to deliver high
quality services and to effectively engage with citizens. The lower-level
employees need to be properly trained if they are to have the knowledge and
capacity to act independently in achieving the organizational objectives.
They also need to have the authority and the skills to make operational
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decisions and the knowledge required to make wise decisions. Additionally,
in order to have the authority to make decisions, lower-level staffs need to
be clear about their duties. They also need to have a clear idea of the
organizational factors implicated in their decisions and to understand the
relationship between their duties, responsibilities and rewards programs
(Ring and Perry 1985; Carlsen and Andersson 2011).
Moreover, there was clearly low agreement among respondetns that the
employees in their organizations understood the strategic plan formulation
process before its implementation. This suggests that top management is
not properly clarifying its expectations of the staff and not properly explaining
the strategic management process to them. It is critical for everyone in the
organization to understand the key business processes for which the
departments are responsible. They also need to understand the specific
activities and objectives for each department to aim at in the coming year.
Moreover, they need to understand the key stakeholders in the process and
the departments with which they will interactover the year. They furthermore
need to understand the objectives of performance measurement and
reporting.
3.8 Middle Management Skills
The findings suggest that very few respondents would concur that the middle
management employees of their organizations had proper strategic
management skills that could effectively aid the implementation of strategic
plans. The findings show that most of the researched organizationshad not
adequately equipped their middle management with the required skills to
tighten the link between their strategic plans and their everyday work. Middle
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management needs to have the right skills to communicate and achieve the
organization‟s strategic and operational objectives. Moreover, in these
organizations this lack of skills in members of middle management would
hamper their ability to adopt changes as they were implemented and would
diminish their ability to deal with any resistance to change when the
organization tried to introduce it (Carvalho et al. 2013; Berry and Wechsler
1995).
3.9 The Decision Making Process
The findings show that there is no high agreement between respondents that
the decision making process at all levels in their organization is linked with
the strategic plan. The findings suggest that these organizations set no clear
and proper alignment between the needs of the senior decision makers who
set the organization‟s strategic direction and other operational staff who
deliver the service to the external public. It seems that top management
wasnot adequately setting the organization‟s priorities either and not clearly
identifying the process of implementing the strategic plan. This sometimes
gave the impression that decisions were guided merely by the interests and
satisfaction of the top management, even if this contradicted the
organization‟s vision.
It is worth noting that gaps may be created if the strategic plan does not
become a living document that guides top management in the decision
making process (Duren 2010; Jen 2006; Mazzara et al. 2010). Moreover, it is
also seems that top management in these organizations was not properly
ensuring that each department and unit developed its operational plan and
connected it to the overall strategic plan of the organization to adequately
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achieve the strategic and operational objectives. It is worth saying that
linking top management‟s decisions with the strategic plan would prevent
such contradictions and keep the plan on the agreed track (Elbanna et al.
2016).
3.10 Top Management Support and Commitment
In the findings, there is a very low agreement among respondents that the
top management of their organizations was providing the needed support to
employees during the implementation of the strategic plan. This reflects the
verdict that top management in these organizations does not properly
understand its critical role, or how to execute it in terms of implementation. It
seems that top management behaved as if good strategic plans got
implemented with little additional direction and supervision from their side. It
is worth addressing that top management need to ensure that formal action
plans are developed, that the infrastructure supports the strategies, that the
communication between planners and implementers is effective and that the
implementing teams focus their efforts on the critical areas.
The findings also indicated that there is little agreement among respondents
that the top management of their organizations was committed to the
organizational vision and is results-oriented. This finding suggests that top
management is not clearabout its purpose and intent. It is also not trying
hard enough to agree with internal staff on the strategic direction and shared
vision. It seems that clarity and consistent communication regarding the
mapping of desired outcomes and achievement of milestones is weak. It is
worth saying that without genuine commitment from the top management to
the organizational vision successful implementation is unlikely. Moreover,
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without linkingtop management decisions with organizational vision and
managing for results, the agreed outcomes are unlikely to be achieved
(Junusbekova 2013; Mazzara et al. 2010).
3.11 Middle Management Commitment and Support
The respondents clearly indicated no high agreement that the middle
management in their organizations was committed to the organizational
vision during the strategic plan implementation. Moreover, according to the
respondnets, the middle management in their organizations was not
providing the required support to employees at the strategic planning
implementation stage.It seems from the findings that the researched
organizations were not effectively motivating the middle management to be
committed to the organizational vision and to provide the required support to
lower-ranking staff during the implementation of plans. To effectively
implement strategic plans, organizations need to involve the middle
management from the beginning of strategic formulation and throughout
strategic implementation up to strategic evaluation (Poister 2010). Moreover,
middle management needs to be clear about the expected support they
should provide to other employees in the implementation stage. Additionally,
middle management needs to be equipped with the needed skills and
knowledge to link daily activities to the strategic direction and also to be
rewarded for their positive contributions (Plant 2009).
3.12 Lower-Level Staff’s Commitment
Based on the findings, there seems low agreement among respondents that
the lower-ranking staff in their organization were committed to the vision and
to the implementation of the organizational objectives. Since the involvement
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level of the lower-ranking staff in the strategic formulation process is very
weak, as mentioned before, their commitment to the implementation of
organizational vision and objectives is predictably low. If top management
developed the strategic plan in isolation from lower-ranking staff, the risk
would be high because the latter would resist the change needed in
providing unique and customized services driven by the needs of its
business and citizens. Thus top management needs to understand what it
means to commit to the vision and objectives of the organizations and to
increase the motivation of lower-ranking staff if it wishes to see its plans
succeed (Poister 2010).
3.13 Objectives Implementation and Control
As reported in the findings, most of the respondents believe that their
organizational strategic and operational objectives were not implemented
properly. It seems that the mentioned organizations were not establishing
the process and activities that would achieve the strategic and operational
objectives defined in their strategic plans. These organizations also seem to
have trouble n putting formulated strategy into effect. Moreover, if this is the
case it suggests that these organizations had not properly communicated
why the strategic and operational objectives were important and how these
objectives would be achieved. Additionally, the current finding reflects that
there are improper formal agreement procedures in these organizations that
include thespecific targets and key performance indicators to be achieved for
its strategic and operational objectives.
The findings reported that according to respondants there was very low
control in their organizations over the strategic implementation. This
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suggests that these organizations were not providing proper direction and
control over employees‟ activities. It is worth noting that supervising and
providing control over the strategic implementation stage would identify
training and development opportunities. It would also help to track progress,
to assess the operational decisions, to maintain overall financial conditions
and to build a positive organizational culture.
3.14 The Reward Systems
The findings show that there is low agreement from participants that their
organizations had adequate reward systems that encouraged success and
gave incentives for strategic planning implementation. These findings
suggest that the organizations in question were not developing the right
reward strategy to attract and motivate their staff. This would lead to poor
performance and the outcomes might be quite different from the original
intention. Moreover, if there are no clear criteria for a reward system,
employees might feel that the incentives proposedwould be in line with the
interestsof top management. Thus, top management in these organizations
would also miss the opportunity to align the individuals‟ contributions with the
reward systems and have concrete appraisal programs.
Based on the above findings of the strategic plan implementation stage in
the researched organizations, it is worth noting that successful strategic plan
implementation involves designing an appropriate organizational structure
which ensures that the right divisional and functional managers are
supported by the right backgrounds and skills. To ensure a proper strategy
implementation process, organizations are recommended to analyze their
organizational structure, organizational culture, power and conflicts.
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Moreover, successful implementation requires managers to have the right
policies, allocate the needed resources and receive up-to-date information
that facilitates learning. In addition, effective communication is one of the
most

important

itemsof

all

those

responsible

for

the

successful

implementation of strategic plans. It is the item that should properly explain
the duties, tasks and new responsibilities devolving on employees (Plant
2009; Poister 2010).
Communication coupled with understanding, shared by all employees is a
crucial aspect of the process of strategy implementation; hence, top
management is expected to ensure that all the information concerning
strategic plans is at the disposal of all the employees. Moreover,
governmental organizations need to focus on ways of improving their ability
and on the methods they have to adopt to successfully implement new
initiatives, services and strategies at both the business unit and corporate
level (Poister 2010).
To attain the targeted strategic objectives, the entire staff of an organization
is expected to be involved. Therefore, for the successful implementation of
strategies, the lower level managers and non-management employees need
to be adequately informed of the facts and issues regarding the
implementation of strategies. Otherwise, a lack of consensus on the
information affects several management levels and this creates barriers to
the successful implementing of the strategic plan. Moreover, while strategy
formulation is relatively easy, strategy implementation throughout an
organization is more difficult. Although organizations may have formulated
the best strategic plans, they may fail to achieve the desired outcomes
because of improper strategy implementation (Plant 2009). Thus, poor
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strategy implementation might be blamed for a number of strategic problems
and failures, a fact which is confirmed in the findings of the quantitative
analysis of most of the investigated governmental organizations in Bahrain
currently under research.

4. Section Three: the Strategic Plan Evaluation Stage
It is worth noting that strategic planning evaluation is concerned with the
evaluation of the strategy of the organization, the performance and its
progress towards the stated vision and objectives. Strategic evaluation is a
way of consolidating the needed experience to stay on top of the
stakeholders‟ expectations and closely monitor the internal and external
development to assure the excellence of the organizational efficiency,
effectiveness and services (Poister 20100. As an important component of
the strategic management approach, top management needs to identify and
evaluate the gaps between the actual organizational performance and the
strategic and operational objectives by linking its management performance
system to the strategic plan (Plant 2009). Based on the findings of the
quantitative analysis in the present research, the level of strategic plan
evaluationis very low within the governmental organizations under
investigation, with a percentage of 26.83% reported in Chapter Four. The
current section, section three, discusses the elements of the strategic plan
evaluation stage that includes linking strategic plan with performance
management, reviewing performance data, monitoring organizational
performance, monitoring external and internal trends, linking implementation
with individuals‟ performance, sharing organizational performance with the
public, frequent strategic plan evaluation, lower-level staff evaluation, middle
Page
202

management evaluation, a solid reporting system and improvement of the
current services. These elements are discussed in turn.
4.1 Linking Strategic Management with Performance Management
Based on the findings, most of the participants believe that their
organizations

made

little

effort

tolink

strategic

management

with

performance management systems. Such linkage would sometimes enrich
strategic planning by clarifying and even discovering strategy. Performance
management systems teach strategic planners to think strategically by
identifying realistic expectations, opportunities, strengths and weaknesses in
a given operating program. It seems that most of the researched
organizations did not make the needed efforts to identify performance
measures that monitored and may feed meaningful information into strategy
reviews and updates. Without such linkage at all organizational levels,
strategic planning will not be effective in the decision making process and
may impair the purposeful movement of the organization into the future.
Moreover, to enhance the linkage between strategic management and
performance management, capturing the knowledge and the experience of
employees

through

effectively

involving

them

in

the

design

and

implementation of a performance management system is recommended
(Poister 2010). This involvement would generate effective organizational
communications processes that would aid the analysis of measurement
information in order to improve the process. Such involvement might be
developed in three stages: developing the performance measurement
system, creating the process of evaluating the measurement information and
establishing continuous improvements teams. The involvement would create
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buy-in among the staff towards the performance management system and
would positively impact the business results (Poister 2010).
4.2 Reviewing Performance Data
The findings show that there is a very low agreement between respondents
that top management in their organizations reviewed performance data on a
regular basis. It seems that top management made little effort to review and
evaluate the organizational performance for making decisions and taking
corrective action to improve the organizational performance. This suggests
that the top management of these organizations was not adequately
securing a set of core and meaningful measures that was reviewed
systematically at all levels to provide useful feedback on strategic and
operational objectives and their outcomes. It is worth saying that
performance measures are considered an indicator of the efficiency,
effectiveness and productivity of the organization (Plant 2009; Poister 2010).
Creating them is also considered an important phase in the development of
a comprehensive strategic plan. Thus, reviewing organizational performance
would help top managers to resolve and vary the strategic plan and enable
them to actualize the strategic and operational objectives of the
organizations. Moreover, it is important to note that reviewing organizational
performance especially when evaluating the financial budgets would help
organizations to make the needed budget cuts in times ofeconomic downturn (Poister 2010).
4.3 Monitoring Performance, External and Internal Trends
The findings reveal a very low percentage of respondents who believed that
the top management of their organizations monitored performance
measures to ensure the proper implementation of the strategic plan.
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Moreover, there is very little agreement among participants that top
management monitored external and internal trends continuously and
revised strategy if needed.It seems that the researched organizations have
problems in monitoring performance and monitoring the internal and external
trends. This would involve tracking the implementation progress and the
achievement of initiatives and strategic objectives, hence, producing
services that would exceed customers‟ expectations. Moreover, reviewing
internal performance on a regular basis, as well as monitoring internal and
external trends, would help organizations to refresh intelligence along the
way, to revise strategic plans when needed, and to update efforts (Poister
2010).
4.4 Frequent Strategic Planning Evaluation
Few

respondents

accepted,

according

to

the

findings,

that

their

organizations had proper strategic plan evaluation at regular intervals. This
shows that thetop management of these organizations was not properly
ensuring a routine evaluation of the strategic plan. As a result, a strategy-toperformance gap might develop, which would create a culture of
underperformance because the expectations of the strategic plans would not
be achieved. Moreover, it could be assumed that top management in the
researched organizations was not providing the needed efforts to critically
analyze the capacity of the organization to perform its strategic plan. The
lack of continuous evaluation of the strategic plan would prevent clear
information

about

departmental

efficiency,

effectiveness

and

key

accomplishments. It is important to note that continuous evaluation of the
strategic management process would assist in facilitating annual work
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planning by the organization and would quantify the capacity to achieve the
strategic vision and objectives (Plant 2009).
4.5 Linking Implementation with Individuals’ Performance
The findings reveal that there is a very low agreement between respondents
that top management in their organizations linked the implementation of
organizational objectives with individual performance appraisals. The
findings also reported that very few respondents believed that the evaluation
of lower-level staff and middle managers in their organizations was based
largely on their contribution to the successful accomplishment of the
strategic plan. Top management also made little effort to evaluate the
performance of middle management and lower-ranking staff, still less to link
strategy implementation with their performance. However, there is an
argument in the literature (Elbanna 2013; Plant 2009; Poister 2010) that to
meet quality, efficiency and other operational requirements, the staff need to
be empowered to evaluate their own work towards the implementation of
their organizational strategic plan. Involving employees in evaluating their
own work and performance would minimize the traditional focus on
organizational structure and control systems and would encourage the
introduction of positive behavioral and interpersonal attitudes such as
motivation, commitment, learning and cultural adaptation.
It is worth noting that providing accurate and timely feedback to individuals
about their performance would maintain their realistic view of it. This would
help leaders to develop correction plans, support decision making, enhance
productivity, design proper reward and incentive systems and thus improve
organizational performanceoverall.
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4.6 Solid Reporting System
In the researched organizations, very few respondents agreed that their
organizations had a solid reporting system using adequate technology.The
findings reflect the view that top management is not properly ensuring the
internal sharing of information from all parts of the organization to aid the
decision making process at all its levels. This suggests that top management
in these organizations facesa serious challengein securing adequate and
timely performance information and this might lead to miscommunication
about performance expectations. Having proper reporting systems tends to
promote accountability and allows for decisions about resource allocation to
be examined annually determining their effectiveness. Proper reporting
systems also help to provide input into systems for performance appraisal
and incentives and this motivates staff to support the organization‟s
objectives.
4.7 Sharing Organizational Performance with the Public
The findings indicate that most organizations in the present research did not
share their organizational performance with the public. It is worth keeping in
mind that implementing a performance measurement system in the public
sector is not as easyas it might appear, because of the presence of multiple
objectives and services to a variety of clients with different needs and
expectations in a rapidly changing environment (Poister 2010). This often
generates

conflicts

about

values and

priorities.

Moreover,

sharing

performance information with the public would encourage the media in
certain situations to report on negative performance and results. These
challenges might make it harder for top management to adapt to such
complexities and share their organizational details with a wide range of
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external stakeholders. However, the disclosure of performance information
such as strategic plans, the content of annual reports, performance
indicators, problems and success stories with the public would improve the
accountability and the image of governmental organizations. Moreover,
sharing organizational performance with a wide range of external audiences
would not only maintain their appreciation, support and cooperation, but
would let them feel as if they were partners in the process.
4.8 Current Improvementof Services
The findings show that respondnets did not wholly agreethat improving the
current services offered by their organizations is a major part of their
strategic plan. It is worth noting that one of the strategic objectives for most
organizations is excellence in service. It seems from the findings that top
managers in these organizations were not properly helping employees to
provide a definition of service excellence and not adequately setting suitable
indicators that would quantify whether their organizations had fulfilled this
strategic objective.The findings also suggest that top management was not
properly encouraging feedback mechanisms that would capture information
from the front-line employees of the service divisions closest to the client in
order to measure progress and improvement.
The increasing pressure on governments to deliver high quality services with
limited resources requires these organizations to establish an adequate
performance measurement system, so as to ensure a solid link between the
higher-level decision making and the operational service providers (Poister
2010). Moreover, front-line employees have to play a critical role in this
performance measurement system by being properly involved in developing
performance measures for their service delivery process (Plant 2009).
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To anticipate future challenges and to work effectively in uncertain situations
in the coming decade, public sector organizations need to shift their
performance measurement process to something more comprehensive
(Poister 2010). To ensure this, public sector organizations are required to
link strategic management more closely with performance management
processes, to improve decision making and performance as a most
important purpose of measurement and to report on their performance (Plant
2009). Moreover, for performance management to be effective and to
improve performance, public organizations need to use the information
produced by the measurement system and link it to the centralized
performance systems at the levels of both managers and employees.
Additionally, the top management of public organizations needs to set and
negotiate the desired targets and results for employees in their performance
appraisal systems. More generally, top managers are expected to review the
performance data on a regular basis and develop plans as needed for
corrective actions. At the same time, public sector organizations need to
develop their strategic plans on the basis of the generated performance
information that helps to measure and report progress toward the strategic
goals and objectives and to consistently communicate performance
information to a wide range of external stakeholders.
Thus, if their performance management is to be meaningful, public sector
organizations are recommended to consider the performance management
process at all the levels of an organization as the rule and not the exception
and to ensure ongoing improvement in the performance of public programs.
This is not found in most of Bahrain‟s public sector organizations surveyed in
the present research.
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At this point, the current research addresses the following research question:
Question

1:

How

were

strategic

planning

processes

developed,

implemented and evaluated in the public sector organizations of the
Kingdom of Bahrain?
The findings of the present research reveal that the strategic management
process was not effective in the researched organizations at either the
strategic formulation stage or the strategic implementation stage. The
findings also reveal that the process is not effective at the strategic
evaluation stage, which justifies the finding of Chapter Four that only 30% of
all respondents were satisfied with the planning, implementation, outcomes
and overall strategic management process of their organizations.
It is worth noting that most of the researched organizations failed to put their
strategic plan into action or even link it to suitable methods of
implementation. What appears from the findings is a gap between what was
planned and what could be done. It should be noted that in the present
research most of the Bahraini governmental organizations that were
investigated had not succeeded in crafting a successful strategic
management, for a number of reasons. The research revealed that top
management was not playing an important role in the strategic management
process, in its formulation, implementation and evaluation stages. The
members of top management were not properly monitoring the strategic
manageemnt process, in particular at the implementation stage and the
integration of the vision with the operational goals and objectives was very
poor. At the same time, the collaboration between top management and both
middle management and front line staff was also very weak in the
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formulating and implementation stages of the strategic management process
and the internal communication in these organizations was weak, since
mainly at the stage of strategy implementation each department was more
concerned with its own interests than in participating properly. Moreover, the
centralized organizational structure within most governmental organizations
hardly helped the strategic implementation process to any great extent. In
addition, the reward system did not encourage employees to effectively
address the planned goals and objectives. Furthermore, the lower-grade
staff involvement in the development of the strategic plan formulation was
very weak: because the approach taken in formulation the strategic plan was
top-down in direction, staff were not centrally involved in formulating their
own goals and objectives and in turn were not motivated to own the strategic
management process. It is also important to note that most of the
governmental staff in Bahrain did not take proper steps to align their actions
with their organization‟s goals and did not effectively handle its operational
management.
It is worth saying that in most of the governmental organizations investigated
in Bahrain strategic plan formulation is still viewed as a formal and linear
approach based on top-down decision-making processes that involve mostly
top and middle management while excluding lower management and other
stakeholders. Such non-involvement is based on the idea that lower-level
staff members are incapable and poorly trained. The non-involvement
approach, however, may fail to ensure the commitment and ownership of the
strategic managemnt process on the part of the latter. Other challenges are
the lack of staff motivation, of a well-defined appraisal system or good
operational management: and the unwillingness by top management to
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appreciate or listen to staff comments or suggestions, or value the work
done. Additionally, the critical factors that influence the implementation of
strategic plan in public sector organizations are: unclear vision, mission and
goal;

non-continuous

environmental

analysis;

lack

of

managerial

commitment: atop-down strategic management approach; too low a level of
strategic management knowledge and skills among employees; weak
support from the organizational culture; inappropriate organizational
structure:

inappropriate

allocation

of

resources;

missing

or

weak

performance measure; and finally the lack of a strategic plan evaluation
system.
5. Section Four: Transition to Strategic Management Approach
Section fourd iscusses and seeks to answer the second research question:
Question 2: To what extent were public sector organizations broadening
their strategic planning efforts into a strategic management approach?

Based on the data collected from nine interviewees who were Bahraini civil
servants, including top managers, middle managers, and internal experts, it
is worth noting that the findings of the qualitative analysis in the present
research reveal that the strategic management process in the researched
organizations is limited in terms of developing, implementing and evaluating
their strategic plans. This because developing a strategic vision involving
public and staff inputis unpracticed;operational plans are seldom formulate
and implemented; measuring and reporting results are infrequent; and
developing and prioritizing the objectives aligned with the organizational
vision need to have more time spent on them.
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According to the findings of the qualitative analysis, as shown in Table 37,
staffs were very hesitant to develop a strategic vision involving public and
staff input. This reflects the belief of most participants in the interviews that
their organizational vision was not altogether clear to all employees.
Moreover, the majority of participants in the qualitative analysis stated that
most of the internal employees in their organizations, lower level staff in
particular, were not involved in the strategic planning effort at all, although
top management had been central to it. As most participants said, the
strategic planning process is in most cases conducted with a top-down
approach: lower-ranking employees merely received the completed strategic
and operational plans. Additionally, the findings revealed the claim by most
of the participantsthat the external public was equally not involved at all in
the strategic planning development process, the opposite of what is
recommended in the strategic management literature.
It is worth noting that the qualitative findings in the present research
indicated that nearly half the participants agreed that their organizations had
developed unclear strategic objectives, unclear operational objectives, and
unclear performance indicators. The ambiguity of the strategic and
operational objectives will lead to difficulties in implementing the strategic
plans. Additionally, the lack of clarity in the strategic and operational
objectives, the performance indicators and the prioritization of the latter will
confront top management when they begin to track the organization‟s
success in achieving the desired strategic vision and objectives.
In

terms

of

developing

departmental

operational

plans

and

their

implementation, the qualitative analysis revealed that the level of application
of these within the governmental organizations under research is again low.
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This low percentage is due to several factors, such as weak departmental
operational plans aligned with the strategic plan, weak internal and external
communications, inadequate development of strategic planning skills and
knowledge, weak integration between vision and frontline operations, weak
support from middle and top management, weak incentives, an inadequate
organizational structure, improper implementation of strategic planning, and
low commitment to the implementation of the strategic planning from most
employees.

To

ensure

a

proper

strategy

implementation

process,

organizations need to analyze their organizational structure, organizational
culture, power and conflicts. Moreover, successful implementation requires
managers to have the right policies, allocate the needed resources, and
receive up-to-date information that facilitates learning. In addition, effective
communication is found to be one of the most important items in examining
what is responsible for the successful implementation of strategic plans.
These are the items that should properly explain the duties, tasks and new
responsibilities devolving on employees.
The findings of qualitative analysis in the present research are that within the
governmental organizations under investigation results are rarely and poorly
measured and reported. This was due to several factors, such as a weak
performance management process, and weak strategic planning evaluation.
Top managers are expected to review the performance data on a regular
basis and develop plans as needed for corrective action. At the same time,
public sector organizations need to develop their strategic plans on the basis
of the generated performance information that helps to measure and report
progress toward the strategic goals and objectives, and to consistently
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communicate performance information to a wide range of external
stakeholders.
The findings of the qualitative analysis in the previous chapter reveal that the
strategic management process in the researched organizations is limited
with regard to developing, implementing and evaluating their strategic plans.
Moreover, the qualitative findings revealed that most respondents judge the
strategic planning process to be not meaningful because their organizations
fail to identify and develop strategies which help to achieve the desired
results and their organizations fail to put strategic plans into action and link
them to suitable methods of implementation. The qualitative findings
additionally revealed that top management was not playing an important role
in the strategic planning process. This was because of the non-involvement
in the approach, the lack of staff motivation, the weak appraisal system,
unclear vision, mission, and objectives, the lack of managerial commitment,
the top-down strategic planning approach, the weak support from the
organizational culture, inappropriate organizational structure, the weak
performance measures: and the lack of a strategic planning evaluation
system.
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Clear

Unclear

3

6

Adequate

Inadequate

High

Low

Not Applicable

Coding / Categories

Total
Respondents

Strategic Planning Development

Vision

1

Lower Staff Involvement

2

External Involvement

1

8

9
9

6

9

Strategic Objectives

5

4

9

Operational Objectives

5

4

9

Performance Indicators

5

4

9

Strategic Planning Implementation
Financial Resources

5

4

9

Technological Resources

5

4

9

Organizational Structure

2

7

9

Reward Systems

2

7

9

Internal Communication

1

8

9

External Communication

4

5

9

Decision Making Process

2

7

9

2

7

Strategic Planning Evaluation
Reporting Systems

9

Lower Staff Commitment

0

3

6

9

Middle Management Commitment

3

4

2

9

Corporation among Groups

2

2

5

9

Competition between Activities

3

5

1

9

Top Management Support

3

4

2

9

Cascading Plan Internally

2

2

5

9

Role Model Leadership

4

0

5

9

Performance Review

3

2

4

9

Planning Evaluation

2

3

4

9

Table 37: Interviews Coding / Categories

It is also important to note that, based on the findings of Chapter Four and
as shown in Figure 7 below, the transition process from traditional strategic
planning to a strategic management approach within the organizations under
scrutiny is limited in all the strategic management stages: strategic
formulation, strategic implementation and strategic evaluation.

Strategic Management Practices
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%
5.00%
0.00%

36.71%

Strategic
Planning
Development

28.38%

26.83%

Strategic
Planning
Implementation

Strategic
Planning
Evaluation

Figure 7: Strategic Management Practices
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While strategic management is considered the most critical and fundamental
process by which public sector organizations may achieve their desired
outcomes, most of the public sector organizations in Bahrain in the present
research are not considered among the governmental organizations that
have developed a fully-fledged strategic management process that properly
integrates all the management processes and major functions for advancing
the strategic agenda. Most of these governmental organizations are in
addition not fully concerned to develop an effective capacity for the strategic
management approach. However, the limited transition that has been
observed may be a good sign that some of the governmental organizations
under review are beginning to shift from traditional strategic planning
practices to the strategic management approach.
It is important that public sector organizations need to address the critical
task of shifting from strategic planning to a view of strategic management.
This task consists of clarifying strategy and translating a broad vision into
more operational terms: elaborating strategies in greater detail: assessing
the implications of strategic mandates: revising budgets: and developing a
control system with standard operating procedures. The transition from
strategic planning to the concept of strategic management is essential if
governmental organizations are to focus on the most appropriate objectives
and to manage effectively to attain their objectives. Moreover, shifting to
strategic management requires strong leadership to surmount bureaucratic
and cultural barriers and guide public sector organizations in a purposeful
direction to the future. Such strong leadership involves personal commitment
from managers, to act as organizational entrepreneurs, make a dynamic fit
between the organization and its environment, manage performance
Page
217

effectively, welcome opportunities to manage for change and more
importantly contribute to strategic development and implementation as the
normal way of doing business in their sector. With this in mind, one of the
findings of the present research was that most of the participants did not
consider the top managers of their organizations to be role models of strong
and inspiring leadership.
Most participants believed that the members of their top management team
were not using strategic planning to drive their decision-making process and
they did not welcome the chance to report their own performance. In
addition, most participants believed that their top management was not
modifying organizational structure, organizational culture, or human
resources regulations to support the implementation of the current strategic
planning. In other words, most participants believed that their top
management was not playing an important role to ensure that strategy was
translated into action.
Strategic management approach enables top management to identify and
monitor suitable performance measures to ensure the proper implementation
of strategic initiatives and proper achievement of strategic goals and
objectives (Poister 2010). The interviewees‟ recommended assessing the
performance

data

frequently

to

make

modifications

and

to

keep

implementation on the desired track. They asked also to align budgets with
strategic priorities and allocate resources to fund new strategic initiatives.
However, most of the top managers in governmental organizations in
Bahrain in the present research did none of these things. Additionally, these
top managers were not linking the implementation of organizational goals
and objectives with appraising the performance of individuals and did not
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reward them in proportion to their contributions to advancing the strategy as
far as possible. These top managers were not promoting the vision of their
organizations or cascading the strategic plan internally to ensure proper
commitment throughout the organization. Furthermore, most of the top
managers were not committed to managing for results in order to shift their
organizations from strategic planning to strategic management. The top
managers of their organization, according to most participants, were not
ensuring that each unit within the organization had its own strategic plan
within the framework of the organization‟s overall strategic agenda. Neither
were top managers insisting that action plans for implementing strategic
initiatives should be developed to ensure that they were fulfilled to the end.
Top management needs a separate strategy to drive decisions and actions
in order to advance the strategic planning process more effectively. Top
management needs to monitor the internal and external environment and
gather information from a range of sources, sensing how values might be
changed to ensure effective strategic management. Additionally, top
management is expected to continuously monitor external trends as well as
internal performance and then revise strategy if needed. Shifting from
strategic planning to strategic management requires more collaboration with
key external stakeholders to gather their valuable input. External
stakeholders need to be invited to join the strategic plan formulation process
so as to gain their support when moving strategic plans forward and to
ensure that the results of strategic planning reflect its own substantive
objectives as far as possible. Thus, top management need to buy in external
stakeholders to ensure that the results of strategic planning reflect their
organization‟s own substantive objectives as well as they can. Moreover, top
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management is advisedto assess and accommodate its organizational
opponents to minimize their threats to the implementation of strategic plan.
Additionally, top managers in public sector organizations need to update
strategic plans and advance present priorities more effectively in order to
survive in a changing and accelerating situation that might lead the
organization to refocus its entire mission, move in new directions and
substantially modify priorities. But in most of the governmental organizations
investigated in Bahrain it does not do this. This is an answer to the second
research question: that, in the present research, the progress of the
transition by most public sector organizations in Bahrain, from traditional
strategic planning to strategic management approach is limited.

6. Section Five: Practical Implications and Elements Related to
Successful Strategic Management Approach
Section fiveconsiders the third research question:
Question 3: What are the practical implications forpolicy makers and
practitioners of strategic planning in the Kingdom of Bahrain?
Strategic management aims to ensure that strategy is effectively
implemented and continually encourages strategic thinking, learning and
action. On this basis, management levers such as operational budgets and
other management and administrative mechanisms, need to work hard to
implement strategic initiatives, to advance the strategic agenda of the
organization and to move it deliberately to the future. In this case, since a
transition from strategic planning to the approach of strategic management is
essential for governmental organizations if they are to focus on the most
appropriate objectives and to manage effectively to achieve these
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objectives, this section discusses the practical implications of the research
for policy makers and practitioners of strategic planning in Bahrain. It
discusses in some detail the strength of the relationship between the proper
implementation of strategic and operational objectives and the other
important strategic mamagement variables that help to achieve these
objectives. It is hoped thus to discuss the variables that are closely related to
the transition from strategic planning to strategic management. Such leading
edge variables might help governmental organizations to strive for the more
comprehensive strategic management approach. It should be noted that
these variables need not necessarily be interpreted as the most fundamental
requirements of an effective transition from strategic planning to strategic
management. They should rather be viewed as leading edge elements and
practical implications for policy makers and practitioners that help to create
al path leading to the strategic and operational objectives of the
government‟s strategic plan, helping policy makers and practitioners in
governmental organizations to successfully shift from traditional strategic
planning to this preferable approach.
With this in mind, according to the quantitative findings in Chapter Four, the
following strategic management model is proposed, as shown in Figure 8.
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Inspired
and Strong
Leadership

Traditional Strategic
Planning

Transition to

Strategic
Management

Proper Implementation of
Strategic and Operational
Objectives

Strategic Formulation







Strategic Implementation

Clear vision, mission , and
values
Clear strategic and
operational objectives
Clear KPIs & Prioritization
Structured planning& budget
Resources allocation &
income
Lower staff’s involvement

















Top management support
Top management commitment
Middle management support
Middle management
commitment
Middle management skills
Lower staff’ commitment to
vision
Lower staff’s commitment to
objectives
Effective internal
communication & cooperation
Effective external
communication
Clear lower staff’ duties
Enough staff for
implementation
Strategic planning training
Alignment & integration
Control & timing
Financial resources & rewards

Strategic Evaluation










Middle management
evaluation
Linking strategic planning
with performance
management
Monitoring performance &
evaluation
Internal & external
monitoring
Technological resources &
reporting
Organizational structure &
HR
Modifying organizational
culture
Performance review and
sharing

Figure 8: Proposed Strategic Management Model

The above model sub-divides the variables that are closely related to the
transition from strategic planning to a strategic management approach in its
three stages, namely, strategic formulation, strategic implementation and
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strategic evaluation. Moreover, the proposed model reflects the fact that
inspiring and strong leadership is considered one of the variables that are
closely related to the transition from strategic planning to strategic
management. The proposed strategic management model is discussed
below.
6.1 Elements Related to the Strategic Plan Formulation Stage
It should be remembered that the findings of the quantitative analysis of the
present research reported that there is a moderate positive relation between
the proper implementation of both strategic and operational objectives and
such variables as developing a clear vision; having a clear mission
statement; developing clear strategic objectives, clear operational objectives,
clear performance indicators, and prioritized performance indicators;
following a structured process by means of a planning manual; developing
an operational plan for each unit; developing an allocated fixed budget for
each activity; allocating the resources needed for new initiatives; allocating
new income generation plans; involving lower-ranking staff.
Developing a clear organizational vision with clear strategic and operational
objectives will give governmental staffat all levels a clear idea of their future
direction. Developing clear vision would be useful for organizations that want
to guide employees clearly in their duties and to reduce conflict between
members of staffand between departments. It is also worth repeating that
involving lower-ranking staff in the strategic development stage would
ensure their loyalty to the process. Moreover, when a public organization
clearly prioritizes its performance indicators and properly aligns its vision
with lower staff‟ operations, this helps to fulfill the desired initiatives, goals
and objectives and enhance its performance.
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However, even though the participants in the research appreciated the
above elements of a successful strategic plan formulation stage, they did not
put the elements at the top of their list of elements for the successful
implementation of strategic and operational objectives. It may be inferred
from the findings that many participants in the research would provide the
needed effort to fulfill the organization‟s objectives even if they were not fully
involved in the development process in terms of developing the vision, the
performance indicators, the planning manual and other action and income
plans. It may also be assumed that these participants might take part in the
achievement of the strategic and operational objectives with minimum
resources and with acceptable technologies. According to the findings, the
above scenario might materialize if the top management ensured that other
important elements were providedthat related closely to successful
implementation, such as adequate training, commitment and support from
top and middle management. If this is indeed the case, top management
should be expected to acknowledge such a spirit and make use of it to
activate strategies leading to efforts to change. It may be recalled that such
findings partially contradict the literature review, because governmental
organizations advised the adoption of a structured process to effectively
achieve the strategic and operational objectives: they need to use a planning
manual, develop an operational plan for each unit, align a fixed financial
budget to each operational objective, develop new income generation plans,
allocate the resources needed to fund new strategic initiatives andprovide
adequate financial and technological resources.Additionally, in the literature,
organizations are expected to establish initial agreement with internal
employees at the beginning of the strategic plan formulation stage. Such
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agreement would specify strategic planning and explain the reason for
undertaking it, the steps of the planning process, the desired outcomes,
roles and responsibilities and the strategy for allocating resources.The
agreement would be expected to generate such benefits as the recognition
of employees, effective internal communication and cooperation, access to
the needed resources and the certainty of top management support in the
transition period.
6.2 Elements Related to the Strategic Implementation Stage
According to the quantitative data analysis in Chapter Four, the findings of
the present research indicate that there is a strong positive relation between
the proper implementation of both strategic and operational objectives and
variables such as top management commitment to vision, top management
decisions linked with vision, a results-orientedtop management andtop
management support.
Governmental organizations need to have visible members of top
management who provide the required support and are committed in terms
of vision, time and energy at the implementation stage, focusing on the
desired

results

and

outcomes.

Managing

for

results

requirestop

management to ensure that all divisions and business units have their own
business plans in order to translate strategies into actions. Additionally, in
order to provide accountability for results, top management needs to assign
the greatest responsibility for implementation to middle management or
operating units to flesh out and oversee the implementation at all
organizational levels.
According to the data analysis, the findings also indicate that there is a
strong positive relation between the proper implementation of both strategic
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and operational objectives and variables such as middle management
support, middle management commitment to vision, and proper middle
management

skills.

Although

middle

managers

in

governmental

organizations are spending most of their time and effort on short-term
activities and leaving long-term ones to top management, who prefer a
centralized approach to strategic management, it is worth noting that strong
middle management commitment and support to the implementation of the
strategic plan will encourage lower-ranking members of staff to fulfil their
obligations and responsibilities in achieving operational objectives because
they will feel as though they own or are committed to the strategic
management process. Moreover, the involvement of skilled middle
managers in the strategic planning process would improve organizational
performance, because they play a crucial central role in implementing
strategic management and can inform top management about operational
performance. Hence, they prepare an organization for the future, maximize
the use of its resources, help in strategic decision making, identify suppliers
and customers‟ problems, perform strategic activities and adapt to changes
in its circumstances.
Moreover, the findings reported that there is a strong positive relation
between the proper implementation of both strategic and operational
objectives and variables such asintegration and cooperation between the
formulation and implementation groups. To effectively implement strategic
plans, top management are asked to play a major role not only in the
formulation stage, but also in the implementation stage of the strategic
planning process. Top management need to effectively integrate the several
activities of the different departments within the organization to help carry
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out the organizational mission through the best integration of processes,
structures, resources and people. In terms of effective cooperation between
the formulation and implementation groups, top management is expected to
outline clear duties, authorities and methods of communication between the
two groups. The tight relationship and collaboration between the formulation
and implementation groups would minimize conflicts and would encourage
knowledge sharing and evaluation between the planning and the actual
outcomes.
Additionally the quantitative findings of the present research revealed that
there is a strong positive relation between the proper implementation of both
strategic and operational objectives and such variables as adequate training
in strategic management and understanding the strategic management
process before implementation. If governmental organizations want to
implement strategic and operational objectives effectively, they are expected
tosecure adequatetrainingin strategic planning, knowledge of the strategic
plan on the part of lower-ranking staff, clear duties for these people and a
general understanding of the strategic planning before it is implemented.
Moreover, it should be recalled from the literature, as noted before, that
countries have lately begun to value a service-based economy, where
services are considered central to creating value. For this reason, frontline
employees play a critical role in the success of private or public service
organizations, since they link the external stakeholders with the operations
inside the organization. Thus, to ensure the firm engagement of employees,
it is vital to increase the level of frontline staff involvement in strategic
planning. On this basis, employees need to be trained in various issues
concerning the implementation of strategic plans and should be allowed to
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fully participate from the beginning of the formulation of strategy to the
evaluation of the strategic plan. This will help to ensure that all the
employees are involved in making decisions on both the formulation and the
implementing of strategic plans. It is also important that middle management
should combine several skills, such as effective communication, problem
solving

capabilities,

program

delivery

mechanisms,

legislative

and

leadership skills and the ability to influence others via the networks of their
organization in order to properly implement both strategic and operational
objectives.
It should alsobe remembered that the findings of the quantitative analysis of
the present research reported in addition that there is a moderate positive
relation between the proper implementation of both strategic and operational
objectives and such variables aseffective internal communication, internally
cascading strategic plans, effective cooperation between departments,
effective

cooperation

with

key

stakeholders,

proper

control

over

implementation, a vision aligned with lower-ranking staff‟ operations, enough
time for implementation, adequate technological resources, integration, no
competition between activities, allocating a fixed budget to each activity, an
adequate organizational structure andlower-ranking staff‟ commitment to
attaining objectives.
Basedon the above findings, the entire organization is expected to be
involved if it is to achieve the targeted organizational strategic and
operational objectives. Therefore, for the successful implementation of
strategies, the lower-level managers and the non-management employees
need to be adequately informed of the facts and issues regarding the
implementation of strategies. Otherwise, a lack of consensus on the
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information will affect several management levels and this creates barriers to
the successful implementing of the strategic plan. Moreover, effective
communication, as noted above, is considered among the most frequently
mentioned items responsible for the successful implementation of a strategy.
Therefore management needs to properly explain the duties, tasks and new
responsibilities that will devolve on employees. Close cooperation and
coordination within an organization are also needed between people who
have different functions and areas, to optimize the use of knowledge and to
enhance the creativity needed for problem solving. This being the case,
sharing communication and understanding among all the employees is a
crucial aspect of the strategy implementation process: hence, top
management needs to ensure that all the information concerning strategic
plans is at the disposal of all the employees. Moreover, involving different
stakeholders in the strategic planning process is very important for bridging
the gap between intentions and action and implementing the strategic plans
for the desired initiatives, goals and objectives.
Additionally, and based on the findings of Chapter four regarding the
strategic plan implementation stage, when measuring the quality of strategic
plan implementation in the researched organizations by comparing the mean
of 11 strategic plan implementation variables, as shown in Table 38, it
seems that respondents ranked 11 variables that can be considered leading
edge variables and practical implications to policy makers and practitioners
for effectively implementing governmental strategic plans.
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No

1

2

3

4
5

6
7

8

9

10

11

Ranking l Variables

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

We have effective
12.59
17.78
31.11
31.48
communication with the
public.
There is effective internal
14.44
20.37
28.52
31.48
collaboration between
most departments.
The lower-ranking staffs
11.11
27.41
31.85
25.56
are committed to attaining
our organizational
objectives.
Operational objectives are
9.63
26.67
37.41
24.81
implemented properly.
Our vision is aligned with
15.93
28.52
25.19
25.19
lower-ranking staff
operations.
Strategic objectives are
10.74
29.26
40.00
18.15
implemented properly.
We have effective internal
16.67
29.26
25.56
25.19
communication among all
employees.
Our strategic plan is well
15.93
20.52
31.11
20.37
understood before any
significant actions are
taken.
We have enough staff for
20.37
30.74
23.33
20.74
strategic planning
implementation.
The duties, tasks and
20.37
36.30
21.85
20.00
responsibilities are
properly explained to the
lower-ranking staff.
There is enough training
20.37
30.00
30.74
17.41
for employees.
Table 38: Quality of Strategic Plan Implementation

Strongly
agree
%

Mean

7.04

3.06

5.19

2.93

4.07

2.84

1.48

2.82

5.19

2.75

1.85

2.71

3.33

2.69

4.07

2.68

4.81

2.59

1.48

2.53

1.48

2.49

Having effective external communication with the public, public sector
organizations would have the opportunity to understand and identify the
exact needs of target groups. Hence, they would design proper strategic and
operational objectives that could be implemented adequately, and then
produce high quality services to meet or even exceed public‟ expectations.
Moreover, having effective internal collaboration between departments
would allow the easy flow of information and access to it that would help
departments to fulfill their key performance indicatorsand implementthe
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operational plan properly. It is also clear from the findings that respondents
considered lower-levelstaff commitment to attaining the organization‟s
objectives to be a key variable that promotes the quality of implementation of
the strategic plan. Without such commitment there is noway to achieve the
agreed operational and strategic objectives that according to respondents
are both also considered key variables for enhancing the quality with which
the organization‟s strategic plan is implemented. Additionally, the findings
reported that allying vision with lower staff operations would give the
respondents a clear view of the future direction, and would also help them to
accurately adjust their operations in alignment with the vision of the
organization, thus, enhancing the quality of implementation.
Having effective internal communication between all employees and
understanding strategic plans before their implementation would also in the
view of participants increase the quality of strategic plan implementation.
Having this in mind, the employees would be ready for any unexpected
changes during implementation, and would also be ready to solve current
and potential problems.
Additionally, according to the respondents, assigning enough staff for
implementation would reduce the pressure among employees and help to
implement the operational and strategic objectives as scheduled. At the
same time, explaining the tasks and duties clearly to lower staff would
reduce conflicts and will clear their roles in the implementation process.
Moreover, providing proper training to lower-rankingstaff would also enhance
the quality of strategic plan implementation because it would equip them with
the knowledge and skills that help to achieve the organization‟s objectives.
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6.3 Elements Related to the Strategic Evaluation Stage
It is important to recall that the quantitative findings of the present research
also

indicate

a

strong

positive

relationship

between

the

proper

implementation of both strategic and operational objectives and the linking
strategic planning with performance management. The findings also reporta
moderate positive relation between the proper implementation of both
strategic

and

operational

objectives

and

such

variables

as

middlemanagement performance evaluation,monitoring performance, the
proper and frequent evaluation of strategic plan, a solid reporting system
that links implementation with an individual„s performance, reviewing
performance data continuously, the sharing of organizational performance
with the public, evaluating top management‟s performance, modifying
regulations on human resources and modifying the organizational structure.
However, although the above findings are supported in the literature and
were appreciated by the researched organizations, participants still
considered their priority to be that of linking strategic management with
performance management at all organizational levels. Although strategic
management

identifies

performance

measures

that

bring

important

information to strategy reviews and updates of effort, it is not yet
systematically linked to performance management systems at the level of
managing

and

organizations

operating

do

not

the

closely

program,

since

many

connect

strategic

public

management

sector
and

performance management. Without such linkage, accordingly, strategic
management might generate poor decisions and improper actions that would
prevent the organization from moving effectively into the future. Thus, public
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managers

need

to

properly

integrate

strategy

with

performance

management to much greater advantage.
To this end, top managers need to ensure that strategic plans are linked
directly to performance management systems at each organizational level in
order to re-direct their strategic planning to a strategic management
approach. Moreover, to ensure a proper linkage between strategy and
performance management and to improve performance, top managers are
expected to be able to help employees to make use of change, to remove
barriers, to redesign the organizational structure, to develop a productive
culture, to secure additional resources and to institute new arrangements for
service delivery. Hence, it is worth noting that the comprehensive
performance management of public sector organizations needs to be
oriented in part to advancing the overall strategy by using the performance
information to improve performance and to implement strategies effectively.
It is also important that organizations, to ensure a proper strategy
implementation process, need to analyze and develop their organizational
structure, organizational culture, power and conflicts and receive up-to-date
information that facilitates learning. This would enable organizations to
significantly increase their capacity to meet new challenges and create
public value over the decade to come.
According to the findings of Chapter four regarding the strategic plan
evaluation stage, when measuring the quality of strategic plan evaluation in
the researched organizations by comparing the mean of 7 strategic plan
evaluation variables as sgown in Table 39, the respondents ranked 7
variables as possible leading edge variables, which can effectively evaluate
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strategic governmental plans; they have practical implications for policy
makers and practitioners.
No

Variable

Strongly
disagree
%

Disagree
%

Neutral
%

Agree
%

Strongl
y
agree
%

17.78

20.74

32.59

24.07

4.81

2.77

20.00

5.19

2.72

21.11

3.33

2.66

18.15

5.93

2.63

20.74

3.33

2.63

16.67

3.33

2.63

10.74

4.81

2.30

1

Top management has no problem in
reporting on its performance.

2

Top management reviews
17.41
23.33
34.07
performance data on a regular basis
for making decisions and taking
corrective action to improve the
organizational performance.
Top management monitors external
18.15
25.93
31.48
trends and internal performance
continuously and revises strategy if
needed.
Top management links the
20.74
25.93
29.26
implementation of organizational
objectives with individual
performance appraisals.
Top management monitors
18.52
27.78
29.63
performance measures to ensure the
proper implementation of strategic
plan.
Our strategic planning process is
16.30
27.78
35.93
closely linked with the performance
management processes at all
organizational levels.
Our organization is communicating
31.48
27.78
25.19
its performance information to a wide
range of external stakeholders on a
regular basis.
Table 39: Quality of Strategic Plan Evaluation

3

4

5

6

7

Evaluating top management performance according to the findings is ranked
by respondents as one of the primary key variables that enhance the quality
of strategic plan evaluation. It is worth noting that this would enhance the
transparency and credibility of organizations, for it would end the fear of
discussing their own performance freely with others. The environment thus
created would help in critically evaluating and reviewing individuals‟
performance and consolidate relationships among all employees from top
management to lower-ranking staff. Moreover, the respondents in the
present research reported that reviewing organizational performance
continuously and monitoringinternal and external trends are also considered
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Mean

key variables that enhance the quality of strategic plan evaluation. By
adopting them, organizations would have the opportunity to take prompt
corrective action and allocate different resources whenever needed.
Reviewing performance regularly and monitoring internal and external trends
would also help organizations to cope with a changing environment and
adapt to it effectively.
Additionally, the findings revealed that linking the implementation of
organizational objectives with individuals‟ performance is reported by
respondents as one of the key variables that would raise the quality of
strategic plan evaluation. It is important to note that such variables would lay
the foundation for motivating staff and financially rewarding them, thus,
clearly identifying employees‟ role in the achievement of operational and
strategic objectives. Finally, the respondents reported that linking their
organizational strategic plan with performance management systems and
sharing the performance of the organization with external stakeholders are
among the key variables that would ensure the quality of the strategic plan
evaluation. Having an effective performance management system would
produce high quality information about the exactly which individuals were
responsible for the organizational performance. Such information might be
compared with the agreed targets to determine suitable corrective actions.
Sharing the organizational performance with the external public, as
mentioned above, would enhance widespread trust and ensure support
during and after the implementation of the strategic plan.
6.4 Elements Related to Inspiring and Strong Leadership
The findings of the present research reveal that there is a very strong
positive relation between inspiring and strong role model leaders and three
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related variables, namely, top management‟s ensuring process integration:
top management‟s commitment to vision: and top management support.
There is a close relationship between strategic and operational objectives
and these core leadership variables, found in inspiring leaders who are
strong role models, help to carry out the chosen strategy. Hence these
variables are likely to be closely related to the completeness of the transition
from strategic planning to strategic management.
It seems from the findings that most participants considered that the above
three variables are the most important considerations in the list ofvariables
related to strong and inspiring leaders.The integration between processes,
structures, resources and people, as noted above, is considered one of the
key components of successful strategic implementation by management.
Such integration enhances the relationship between leaders and their
subordinates, who feel that theirleaders are doing their best to equip them
with the needed resources and to facilitate the working processes and
procedures. For strategic planning to be effective, leaders are expected to
be fully committed to the vision of their organization. This helpsits employees
to change whatever needs changing and encourages effective partnership
throughout the strategic management process by converting intentions to
actions. In this way, a living strategic plan is created to direct the
organization towards attaining its service delivery goals and objectives. This
also encourages employees to do the same and be more committed to their
organizational vision. Moreover,leaders are expected to provide full support
to employees and middle management from the earliest formulation of the
plan and all through its implementation. Proper personal and financial
support from top leaders would enhance their image as role model
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leadersamongthe employees. In this case, employees would be fully
encouraged to fulfill their obligations and even forgive top management for
their failures and mistakes.
The findings of the present research show too that there is a strong positive
relation between inspiring and strong role model leaders and two further
related variables:results-oriented top management and the modifying of the
organizational culture. In addition, the findings of the present research show
that there is a moderate positive relationship between inspiring and strong
role model leaders and the following seven related variables: the evaluation
of top management‟s performance, modifying the organizational structure,
monitoring internal and external trends, modifying human resources
regulations,

linking

implementation

with

individuals‟

performance,

continuously reviewing performance, allocating needed resources and
internally cascading the strategic plan to all levels within the organization.
To effectively implement strategic plans, top management need to play a
major role not only at the formulation stage, but also at the implementation
stage

of

the

strategic

management

process

(Poister

2010).

Top

management asked for the effective conjunction of the activities in various
departments within the organization to help carry out the organizational
mission through the best possible integration of processes, structures,
resources and people. For an implementation process to be effective,
moreover, members of top management are expected to set a good
example and be viewed as role models of strong and inspiring
leadership.Leaders in the public sector are considered important for the
future of the country. As leaders, they are also expected to be creative and
take the best decisions even when the strategies are different and unusual.
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In order to provide high quality services, they need to be willing to accept
risk and be able to respond quickly to changing conditions (Plant 2009;
Poister 2010).
Generally speaking, in the findings of the present research, although they
appreciate other related variables, as mentioned above, most of the
participantsput the following variables at the top of their list for the successful
transition from traditional strategic planning to the strategic management
approach. The variables that are closely related to this transition are
inspiring and strong leadership, commitment to vision among the top
management, links between the top management decisions and vision, top
management commitment to managing for results, top management support,
middle management commitment to vision, proper middle management
skills, integrationbetween processes, structures, resources and people,
cooperation between formulation and implementation groups, adequate
training for strategic management, understanding the management process
and

proper

implementation

andlinking

strategic

management

with

performance management. It is particularly worth noting that these variables
are expected to increase the satisfaction level inthe governmental
organizations under scrutiny. This is because linking top management
decisions to strategic management and providing the needed support from
inspiring and strong leaders to governmental staff will ensure positive
outcomes and long-term growth and sustain competitive advantage.
Moreover, for strategic implementation to be effective and to increase the
satisfaction level, leaders need to ensure that governmental staff use
planning manuals and have the needed strategic management knowledge
and skills before and during the implementation stage. Additionally, to
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implement organizational objectives, especially operational ones, and also to
enhance the satisfaction level, leaders are expected to ensure having
adequate

cooperation

and

coordination

between

formulation

and

implementation groups as an effective tool to strategic management. The
satisfaction level would be also enhanced if leaders reviewed the
organizational performance continuously to provide the needed resources
and make the right adjustments to achieve the agreed outcomes of the plan.
Moreover, linking implementation with performance management will provide
employees with a clear idea of their duties and responsibilities, and hence a
clear idea of their role in the implementation of the organizational objectives.
This will lead to fair rewards and compensation that will enhance staff‟
motivation and commitment. However, the findings indicated that there is a
very weak negative relation between gender and both strategic and
operational objectives. This reflects the fact that the organizations in
question provide equal opportunities and rolesin achieving organizational
objectives for their male and female employees. The findings also make it
clear that there is a very weak negative relation between organizational size
and the strategic and operational objectives. This reflects the fact that the
implementation of organizational objectives is independent of the size of the
organization. This finding on the one hand contradicts the literature: many
authors have argued that larger organizations plan more than smaller ones
do because they have more resources andmore capacity to recognize
environmental change. Thus, they are more likely to achieve their
organizational objectives. On the other hand, this finding is supported in the
literature, since smaller organizations with smaller stafftend to havea more
effective process of internal communication andgreater opportunity to
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involve their employees in the development of their strategic and operational
objectives, thus increasing their commitment to achieving these objectives.
The findings moreover show that there is a very weak negative relation
between managerial level and the working experience of both strategic and
operational objectives. This is true only when the researched organizations
make great efforts to develop and train the staff to engage in strategic plan
formulation, implementation and evaluation. It is also true if these
organizations enhance the communication and cooperation between staff,
teams and departments. It might be assumed from this finding that the
participants in the present research would provide the needed efforts to
achieve the strategic and operational objectives if they were equipped with
sufficient strategic management knowledge and skills, despite their lack of
experience and regardless of their positions in the organizational hierarchy.
Moreover, the findings interestingly reported that there is a weak positive
relation between both strategic and operational objectives and the
importance of strategic planning by middle management and lower-ranking
staff. This finding contradicts the argument that the more employees
appreciate the strategic management, the greater their loyalty and buy-in to
implementing the plan. However, it seems from the findings that the
participants in the present research would effectively participate in attaining
the strategic and operational objectives, despite their own low importance in
strategic management. This result may be due to personal factors such as
self appraisal, or cultural factors such as patriotism. Whatever the source,
this result may open a window to future researchers interested in studying
this surprising phenomenon.
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The findings also reported that there is a weak positive relation between
both strategic and operational objectives and variables such as the
involvement of internal and external consultants, the private sector and the
external public in effective external communication. Although these variables
were appreciated in the literature as successful variables for implementing
organizational objectives, it could be argued that the participants in the
present research feel that these variables are not as important as other
variables, such as top and middle management support, adequate training
and adequate performance management systems. It could also be argued
that participants prefer not to have highly involved external stakeholders, so
as to reduce their influence and control over the implementation. This view is
supported by several authors in the literature, who recommend not involving
the external public, or only partially involving it in the processes of strategic
formulation and implementation. The findings moreover suggest that there is
a weak positive relation between both strategic and operational objectives
and variables such as enough staff for implementation and lower-ranking
staff‟ being committed to the organization‟s vision. Although these variables
were addressed in the literature as important drivers for the successful
implementation of objectives, it can be assumed that participants were not
addressing them as top requirements; other variables such as lower-ranking
staff‟ involvement in formulating objectives and lower-ranking staff‟
commitment to achieving those objectives seemed more important. If this is
the case, top management would meet with resistance from lower-ranking
staff to the achievement of organizational objectives, if they were not fully
aware of the vision or not involved in developing it. Moreover, it seems from
the findings that participants would effectively try to fulfill the organizational
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objectives even there were not enough of them to do so adequately. This
result may reflect the fact that participants have no problem with working
under intense pressure. It is worth saying that top management need to
consider this as one of the key success factors in implementing strategic
management decisions.
Interestingly, the findings additionally reported that there is a weak positive
relation between both strategic and operational objectives and the
availability of adequate financial resources. As mentioned before, securing a
fixed budget for each activity and initiative would tend to help organizations
to properly fulfill their strategic and operational objectives. This is found in
the literature, for budgeting is considered a cornerstone in the successful
implementation of strategic management. However, it can be assumed from
the findings that participants were not considering the availability of financial
resources as a serious challenge and they are committed to achieving
objectives even with limited financial resources. More interestingly, the
findings also reported that there is a very weak positive relation between
both strategic and operational objectives and the availability of adequate
reward systems. It is worth noting that, as mentioned above and confirmed
in the literature, developing an adequate reward system would enhance
theloyalty of employeesand their motivationto successfully achieve both the
strategic and the operational objectives of their organization. Nonetheless, it
seems from the findings that most participants in the current research would
provide the requisite efforts to achieve their objectives even under weak
reward systems. Such a result may be due to cultural or personal motives
and also suggests a worthwhile avenue for future research.
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7. Conclusion
Strategic management up to the next decade requires to playa more critical
role than at present. If public sector organizations want success in the coming
decade, they will have to anticipate new challenges and problems, effectively
respond to them, think strategically and manage for results. The next decade
requires public sector organizations to shift from traditional strategic planning
to more strategic management approach.
It seems from the literature that previous research has focused almost
exclusively upon developed countries such as the USA and the UK, as well
as some emerging economies such as China, and not on developing
countries in the Arab world, for instance, the Kingdom of Bahrain. This gap
in the knowledge provides the justification for the present research.It is also
important to note that the main objective of the research proposed here is to
investigate strategic management practices in public sector organizations in
the Kingdom of Bahrain. More specifically, this research explores the
strategic

formulation,

implementation,

and

evaluation

process

in

governmental organizations in Bahrain, and then the research explores the
elements that are related to successful strategic management approach in
these organizations.
To meet the research objectives and to answer the research questions, the
current research adopts structured interviews at an exploratory stage in
order to get a feel for the key issues in the strategic management practices
of the government organizations in Bahrain before using a questionnaire to
collect descriptive data. The present research also adopts a descriptive
design to provide information about the behavior, attitudes, and other
characteristics of governmental employees in the public sector of Bahrain.
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The sample population in this research came from low and high-ranking
officials in the country‟s governmental organizations. As a survey instrument,
non-probability sampling was used in the qualitative data collection with
structured interviews, and probability sampling was also used in the
quantitative data collection with a questionnaire. The survey strategy in a
form of cross-sectional research was more appropriate in the present
research than other research strategies because it could help the present
researcher to examine the relationships between the variables and to
suggest and produce a model of these relationships.
The findings of the present DBA research have several practical implications
for public-sector policy makers and managers. Based on the analysis and
the findings of the research, it seems that the strategic management process
was not effective in the researched organizations in the strategic formulation
stage, the strategic implementation stage, or the strategic evaluation stage.
This was found even though half of all participants indicated that the top
management, middle management, and lower-ranking staff in their
organizations see strategic management as beneficial and consider it to be
critical to their organization‟s success. The average was low in the three
stages because most of the governmental organizations that were
investigated had developed their strategic vision with low and limited
involvement from the internal and external audience. Moreover, these
organizations did not adequately prioritize their strategic goals and initiatives
and did not properly align them with their vision; they did not adequately
align their business plan with the organizational strategic plan; and they did
not properly measure performance or adequately report their results.
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Furthermore, the findings of the present research revealed that there is a low
satisfaction level with the formulation, implementation, outcomes and
strategic management process within their organizations, because the
involvement of lower-grade staff in the formulation of the strategic plan was
tenuous. The approach that was taken when formulation the strategic plan
was top-down instead of bottom-up and therefore they were not centrally
involved in formulating their own goals and objectives. This omission tends
to lower the employees‟ understanding of the organization‟s activities and
does little to ensure their commitment, ownership or willingness to attain its
goals and objectives, thus, not improving the working environment and not
securing good practical implementation. Most of the participants were not
satisfied, also, because the efforts of their organizations to engage in
strategic planning were not meaningful, through failing to identify and
develop the strategies which help to achieve the desired results: they also
failed to put strategic plans into action and link them to the methods of
implementation. Moreover, most of the participants were not satisfied
because the organizational structure in their organization was centralized
and not amenable to proper communication. In addition, most of the
participants were dissatisfied because their organizations were not using
adequate technology and lacked a sound reward system.
The present research also revealed that the average amount of progress in
the transition from strategic planning to strategic management approach in
most of the organizations surveyed was limited, in that most of the top
managers were not committed to managing for results, and they played no
critical role in shifting their organizations from strategic planning to strategic
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management. However, some of the organizations were found to be at the
start of such a transition and this may be a good sign.
The present research reported that many strategic management variables
are closely related to this transition. Such variables should be viewed as
leading edge elements and practical implications that help to successfully
implement the strategic and operational objectives of governmental strategic
plans, thus helping these organizations to successfully apply the strategic
management approach.Additionally, as noted above, part of the present
research objectives has been to gauge the progress of the transition from
strategic planning to the strategic management approach. Building on the
hopeful sign that some organizations were already starting the transition
process, it is proposed to extend this approach to the public sector
organizations of the country in order to ensure that their strategic plans are
part of a strategic management framework. Another part of the purpose is to
ensure the execution and implementation of Bahrain‟s strategic plan and
vision for the year 2030, thus improving performance in the public sector and
the quality of life for its citizens.
To implement strategies effectively, it is essential to move from traditional
strategic planning to the approach to strategic management which involves
continuously managing the overall strategic agenda of an organization. To
complete this move, it would be interesting in future research to study the
transition from performance measurement to performance management, and
to study the integration of strategy and performance management in public
sector organizations.
This DBA research claims to be innovative because in the literature so far,
no doctoral research has been conducted in the field of strategic
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management in the public sector of Bahrain. This research will be the first of
its kind becauseit is one of the first studies to focus on these processes with
reference to the new strategy of Bahrain for 2030. Moreover, the primary
intended contributionof the present research is to help address the
sparseness of empirical evidence and practical implications on strategic
management, so as to increase the ability of policy makers, strategic
planners, and practitioners to formulate and implement better strategic plans
in the future.
However, in viewing research findings, a researcher should be aware of their
limitations. The first limitation was using cross-sectional data,which might
limit the attempt to generalize the findings of the present research, because
it tends to ignore the time-frame for carrying out the strategic plan, which is
generally between three and five years. The second limitation was
addressing the perceptions of the respondents rather than the analysis of
strategic management at the organizational level, since the perceptions of
respondents may be different from the nature of the practices themselves;
hence, such limitations could be seenas an avenuefor future research.But,
despite these limitations, the present research is believed to shed some light
on strategic management practices of the public sector organizations in the
Kingdom of Bahrain.
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9. Appendixes
9.1 A1: Questionnaire - English

Research on Strategic Management Practices in the Kingdom of Bahrain

Instructions for completing the Questionnaire

Dear Participant,
This survey is designed to investigate the strategic management practices in
governmental organizations in the Kingdom of Bahrain, so that we can scientifically
improve these practices.
If you would like to receive a summary of the results of this research, please provide
your e-mail address below.
E- mail:
------------------------------------------------------------------------------------------------------

Your responses will be completely ANONYMOUS and CONFIDENTIAL and will be
used only for RESEARCH PURPOSES.

Thank you in advance for your kind co-operation.

Wajdi Abu Shabab
Doctoral Candidate – Bradford University School of Management
Email: wajdi@career-me.com – telephone: 0097333318731 – Kingdom of Bahrain
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Part one: Strategic Plan Formulation
Question (1): Please, identify to what extent you agree or disagree with each one of the following statements in
relation to the situation within your organization. Please tick the appropriate number.
Strongly
disagree
Disagree
Neutral
Agree
Strongly
agree
1
We have a clear vision.
1
2
3
4
5
2

We have a clear mission statement.

1

2

3

4

5

3

We have clear organizational values.

1

2

3

4

5

4
5
6

We have clear strategic objectives.
We have operational objectives.
We have developed clear performance
indicators.
We have clearly prioritized our performance
indicators.
Staffs in lower grades have been involved in
strategic planning development.
The internal advisors have played a significant
role in strategic planning development.
The external consultants have played a
significant role in strategic planning
development.
We have adequate financial resources for
strategic planning.
We have adequate technological resources
for strategic planning.
Our strategic planning procedures can be
described as largely structured with using
planning manual.
Developing new ways of raising income is a
major part of our strategy.
Our organization welcomes private-sector
involvement and partnership with others.

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

7
8
9
10

11
12
13

14
15

Part two: Strategic Plan Implementation
Question (2): Please, identify to what extent you agree or disagree with each one of the following
statements in relation to the situation within your organization. Please tick the appropriate
number.
Strongly
disagree
Disagree
Neutral
Agree
1
2
3
4
5
6

Our vision is aligned with lower staff
operations.
There is a link between strategic planning and
the decision-making process.
Our strategic plan is well understood before
any significant actions are taken.
We have effective internal communication
among all employees.
We have effective communication with the
public.
There is effective internal communication and
collaboration between most departments.
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Strongly
agree

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

7

We have enough staff for strategic planning
1
2
3
4
implementation.
8 There is enough training for employees.
1
2
3
4
9 Strategic objectives are implemented
1
2
3
4
properly.
10 Operational objectives are implemented
1
2
3
4
properly.
11 Divisional managers have the right knowledge
1
2
3
4
and skills for strategic planning.
12 Lower-ranking employees are familiar with
1
2
3
4
strategic planning.
13 The duties, tasks and responsibilities are
1
2
3
4
properly explained to the lower staffs.
14 The lower staffs are committed to attain our
1
2
3
4
organizational objectives.
Question (3): Please, identify to what extent you agree or disagree with each one of the following
statements in relation to the situation within your organization. Please tick the appropriate
number.
Strongly
disagree Disagree
Neutral
Agree

5
5
5
5
5
5
5
5

Strongly
agree

1

Top management set good role models of
strong and inspired leadership.

1

2

3

4

5

2

Top management ensures the best possible
integration of processes, structures,
resources and people.
Top management is committed to the
implementation of our vision.

1

2

3

4

5

1

2

3

4

5

Top management supports us in the
implementation of the strategic plan.
Middle management is committed to the
implementation of our vision.
Middle management supports us in the
implementation of the strategic plan.
The lower level staffs are committed to attain
our organizational vision.
We have a solid reporting system using
adequate technology.
The reward systems encourage success.
Improving our current services is a major part
of our approach.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

3

4
5
6
7
8
9
10

Part three: Strategic Plan Evaluation
Question (4): Please, identify to what extent you agree or disagree with each one of the following
statements in relation to the situation within your organization. Please tick the appropriate
number.
Strongly
disagree
Disagree
Neutral
Agree
1

2

The evaluation of middle managers is based
largely on their contribution to the successful
accomplishment of the strategic plan.
The evaluation of lower staffs is based largely
on their contribution to the successful
accomplishment of the strategic plan.
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Strongly
agree

1

2

3

4

5

1

2

3

4

5

3
4
5
6

7
8
9
10
11

Top management sees strategic planning as
critical to an organization’s success.
Middle management sees strategic planning
as critical to an organization’s success.
Our lower employees believe that strategic
planning is beneficial.
There is proper relationship between the
groups for formation and those for
implementation.
There is enough time for strategy
implementation.
We have proper control over the
implementation stage.
We have proper strategic planning evaluation
at regular intervals.
There is no competition between activities.
We have proper organizational structure that
aids strategic implementation.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

Part Four: Transition process from strategic planning to strategic management
Question (5): Please, identify to what extent you agree or disagree with each one of the following
statements in relation to the situation within your organization. Please tick the appropriate
number.

1
2
3
4
5
6

7
8

9

10

11

Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

Key external stakeholders have been
involved in developing our strategic plan.
We have a solid collaborative relationship
with key external stakeholders.
All the units within our organization have
developed their own operational plans.
Top management is committed to managing
for results.
Top management uses strategic planning to
drive the decision-making process.
Top management aligns a fixed financial
budget to each operational objective.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Top management allocates the needed
resources to fund new strategic initiatives.
Top management cascades the strategic
plan internally all the way down the
organization.
Top management links the implementation
of organizational objectives with individual
performance appraisals.
Top management monitors performance
measures to ensure the proper
implementation of strategic plan.
Top management monitors external trends
and internal performance continuously and
revises strategy if needed.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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12

13
14

15

16

17

18

Top management reviews performance data
on a regular basis for making decisions and
taking corrective action to improve the
organizational performance.
Top management has no problem in
reporting on its performance.
Top management has made some changes
in organizational structure to support the
strategic plan.
Top management has made some changes
in human resource practices to support the
strategic plan.
Top management has tried to modify
organizational culture to make it more
compatible with the strategic plan.
Our organization is communicating its
performance information to a wide range of
external stakeholders on a regular basis.
Our strategic planning process is closely
linked with the performance management
processes at all organizational levels.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Part Five: Satisfaction of Strategic Management
Question (6): Please, answer the following statements by ticking the appropriate box in
relation to the current situation within your organization.

1
2
3
4
5
6

Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

I am satisfied with my organization’s
strategic management process.
I am satisfied with the implementation of
strategic and operational objectives.

1

2

3

4

5

1

2

3

4

5

I am satisfied with my organization’s
strategic management outcomes.
I am satisfied with the time, cost, and
efforts spent in strategic management.
I am satisfied with the quality of services
delivery because of strategic
management.
I am satisfied with the overall
organizational improvement as a direct
result of strategic management process.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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Part Six: Please, provide us with the following information:
1. Number of full time employees
2. Your managerial level

Approximately:
□ Top management

□ Middle management

□ Expert

□ Employee

3. Gender

□ Male

□ Female

4. Number of years at organization

Mention number of years:

Thank you for your time and efforts in completing this survey.

Wajdi Abu Shabab
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9.2 A2: Questionnaire - Arabic

دراسة عن ممارسات اإلدارة اإلستراتيجية في القطاع الحكومي
بمملكة البحرين

لإلدارة االستراتيجية دور مهم في تحسين كفاءة وفعالية المؤسسات الحكومية ،ومن ثم رفع كفاءة
األداء وزيادة رضا المتعاملين عن الخدمات المقدمة لهم .وعليه فإن هذا المشروع البحثي من رسالة
الدكتوراه ،يهدف إلى دراسة ممارسات اإلدارة اإلستراتيجية للقطاع الحكومي في مملكة البحرين،
وذلك بهدف عمل توصيات تساهم في تحسين هذه الممارسات على أسس علمية سليمة.
إذا كنت ترغب في الحصول على ملخص لنتائج هذه الدراسة ،يرجى كتابة بريدك اإللكتروني:
البريد اإللكتروني -----------------------------------------------------------------------------:
علما بأنه سيتم استخدام البيانات المقدمة في هذا اإلستبيان ألغراض البحث العلمي فقط ،وسيتم التعامل
معها بمنتهى السرية مع ضمان عدم كشف هوية المشاركين.

شكرا لتعاونكم معنا.

وجدي عبد السالم أبوشباب
طالب دكتوراه في كلية اإلدارة بجامعة برادفورد – بريطانيا
Email: wajdi@career-me.com – telephone: 0097333318731
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أوال :إعذاد انخطت اإلستراتُجُت

س :1أرجى تحذَذ درجت يىافقتك أو عذو يىافقتك نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها.

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15

ٌذَٕا سؤَت ِسخمبٍُت واػست.
ٌذَٕا سساٌت ِإسسُت واػست.
ٌذَٕا لُُ ِإسسُت واػست.
ٌذَٕا أهذاف ئسخشاحُدُت واػست.
ٌذَٕا أهذاف حشغٍُُت واػست.
ٌذَٕا ِإششاث أداء واػست.
حُ حسذَذ أوٌىَاث واػست ٌّإششاث األداء.
ِىظف اإلداساث اٌسفًٍ فٍ ئػذاد خطخٕا اإلسخشاحُدُت.
و
َشاسن
َمىَ اٌّسخشاسوْ اٌذاخٍُىْ باٌّإسست بذوس هاَ فٍ ئػذاد خطخٕا اإلسخشاحُدُت.
اٌّسخشاسوْ اٌخاسخُىْ ٌهُ دوس هاَ فٍ ئػذاد خطخٕا اإلسخشاحُدُت.
حُ حخظُض ِىاسد ِاٌُت وافُت ٌؼٍُّت اٌخخطُؾ االسخشاحُدٍ.
ٌذَٕا حىٕىٌىخُا زذَثت ِالئّت ٌؼٍُّت اٌخخطُؾ االسخشاحُدٍ.
َخُ ئػذاد اٌخطت اإلسخشاحُدُت بطشَمت ِٕهدُت وباسخخذاَ دًٌُ حخطُؾ.
حطىَش ؽشق جدَذة ٌضَادة اٌذخً َؼخبش خضءا سئُسُا ِٓ خطخٕا االسخشاحُدُت.
حشزب ِإسسخٕا بّشاسوت اٌمطاع اٌخاص واٌششاوت ِغ اِخشَٓ.

ال
أوافق
بشذة
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

ال
أوافق

يحاَذ

أوافق

أوافق
بشذة

2
2
2
2
2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

ثانُا :تطبُق انخطت اإلستراتُجُت
س :2أرجى تحذَذ درجت يىافقتك أو عذو يىافقتك نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها.
يحاَذ
ال
ال
أوافق
أوافق
بشذة
3
2
1
َ 1خُ سبؾ ػٍُّاث ِىظفٍ اإلداسة اٌسفًٍ بشؤَت اٌّإسست.
3
2
1
 2هٕان حشابؾ بُٓ اٌخطت االسخشاحُدُت وػٍُّت احخار اٌمشاساث.
3
2
1
َ 3خُ فهُ خطخٕا اإلسخشاحُدُت بشىً خُذ لبً اٌمُاَ بخطبُمها.
3
2
1
 4هٕان حىاطً فؼاي بُٓ وً اٌؼآٍُِ فٍ اٌّإسست.
3
2
1
 5هٕان حىاطً فؼاي ِغ اٌدّهىس اٌخاسخٍ.
3
2
1
 6هٕان حىاطً فؼاي وحؼاوْ بُٓ وً اإلداساث اٌّخخٍفت فٍ اٌّإسست.
3
2
1
ٌ 7ذَٕا ػذد واف ِٓ اٌّىظفُٓ ٌخطبُك اٌخطت اإلسخشاحُدُت.
3
2
1
 8اٌّشاسوىْ فٍ حطبُك اٌخطت اإلسخشاحُدُت ٌذَهُ اٌخذسَب إٌّاسب.
3
2
1
َ 9خُ حطبُك األهذاف اإلسخشاحُدُت بشىً ِالئُ.
3
2
1
َ 10خُ حطبُك األهذاف اٌخشغٍُُت بشىً ِالئُ.
3
2
1
 11سؤساء األلساَ ٌذَهُ اٌّهاسة اٌىافُت ٌخطبُك اٌخطت اإلسخشاحُدُت.
3
2
1
ِ 12ىظفى اإلداساث اٌسفًٍ ٌذَهُ اٌّؼشفت إٌّاسبت ٌخطبُك اٌخطت اإلسخشاحُدُت.
3
2
1
 13حُ حىػُر اٌّهاَ واٌّسإوٌُاث بشىً ِٕاسب ٌّىظفٍ اإلداسة اٌسفًٍ.
3
2
1
ِ 14ىظفى اإلداسة اٌسفًٍ ٍِخضِىْ بخسمُك أهذاف اٌّإسست.
س :3أرجى تحذَذ درجت يىافقتك أو عذو يىافقتك نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها.

1
2

اإلداسة اٌؼٍُا حّثً ّٔىرخا َسخزي به ومُادة لىَت وٍِهّت.
اإلداسة اٌؼٍُا حؼًّ ػًٍ حأُِٓ أفؼً حشابؾ بُٓ األفشاد واٌؼٍُّاث اٌّخخٍفت.
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ال
أوافق
بشذة
1
1

أوافق

أوافق
بشذة

4
4
4
4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5
5
5
5

ال
أوافق

يحاَذ

أوافق

أوافق
بشذة

2
2

3
3

4
4

5
5

 3اإلداسة اٌؼٍُا ٍِخضِت بخطبُك سؤَت اٌّإسست.
 4اإلداسة اٌؼٍُا حساػذٔا بشىً وبُش فٍ حطبُك اٌخطت االسخشاحُدُت.
 5اإلداسة اٌىسطً ٍِخضِت بخطبُك سؤَت اٌّإسست.
 6اإلداسة اٌىسطً حساػذٔا بشىً وبُش فٍ حطبُك اٌخطت االسخشاحُدُت.
ِ 7ىظفى اإلداساث اٌسفًٍ ٍِخضِىْ بخطبُك سؤَت اٌّإسست.
ٌ 8ذَٕا ٔظاَ حماسَش فؼاي َؼخّذ ػًٍ حىٕىٌىخُا زذَثت.
 9إٌظاَ اٌّاٌٍ واٌسىافض َشدغ اٌّىظفُٓ ػًٍ حطبُك األهذاف واٌّبادساث.
 10حسسُٓ خذِاحٕا اٌساٌُت َؼذ خضءا سئُسُا ِٓ اسخشاحُدُخٕا.

1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5

ثانثا :تقُُى انخطت اإلستراتُجُت
س :4أرجى تحذَذ درجت يىافقتك أو عذو يىافقتك نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها.

َ 1خُ حمُُُ اإلداسة اٌىسطً ٌّذي ِساهّخها فٍ حسمُك اٌخطت االسخشاحُدُت.
َ 2خُ حمُُُ ِىظفى اإلداسة اٌسفًٍ ٌّذي ِساهّخهُ فٍ حسمُك اٌخطت االسخشاحُدُت.
 3حشي اإلداسة اٌؼٍُا أْ اٌخخطُؾ اإلسخشاحُدٍ َؼذ أِشا خىهشَا ٌٕداذ اٌّإسست.
 4حشي اإلداسة اٌىسطً أْ اٌخخطُؾ اإلسخشاحُدٍ َؼذ أِشا خىهشَا ٌٕداذ
اٌّإسست.
َ 5ؼخمذ ِىظفى اإلداسة اٌسفًٍ أْ اٌخخطُؾ اإلسخشاحُدٍ ِفُذ ٌٍّإسست.
 6هٕان حؼاوْ وحٕسُك بُٓ فشَك اػذاد اٌخطت االسخشاحُدُت وفشَك حطبُمها.
 7هٕان ولج وافٍ ٌخطبُك اٌخطت االسخشاحُدُت.
ِٕاسب ٌؼٍُّت حطبُك اٌخطت االسخشاحُدُت.
ة
 8هٕان سلابت
َ 9خُ حمُُُ اٌخطت اإلسخشاحُدُت بشىً فؼاي ِٓ ولج ِخش.
 10ال َىخذ حٕافس بُٓ األٔشطت اٌّخخٍفت ٌٍخطت االسخشاحُدُت.
ٌ 11ذَٕا هُىً حٕظٍُّ ِالئُ َذػُ ػٍُّت حطبُك اٌخخطُؾ االسخشاحُدٍ.

ال
أوافق
بشذة
1
1
1
1

ال
أوافق

يحاَذ

أوافق

أوافق
بشذة

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

رابعا :يذي انتحىل ين انتخطُط اإلستراتُجٍ إنً اإلدارة االستراتُجُت
س :5أرجى تحذَذ درجت يىافقتك أو عذو يىافقتك نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها.

َ 1شاسن اٌدّهىس اٌخاسخٍ فٍ ػٍُّت ئػذاد وحطىَش خطخٕا اإلسخشاحُدُت.
ٌ 2ذَٕا ػاللاث حؼاوْ لىَت ِغ أهُ اٌّإسساث اٌخاسخُت.
 3وً اٌىزذاث داخً ِإسسخخٕا أػذث خطؾ حشغٍُُت خاطت بها.
 4اإلداسة اٌؼٍُا ٍِخضِت بخسمُك إٌخائح اٌّخفك ػٍُها سابما.
 5اإلداسة اٌؼٍُا حسخخذَ اٌخطت اإلسخشاحُدُت فٍ ػٍُّت احخار اٌمشاساث.
 6اإلداسة اٌؼٍُا حخظض ُِضأُت ِسذدة ٌىً هذف حشغٍٍُ.
 7اإلداسة اٌؼٍُا حخظض اٌّىاسد اٌالصِت ٌخّىًَ اٌّبادساث اٌدذَذة.
 8اإلداسة اٌؼٍُا حٕشش اٌخطت االسخشاحُدُت فٍ وً األلساَ.
 9اإلداسة اٌؼٍُا حشبؾ حطبُك أهذاف اٌّإسست بؼٍُّت حمُُُ األداء ٌألفشاد.
 10اإلداسة اٌؼٍُا حمُس األداء ٌٍخأوذ ِٓ حطبُك اٌخطت االسخشاحُدُت.
 11اإلداسة اٌؼٍُا حشالب اٌّخغُشاث اٌخاسخُت واٌذاخٍُت دوسَا ٌخطىَشاالسخشاحُدُت.
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ال
أوافق
بشذة
1
1
1
1
1
1
1
1
1
1
1

ال
أوافق

يحاَذ

أوافق

أوافق
بشذة

2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5

12
13
14
15
16
17
18

اإلداسة اٌؼٍُا حشاخغ بُأاث األداء دوسَا الحخار اٌمشاساث واإلخشاءاث
اٌخظسُسُت ٌخطىَش األداء فٍ اٌّإسست.
اإلداسة اٌؼٍُا ال ِأغ ٌذَها ِٓ حمُُُ األداء اٌخاص بها.
اإلداسة اٌؼٍُا حمىَ بخطىَش وحؼذًَ اٌهُىً اٌخٕظٍُّ ٌذػُ اٌخطت اإلسخشاحُدُت.
اإلداسة اٌؼٍُا حمىَ بخؼذًَ بؼغ اإلخشاءاث فٍ اٌّىساد اٌبششَت ٌذػُ اٌخطت
اإلسخشاحُدُت.
اإلدساة اٌؼٍُا حمىَ بٕشش ثمافت ِإسسُت بٕاءة وداػّت ٌٍخطت اإلسخشاحُدُت.
َخُ ابالؽ اٌدّهىس اٌخاسخٍ دوسَا بٕخائح ِماَُس األداء ٌٍخطت اإلسخشاحُدُت.
اٌخطت االسخشاحُدُت ِخشابطت بشىً لىٌ ِغ ػٍُّت ئداسة األداء فٍ وً
اٌّسخىَاث اإلداسَت باٌّإسست.

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

خايسا :يذي انرضا عن انخطت اإلستراتُجُت
س :6أرجى تحذَذ درجت انرضا أو عذو انرضا نكم ين انعباراث انتانُت بانتطبُق عهً انًؤسست انتٍ تعًم بها .

1
2
3
4
5
6

دسخت اٌشػا ػٓ ػٍُّت اٌخخطُؾ اإلسخشاحُدٍ فٍ ِإسسخٍ.
دسخت اٌشػا ػٓ حطبُك األهذاف اإلسخشاحُدُت فٍ ِإسسخٍ.
دسخت اٌشػا ػٓ ػٍُّت حطبُك األهذاف اٌخشغٍُُت فٍ ِإسسخٍ.
دسخت اٌشػا ػٓ اٌّخشخاث إٌهائُت ٌّإسسخٍ.
دسخت اٌشػا ػٓ خىدة اٌخذِاث اٌخٍ ٔمذِها فٍ ِإسسخٍ.
دسخت اٌشػا ػٓ اٌخطىس اٌؼاَ ٌّإسسخٍ وٕخُدت ٌؼٍُّت اٌخخطُؾ اإلسخشاحُدٍ.
سادسا :يعهىياث عايت

غُر
راض
بشذة
1
1
1
1
1
1

غُر
راض

يحاَذ

راض

راض
بشذة

2
2
2
2
2
2

3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5
5

أرجى تىفُر انبُاناث انتانُت:
1

ِا هٍ اٌفخشة اٌخٍ حغطُها خطخىُ
اإلسخشاحُدُت؟

أروش ػذد اٌسُٕٓ:

2

ػذد اٌّىظفُٓ اٌذائُّٓ بّإسسخىُ

حمشَبا:

3

ئسُ ِإسسحه

4

ِسخىان اإلداسٌ

5

اٌدٕس

6

ػذد سٕىاث ػٍّه فٍ اٌّإسست

ئداسة ػٍُا
ئداسة دُٔا

□
□
□

روش
أروش ػذد اٌسُٕٓ:

شاكرَن حسن تعاونكى
انباحث /وجذٌ أبىشباب
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ئداسة وسطً

□

أخشي

□

أٔثً

□

B1: Interview - English

Name of participant:
Position:

Organization:
Date:

Section 1: Strategic plan formulation
No
1
2
3
4
5
6

Question

Answer

To what extent your organization has
developed clear vision, mission, and values
statements?
To what extent your organization has
developed clear strategic goals and
objectives, and performance indicators?
To what extent the lower staffs have been
involved in strategic planning
development? And why?
To what extent the external stakeholders
have been involved in strategic planning
development? And why?
To what extent your organization has
developed an appropriate organizational
structure? Please give real examples.
To what extent your organization has
adequate financial and technological
resource for the strategic planning process?

Section 2: Strategic plan implementation

No
7
8
9
10
11
12

Question
To what extent your organizational vision
is guiding decision making at all levels?
Please give real examples.
To what extent there is an effective internal
communication among all employees?
Please give real examples.
To what extent there is an effective internal
communication with external public?
Please give real examples.
To what extent the internal staffs are
commitment to attain the goals and
objectives? Please give real examples.
Do you think that top management sets a
good as a role model of strong and inspired
leadership? And why?
To what extent top management supports
employees in the implementation of
organizational objectives? Please give real
examples.
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Answer

13

To what extent middle management is
commitment to the implementation of the
strategic plan? Please give real examples.

14

To what extent your organization has a
solid reporting system using adequate
technology?

15

To what extent the reward systems at your
organization are providing incentives for
success? Please give real examples.

Section 3: Strategic plan evaluation
No
16

Question
Answer
To what extent There is proper relationship
between the groups for formation and those
for implementation?

17

To what extent There is proper strategic
planning evaluation at regular intervals?

18

To what extent there is there is competition
between activities?

Section 4: transition from Strategic planning to Strategic Management
No
19

20

Question
To what extent top management promotes
the vision of the organization and cascades
the strategic plan internally all the way
down the organization. Please give real
examples.
To what extent top management reviews
performance data on a regular basis for
making decisions and taking corrective
action to improve the organizational
performance.
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Answer

Section 5: Satisfaction
No
21

Question
To what extent you are satisfied with your
organization’s strategic planning process.
And why?

Answer

Section 6: Additional Points
No
22

Question
From your own perspective, would you
please identify any additional points about
strategic planning that would add value to
this research?

Page
297

Answer

B 2: Interview Arabic

انًقابالث انشخصُت
اسُ اٌّشاسن:
اٌّسًّ اٌىظُفٍ:

اٌدهت:
اٌخاسَخ:

انقسى األول  :إعذاد انخطت االستراتُجُت
انرقى
1
2
3
4
5
6

انسؤال
ئًٌ أٌ ِذي فٍ ِإسسخه حُ حطىَش سؤَت وسساٌت
ولُُ بشىً واػر؟
ئًٌ أٌ ِذي فٍ ِإسسخه حُ حطىَش أهذاف
اسخشاحُدُت وحشغٍُُت وِإششاث أداء بشىً واػر؟
ئًٌ أٌ ِذي حُ اششان اٌّىظفُٓ ِٓ اٌّسخىَاث
اٌّخخٍفت فٍ ػٍُّت اٌخخطُؾ االسخشاحُدٍ وخظىطا
ِىظفٍ اإلداسة اٌسفًٍ؟ ونًارا رنك؟
ئًٌ أٌ ِذي حُ اششان اٌدّهىس اٌخاسخٍ فٍ ػٍُّت
اٌخخطُؾ االسخشاحُدٍ؟ ونًارا رنك؟
ئًٌ أٌ ِذي فٍ ِإسسخه حُ حظُُّ اٌهُىً اٌخٕظٍُّ
يَساػذ فٍ حسمُك األهذاف اإلسخشاحُدُت واٌخشغٍُُت؟
أرجى ركر أيثهت واقعُت.
ئًٌ أٌ ِذي حّخٍه ِإسسخه ِىاسد ِاٌُت وحىٕىٌىخُت
ِالئّت ٌؼٍُّت اٌخخطُؾ االسخشاحُدٍ؟

القسم الثاني :تطبيق الخطة االستراتيجية

انرقى انسؤال
ئًٌ أٌ ِذٌ حخُ ػٍُّت احخار اٌمشاساث فٍ وً
7
اٌّسخىَاث اإلداسَت وفما ٌشؤَت اٌّإسست؟ أرجى
ركر أيثهت واقعُت.
ئًٌ أٌ ِذي هٕان حىاطً فؼاي بُٓ وً اٌؼآٍُِ
8
فٍ اٌّإسست؟ أرجى ركر أيثهت واقعُت.
ئًٌ أٌ ِذي هٕان حىاطً فؼاي ِغ اٌدّهىس
9
اٌخاسخٍ ٌٍّإسست؟ أرجى ركر أيثهت واقعُت.
 10ئًٌ أٌ ِذي اٌؼآٍُِ اٌذاخٍُُٓ ٍِخضُِٓ بخسمُك
أهذاف اٌّإسست؟ أرجى ركر أيثهت واقعُت.
 11هً حؼخمذ أْ اإلداسة اٌؼٍُا حّثً ّٔىرخا َسخزي به
ومُادة لىَت وٍِهّت؟ ونًارا؟
 12ئًٌ أٌ ِذي اإلداسة اٌؼٍُا حساػذ فٍ حطبُك
األهذاف اإلسخشاحُدُت واٌخشغٍُُت ٌّإسسخه؟
أرجى ركر أيثهت واقعُت.
 13ئًٌ أٌ ِذي اإلداسة اٌىسطً ٍِخضِت بخطبُك
اٌخطت اإلسخشاحُدُت؟ أرجى ركر أيثهت واقعُت.
14
15

اإلجابت

ئًٌ أٌ ِذي ِإسسخه ٌذٌها ٔظاَ حماسَش فؼاي
َؼخّذ ػًٍ حىٕىٌىخُا زذَثت؟
ئًٌ أٌ ِذي ائظاَ اٌّاٌٍ واٌسىافض َشدغ
اٌّىظفُٓ ػًٍ حطبُك األهذاف اإلسخشاحُدُت
واٌخشغٍُُت ٌّإسسخه ؟ أرجى ركر أيثهت واقعُت.
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اإلجابت

انقسى انثانث :تقُُى انخطت االستراتُجُت
انرقى انسؤال
 16ئًٌ أٌ ِذي هٕان حؼاوْ وحٕسُك بُٓ فشَك اػذاد
اٌخطت االسخشاحُدُت وفشَك حطبُمها؟
 17هً َخُ حمُُُ اٌخطت اإلسخشاحُدُت بشىً فؼاي ِٓ
ولج ِخش؟ وٌّارا؟
 18ئًٌ أٌ ِذي هٕان حٕافس بُٓ األٔشطت اٌّخخٍفت
ٌٍخطت االسخشاحُدُت؟

اإلجابت

انقسى انرابع :انتحىل ين عًهُت انتخطُط االستراتُجٍ إنً انًفهىو انشايم نإلدارة االستراتُجُت
انرقى انسؤال
 19ئًٌ أٌ ِذي اإلداسة اٌؼٍُا حذػُ سؤَت اٌّإسست وحٕشش
اٌخطت االسخشاحُدُت فٍ وً األلساَ .أرجى ركر أيثهت
واقعُت.
 20ئًٌ أٌ ِذي اإلداسة اٌؼٍُا حشاخغ بُأاث األداء
(دوسَا) الحخار اٌمشاساث واإلخشاءاث اٌخظسُسُت
ٌخطىَش األداء فٍ اٌّإسست.
انقسى انخايس :درجت انرضا عن عًهُت اإلدارة االستراتُجُت
انرقى انسؤال
 21ئًٌ أٌ ِذي أٔج ساع ػٓ ػٍُّت اٌخخطُؾ
االسخشاحُدٍ اٌخاطت بّإسسخه؟ ونًارا؟

اإلجابت

انقسى انسادس :يعهىياث اضافُت
انرقى انسؤال
 ِٓ 22وخهت ٔظشن ،هً هٕان ٔماؽ هاِت ئػافُت
ػٓ اٌخخطُؾ االسخشاحُدٍ حشَذ روشها ِّا حمذَ
لُّت ِؼافت ٌهزا اٌبسث؟

اإلجابت
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اإلجابت

