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Abstract

This study aimed to assess the role of managers in implementing technological change in an organization at the Kenya 

School of Government. The study was motivated by the concern of slow and abnormal resistance witnessed with 

emerging technological changes aimed at transforming the performance of an organization. Institutions of learning are 

knowledge management centred and therefore, utilization of recent technologies to stem up performance such as 

efficiency, employee performance, corporate relationships and internal knowledge management mechanisms is 

integral. The limited ease of managerial support, ineffective communication, inadequate training, stalled stakeholder 

input or involvement has been zeroed in as areas of concern in change management in particular with Government 

institutions. Therefore, this study was poised to examine the effect of environment in implementing technological 

change at the Kenya School of Government and establish the effect of communication in implementing technological 

change at the Kenya School of Government. Also, the study endeavoured to find out the effect of managerial resistance 

in implementing technological change at the Kenya School of Government. Finally, the study sought to assess the extent 

to which training contributes to implementing technological change at the Kenya School of Government. Resource-

Based Theory, Lewin's Three-Step Change Theory, The Dynamic Capability Theory, Knowledge-Based Theory, and 

Managerial Hegemony Theory guided this study. The study adopted a descriptive research design in undertaking this 

study. The study was conducted at the Kenya School of Government covering 178 employees who are staffers at the 

institution. Through, simple random sampling technique, the study sampled 50% of the target population to inform and 

respond to the questionnaire which is the main research instrument for data collection. The study utilized a descriptive 

statistic design to analyse on data collected from the field. Presentation of results was in form of graphs, charts and 

tabulated tables with respective interpretations and discussions provided. The study found out that there is an effect of 

environment, communication, managerial resistance, and training on the implementation of technological changes of 

institutions. The study is important to the departments, Agencies, County and National Governments in Kenya, the 

Council and management of the Kenya School of Government, staffers and technological service providers, 

academicians and researchers with interest in change management, leadership and general management of public. 
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Introduction

Technology enhances efficiency. Organizations utilize technology to aid service delivery and production of products 
(Butt et al., 2016). Technologies remain dynamic, complimentary and with continuous improvement or updates with 
aim of perfecting service delivery or station performance. Organizations are increasingly adopting new technologies, 
such as social media, that afford employees a repertoire of uses not simply focused on work, but also socialization and 
entertainment. Managerial support is an important pillar in the excellence of an organization (Walker et al., 2015). 
Ample environment and location of an institution play a critical resilience role towards the performance of employees 
and more instance students learning in such institutions. 

Seamless communication in an organization vitally improves the connectivity and relations of occupants in an 
organization (Kimosop et al., 2016). Training of staff and continuity knowledge management in an organization 
contributes to modernization and co-existence with recent developments in the area of specialization. Stakeholders, 
clients and parties related to staff and students remain an integral part of an organization in terms of resource support, 
external input, corporate image and influencing or perfecting corporate culture of an organization. Such is evidence is 
with public training institutions that are core knowledge cum resource pillars for Governments.

Technological change is the swift process innovation, improvement and diffusion in a particular area of application 
''''(Li et al., 2016).  Firdaus & Handriyono (2018) add that technological change is meant to instil and improve efficiency, 
delivery and fasten the organizational process. Organizational conduct technological changes during different periods 
with different aims solely for increasing outcomes and stemming the performance of an institution. Role of managers 
plays a vital role in institutional changes and transformations. '''Chege et al. (2020) define the role of managers as the 
leadership mantle or description of activities an individual in position has to deliver. Managers are in charge of 
planning, execution, monitoring implementation and reviewing or evaluating project or activities undertaken in their 
jurisdiction. Managers rely on teamwork and cooperation in the success of an activity. Too (2018) confers that 
institutional managers require both visible and invisible support such as experienced staff and technologies to 
accomplish a task. Anyieni (2017) hold that availability of resources, clear resource utilization, employment 
involvement and transformative leadership directly steer change management processes.

Barbalho et al. (2019) argue that training organizations are deemed sources of information owing to their intensive and 
extensive continuous research and development in empirical and theoretical aspects. Governments pump resources to 
learning institutions to increase knowledge management, develop and inculcating new developments, policies and or 
internal mechanisms instrumental to the development and welfare of Government and private sector employees 
''''(Wanza & Nkuraru, 2016). Managers of Government organizations are implementers of decisions and policies of 
Governments. Institutional responsiveness to change is important in aiding performance or meeting key performance 
indicators (KPIs) (Nicholas, 2017). 

The indifference of leadership styles adopted by managers is reflected in their outcome. Corporate image and internal 
employee retention instrumentally play a vital role in the admiration or and success of an organization 
——(Kagermann, 2015). Institutions with lag in technological implementation record slow service delivery and poor 
outcomes. Gibon et al. (2015) opine that management and organizational performance define the success of an 
institution. Effective planning and execution process fasten the implementation of the planned project or strategic 
activities (Barbalho et al., 2019). Managers with transformative focus, technology-friendly and adequate resources 
witness early institutional changes stemmed for growth and improved productivity. Government institutions are known 
with underfunded and slowed change processes in implementing technological and management changes.

In Africa, government institutions are known to fail to meet their KPIs and even strategic planning. George et al. (2016) 
confer that public institutions fail to meet their annual project deliveries and internal changes due to underfunding and 
constrained systemic government protocols. Large scale climate change projects involving technological changes are 
resource-intensive and have to meet environment settings to affect the production of products and delivery of services 
(Gibon et al., 2015). In Kenya, Kario & Ngugi (2017) observed that change management is resistance sensitive 
however, clear managerial approaches and employee involvement leads to effective changes. 

Resource-Based Theory, Lewin's Three-Step Change Theory, The Dynamic Capability Theory, Knowledge-Based 
Theory, Stakeholders' Theory and Managerial Hegemony Theory guided this study. Resource-based theory envisions 
the need for adequate resources to undertake a change in an institution. Lewin's Three-Step Change Theory explains the 
core processes involved in an organizational or management change (Tan, 2006). Dynamic capability theory similarly 
to systems theory endeavours to add insight to this study by explaining the human capital and competence abilities 
needful to undertake a particular task '(Aitken, 2010). Stakeholders' theory explains the role of external input in terms of 
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manpower and resources, invisible insights by like parties play to stem performance and excellence of an organization 
(Mabin et al., 2001). Managerial hegemony theory outlines the qualitative elements of a manager tasked with providing 
organizational leadership and guidance. Therefore, this study aimed to investigate the role of managers in 
implementing technological change at the Kenya School of Government, Baringo Campus. 

The Kenya School of Government Act (No. 9 of 2012) established the Kenya School of Government (KSG). Today it 
offers services to both National and County governments, private sector players as well as those from the Non-
Governmental Organizations (NGOs). In maintaining the certification, the school's contractual obligations include 
continuous improvement through continuous audits, training and improvement on quality. This requires both monetary 
and other resources. The choice of the school for examination by this study was that it has undergone a series of 
technological changes in the recent past and that the researcher is a member of staff of the school. The turbulent nature 
of the business environment is increasing with the complexity in solving problems and making accurate decisions 
(Treem et al., 2015). In response, system thinking has been considered as a potential solution that offers a 
comprehensive understanding of organizational structures. Addressing problems in complex systems requires not only 
technical and business knowledge but also years of managerial experience ––––'––(Islam et al., 2015).

Facing competitive competition, external and internal challenges, encouraging companies to make change 
management, both structural change, technological change and people change (Stone et al., 2015). The success of 
management change will be seen in increasing employee motivation at work. A manager must have managerial skills 
and technical skill to determine the right policies and strategies ––(Larivière et al., 2017; Mainelli & Smith, 2015). 
Managerial skills will be able to convince motivated employees to participate in realizing the Organization's goals.

In the recent past, there remains a concern with slow and abnormal resistance witnessed with emerging technological 
changes aimed at transforming the performance of Government or public institutions. Institutions of learning are 
knowledge management centred and therefore, the minimal and slow utilization of recent technologies to stem up 
performance such as efficiency, employee performance, corporate relationships and internal knowledge management 
mechanisms is integral. The limited ease of managerial support, ineffective communication, inadequate training, 
stalled stakeholder input or involvement has been zeroed in as areas of concern in change management in particular 
with Government institutions. 

Input by Kimosop et al., (2016b), Valentine (2017), Too (2018), Buya et al. (2018) findings confer conceptual evidence, 
and therefore the need to provide contextual evidence on the role of managers in implementing technological change is 
probable by this study. It is there the need for this study to have assessed the role of managers in implementing 
technological change in an organization at the Kenya School of Government.

The main objective of this study was to assess the role of managers in implementing technological change in an 
organization at the Kenya School of Government.

This study was guided by the following specific objectives:

i. To examine the influence of environment in implementing technological change at the Kenya School of 
Government.

ii. To assess the extent to which communication affects the implementation of technological change at the Kenya 
School of Government.

iii. To establish how managerial resistance affects the implementation of technological change at the  School of Kenya

Government.
iv. To find out the extent to which training contributes to the implementation of technological change at the Kenya 

School of Government.

The study is important to the departments, Agencies, County and National Governments in Kenya, the Council and 
management of the Kenya School of Government, staffers and technological service providers, academicians and 
researchers with interest in change management, leadership and general management of public.

Literature Review

Theoretical Literature Review

This section seeks to review the theoretical foundation of the studies. 
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Managerial Hegemony Theory

Mallete and Fowler proposed the managerial hegemony. Managerial hegemony theorists' basic principle was that 
“corporations have governing boards used by professional managers to support and validate their decisions '(Aitken, 
2010). Managerial hegemony theory indicates that a class of professional managers runs the modern corporations and 
that it is those managers, not the board of directors, who make all the strategic decisions” (Herold et al., 2008). 
According to this theory, “corporates boards are legal fictions which are ineffective in averting conflicts between 
management and stakeholders despite the powers conferred on them to realize the same”. The theory emphasizes the 
role of agents in support of the agency theory, but focusing on the organization structure viewpoint (Hafford-
Letchfield, 2009). Managerial hegemony theory suggests that “boards of directors will not get involved in strategic 
decision-making independent of management and conversely that professional managers will resist calls for board 
involvement in strategic decision- making” (Doh & Stumpf, 2005).

Managerial hegemony theory supports the perspective of agency theory that recognizes the shareholders in a 
corporation (Lewin, 1980). Therefore, the approach is relevant to this study as it introduces the shareholders, board of 
governance and the managers as the stakeholders in the state corporations. According to Rich (2016), “ the board in state 
corporations does not have the power to carry out its duties. It is merely reduced to a rubber stamp institution for 
management with decisions originating from not only the executives but also politicians and managers”; where the 
performance of the corporations may be adversely affected. Thus, this theory is applicable to assess the role of 
managers in implementing the technological changes at the Kenya School of Government.

Empirical Literature Review

This section reviews empirical studies conducted in various aspects concerning variables under consideration by this 
study. 

'''Wanza and Nkuraru (2016) examined the effects of change management on the performance of employees concerning 
technological changes, organizational leadership, structure and culture. The study adopted a case study research design 
where a target population of 403 employees and a sample size of 121 employees was selected using a simple random 
sampling technique. The study revealed structural changes and organizational leadership influenced university 
employees' performance positively. The study further revealed that technological changes have a great impact on 
employees' performance due to the rapid technological changes that the world is rapidly adjusting that eases employee's 
workload and to increase efficiency and effectiveness at workplace. A strong organizational culture creates synergy and 
momentum that encourages teamwork and enhances employee performance.

Orford et al. (2017) studied the effect of communication skills training on outcomes in critically ill patients with life-
limiting illness referred for intensive care management as a before-and-after study. The primary outcome was 
documentation of patient-centred goals of care discussion (PCD) within 48 hours of referral to the ICU. Secondary 
outcomes included clinical outcomes and 90-day mortality. The study revealed increased documentation of a PCD from 
50% to 69% (p=0.004) and 43% to 94% (p<0.0001) in patients decreased by day 90. A significant decrease in critical 
care as the choice of resuscitation goal (61% vs 42%, p=0.02) was observed. Although there was no decrease in 
admission to ICU, there was a significant decrease in medical emergency team call prevalence (87% vs 73%, p=0.009). 
The cancer and organ failure groups had a significant decrease in 90-day mortality (75% vs 44%, p=0.02; 42% vs 16%, 
p=0.01), and the frailty group had a significant decrease in 90-day readmissions (48% vs 19%, p=0.003).

According to a study on dispositional resistance to change and emotional exhaustion: moderating effects at the work-
unit level by '–'Turgut et al. (2016), organizational change, although essential for business success, may negatively 
impact employees' well-being. The study through multilevel analyses, it revealed that dispositional resistance to 
change is positively related to emotional exhaustion. Moreover, a lack of perceived organizational support and a high 
informational team climate strengthened these effects. It concluded that organizations should offer coaching and 
training programmes to cope with organizational change for employees who are highly changing resistant.

According to '(Korb et al., 2016) in investigating the effect of training on teachers' knowledge of effective classroom 
management strategies in Jos metropolis. It found out that the number of strategies that teachers believe is effective for 
classroom management was significantly higher after the training, indicating that the training was effective in 
improving teachers' knowledge about classroom management. Specifically, the number of proactive strategies that 
teachers believed were effective for classroom management significantly increased after training, whereas the number 
of reactive strategies remained unchanged.
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''Norfazlina et al. (2016) investigated Customer Information System Satisfaction and Task Productivity as the 
Moderating Effect of Training. The study found out that all three factors (Ease of Use, Content, and Format) had a 
significant relationship towards task productivity of CIS. The results also indicated training significantly moderated the 
relationship between ease of use in CIS and task productivity, however; it did not moderate the relationship between 
user satisfaction (Content and Format) and task productivity.

Another study by Bhatt et al. (2017), studied a prospective audit on the effect of training and educational workshops on 
the incidence of urethral catheterization injuries. The study held that current forms of educational and training 
interventions for urethral catheterization did not significantly change morbidity or cost of iatrogenic urethral 
catheterization injuries despite a decrease in incidence. Improved and intensive training protocols are necessary for 
urethral catheterization. The study does not disclose the contribution of training towards the technological change in an 
organization.

Valentine (2017) investigated the effect of training and development on employee performance at Kakamega County 
General Hospital in Kenya. The study adopted a descriptive research design method to undertake the study. The study 
held that there was a significant relationship between training and development and performance of employees. 
However, the study limitlessly does not disclose the contribution of training towards technological change. 

Summary of Research Gaps

From the reviewed literature, it can be established that leadership is essentially a process of social influence in which 
individuals want to feel included, supported and reinforced, especially during change. Relations between individuals 
and their leader will affect perceived leader effectiveness. As such, an understanding of such relations needs to address 
issues of the individual's self-concept. Doh & Stumpf (2005) suggested that core aspects of the self are relatively stable 
across situational constraints, but many peripheral aspects such as organizational changes, communications and culture 
and leadership practices may be constraining factors that affect consequences for individuals and therefore their 
perceptions of the leader. However, evidence on the knowledge regarding the impact of diverse technologies on 
organizational performance remains limited in particular to Kenya.

Conceptual Framework

This study will examine the role of managers in implementing technological change at the Kenya School of 
Government. The study will examine the environment, communication, managerial resistance and training as 
independent variables against technological change as the dependent variable. Figure 2.1 provides illustrations of the 
variables.

Figure 2. 1: Conceptual Framework

Independent Variables Dependent Variable
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Research Methodology

Research design has been defined as the planning model with in-depth content (the time, expenditure or budget, the 
means of data management, analysis) layout on how the research was conducted and output expectation. The study used 
a descriptive research design. According to Cumming (2006), descriptive research is a method of collecting information 
by interviewing or administering a questionnaire to a sample of individuals.

This study targeted 178 employees working at the Kenya School of Government. Table 3.1 tabulates the distribution of 
staff members per the department.

Table 3. 1: Target Population

Source: Kenya School of Government (2020).

The sampling frame describes the list of all population units from which the sample will be selected ''(Patten & 
Newhart, 2017).  This study adopted a simple random sampling technique. It sampled 50% of the staff to participate in 
the study. Therefore, 89 employees responded to the questionnaire.

Table 3. 2:  Sample Population

This study relied on a questionnaire to collect sufficient data for use in analysing and answering research questions. The 
questionnaire covered demographic information, objectives of this study and the dependent variable. This was 
important to obtain data that was used in assessing the relationship of variables.

Before using questionnaires, a pilot study was conducted. This is to test whether the questionnaire will be clear to all 
respondents and test if the questionnaires will effectively address the data needed for study and finally test the 
correctness of data collection tools (validity and reliability). Even though the data to be collected during the pilot study 
were not be used in the final data analysis, it served as a key pointer as to whether the questionnaire is structured to fit the 
purposes of the study '(Jamshed, 2014). After the pre-test, the researcher amended the questionnaire based on the views 
given by the respondents during pre-testing to improve the questionnaires before the actual collection of data. The 
departmental sections selected for the pilot study were excluded from the sample to be used for the main study.
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After structuring the questionnaire, the researcher had the entire questionnaire dropped at Baringo Campus of Kenya 
School of Government for filling. The researcher ensured all officers working at the companies receive a questionnaire 
and account for the number of distributed questionnaires. The researcher collected the questionnaires after 1 week. This 
enabled respondents to have adequate time in answering to questions contained in the questionnaire. 

The study ensured proper coding and cleaning of collected data for further analysis. This study utilized descriptive 
statistics to analyse-collected data. This study used descriptive statistics in the analysis of data. Once the data is 
collected it was cross-checked and verified for errors, completeness and consistency. It was coded, entered and analysed 
descriptively using the Statistical Package for Social Sciences (SPSS 21). 

FINDINGS

Demographic Information

This section presents the findings on the gender of the respondents, the highest level of education of respondents, and 
the years of work experience respondents have served at the Kenya School of Government (KSG).

Gender of Respondents 

The study sought to find out the gender of the respondents serving at KSG.

Figure 4. 1: Gender of Respondents

Based on the findings shown in Figure 4.1, it was revealed that KSG staff are male by a high of 63% and female by 37%. 
It, therefore, corresponds to the two-thirds constitutional gender rule.

Highest Level of Education

The researcher sought to find out the highest level of education of respondents.

Table 4. 1:  Highest Level of Education

Source: Research Data (2020).

Source: Research Data (2020).

International Journal of Management and Leadership Studies         | 129

Cheruiyot and Sile: Assessing the Role of Managers in Implementing Technological Change in Public Training Institutions: A Case 

Study of the Kenya School of Government, Baringo Campus



Based on reported findings in table 4.1, it was revealed that at a high of 48% of the staff were diploma holders, followed 
by bachelor degree at 27%, and for both Masters and other qualification at 11% with no one with a PhD degree. Its, 
therefore, can be argued that the majority of the staff at KSG are well informed and therefore, suitable in responding to 
this study.

Years of Work Experience at KSG

The researcher sought out to find the years of experiences held by the staff at KSG. 

Table 4. 2:  Years of Work Experience at KSG

Source: Research Data (2020).

Based on findings reported in table 4.2, it was evidenced that the majority of the staff working at KSG have 6-10 years 
by 52% and few have over 15 years of experience by 2%. It, therefore, indicates that the staff at KSG have the right 
experiences to implement technological changes.

Role of Managers and Implementation of Technological Change

In this section, the study provides evidence of the extent of agreement to various attributes of environment, 
communication, managerial resistance, training concerning the implementation of technological changes at KSG. 
Using the scale of 1= Strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree, the researcher sought to 
assess the extent of agreement with indicators at the Kenya School of Government. 

Effect of Environment in Implementing Technological Change

Table 4. 3: Effect of Environment in Implementing Technological Change

Source: Research Data (2020).

Based on the findings reported in Table 4.3, it was agreed that at KSG, they have institutionalized proper positioning for 
ease of identification. It was agreed that KSG has incorporated hybrid designs in our organization, and there is adequate 
infrastructure to aid organizational changes. Also, it was agreed that there is adequate space for organizational changes, 
and there exists a friendly climate to undertake organizational changes. Finally, it was agreed that the community 
around the organization supports KSG during changes and there are good lighting systems for proper institutional 
identification. In totality, agreement to the extent of the influence of environment in the implementation of 
technological change yielded a mean score of 3.13.
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From the evidence of research findings, there is an effect of the environment in the implementation of technological 
changes. This is in line with (Javanparast et al., 2018) who examined Change management in an environment of 
ongoing primary health care system reform of Australian primary health care services. The findings revealed that that 
service with a community-controlled model of governance had more autonomy to use an emergent model of change and 
to maintain their comprehensive PHC services.  According to '''Chege et al. (2020) in examining the effect of 
information technology of firm performance, it was revealed that technology innovation influences firm performance 
positively.

Effect of Communication in Implementing Technological Change

Table 4. 4:  Effect of Communication in Implementing Technological Change

Source: Research Data (2020).

Based on the findings reported in 4.4, at an overall mean score of 3.47, it was agreed that KSG prepares comprehensible 
reports and complies with the organizational goals and stick to activity timelines. Also, comprehensive organizational 
decisions are made and that there is a communication channel for engaging. It was also agreed that there exist a top-
down communication and a service charter for every service provided. Finally, it was agreed that there exists clearly 
defined terms of change and employee expectations do remain high during organizational changes. It, therefore, 
implies that there is clear communication when implementing technological changes at KSG. 

Based on the evidence of this study that communication affects the implementation of technological changes; it echoed 
findings of Ouedraogo and Ouakouak (2018) who investigated impacts of personal trust, communication, and affective 
commitment on change success, Angela-Eliza and Valentina (2018) who investigated organizational communication 
and change management as national challenges and European perspectives. It was also in line with Yue et al. (2019) who 
investigated Bridging transformational leadership, transparent communication, and employee openness to change as 
the mediating role of trust. 

Effect of Managerial Resistance in Implementing Technological Change

Table 4. 5: Effect of Managerial Resistance in Implementing Technological Change

Source: Research Data (2020).
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Based on reported findings in table 4.5, at a mean score of 3.07, it was agreed that there exist a transformational 
leadership style and employees are involved in the decisions and activities of the organizations. Also, it was agreed that 
there exist mediation processes in tackling disagreements at the management level and low managerial expectations on 
new changes. Finally, it was evidenced that the decision-making processes are seamless. It, therefore, implies that 
managerial resistance affects the implementation of technological change in both a positive and negative way.

The study also found out managerial resistance to influence negatively technological changes. This is in line with Ruiz-
Jiménez and Fuentes-Fuentes (2016)'s findings that management capabilities have a greater influence on both product 
and process innovation when the management team is more balanced in several men and women. Also, Nagahi et al. 
(2019) investigated the moderation effect of managerial experience on the level of systems-thinking skills. It was 
evidenced that managerial experience moderates an individual's systems thinking aptitude toward problem-solving. 

Effect of Training in Implementing Technological Change

Table 4. 6: Effect of Training in Implementing Technological Change

Overall Mean Score

Based on findings reported in table 4.6, at a mean score of 3.90, it was agreed that training influences the productivity of 
employees and that there is a specific training aspects/objectives. Also, it was agreed that KSG staff attend regular 
training, which involves every employee in the organization. Finally, it was agreed that employees attend different 
types of training, and the number of training had increased.

The study found out that training positively affects the technological changes of an institution. According to Valentine 
(2017) who investigated the effect of training and development on employee performance at Kakamega County 
General Hospital, found out that training positively impacted employee performance as they were equipped with most 
recent knowledge and skills needful for performance and productivity. Also, the findings echo Hatfield et al. (2020) 
results who investigated systematic review of the effect of training interventions on the skills of health professionals in 
promoting health behaviour, with meta-analysis of subsequent effects on patient health behaviours. Their productivity 
was found out to better understand and manage patients well.

Technological Change

Table 4. 7: Technological Change

Source: Research Data (2020).
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Based on reported findings in table 4.7, at a mean score of 3.29, it was agreed that there's an improvement in the speed of 
service delivery, and employee task performance has improved. Also, it was agreed that project activities are executed 
with speed, and there are minimal error and data loss in the organization. Finally, it was agreed that KSG has reduced the 
cost of doing business. It, therefore, implies that technological changes at KSG have a positive impact on the 
operational way of undertaking business and productivity.

Conclusions and Recommendations 

Conclusion

This study concludes that there is an effect of environment, communication, managerial resistance, and training on the 
implementation of technological changes of institutions. Right managers must have the capabilities to handle work 
change management, know how to integrate project plans while ensuring unity in the implementation processes. 

Recommendations

This study makes a series of recommendations for consideration.

First, there is a need to build collaborative and stakeholder relations in the environmental setting of the Kenya School of 
Government. KSG is a public training institution and therefore, community, stakeholder, and other members of the 
environment in which they have established their Campus; there is the need to establish very strong and sustainable 
relationships. This will play an instrumental role when conducting changes at the institutions.

Secondly, technology is an effective pillar for the efficiency and productivity of employees and corporate performance. 
It is therefore important for the employees to be induced to new technologies that are viable for their productivity and 
score highly in providing technical support. Therefore, this study recommends regular update, user training and 
introduction of a culture in terms of knowledge management towards technological upgrade or utilization.

Thirdly, communication is an important segment of any team or organization. From the study, it was observed that 
service charter, a channel for communication or presenting grievances, employee concerns and other internal 
communication protocols played a vital role. It is, therefore, a recommendation of this study that there needs to be a 
collaborative, teamwork and viable communication channels that are built on trust, the ethos of corporate 
communication for easier implementation of technological changes.

Fourthly, managerial resistance is a defeatist manner of executive management when positive changes are induced into 
an institution. The need for transformation leadership style in implementing institutional projects is viable and 
welcome. It is, therefore, the recommendation of this study that to achieve progressive project results, there is the need 
for minimal managerial resistance and existence culture of transformational leadership style within public training 
institutions.

Fifthly, value-based training is known to increase productivity, have team staff remain modern to the current knowledge 
changes and have the right skills for work delivery especially with the use of technologies. Therefore, this study 
recommends that training should be regularized with modern knowledge and technologies that have an impact on the 
skills, productivity and overall corporate culture growth. 

References

Aitken, P. (2010). Developing Change Leaders. In Developing Change Leaders. https://doi.org/10.4324/9780080942124

Angela-Eliza, M., & Valentina, N. R. (2018). Organizational Communication and Change Management. National Challenges and 
European Perspectives. Ovidius University Annals: Economic Sciences Series, XVIII(1), 336–341. http://stec.univ-
ovidius.ro/html/anale/RO/wp-content/uploads/2018/08/12-1.pdf

Anyieni, L. W. A. (2017). Effect of Change Management Practices on Performance of Teachers Service Commission. International 
Journal of Science and Research (IJSR), 6(5), 525–531. https://doi.org/10.21275/ART20173189

Barbalho, S. C. M., De Toledo, J. C., & Silva, I. A. Da. (2019). The Effect of Stakeholders' Satisfaction and Project Management 
Performance on Transitions in a Project Management Office. IEEE Access, 7, 169385–169398. https://doi.org/ 
10.1109/ACCESS.2019.2955446

International Journal of Management and Leadership Studies         | 133

Cheruiyot and Sile: Assessing the Role of Managers in Implementing Technological Change in Public Training Institutions: A Case 

Study of the Kenya School of Government, Baringo Campus



Bhatt, N. R., Davis, N. F., Quinlan, M. R., Flynn, R. J., McDermott, T. E. D., Manecksha, R. P., & Thornhill, J. A. (2017). A 
prospective audit on the effect of training and educational workshops on the incidence of urethral catheterization injuries. 
Canadian Urological Association Journal, 11(7), E302–E306. https://doi.org/10.5489/cuaj.4271

Butt, A., Naaranoja, M., & Savolainen, J. (2016). Project change stakeholder communication. International Journal of Project 
Management, 34(8), 1579–1595. https://doi.org/10.1016/j.ijproman.2016.08.010

Buya, I., Kakucha, W., Simba, F. T., Ahmed, A., & Kenyatta, J. (2018). Effect of Strategic Leadership and Communication on 
Strategy Implementation in the Administration Police Service in Kenya. Ajoeijournals.Org, 8(4). 
https://ajoeijournals.org/sys/index.php/ajoei/article/view/24

Chege, S. M., Wang, D., & Suntu, S. L. (2020a). Impact of information technology innovation on firm performance in Kenya. 
Information Technology for Development, 26(2), 316–345. https://doi.org/10.1080/02681102.2019.1573717

Chege, S. M., Wang, D., & Suntu, S. L. (2020b). Impact of information technology innovation on firm performance in Kenya. 
Information Technology for Development, 26(2), 316–345. https://doi.org/10.1080/02681102.2019.1573717

Cumming, A. H. (2006). Second Language Research: Methodology and Design (review). The Canadian Modern Language Review 
/ La Revue Canadienne Des Langues Vivantes, 62(4), 631–633. https://doi.org/10.1353/cml.2006.0030

Doh, J. P., & Stumpf, S. A. (2005). Handbook on responsible leadership and governance in global business. In Handbook on 
Responsible Leadership and Governance in Global Business. https://doi.org/10.4337/9781845425562

Firdaus, V., & Handriyono. (2018). The effect of change management and managerial skill to employee motivation. International 
Journal of Scientific and Technology Research, 7(7), 100–106. www.ijstr.org

George, G., Corbishley, C., Khayesi, J. N. O., Haas, M. R., & Tihanyi, L. (2016). Bringing Africa in: Promising directions for 
management research. In Academy of Management Journal (Vol. 59, Issue 2, pp. 377–393). Academy of Management. 
https://doi.org/10.5465/amj.2016.4002

Gibon, T., Wood, R., Arvesen, A., Bergesen, J. D., Suh, S., & Hertwich, E. G. (2015). A Methodology for Integrated, Multiregional 
Life Cycle Assessment Scenarios under Large-Scale Technological Change. Environmental Science and Technology, 
49(18), 11218–11226. https://doi.org/10.1021/acs.est.5b01558

Hafford-Letchfield, T. (2009). Management and Organisations in Social Work (Transforming Social Work Practice).

Hatfield, T. G., Withers, T. M., & Greaves, C. J. (2020). Systematic review of the effect of training interventions on the skills of 
health professionals in promoting health behaviour, with meta-analysis of subsequent effects on patient health behaviours. 
Springer, 1, 1–9. https://link.springer.com/article/10.1186/s12913-020-05420-1

Herold, D. M., Fedor, D. B., Caldwell, S., & Liu, Y. (2008). The Effects of Transformational and Change Leadership on Employees' 
Commitment to a Change: A Multi level Study. Journal of Applied Psychology, 93(2),  346–357. 
https://doi.org/10.1037/0021-9010.93.2.346

Islam, M. Z., Jasimuddin, S. M., & Hasan, I. (2015). Organizational culture, structure, technology infrastructure and knowledge 
sharing: Empirical evidence from MNCs based in Malaysia. VINE, 45(1), 67–88. https://doi.org/10.1108/VINE-05-2014-
0037

Jamshed, S. (2014). Qualitative research method-interviewing and observation. Journal of Basic and Clinical Pharmacy, 5(4), 87. 
https://doi.org/10.4103/0976-0105.141942

Javanparast, S., Maddern, J., Baum, F., Freeman, T., Lawless, A., Labonté, R., & Sanders, D. (2018). Change management in an 
environment of ongoing primary health care system reform: A case study of Australian primary health care services. 
International Journal of Health Planning and Management, 33(1), e76–e88. https://doi.org/10.1002/hpm.2413

Kagermann, H. (2015). Change through digitization—value creation in the age of industry 4.0. In Management of Permanent 
Change (pp. 23–45). https://doi.org/10.1007/978-3-658-05014-6_2

Kario, A., & Ngugi, P. . (2017). Change Management Strategies and Performance of Commercial Banks in Kenya. The Strategic 
Journal of Business & Change Management., 4(4). www.sagepublishers.com

Kimosop, J., Korir, M., & White, M. (2016). The moderating effect of demographic characteristics on the relationship between 
strategic capabilities and firm performance in women-owned entrepreneurial ventures in Nairobi, Kenya. Canadian Journal 
of Administrative Sciences, 33(3), 242–256. https://doi.org/10.1002/cjas.1399

Korb, K. A., Selzing-Musa, G., & Skinner-Bonat, S. B. (2016). The effect of training on teachers' knowledge of effective classroom 
management  s t ra tegies  in  Jos  metropol is .  Global  Journal  of  Educat ional  Research,  15(1) ,  79. 
https://doi.org/10.4314/gjedr.v15i1.9

Larivière, B., Bowen, D., Andreassen, T. W., Kunz, W., Sirianni, N. J., Voss, C., Wünderlich, N. V, & De Keyser, A. (2017). “Service 
Encounter 2.0”: An investigation into the roles of technology, employees and customers. Journal of Business Research, 79, 
238–246. https://doi.org/10.1016/j.jbusres.2017.03.008

Lewin, D. (1980). Change Management Change Management. Introduction to Information Security, 1(3), 201–232. 
https://doi.org/10.1007/3-540-26836-7_10

|       International Journal of Management and Leadership Studies134

International Journal of Management and Leadership Studies, 2020; 2(iii): 123-135



Li, M., Liu, W., Han, Y., & Zhang, P. (2016). Linking empowering leadership and change-oriented organizational citizenship 
behaviour: The role of thriving at work and autonomy orientation. Journal of Organizational Change Management, 29(5), 
732–750. https://doi.org/10.1108/JOCM-02-2015-0032

Mabin, V. J., Forgeson, S., & Green, L. (2001). Harnessing resistance: Using the theory of constraints to assist change management. 
Journal of European Industrial Training, 25, 168–191. https://doi.org/10.1108/EUM0000000005446

Mainelli, M., & Smith, M. (2015). Sharing ledgers for sharing economies: an exploration of mutual distributed ledgers (aka 
blockchain technology). The Journal of Financial Perspectives, 3(3 Winter), 38–69. https://papers.ssrn.com/ 
sol3/papers.cfm?abstract_id=3083963

Nagahi, M., Hossain, N. U. I., Jaradat, R., & Grogan, S. (2019). Moderation effect of managerial experience on the level of systems-
thinking skills. SysCon 2019 - 13th Annual IEEE International Systems Conference, Proceedings. 
https://doi.org/10.1109/SYSCON.2019.8836941

Nicholas, J. M. (2017). Project Management for Engineering, Business and Technology. In Project Management for Engineering, 
Business and Technology. https://doi.org/10.4324/9781315676319

Norfazlina, G., Akma, A. S. S., Adrina, S. N., & Noorizan, M. M. (2016). Customer Information System Satisfaction and Task 
Product ivi ty:  The Moderat ing Effect  of  Training.  Procedia  Economics  and Finance,  37,  7–12. 
https://doi.org/10.1016/s2212-5671(16)30085-5

Orford, N. R., Milnes, S., Simpson, N., Keely, G., Elderkin, T., Bone, A., Martin, P., Bellomo, R., Bailey, M., & Corke, C. (2017). 
Effect of communication skills training on outcomes in critically ill patients with life-limiting illness referred for intensive 
care management: A before-and-after study. BMJ Supportive and Palliative Care. https://doi.org/10.1136/bmjspcare-2016-
001231

Ouedraogo, N., & Ouakouak, M. L. (2018). Impacts of personal trust, communication, and affective commitment to change 
success. Journal of Organizational Change Management, 31(3), 676–696. https://doi.org/10.1108/JOCM-09-2016-0175

Patten, M. L., & Newhart, M. (2017). Understanding research methods: An overview of the essentials, tenth edition. In 
Understanding Research Methods: An Overview of the Essentials, Tenth Edition. https://doi.org/10.4324/9781315213033

Rich, G. J. (2016). A cross-cultural perspective on creative leadership and change management: a case study of the influence of 
Barack  Obama ' s  ea r ly  yea r s .  In t e rna t iona l  Journa l  o f  Teach ing  and  Case  S tud ies ,  7 (1 ) ,  15 . 
https://doi.org/10.1504/ijtcs.2016.076035

Ruiz-Jiménez, J. M., & Fuentes-Fuentes, M. del M. (2016). Management capabilities, innovation, and gender diversity in the top 
management team: An empirical analysis in technology-based SMEs. BRQ Business Research Quarterly, 19(2), 107–121. 
https://doi.org/10.1016/j.brq.2015.08.003

Stone, D. L., Deadrick, D. L., Lukaszewski, K. M., & Johnson, R. (2015). The influence of technology on the future of human 
r e s o u r c e  m a n a g e m e n t .  H u m a n  R e s o u r c e  M a n a g e m e n t  R e v i e w ,  2 5 ( 2 ) ,  2 1 6 – 2 3 1 . 
https://doi.org/10.1016/j.hrmr.2015.01.002

Tan, C. C. (2006). The Theory and Practice of Change Management. Asian Business & Management, 5(1), 153–155. 
https://doi.org/10.1057/palgrave.abm.9200152

Too, A. (2018). Effect Of Organizational Culture On Change Management In County Governments In Kenya: A Case Study Of 
County Government Of Nakuru. 1(06), 64–77. http://ir.kabarak.ac.ke/handle/123456789/38

Treem, J. W., Dailey, S. L., Pierce, C. S., & Leonardi, P. M. (2015). Bringing technological frames to work: How previous 
experience with social media shapes the technology's meaning in an organization. Journal of Communication, 65(2), 
396–422. https://doi.org/10.1111/jcom.12149

Turgut, S., Michel, A., Rothenhöfer, L. M., & Sonntag, K. (2016). Dispositional resistance to change and emotional exhaustion: 
moderating effects at the work-unit level. European Journal of Work and Organizational Psychology, 25(5), 735–750. 
https://doi.org/10.1080/1359432X.2016.1157583

Valentine, K. (2017). Effect Of Training And Development On Employee Performance At Kakamega County General Hospital, 
Kenya. In the University of Nairobi (Vol. 1, Issue 3). http://erepository.uonbi.ac.ke/bitstream/ handle/ 
11295/102403/Khaemba, Valentine_Effect of Training and Development on Employee Performance at Kakamega County 
General Hospital, Kenya.pdf?sequence=1

Walker, R. M., Chen, J., & Aravind, D. (2015). Management innovation and firm performance: An integration of research findings. 
European Management Journal, 33(5), 407–422. https://doi.org/10.1016/j.emj.2015.07.001

Wanza, L., & Nkuraru, J. K. (2016). Influence of change management on employee performance : A case of university of Eldoret, 
Kenya. International Journal of Business and Social Science, 7(4), 190–199. www.ijbssnet.com

Yue, C. A., Men, L. R., & Ferguson, M. A. (2019). Bridging transformational leadership, transparent communication, and employee 
openness to change: The mediating role of trust. Public Relations Review, 45(3). https://doi.org/ 10.1016/ 
j.pubrev.2019.04.012

International Journal of Management and Leadership Studies         | 135

Cheruiyot and Sile: Assessing the Role of Managers in Implementing Technological Change in Public Training Institutions: A Case 

Study of the Kenya School of Government, Baringo Campus


