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Bir Ara¢ Olarak Denge Puan Karti: Toplum Sagligi Merkezinden

Kanaitlar

Farkhan Wisnu WARDHONO'

Rudy M. HARAHAP?

(04

Saglik, bir¢ok iilkedeki insanlar icin birincil ihtiyagtir. 250 milyondan fazla vatandaga sahip Endonezya'nin ise
bu sektorii iyi organize etmesi gerekmektedir. Genis bir yetki alanina sahip hiikiimet, yerel yonetimler yoluyla
her bolgede kitlesel bir halk saghgi birimi olusturarak bu sektorii ademi merkezi bir sistemle yonetmektedir.
Bu sistem Toplum Saghgr Merkezi ya da Endonezyalilarin dedigi gibi “Puskesmas” adiyla anilmaktadir.
Devletin biitce ayirdigr bir kamu kurulusu olarak Toplum Saglhigi Merkezi biitcelerini kullanma konusunda
merkezi hitkiimete karsi sorumlu olmalidir. Bu noktadan itibaren hiikiimet, kamu kuruluslarimin vatandaslara
saglik hizmeti sunma hedeflerine ulasmasin saglamalidir.

Tambakaji Toplum Saghgi Merkezi yiikiimliiliiklerini yerine getirme amaciyla bir stratejik bir plam
olusturmustur. Performans puanlarimi olgmek icin denge puan kartimi bir degerlendirme aract olarak
kullanmaktadirlar. Denge puan karti araciligiyla olusturulan performansin degerlendirmesi, gelecek dénemin
stratejik planini olusturmak icin kullanilmaktadr. Bu makale Tambakaji Toplum Saghgi Merkezi'nin 2016-
2020 yur Stratejik Planini, vizyon ve misyonunu, stratejik hedeflerini ve stratejik plan degerlendirmesini ele
almaktadir. Ayrica, etkili olup olmadiklarina bakilmaksizin, objektif basarilarinda denge puanlama modelinin
degerlendirilmesi yapiimaktadir. Sonug¢ olarak, bu makale daha iyi bir plan gelistirmek veya var olan planin
iyilestirmesi i¢cin yararl olabilecek oneriler sunmaktadir.

Anahtar Kelimeler: Denge puan karti, stratejik plan, strateji degerlendirmesi, saglik, halk.

Abstract

Health is primary needs for people in many countries. Indonesia, with more than 250 million citizens, needs to
organize this sector well. Since it has vast area, government decentralize this sector through local government
to establish a mass public health unit in every region. It called with Community Health Center or we called it
“Puskesmas”. As a public organization which receive budget from government, a Community Health Center
must accountable to government from using their budget. From this point, government must ensure that
community or public organizations reach their objectives providing health care to the citizen.
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Tambakaji Community Health Center has strategic plan as a guidance to reach their obligation. They use
balance scorecard as a evaluating tools to measure their performance. The result from evaluating performance
through balance scorecard are used by management to establish a new strategic planning for next period. This
paper review Tambakaji Community Health Center’s Strategic Planning for the year 2016-2020, the vision
and mission, strategic objectives, and evaluation of strategic plan. Also, assessing the balance scorecrd model
in their objctives achievement whether effective or not. At the last, this paper also make suggestions that may
be helpful to improve or make a better plan.

Key Words: Balance scorecard, strategy plan, strategy evaluation, health, public.

INTRODUCTION

Methodology Approach
This research uses a qualitative approach by focusing on a case study that involves some methods of data
collection and analysis, including interviews and document analysis.

Findings

Using the lens of Kaplan and Norton’s Balance Scorecard, the authors describe and analyze the conformity
between the current strategies with the strategic plan in the organizations. The paper gives insight on a model
of evaluating and construct a strategic planning through develop balance scorecard model in the public
organizations.

Originality/value
The authors identify the problem in strategy implementation at the certain period and propose recommend an
alternative strategy by analyzing the strategic plan in the public health center as a publis organizations

1. COMMUNITY HEALTH CENTER

Development of community health center in Indonesia was began since Dutch colonialism in 16th century
(Wasisto, et al, 2009). The Dutch government established a program to prevent pox disease and cholera which
feared most by citizen. After declaration of independience, Indonesia government just begin to be more concern
about public health in 1968 as they make a National Work Meeting in Jakarta. This meeting discuss about new
community healthcare system because in that time healthcare not decent provided and there are no integration
in each health agencies. The result from that discussions is the government will establish a first level of public
health service which integrate all healthcare from previous agencies. This organizations is Community Health
Center.

Community health center is the first tier of health facility in sub-district level area. So, they have obligation to
serve people who wants to check up their medical condition or need a convenient medical treatment. There are
two kinds of community health center, those with beds and those without one. The community health center
without beds generally acts as a public outpatient treatment facility, is rarely open after mid-day, and is
definitely not likely to be either open or prepared to deal with an obstetric emergency outside of clinic hours.
This community health center is usually staffed by a midwife and a general practitioner who provide
preventative and curative services related to some different health programmes including antenatal care and
family planning program. These community health center however have been characterised as under-burdened
and problematic as these health centre tend to bypass serious patient to higher tier of health services.

Should a critically ill patient appear at this type of facility, the staff are more likely to simply send the patient
on to the next tier of health facility, such as : hospital with grade E, D, C, B, or A than to attempt to administer
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first aid or try to prepare the patient for transfer. This condition happened when the medical patient need more
complex treatment or special treatment. Hospital with grade E is used to reference as a hospital to treat special
healthcare. For example psychiatric hospital, leprocy hospital, mother and children hospital, and heart hospital.
While from hospital with grade D until A, the difference is the treatment and the facility that they have.
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As a new system of health care, community health center collaborate with BPJS (Social Insurance
Administration Organization). While community health center have a duty in providing health care, BPJS have
an obligation to collect premi or contribution from citizen who participating in BPJS. The participant get reward
for being no charge from certain healthcare service facility in every tier if they comply the procedure. The
participant must choose one community health center as their registered health facility so they can make a
medical checkup with no charge. For next step, community health center claim the billing periodically to BPJS
for covering healthcare or service charge from participant.

The new system of health service needs an attention from every stakeholder. As a public sector organizations
community health center is given budget every year by government to make sure that their service in providing
healthcare not hampered. Although community health center is a government’s organizations, they still collect
retribution from medical patient who come to them to get their medical service. This medical patient
categorized as general medical patient or non-participant BPJS. They make this retribution scheme in exchange
they cannot claim the bill to BPJS so the operational or service cost can be even. Besides taking charge the
general medical patient, community health center receive budget from the government. They use this budget
to daily operating activity, such as : maintain the asset, repair the treatment room and other supporting facilities,
provide medical tools and supply the generic drugs which needed by medical patient.

As community health center use budget which given by government, they must accountable to government
whether the budget is really used to give health service and other operational acticity to reach their objectives.
Every community health center has each objectives in providing health service. It can be different from each
community health center, depend on management and local government’s policies. Reaching objectives is an
essential for every organizations. Like other organizations, community health care must reach their objectives
and the way to reach its obligation is by establishing strategic plan to reach every program or objectives which
align with local government’s policies and health’s national program.

The Statement of Vision and Mission

Tambakaji Community Health Center is one from thirty seven community health center in Semarang City.
They become enough vital community health center because they located in the Northen Coast of Java Main
Road. The road is very crowded as a national road which connect East Java and West Java. Many accidents has
happened near Tambakaji Community Health Center. So, the employee of Tambakaji Community Health
Center often take care the victim accidents first before they send them to hospital to receive later treatment. It
means that they have more task besides to serve or care the community in sub-district area around it. With this
condition, personel at Tambakaji Community Health Center must aware with each of their job so they can
maximise in servicing customer (medical patient) as main core of the job. Management of Tambakaji
Community Health Center have obligation to engage the employee in setting the goal of organizations together.
This is a key condition to make employee be participated in develop the goal because it can increase employee
effectiveness and ultimately improves organisation effectiveness (Patrick, Chon, 2016) and explain the
objective of community health center to the employee.

After the objectives or goals are estabished, then the management with the employee discuss together to make
an understandable vision and mission so that both of two sides can decide what statement to be the best vision
and mission (David, 2017). The vision and mission then explained again in strategic planning for community
health center. This strategic planning issued every five years and can be revised, but it still be regarded as
strategic planning for five years.
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The Vision of Tambakaji Communty Health Center is “become Community Health Center with excellent care
to create healthy living people”. David (2017) identifies that a vision statement is the answer to the basic
question, “What do we want to become?” A clear vision provides foundation for developing a comprehensive
mission statement. Vision statement should be preferably one sentence, need to be written from customer
perspective, and should reveal the type of business the firm engages. From this vision, it is true that they have
one statement with a good future goal by create healthy living people. They make priority to provide excellent
care so the vision still align with Health National’s Program to make a health environment from low level area
and to decrease disease and mortality rate.

This vision statement needs to be understand by all of employee. The way to make it clearly understandable is
by creating mission statement. David (2017) introduce that mission statement is the answer to the basic question
“What is our business?”” and it describes the values and priorities of an organization. Developing a mission
statement compels leader to think about the nature and scope of present activity and to evaluate the potential
attractiveness of activities. A mission statement not only broadly charts the future direction of an organization
but it also serves as a constant reminder to its employees of why the organization exists. From the vision
statement of Tambakaji community health center, then it can be described into two statement of mission. The
Mission of Tambakaji community health are: “Give first tier health care with profesional, excellent, equally,
and affordable” and “Empower and encourage people and family to make healthy behaviour as a people
needs.”

It can be known from their mission statement how to reach their vision by providing the best healthcare and
build a health enviroment. It looks like more obvius than just like a dream in the vision statement. Mission is a
shorter period to be achieved to reach the objectives of organizations. Like other community health center in
Semarang City, Tambakaji Community Health Center develop two mission with consideration from the internal
stakeholder and suggestion from instance above it (Health Department of Semarang City).

1.1 The Strategic Objectives

An organizations develop many ways to make a strategic planning. They usually describe the long term
strategic periodically. Indonesia government practice five years in implementing strategic planning. In that five
years, they make some evaluation and revise the strategic plan document. The revision can be permitted if
leader feel the current strategic not relevant with current condition. One way to make strategic planning is
describe the vision and mission into shorter period strategy and it can be happened by make a strategic
objectives. The objectives strategies in Tambakaji Community Health Center are:

a. Increasing quality of management and human resources community health center

b. Increasing quantity and quality of infrastructure in community health center

c. Increasing scope, type, and quality of community health center’s service

d. Optimizing revenue and expenditure efficiency

All of strategic objectives are divided into four statements and Tambakaji Community Health Center want to
reach each statement annually. They describe each statement into several program that they must achieved.
Each employee then do their job to reach each program. Employee’s performance then be measured and
evaluated annually. Achievement each programs means that they make an excellent performance and this is
needed by management to develop new program on each strategic objectives by keeping or changing their
strategic objectives next period.

2. THE BALANCE SCORECARD
Kaplan and Norton (1992) introduce this balance scorecard by providing a balanced perspective of firm’s
performance, and established one of the most salient features of balanced scorecards: the grouping of measures
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into four distinct categories of performance (financial, customer, internal processes, and learning and growth).
Kaplan and Norton (2001) argue that one of the primary benefits of the balanced scorecard is its use in gauging
the success of strategy. Although there are many ways to develop strategy, using balance scorecard still be the
most favourite applied in many firms. It can be applied in profit and not profit organization. A recent study by
Bain & Company indicates that 57 percent of firms worldwide use the balanced scorecard, including 75 percent
of large firms and 64 percent of firms in North America (Rigby and Bilodeau 2005). Further, greater scorecard
usage is associated with improved performance, regardless of firm size and product life cycle (Hoque and James
2000)
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Studies in using balance scorecard are mostly in profit firms. This is happened because the profit or financial
is the main measurement in their type of organizations. But, as a kind of organizations, public sector expected
to develop the balance scorecard although they do not desire to make some profit. Akbar, et all (2017) opine
that adopting a balance scorecard measurement from the private sector to the public sector is not an easy task,
the differences in the organization's characteristics and objectives lead to the implementation of many obstacles.
Gauthier, et all (2003) argue common error is to view the balanced scorecard as an operations level reporting
mechanism. This approach will lead to having too many performance measures; management will be unable to
focus on the critical information. The scorecard should be viewed as a key management tool in telling a
performance story on strategy implementation. The balance scorecard approach is proving to be a well-accepted
management practice within public-sector corporate.

Balanced scorecard focused on the ability of multiple measures to provide a more balanced perspective of firms
performance. So, Tambakaji Community Health Center uses four perspective to reach their strategic objectives
for one year in the form of Balance Scorecard. Besides for measure the performance of employee, using balance
scorecard can be use as a tool to evaluate the strategy. The overall purpose of the balanced scorecard is to
“parity” organizations objectives with customer and operational objectives. the customer (medical patient)
wants a full service from their visiting and this condition need more resources used by organizations. Contrary,
organizations wants to use minimum resources but can give excellent service. The balance scorecard comes to
meet the ideal conditions between customer and organizations.

The Balanced Scorecard basic keynote is that organizations should establish objectives and evaluate strategies
on every criteria other than financial measures. Financial measures and ratios are vitally important in strategic
planning, but of equal importance are factors such as customer service, employee morale, product quality,
pollution abatement, business ethics, social responsibility, community involvement, and other such items. A
balanced ccorecard for a firm is simply a listing of all key objectives to work toward, along with an associated
time dimension of when each objective is to be accomplished, as well as a primary responsibility or contact
person, department, or division for each objective.

2.1 Perspective in Balance Scorecard

Many kinds of balance scorecard form and Tambakaji Community Health Center develop a balance scorecard
with the description of : target, indicator, and program. Each perspective has three kind of decription. Target
means what they to achieve in one year. Indicator means what criteria must be fulfilled to reach the target.
Program means what the job or task they must do in reach the criteria (indicator) and achieve the goal (target).
Management in the Tambakaji Community Health Center then develop a balance scorecard to achieve and
evaluate suitability the employee performances.

The first perspective in the Tambakaji Community Health Center is Learning and Growth. Learning and growth
relate with questions “Can we continue to improve and create value?” and the detail of the perspective are :

Table 1: Learning and Growth Perspective
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Target

Indicator

Program

Increasing the wealth of
employee

No indicator stated

Non Program

Increasing the quality of
care

Completeness the needs of : document;
communication, water, and electricity care;
office  equipment and inventories;
maintenance care and permittance of office
vehicles; office cleaning care; office
equipment repairing care; office stationery;
printing and duplication; electricity
instalation; household equipment; food
and beverages.

Office Administration Care
Program

Increasing the disciplinary
of employee

- Increasing employee attendance rate
- Fulfil the needs of employee uniform
- Fulfil the needs of workfield uniform

Increasing Employee
Discipline Program

Increasing the capacity of
human resource

- Scope of employee who take formal
course and training

- Scope of regulation training

- Scope of technical guidance of law
implementation

- Scope of functional course and
training

Increasing Capacity of
Human Resource Program

Increasing quantity and
quality infrastructure of
employee

Completeness of : office inventories; office
furniture; good-condition building; office
and operational vehicle;

Increasing Quantity &
Quality Infrastructure of
Employee Program

Increasing quantity and
quality infrastructure of
Community Health Center

- Availability of drug and medicine

- Implementation of  rationality
medicine in Community Health
Center

Drugs and Medicine
Program

Increasing infrastructure of
PHC which well
functioned

Increase of: quantity and quality of
Community Health Center and Mobile
Community Health Center

Procurement,Improvement,
and Maintenance of Office
Infrastructure

Decreasing disease and
mortality rate and prevent
disability from disease

- Fulfil of mosquitos fogging

- Scope of invention and handling
blood fever sufferer

- Scope of invention and handling
pneumonian toddler

- Scope of invention and handling TBC
sufferer

- Scope of invention and handling
diarhea sufferer

- Scope of area which extraordinary
handling

Preventing and Resolving
Disease Program

Increasing Community
nutrient care and
supporting family in
increasing health

- Scope of bad nutrient toddler who get
treatment

- Scope of giving complementary food
at infant 6-24 months whom bad
nutrient and poor family

Increasing Community
Nutrient Program

Increasing health of mother | - f baby visitin
creasing hieattl of Mothe Scope of baby SIUNg ... | Toddler Health Care
and children and - Scope of handling newborn with

. . Y Program
reproduction healthiness complication
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- Scope of toddler care

- Scope of pregnant mother visiting

- Scope of handling pregnant mother
with complication

- Scope of delivery baby which done
by midwife-educated employee

Increasing Safety of
Delivery Mother and Child

- Scope of afterbirth-mother care Program
- Scope of active participant planned-
family
- People who use water closet (WC)
Increasing quality of health - Scope of clean water Improvement Healthy
environment - Healthy house Environment Program

- Well educated Instance

Learning and growth perspective may be defined as detection and correction of errors (Kaplan and
Norton,1992). It connects the theories on organizational learning with human resource management practices,
as first instance subjects of organizational learning. These practices are developed in four levels
(Gauthier,2003):

a.

The learning and growth perspective objectives to be a mean of introducing and spreading new
organizational concepts. The feedback structures of the balance scorecard are conceived to provide
continuous information on the validity of the assumptions that support the execution of the strategy.
Team building is promoted by the perspectives of the balanced scorecard as they guarantee that the
feedback from strategy implementation problems reflects their across-the-board nature, stressing the need
for cooperation between areas for the analysis and solution of problems. Due to its construction
methodology and its configuration, the balance scorecard is a tool for the unification of staff and line
cultures.

Feedback shows new opportunities for learning. Both within the organization and, especially, in its
environment, opportunities arise and new theories must be taken on board by the management. The
balanced ccorecard will show not only the need for new processes, but new employee capabilities. By
relating processes to intangibles based on the competencies of certain jobs in the organization, the balance
scorecard allows to build up profiles of the skills and knowledge of the employees in relation to the key
strategic processes. Staff involvement policies will be critical for teams to decide to match their learning
to processes.

The fit between the people and the processes of the organization results in values, and in a climate as an
organizational system perceived by the employees made up of meanings, suppositions and values.
Therefore, the balance scorecard communicates the essential values to the group of people who make
things happen, focusing efforts toward the critical elements of each perspective. In the learning processes
necessary for linking the critical processes to the intangibles, we can identify distinctive values which are
communicated to human resources through their implementation policies, such as: efficiency and sense of
work, creativity and sense of risk, and empathy and customer service.

From the explanation of learning and growth perspectives above, Tambakaji Community Health Center have
many things to do to make an excellent service. This perspective is different with the others that learning and
growth perspective has many targets, while the others just have one until three target. Management consider
to this many targets since this is the main core of the public health service as they are kind of healthcare system
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in Indonesia. It can be concluded from the perspective that they want to improve many sector, such as : human
resource, infrastructure, and medical-related service

Improving human resources can be done through training and establishing employee regulation. If the target
can be achieved then they will have quality employee who can do their job effective and efficient. This
condition will make customer or medical patient be satisfied from their visiting to Tambakaji Community
Health Center and receiving the service. They want to improve and maintain the infrastructure in the
Community Health Center. Good infrastructure can make the employee and medical patient feels safe and
comfort in using their tools and facility. They want to increase their main job which related to medical, in
microscope by treat and cure the medical patient and in macro scope by provide a healthcare in sub-district
level community around it.

The result from observation and interview one of employee in Tambakaji Community Health Center can be
concluded that they almost reach half of target as this semester. The discipline of employee relatively improve
with no employee violate the work hours. Like human resource, infrastructure relatively in good condition and
ready to use. Building, ambulance unit, treatment room, administration desk, playground for children, parking
area, and toilet are well maintained, so the medical patient satisfaction rate improve than last year. But, from
the explanation of employee, they still need medical tools which important to take care the medical patient,
such as : sterilization tools and new patient bed.

Unlike two sub-target above, the last target which related to medical service will be get more attention from
Tambakaji Community Health Center’s stakeholder. This is because they deal with many patient who get
blood fever disease in their sub-district level as the rainy day is coming. This condition become a local current
issue in Semarang City. The local government concern with this condition and give the “red alert” in their sub-
district level. Tambakaji Community Health Center have to struggle to reach this program. It can be done by
visiting community in their sub-district area and give socialization how to prevent blood fever disease. Next,
synergy from two sides should reduce the blood fever disease in their sub-district level for the rest of semester.
So, all of kind disease rate can be dropped and health environment can be happened at once.

The second perspective in Tambakaji Community Health Center is Internal Business Process. This perspective
relate with question “What must we excel at?”” and the detail of internal business process perspective is :

Table 2: Internal Business Process Perspective

Target Indicator Program
Increasing quantity and All indicator in Minimum Service Standard in | Improvement
quality of Community Health Area and some relevance Minimum | Healthy Care
Health Center Service Service Standard of Hospital, both performance | Program
and number of medical patient

Kaplan and Norton (1996) have notion that the internal business process starts with the receipt of a customer
order and finishes with delivery of the product or service to the customer. It similar with public sector
organization in the internal business process perspective. In community health center, the process starts with
receiving the medical patient with administration and finish with giving medical treatment and the medicine
they needed. Jalaludin, et all (2014) argue that the internal business process perspective is mainly concern about
the operational side of the organization. The indicators in this perspective must be able to capture information
that would describe whether efficiency and effectiveness have been achieve throughout the operational side of
the business. Examples of the indicators include measures of service and product quality, production cycle
time, and process quality yields
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Tambakaji Community Health Center just have one target in the internal business process perspective. They
want to improve the service given to medical patient through daily operational. The way to improve service is
deciding the criteria in job. All of employee must fulfill the criteria because this is the ideal condition. From
the perspective can be concluded that they use the minimum service standard as the criteria, in health area
service and some relevance in hospital. Some relevance minimum service standard in hospital are used because
the community health center be like a mini hospital.
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From interview process, it can be inferenced that the management use the minimum service standard to develop
a standar operational procedure (SOP) which related in medical service. They continously develop and update
the standard operational procedure, especially in treatment for special disease. It is needed as they are a first-
tier facility which give brief treatment but proper. Until now, they still develop the medical treatment related
standard operational procedure with aid by doctor in the Tambakaji Community Health Center. The doctor and
some employee who take training and seminar about medical service considered have more knowledge to
compose the standard operational procedure draft. Then the management decide whether the draft are used or
not.

The third perspective in Tambakaji Community Health Service is Financial. Financial perspective relate with
question “How do we look to shareholders?”. From this view, the “shareholder” term are replaced with
“stakeholder” and the detail of financial perspective are:

Table 3: Financial Perspective

Target Indicator Program
. . . . . Improvement
Increasing quantity and Ratio of planning and reporting document pro’
. . . . reporting  finance
quality published report which prepared on time
performance system
- Increasing revenue Optimization

Increasing revenue .2
£ - Increasing independently finance Revenue Program

Spending
Efficiency Program

Increasing expenditure rate

efficiency Increasing efficiency

Kaplan and Norton (1992) mention the following measures as being important from a financial perspective:
cash flow, sales growth, operating income, market share, return on equity (RoE). The financial perspective is
recognized for the importance of short-term financial results obtained from the analysis of financial targets for
institutions in the competitive environment (Kaplan and Norton, 2000). They can be different at each stage of
development of the company's activity. The three main levels are: revenues growth, cost reduction or
productivity improvement and assets use or investment strategy. The revenues growth is achieved by increasing
sales volumes and refinancing. This all type measurement suit with profit organization

Besides financial perspective largerly focus on the revenue side, this perspective can be linked to the concept
of “waste disposal” synonymous with cost reductions, considered the most important level of the also
mentioned (Baroma et al., 2013). Cost reduction focuses on decreasing the variables. This leads to further
increase financial returns. After implementation it is necessary to increase the business volume, which would
lead to a return to profitability in sales turnover and a high return on investment (Baroma et al., 2013). The
company's strategy presents value-based businesses.

Unlike profit entities, maximizing cost efficiency in non - profit or government is achieved by maximizing the
benefits of stakeholders, submitted to resource constraints. The financial target is considered a major goal.
Financial indicators are presented together with the vision, mission and core values related to stakeholders.
Successful financial measures may be considered massive cost reductions, small deviations from the budget,
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performance changes in a short period of time and increased return on investment. Farooq and Hussain (2011)
argue that critical success factors can increase the company's efficiency.

The “financial” word in the name of the perspective might sound confusing for non-profit organizations and
public agencies. They are not targeting financial outcomes. Still, non-profit organizations have stakeholders;
for example, the members of the community that founded the organization. In this case, the financial
perspective is actually a “Stakeholder Interests” perspective or “Success” perspective (Savkin, 2019). From the
financial perspective in the Figure 3, it can be inferenced although Tambakaji Community Health Center are
not seeking profit they include the revenue target. They state “increasing revenue” as taking charge for general
medical patient or non-participant BPJS who visit to them. The charge is “grey area” that fund which collected
not calculate as a profit or revenue. It is a fee for service that they cannot claim to BPJS. BPJS just pay the
claim from their participant medical patient.

Expenditure efficiency rate may be fit with non profit organizatons financial perspective. They are required to
be more aware and wise in using the budget which allocated to them. Community health center must selective
in their expenditure. They must take less price or use less resource but still can give the best quality in service
the medical patient. The result from interview show that they do not have a critical issues from financial
perspective. This condition happened as the local government make intensive monitoring and evaluation at the
budget execution. The local government make regulation to community health center to submit their financial
report monthly and make a brief report quarterly. The report will be used for evaluating the overall performance
of community health center’s stakeholder comparing with quality on using budget.

The fourth or the last perspective in Tambakaji Community Health Center is Customer. this perspective relate
with the question “How do customers see us?”. The customer in this term means to the medical patient who
visit to community health center and the detail perspective are :

Table 4: Customer Perspective

Target Indicator Program
- Scope of level one emergency-condition
care
- Scope of basic health poor people
Improving special health - Scope of poor people health reference Community Health
care care Effort Program

- Capability in handling life saving

- Satisfaction of emergency-condition
customer

- Scope of active and prepared village

- Scope of Integrated Care Camp

Improving clean and health

behaviour and (Posyandu) “Purnama Mandiri” Health Promotion
. ’ - Scope of Family with clean and health and Role Community
improvement of health behaviour Program
effort from community - Scope of Healthiness of elementary
school

Mahdavi, et all (2014) opine the customer perspective considers external customers point of view, of
organizations, which are a crucial factor for creating financial success, revenue from buying products and
services. In public sector’s balance scorecard, “customer” term refer to citizen or community in the little scope.
Because the main objectives of public sector organizations is not maximise profit and shareholder return,
customer perspective is placed in the bottom of the template (Marr, 2019)
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It can be concluded from their perspective that they emphasize to be more concern in community in their sub-
district level area. They want to improve services for special health care and make a better behaviour for clean
and healthy life. This is not relate with medical patient who visit the community health center but it tends to
community services. They visit all family to give a socialization and check the living environment to ensure
that the community aware with prevention of the disease.
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From observing and interviewing one of the doctor, it can be informed that they have program in community
service, such as : visiting and educating the poor people, doing an accompaniment and recording data pregnant
mother, and monitoring integrated care camp in their sub district level area. Current issue from this objectives
achievement is they do not have enough employee who can carry this program on. So, they do not visit to
community regularly. Tambakaji Community Health Center just have three doctors, including dentist and
several midwifes. This condition being more difficult as they must stay in the community health center and do
their daily task. To solve this problem, management decides to make a shift schedule and assign other employee
(i.e. nurse or medicine preparer).

CONCLUSION

Community Health Center which have direct contact with citizen in providing healthcare service has citizen as
the customers. They have obligation to increase customer satisfaction rate through healthcare service and
improvement of health environment around them. Through balance scorecard model, public organizations will
explain their vision and misson more clear to the customer and they can identify customer satisfaction more
transparent, objective, and measurable. At last, they can improve their quality of human resources in reaching
their mission and strategy. Contrary in the implementation process, activity in the public organizations can give
a strategic management system with community-oriented phylosophy.

Balance scorecard which developed by Tambakaji Community Health Center is a good way to implement and
evaluate their strategy. But, they need to develop its balance scorecard to be better. David (2017) argue that
strategy-evaluation process must contain characteristic to be effective. This characteristics refers to economical,
meaningful, provide timely information, provide actual condition, not dominate decision, and simple. Although
this characters belong to profit-based organizations, it still relate with public organizations to develop a balance
scorecard.

Developing a balance scorecard in achieving strategic objectives need more consideration and deep analisys.
The important step is to change the balance scorecard template model. For public organization which have
different nature with profit organizations should modify the Kaplan and Norton’s perspective idea. Marr (2019)
opines the way to modify the balance scorecard template to make it relevant to their strategy achievement.

First is move the financial perspective to the bottom of the template model. The overall objective of most public
organizations is not to maximise profits and shareholder return. Instead, money and infrastructure are important
resources that have to be managed as effectively and efficiently as possible to deliver the strategic objectives.
Second, the overall objective in public organizations is to deliver services to their key stakeholders, which can
be the citizen or certain communities. So, it will appropriate to change “customer” with “stakeholder”. This
perspective usually sits at the top of the template to highlight the key stakeholder deliverables and outcomes.
The two remaining balanced scorecard perspectives will stay as they are. Any public organisations needs to
build the necessary human, information and organisational capital to deliver its key processes in the middle of
the map.

Table 5: Comparation Old and New Perspective Template

11
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Old Perspective Template

New Perspective Template

1. Learning and Growth 1. Stakeholder

2. Internal Business Process 2. Learning and Growth

3. Financial 3. Internal Business Process
4. Customer 4. Financial

The next step after modify the balance scorecard template is make attention to the content of the perspective.
Too many or few content can be harm the achievement strategy progress. It must be proper and clear to describe
organizations mission and strategy. Target in each perspective should be balance between four perspectives. It
should consist of some essential target that reflect the mission and strategy of organizations. It means change
the model to be more principle-based than a rule-based. But, becoming a principle-based balance scorecard
does not mean that will make more confuse to describe the strategy. Positive effect to be more principle is the
management can develop a strategy and many ways to reach it. Even, it will make more simple in evaluating
the performance by less target in perspective. Remember that less target-stated does not mean decrease the

obligation or perform to be done.

Table 6: Proposed Balace Scorecard Perspective Model

Perspective : Stakeholder

Target

Program

Improving healthcare -
quality

Indicator
Increase the rate of stakeholder
satisfaction
Decrease the queue rate in the

administration process
Increase the treatment for emergency
status patient

Excellent Healthcare
Service Program

Improving clean and health
environment

Decrease the disease and mortality rate
Increase the life expectancy rate in sub-
district environment

Encourage healthy living in sub-district
environment

Maintain Healthy Living
Environment Program

Perspective : Learning and Growth

Target Indicator Program
Improving the quality of - Increase the intensity of train officer | Officer Training
human resources - Fulfill the office inventory needs Program

Increasing the infrastucture
and facilities

Increase the medicine and drug stock
Intensify in maintaining and repairing
the broken tools

Infrastructure Maintain
and Procurement
Program

Improving the special
treatment case -

Scope of special disease that can be
treated

Increase the healed expectancy of
special disease

Special Disease
Treatment Program

Perspective : Internal Business Process

Target

Indicator

Program

Increasing quantity and
quality of healthcare services

Indicator based on minimum service
standar of general healthcare service
Indicator based on good practices
service principle in public
organizations

Best Quality Service
Program
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Develqpmg Standard - Increase the conformity performance Develop Good SOP
Operational Procedure based on SOP Proeram
(SOP) - Scope of development SOP £
Perspective : Financial
Target Indicator Program
- Increase the revenue from non- Increase Effective and
Increase the quality of participant BPJS Efficiency in Budget
finance - Decrease the inappropriate Execution Program
expenditure
Increase the accountability - Scope pf ontime reporting budget Accoun‘Fablhty in
execution Regulation Program
to the local government . .
- Scope of quality of reporting

From the new proposed balance scorecard model does not mean every problem can be eliminated but it gives
new guidance how to handled it with more properly. As a congruence with citizen’s interest in maximise service
they got, it can be increase chance of customer satisfaction rate through excellent performance. Limitation from
this new proposed model is that model not yet be tested in real public organizations. Intensive and empiric
research are needed to give deep analysis and conclude better about feasibility of strategy.
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Kamu idareleri acisindan genel olarak stratejik plan yapma zorunlulugu 5018 sayili Kamu Mali Yonetimi ve
Kontrol Kanunu ile getirilmistir. Bunun yaninda 2005 yilinda yiiriirliige giren 5393 sayili Belediye Kanunu 'nun
41. maddesi de niifusu 50.000’in iizerinde olan belediyeler icin stratejik plan yapma ve faaliyetlerini bu plana
gore yiiriitme yiikiimliiliigii getirmistiv. Ayrica stratejik planlama ¢alismalarimin ortak bir anlayisla
yiiriitiilmesini saglamak iizere, “Kamu Idarelerinde Stratejik Planlamaya Iliskin Usul ve Esaslar Hakkinda
Yonetmelik (2006, 2018)” ¢ikariimistir. 5393 sayili Kanunun 41. maddesine gore belediyelerin “mahalli
idareler genel segimlerinden itibaren alti ay icinde” stratejik planlarimi hazirlamalart gerekmektedir.
Belediyelerin stratejik planlart belediye meclisi tarafindan kabul edilmekte ve bir 6rnegi de merkezi yonetime
(Strateji ve Biit¢e Baskanhgina) gonderilmektediv. Mevzuat geregi stratejik planlarin ilgili idare tarafindan
hazirlanmast gerekir. Bu konuda belediyelere destek saglamak amaciyla Strateji ve Biitce Baskanlig
tarafindan 2019 yilinda “Belediyeler Icin Stratejik Planlama Rehberi” yayimlanmistir. Bu ¢alismada 6360
sayili Kanun ile kurulan iki biiyiiksehir belediyesinin 2015-2019 yillari stratejik planlari karsilastirmalr olarak
incelenmektedir. Anilan donem stratejik planlar: her iki biiyiiksehir belediyesinin ilk stratejik planidir.
Karsilastirmali inceleme, her iki biiyiiksehir belediyesinin teskilat yapist ve plan hazirlama yontemi hakkinda
genel bilgi verildikten sonra; misyon, vizyon, temel degerler ve stratejik amaglar baglaminda yapimaktadir.
Calisma her iki biiyiiksehir belediyesinin 2015-2019 yili stratejik planlart esas alinarak yapimis, bunun
yanmnda ilgili mevzuat ve literatiir bilgisinden de yararlanilmistir.

Anahtar Kelimeler: Biiyiiksehir Belediyesi, Stratejik Planlama, Mugla, Van.

Abstract

The obligation of making strategic plans for public administrations is introduced by the Law No. 5018 on
Public Financial Management and Control. In addition, Article 41 of the Law on Municipalities No. 5393,
which entered into force in 2005, obliged municipalities with a population of more than 50,000 to make

! Bu galisma, 9-11 Eyliil 2019 tarihleri arasinda Istanbul’da diizenlenmis olan V. Stratejik Kamu Y&netimi
Sempozyumu’nda sunulmus ve bildiri kitabinda basilmis olan “Belediyeler ve Stratejik Planlama: Van ve Mugla
Biiyiiksehir Belediyelerinin 2015-2019 Yillar1 Stratejik Planlarmin Karsilastirmali Olarak Incelenmesi” isimli
caligsmanin gézden gegirilmis ve gelistirilmis halidir.
2 Prof. Dr., Mugla Sitk1 Kogman Universitesi IIBF Kamu Yénetimi Boliimii, bcoskun@mu.edu.tr
3 Ars. Gor., Mus Alparslan Universitesi, [IBF Siyaset Bilimi ve Kamu Y&netimi Boliimii, v.almali@alparslan.edu.tr
(Mugla Sitk1 Kogman Universitesi, Sosyal Bilimler Enstitiisii, Kamu Y6netimi Boliimii, Doktora Ogrencisi)
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strategic plans and carry out their activities according to this plan. In addition, in order to ensure that strategic
planning studies are carried out with a common understanding "Regulation on Procedures and Principles
Regarding Strategic Planning in Public Administrations (2006, 2018)” was issued. According to Article 41 of
Law No. 5393 municipalities should prepare their strategic plans within six months after the general elections
of local administrations. The strategic plans of the municipalities are accepted by the municipal council and a
copy is sent to the central administration (the Presidency of Strategy and Budget). As required by the
legislation, strategic plans should be prepared by the relevant administration. Strategic Planning Guide for
Municipalities was published in 2019 by the Strategy and Budget Directorate to support municipalities on this
subject. In this study, 2015-2019 strategic plans of two metropolitan municipalities that established by Law
No. 6360 are examined comparatively. The strategic plans of the period stated above are the first strategic
plans of both metropolitan municipalities. The comparative analysis is carried out in the context of vision, core
values and strategic objectives after presenting general information about organizational structure and plan
preparation method of both metropolitan municipalities. The study is carried out based on the 2015-2019
strategic plans of both metropolitan municipalities, as well as the related legislation and literature is utilized.

Key Words: Metropolitan Municipality, Strategic Planning, Mugla, Van.

GIRIiS

Daha iyi yonetim veya organizasyonun daha iyi nasil yonetilecegi arayisi yonetim uygulamalarinda siirekli bir
arayis veya caba niteligindedir. Bunun yaninda toplumsal yapida, degerlerde ve iligki biciminde farklilasmanin
olmasi, beklenti ve tiikketim tarzinin degigmesi gibi ¢evresel faktorler de yonetimde degisime yol agmaktadir
(Asunakutlu ve Coskun, 2000: 19). Yonetim hakkinda miistakil bilginin iiretilmeye baslandigi 20. yiizyilin
bagindan bu yana, ydnetim alaninda birgok yaklagim veya teknik gelistirilmistir. Gilinlimiizde bu
yaklasimlardan “stratejik yonetim” yaklasimi yayginlik kazanmistir. “Stratejik planlama” da stratejik
yonetimin etkin bir araci niteligindedir. Onceleri 6zel yonetim alaninda gelistirilen stratejik yonetim ve
stratejik planlama yaklagiminin, kamu sektorii tarafindan taninmasi ve uygulanmasi 30 yili agkin bir siireden
beri s6z konusudur (Johnsen, 2016). Stratejik planlamanin kamu yonetimi agindan ortaya ¢ikardigi en dnemli
faydalardan bir tanesi kaynak verimliligini saglamasidir. Ozellikle Tiirkiye gibi iilkeler de kit olan kamu
kaynaklarini savurganca ve rasyonel olmayan bir bi¢imde kullanmak kamu orgiitlerini 6nemli agmazlara
siiriiklemektedir (Oztiirk ve Coskun, 2000: 145).

Tiirkiye’de kamu sektoriiniin yeni yonetim yaklasim ve teknikleriyle tanismasi ve bunlarin kamu teskilatlar
i¢in s6z konusu edilmesi 2000°li yillarin bagindan bu yana ger¢eklesen kamu yonetimi reformu ¢aligmalari ile
yayginlik kazanmistir. 2000’1i yillar 6ncesinde iizerinde ¢ok konusulan ancak, kapsamli ¢aligmalarin 2000°1i
yillarda yapilabildigi idari reformun bir pargasi olarak “kamu mali yonetimi” de yeniden diizenlenmistir. Kamu
mali yonetiminin yeniden diizenlenmesinin en 6énemli aract 5018 sayili Kamu Mali Yonetimi ve Kontrol
Kanunu’dur. Bu Kanun kamu mali yonetimini 2000’li yillarin yonetim anlayisina uygun olarak yeniden
diizenledigi gibi, kamu yonetiminin genel isleyisine iliskin bazi1 hiikiimler de igermektedir. Kamu idarelerine
iligkin 5018 sayil1 Kanunun igerdigi stratejik plan yapma zorunlulugu bu kapsamda yer almaktadir.

5018 sayili Kamu Mali Yo6netimi ve Kontrol Kanunu’nun stratejik planlamayla ilgili hiikiimlerine kadar kamu
orgiitlerinde planlamaya iliskin sistematik ve zorlayici bir yaklagim Tiirkiye’de olusturulamamistir. Gegmiste
bakanlik veya genel miidiirlik bi¢iminde orgiitlenmis kamu teskilatlari biinyesinde “Arastirma, Planlama Ve
Koordinasyon (APK)” birimlerinin kurulmasi da bunu temin edememistir.* 5018 say1li Kanunun 9. maddesi

4 APK birimleri hakkinda detayh bilgi icin bkz. (Ozsen, 1987).
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genel olarak biitiin kamu teskilatlar1 i¢in, 5393 sayili Belediye Kanunu’nun 41. maddesi ise belediyeler 6zelinde
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stratejik plan yapma ve faaliyetleri buna gore yiiriitme ylikiimliiliigii getirmistir.

Kamu idareleri igin getirilen stratejik plan yapma ve idari faaliyetlerini bu plana uygun olarak yiiriitme
olgusunun heniiz biitlin kamu idareleri tarafindan iyi anlasildigini ve gergeklestirildigini sGylemek zor olsa da,
baslangi¢ sartlarina gore belli bir mesafenin kat edildigi de goriilmektedir. Buna kamu idareleri igin stratejik
planlama siireci basladiginda Devlet Planlama Teskilati (DPT)’nin, daha sonra da Kalkinma Bakanligi’nin
yapmis oldugu rehberlik ve yol gostericilik onemli bir katk1 yapmustir.

Anayasal statiileri ve dogalar geregi yerel yonetimlerin (belediye ve il 6zel idarelerinin) hazirlamis oldugu
stratejik planlar -diger kamu idarelerinde oldugu gibi- kesinlestirilmeden 6nce DPT/Kalkinma Bakanliginin
gorilis ve degerlendirmesine sunulmamistir. Simdi de Strateji ve Biitge Baskanligi’na sunulmamaktadir. Ancak
bu durum bir taraftan bazi yerel yonetim birimlerinin stratejik planlamaya gerekli onemi vermemesine yol
acmus, diger taraftan da yerel yonetimler agisindan stratejik planlama mantiginin anlasilmasini gii¢lestirmistir.
Mevzuat 6ngormekle beraber, yerel yonetimlerin iiniversitelerden gerekli bilimsel destegi ve danigmanlik
hizmeti almamasi da bu olguya etki eden diger bir faktordiir.

Uygulamada belediyelerin stratejik planlamaya nasil yaklastigini1 daha yakindan gbézlemlemek amaciyla bu
calismada Mugla ve Van Biiyiiksehir Belediyelerinin 2015-2019 yillan stratejik plami karsilastirmali olarak
inceleme konusu yapilmstir.® Bu iki biiyiiksehir belediyesinin secilmesinin nedeni, ikisinin de 6360 sayili
Kanunla kurulmus olmasidir. Bunun yanida Mugla Ilinin sosyo-ekonomik gelismislik agisindan Tiirkiye’de
en iistteki ilk on i¢inde, buna karsin Van ilinin en alttaki 10 il i¢inde yer almas: faktorii de dikkate alinmustir.’
Ayrica Mugla ve Van kendi bolgeleri itibariyle iki 6nemli turizm sehridir.

EEINT3

Stratejik planlar hakkindaki inceleme ¢aligmanin niteligi geregi, “misyon”, “vizyon” ve “stratejik amaglarin”
genel mahiyette karsilagtirilmasi, plan metodolojisi ve bunun mevzuata uygunlugu, stratejik amaglarin yore
ihtiyacina uygunlugu gibi alanlarla sinirli tutulmustur. Bunun yaninda ¢alisma kapsaminda her iki biiyiliksehir
belediyesinin stratejik planlarini incelemeden 6nce konu ile ilgili temel teorik bilgiye de deginme de fayda
goriilmiistiir.

1. STRATEJIK PLANLAMA VE BELEDIiYELERDE STRATEJIiK PLANLAMANIN ONEMi

Stratejik planlama ortaya koydugu veriler ile kurumlarin, sirketlerin daha iyi giincel kararlar almasi igin firsatlar
sunar ve tehditlerden kaginmak ile arzulanan gelecegi tasarlamak adina yollarin belirlenmesini saglar. Stratejik
planlama bir siirectir. Bu siire¢ 6rgiitsel amaclarin belirlenmesi ile baslar, bunun devaminda bunlara ulasmak
icin stratejiler tamimlanir ve istenen sonuglara ulagmak adimna stratejilerin uygulandigindan emin olmak igin
ayritili uygulamalar gelistirilir (Steiner, 1979: 13-14). Stratejik planlama yaklasimi ile hazirlanan planlar;
organizasyonun misyonu, {ist yonetimin felsefesi ve degerleri ile dis ve i¢ ¢evre bakimindan organizasyonun
gii¢lii ve zay1f yonlerinin degerlendirilmesini igerir (Oztiirk, 2015: 109).

5 2010 ¢ikarilan 6085 sayili Sayistay Kanunu ile “performans denetimi” de Sayistay denetimi kapsamina almmuistir. Performans
denetimi ise Kanun’da, “hesap verme sorumlulugu ¢ergevesinde idarelerce belirlenen hedef ve gostergeler ile ilgili olarak faaliyet
sonuglarinin Ol¢lilmesi” olarak tanimlanmistir (md. 2). Dolayistyla Sayistay’in belediyelerde performans denetimini arttirmasi,
belediyelerin stratejik planlarinin daha gercekei ve dogru yapilmasina etki edecektir.

5 Bu calisma yapildiginda, inceleme konusu yapilan biiyiiksehir belediyeleri, heniiz yeni stratejik planlarini kamuoyuna
agtklamamuslardi. Tncelenen stratejik planlar her iki biiyiiksehir belediyesinin de ilk stratejik planlaridir.

T.C. Sanayi ve Teknoloji Bakanlig1 Kalkinma Ajanslari Genel Miidiirliigii tarafindan hazirlanan Illerin ve Bélgelerin Sosyo-
Ekonomik Gelismislik Siralamasi1 Aragtirmast Sege-2017’ye gore 81 il icinde Mugla 8. Van ise 77. siradadir.
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Stratejik planin amaci kurumun yonetim faaliyetlerine rehberlik etmek, gidecegi yonii gostermektir. Stratejik
planlama bir orgiitiin hem kendi ihtiyaglarini hem de toplumun o drgiitten bekledigi ihtiyaglarinin belirlenmesi
konusunda yardimci olur (Mckay, 2001: 1°den aktaran; Karasu, 2012: 161). Stratejik planlamanin basarili
sonug vermesi i¢in, Orgiitlin iist ydnetimince benimsenmesi, orgiit kiiltiirii ile uyumlu olmasi ve uygulanabilir
bir igerikte olmasi gerekir (Tortop ve dig., 2007: 305). Son yillarda kamu yonetiminin igleyisinde verimlilik ve
etkinligin saglanmasi, kamu orgiitlerinin dis ve i¢ ¢evrelerinde meydana gelen degisimlere, talep ve isteklere
daha duyarl olabilmesi igin stratejik planlama arag olarak goériilmiis ve ABD, Avustralya Ingiltere, Kanada,
Yeni Zelanda gibi iilkelerde kamu orgiitlerinde uygulanmaya baslamistir (Geng, 2009).

Ancak stratejik planlanin kamu sektoriinde uygulanmasma herkesin destek¢i oldugunu sdylemek zordur.
Stratejik plan kavraminin 6zel sektdre has dzellikler tasidigi, bu nedenle, kamu yonetiminin yapisina uygun
olmadig1 yoniinde goriisler de mevcuttur (Karasu, 2012: 163).

Stratejik planlama tekniginin kamu yonetimi alanina taginmasi Tiirkiye’de 2000°1li yillarda s6z konusu
olmustur. Stratejik planlamaya iliskin diizenleme &nce 5018 sayili Kanunda yer almis®, daha sonra bagka
kanunlarda s6z konusu edilmis ve ikincil ve daha alt diizeyde diizenlemeler yapilmistir. 5018 sayili Kanun’da
stratejik plan, “kamu idarelerinin orta ve uzun vadeli amacglarini, temel ilke ve politikalarini, hedef ve
onceliklerini, performans élgiitlerini, bunlara ulasmak icin izlenecek yontemler ile kaynak dagilimlarini iceren
plan” olarak tanimlanmustir.

5018 sayili Kanunun genel hiikiimlerini takiben 2006 yilinda Devlet Planlama Tegkilati (DPT) tarafindan
“Kamu Idarelerinde Stratejik Planlamaya Iliskin Usul ve Esaslar Hakkinda Y&netmelik” hazirlanmis ve
yayimlanmistir.” Bu ydnetmeligin yayimlanmasi ile kamu idarelerinde stratejik plan yapma siireci DPT’nin
yonlendirmesi ve gozetiminde islemeye baglamistir. 2011 yilinda ‘Kalkinma Bakanligi’nin kurulmasi ve
DPT’nin kapatilip gorev ve yetkilerinin bu Bakanliga devredilmesiyle birlikte, stratejik planlamayla ilgili gérev
ve yetkiler de Kalkinma Bakanligina ge¢mistir. Stratejik planlama alaninda yaganilan 12 yili agkin tecriibe
1s181inda kamu idarelerinin stratejik planlama uygulamalarini iyilestirmek ve yasanilan bazi sorunlar1 ortadan
kaldirmak igin 2018 yilinda Kalkinma Bakanliginca “Stratejik Planlamaya iliskin Usul ve Esaslar Hakkindaki
Yonetmelik” yenilenmis ve 2006 yilindaki ilk yonetmelik yiiriirliikten kaldirilmistir. 2018 yilinda
Cumhurbaskanligi Hiikiimet Sistemine gecildikten sonra, bakanlik yapilar1 yeniden diizenlenmis ve Kalkinma
Bakanlig1 kaldirlmistir (Coskun ve Pank Yildiim, 2018: 2-3). Kalkinma Bakanligimin gorevli ve yetkili
oldugu bir¢ok konuda gdrev ve yetki sahibi olan “Strateji ve Biitce Bagkanlig1” once 1 sayili Cumhurbaskanlig:
Kararnamesinin 37. maddesinde Cumhurbaskanligina baglh kurum ve kuruluslar arasinda sayilmistir. Daha
sonra 13 sayili Cumhurbaskanligi Kararnamesi'® ile bu baskanligm kurulmasi, teskilat, gérev ve yetkilerine
iligkin usul ve esaslar diizenlenmistir (md. 1). Anilan Kararnamenin 2. maddesi ile stratejik planlamaya dair
hususlar Strateji ve Biitge Bagkanliginin gérev alanina dahil edilmistir.""

8 Stratejik Planlama ile ilgi 5018 sayili Kanunun 9. Maddesi su sekildedir: “Kamu idareleri; kalkinma planlar;, Cumhurbaskan
tarafindan belirlenen politikalar, programlar, ilgili mevzuat ve benimsedikleri temel ilkeler gergevesinde gelecege iligkin misyon ve
vizyonlarini olusturmak, stratejik amaglar ve Olgiilebilir hedefler saptamak, performanslarint 6nceden belirlenmis olan gostergeler
dogrultusunda 6lgmek ve bu siirecin izleme ve degerlendirmesini yapmak amaciyla katilimer yontemlerle stratejik plan hazirlarlar.”
926.05.2006 tarih ve 26179 say1li Resmi Gazete’de yayimlanmistir.

1024.07.2018 tarih ve 30488 sayil1 Resmi Gazete’de yayimlanmistir.

11 Strateji ve Biitge Baskanligi’nin kurulus ve gorevlerini diizenleyen 13 sayili Cumhurbaskanligi Kararnamesinin 2. maddesinin 1.
fikrasinin (c) bendi soyledir: “Cumhurbaskan: tarafindan belirlenen temel hedef, ilke ve amaglar gergevesinde stratejik planlarin
hazirlanmasi, uygulanmasi ve izlenmesine iligkin genel ilke, esas ve usulleri tespit etmek; kamu idarelerinin stratejik planlarmin
kalkinma plani, Cumhurbagkan: tarafindan belirlenen politikalar ve orta vadeli programda belirlenen hedef ve amaglara uygun olarak
hazirlanmasini saglamak, uygulamasini izlemek ve sonuglarint degerlendirmek”.
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Kamu kurumlan i¢in stratejik planlamanin standart bir uygulama haline getirilmesiyle birlikte, stratejik
planlamayla iligkili mevzuat diizenlemesi yaninda, rehberlik amaciyla da ¢ok sayida dokiiman hazirlanmistir.
Stratejik planlamaya iliskin mevzuat ve hazirlanan dokiimanlar Tablo-1’de yer almaktadir.

Tablo 1: Kamuda Stratejik Planlama ile ilgili Mevzuat ve Hazirlanan Dokiimanlar

Mevzuat Yiirirlilik/ N
Hazirlanma Tarihi

5018 Sayili Kamu Mali Yo6netimi ve Kontrol Kanunu 24/12/2003
5216 Sayili Biiyliksehir Belediye Kanunu 23/07/2004
5302 Sayil i1 Ozel Idaresi Kanunu 04/03/2005
5393 Sayili Belediye Kanunu 13/07/2005
Kamu Idarelerinde Stratejik Planlamaya Iliskin Usul ve
Esaslar Hakkinda Y 6netmelik 26/02/2018
Kamu Idareleri Igin Stratejik Planlama Kilavuzu (Ugiincii 2018
Siirtim)
Universiteler Igin Stratejik Planlama Rehberi 2018
Stratejik Planlama I¢in Analiz ve Yontemler Rehberi 2018
Kamu Idarelerince Hazirlanacak Stratejik Planlara Dair 2018
Teblig
Belediyeler Igin Stratejik Planlama Rehberi 2019

Belediyeler, yerel halk i¢in ytliklendikleri 6nemli gérevlerden dolay1; degisen toplumsal yapiya ayak uydurmak
zorunda olan kurumlardir. Belediyeler, gelisen ve degisen ihtiyaglara bagh olarak, kendi yetki alanlari i¢inde
yer alan konularda yerel halkin ihtiyaclarini en iyi bi¢imde karsilama gabasi i¢inde olmalidir. Belediyelerin
miigteri odaklilik anlayisi dogrultusunda, vatandasin taleplerini, beklentilerini ve ihtiyaglarini, karsilamak,
vatandas memnuniyetini saglamak ve hizmet kalitelerini artirmak icin ¢alisma yapmak yiikiimliilikleri s6z
konusudur (Bayraktar ve Yildiz, 2007: 282).

Stratejik planlama da belediyelerin etkin ve kaliteli hizmet sunmalarinin 6nemli bir aracidir. Bu dogrultuda,
stratejik planlar, belediyelerin orta ve uzun vadedeli nceliklerinin belirlenmesi, biitce hazirlama ve uygulama
stirecinde mali disiplinin saglanmasi, kaynaklarm stratejik onceliklere gore dagitilmasi ve etkin kullanilip
kullanilmadigimin izlenmesi ile bunun iizerine kurulu bir hesap verme sorumlulugunun gelistirilmesine temel
teskil etmektedir (Belediyeler I¢in Stratejik Planlama Rehberi, 2019: 1-2).

5216 sayil Biiyliksehir Belediyesi Kanununun ‘Biiyiiksehir Belediyesinin Gorev, Yetki ve Sorumluluklart’
baslikli 7. maddesinde, Biiyiiksehir Belediyesinin goérevleri arasinda stratejik planin hazirlanmasina yer
verilmistir. Ayrica Biiyiiksehir belediye baskaninin gorev ve yetkileri baglikli 18. maddesinde de belediyenin
stratejik plana uygun olarak yonetilmesi biiyiiksehir belediye bagkaninin gorevleri arasina dahil edilmistir.

Ancak stratejik planlarin biiyiiksehir belediyelerinde nasil bir yontemle hazirlanacagina iliskin ayrmtili
diizenleme 5216 sayili Kanun’da yer almamaktadir. 5216 sayili Kanunun 28. maddesinde “Belediye Kanunu
ve diger ilgili Kanunlarin bu kanuna aykiri olmayan hiikiimleri ilgisine gore biiyiiksehir ve ilce belediyeleri
hakkinda da uygulanir” denilmektedir. Boylece 5393 sayili Belediye Kanunu’nun da yer alan stratejik planlarin
hazirlanmasina dair diizenlemenin biiyiiksehir belediyeleri igin de gegerli oldugu goriilmektedir.

5393 sayili Belediye Kanunu'nun 41. maddesine gore; Belediye baskanimin, mahalli idareler genel
secimlerinden itibaren alt1 ay i¢inde; iist metinlere (kalkinma plani vb.) uygun olarak stratejik plani hazirlayip
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belediye meclisine sunmasi gerekir. Stratejik plan, varsa {iniversiteler ve meslek odalar ile konuyla ilgili sivil
toplum orgiitlerinin goriisleri alinarak hazirlanir.'? Stratejik plan, belediye enciimeninin goriisii alindiktan
sonra, belediye meclisi tarafindan kabul edildiginde yiiriirliige girer. Niifusu 50.000'in altinda olan
belediyelerde stratejik plan yapilmasi zorunlu degildir. Kanun stratejik plan ile biit¢e arasinda dogrudan bir
iligki kurmustur. Buna gdore stratejik plan biitgenin hazirlanmasina esas teskil eder, bu nedenle stratejik planin
belediye meclisinde biitgeden 6nce goriisiilerek kabul edilmesi gerekir.

2. VAN VE MUGLA BUYUKSEHIR BELEDiYELERININ 2015-2019 YILLARI STRATEJiK
PLANLARININ INCELENMESI

Mugla ve Van Biiyiiksehir Belediyelerinin stratejik planlarina iliskin inceleme her iki idareye ait 2015-2019
yillarmi kapsayan stratejik planlarin metinleri {izerinden yapilmistir. Bu metinler “www.sp.gov.tr” den
indirilmek suretiyle temin edilmistir. incelemede ve yapilan degerlendirmelerde konu ile ilgili bilimsel bilgi ve
mevzuat kriter olarak kullanilmistir. Kamu idareleri i¢in stratejik plan ¢aligmalarini yonlendiren ve detay iceren
diizenleme yukarida deginilen Y6netmelik ile belirlenmistir. Bu Yonetmelik ilk olarak 2006 yilinda ¢ikarilmig
ve 2018 yilinda giincellenmistir.'* Inceleme konusu edilen stratejik planlar déneminde 2006 yilinda ¢ikarilan
Yonetmelik yiiriirliikte oldugu icin inceleme daha ¢ok bu Yonetmelik agisindan yapilmistir.

2.1. Mugla ve Van illeri ve Biiyiiksehir Belediyeleri Hakkinda Bazi Temel Bilgiler

Mugla ve Van Biiyiiksehir Belediyelerinin stratejik planlarina iligskin incelemeye gegmeden Once, bu iki il ve
biiyiiksehir belediyeleri hakkinda bazi genel bilgiler vermekte yarar vardir. Incelenen biiyiiksehir
belediyelerinin var oldugu iller hakkinda bazi genel bilgiler Tablo-2’de yer almaktadir.

Tablo 2: Van ve Mugla illerine Iliskin Baz1 Veriler

Veriler Van Mugla
Niifus (2019 yili) 1.051.975 983.142
Geligmislik siralamasi 77 8
Ilge sayis1 13 13
Mabhalle sayis1 687 569
Yiiz 6l¢iimii 19.069 km? 12.949 km?
Niifus yogunlugu 55 73

Tabloda goriildiigii gibi, Van il olarak Mugla’ya kiyasla daha biiyiik bir alana ve daha fazla niifusa sahiptir.
Buna karsilik, sahip olunan cografi alanda Mugla’nin niifus yogunlugu yaklagik % 18 daha fazladir. Bu da
Mugla’da yerlesim yerlerinin birbirine daha yakin oldugu ve yerlesim yerlerinde (ilgce ve mahallelerde) yasayan
kisi yogunlugunun Van’a gore daha fazla oldugu anlamina gelmektedir. Bu farklilagmalara karsin her iki ilde
de esit sayida ilge bulunmaktadir. Bunun yaninda kent merkezinde yasayan niifus oran1 agisindan da her iki il

12 Kanunun ifadesinden o ildeki iiniversiteden, meslek odalari ve ilgili sivil toplum kuruluslarindan gériis alinmasimin zorunlu oldugu
sonucu ¢ikmaktadir. Ancak uygulamada bu hususta gerekli 6zenin gosterilmedigi gézlemlenmektedir. Ayrica bu konuda belediyeler
i¢in tereddiitte yol agabilecek bazi durumlar da mevcuttur, 6rnegin ilde birden fazla iiniversite varsa hangisinden goriis alinmasi gerekir,
ilgili sivil toplum kuruluglar1 hangi 6lgiitle belirlenebilir? Yonetmelik’te de bu hususlarda yol gosterici herhangi bir diizenleme yer
almamaktadir. Ayrica goriis alinmamasinin yaptirimi olmadigindan, belediyeler bu konuyu ihmal etme yoluna gidebilmektedir.
132018 tarihli Yénetmelik, 26.02.2018 tarih ve 30344 sayili Resmi Gazete’ de yayimlanmuistir.
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arasinda fark vardir. Van niifusunun yaklasik % 43’ii kent merkezinde yer alan ilgelerde (Ipekyolu, Tusba)
yasarken, Mugla ili niifusunun yaklagik % 12’si kent merkezini olusturan ilgede (Mentese) yagamaktadir.

Her iki ildeki biiyiiksehir belediyelerine dair temel baz1 bilgiler Tablo-3’te yer almaktadir. Ilgili veriler iki
Biiyiiksehir Belediyesinin incelenen stratejik planlarindan yararlanilarak olusturulmustur.

Tablo 3: Van ve Mugla Biiyiiksehir Belediyelerine Ait Baz1 Bilgiler

Bilgiler Van BB Mugla BB
Kurulus yili 2014 2014
Daire baskanligi sayisi 20 16
Midiirliik sayist 65 60
Personel sayis1 1160 826
Stratejik planda yer alan stratejik
amag Jsaylfl ’ J 104 26
Stratejik planda yer alan hedef sayis1 179 169
Stratejik planda yer alan faaliyet 609 i
sayisl

Van ve Mugla Biiyiiksehir Belediyeleri ayn1 donemde kurulmus belediyelerdir. Her iki belediyenin de stratejik
plan yapma tecriibesi ‘il belediyesi olma’ zamanina dayanmaktadir. Van ili sosyo-ekonomik gostergeler
acisindan Tiirkiye’nin en alta yer alan on ili arasinda iken, Mugla ilk on il arasindadir. Mugla’da yogunlasan
turizm faaliyetlerinin bir benzeri doguda Van ili i¢in s6z konusudur. Mugla Biiyiiksehir Belediyesinin
belirledigi 26 amaca karsilik Van Biiyiiksehir Belediyesi 104 amag belirlemistir. Mugla Biiyiiksehir Belediyesi
stratejik amaclarini ‘politika’ baglaminda belirlemigken Van Biiyliksehir Belediyesi ‘daire baskanliklart’
ekseninde belirlemistir. Mugla Biiyiiksehir Belediyesi’nin stratejik planinda hedeflerin gerceklesme adimi olan
faaliyetler yer almamaktadir. Buna karsilik Van Biiyliksehir Belediyesi nin stratejik planinda faaliyetler detayli
bir bigimde yer almis ve 609 faaliyet belirlenmigtir

2.2. Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinin Genel Yap: Itibariyle
Karsilastirilmasi

Genel olarak stratejik planlar; stratejik planin hazirlanma yontemi, organizasyonun 6z degerlendirme/mevcut
durum analizi, gelecege bakis (misyon, vizyon ve temel degerlerin tanimlanmasi) ile amag¢ ve hedeflerin
belirlenmesi gibi konular1 igcermektedir. 2019 yilinda Strateji ve Biitce Baskanligi tarafindan hazirlanan
“Belediyeler Igin Stratejik Planlama Rehberi” belediyelerin daha iyi bir stratejik plan yapmasina katki
saglayacaktir.

2019 yilinda yayimlanan ‘Belediyeler i¢in Stratejik Planlama Rehberi’nin son kisminda hazirlanmis olan
stratejik planlar i¢in bir kontrol listesi yer almaktadir. incelenen belediyelerin stratejik planlarinin hazirlandig
donemde yiiriirliikte olan rehberde boyle bir kontrol listesi yer almamis olsa da bu kontrol listesi bir stratejik
planin hazirlanma yontemi ve igerigine iligkin oldukc¢a 6nemli sorular icermektedir. Bu sebeple kontrol listesi
ve stratejik planlarm hazirlandigi donemde yiiriirliikte olan 2006 tarihli Y6netmelik diizenlemeleri géz 6niinde
bulundurularak her iki Biiyiiksehir Belediyesinin stratejik planlarmin temel yapisi karsilagtirilmistir. Yapilan
kargilagtirmaya iligkin degerlendirme Tablo-4’de yer almaktadir.
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Tablo 4: Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinin Genel
Yapisinin Degerlendirilmesi

Van BSB Mugla BSB
Kontrol Sorulan Evet | Hayrr | Kisme | Evet | Hayir | Kismen
n

Stratejik Plan Genelgesi yayimlanmig mi? v v
Stratejik planlama ekibi olugturulmus mu? v v
Stratejik planlama ekibi hazirlik donemine
iligkin faaliyetleri ve zaman ¢izelgesini v v
iceren bir hazirlik programi olusturmus
mu?

Stratejik planlama caligmalarinda kurum
disindan egitim hizmeti veya danigmanlik v v
hizmeti alinmig mi?
Kurumsal tarih¢e hazirlanmig mi? v v
Mevzuat analizi yapilmig mi? v v
Faaliyet alanlar1 ile iriin ve hizmetler v v
belirlenmis mi?
I¢ paydas analizi sonuclarina yer verilmis v v
mi?
Dis paydas analizi sonuglarina yer verilmis v v
mi?
Misyon dogru bir bi¢imde belirlenmig mi? v v
Vizyon belirlenmis mi? v v
Temel degerler tanimlanmig m1? v v
Amaglar, belediyenin elde etmek istedigi
sonuglari ve etkileri yansitacak bir bigimde v v
belirlenmis mi?

Hedefler say1 ve nitelik itibariyla amact
gerceklestirecek kapsayicilikta belirlenmis v v
mi?
Amag ve hedefler igin sorumlu birim v v
tanimlanmig mi1?
Amag ve hedefler i¢in isbirligi yapilan v v
diger birimler tanimlanmis mi?
Hedeflerin gergeklesmesi icin yiiriitiilmesi v v
gereken faaliyetler tanimlanmig mi1?

Tablo-4’de goriildiigh gibi, ilgili mevzuat ve hazirlanan rehber niteligindeki dokiimanlar dikkate alindiginda,
her iki biiyiiksehir belediyesinin de stratejik planlarimda bazi eksiklikler vardir. Ancak Mugla biiyiiksehir
belediyesinin daha az eksiklik icerdigi ve daha profesyonelce hazirlandig1 s6ylenebilir.

Bu genel degerlendirme yaninda her iki biiyiiksehir belediyesinde de “misyon” taniminda isabetli bir
yaklasimin olmadig1 gériilmektedir. 2019 yilinda hazirlanan Belediyeler Igin Stratejik Planlama Rehberi’nde
misyon i¢in su agiklama yer almaktadir:

“Misyon bir belediyenin var olus sebebidir. Belediyenin ne yaptigini, nasil yaptigini1 ve kimin i¢in
yaptigini agikca ifade eder. Stratejik plana temel teskil eden misyon bildirimi, belediyenin sundugu tiim
hizmetler ile gergeklestirdigi tiim faaliyetleri kapsayan bir semsiye kavramdir. Misyon ifadesinin;
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belediyenin yasal yetkisini yansitmasi, sunmakla yiikiimlii oldugu hizmetleri belirtmesi ve belediye
kaynaklari ile tutarl olmasi gerekir.”

Yukaridaki agiklamada da goriildiigii gibi, belediyelerin misyon tanimlamasinda esas almalar1 gereken husus
mevzuatin kendileri i¢in belirledigi gorev gercevesidir. Ciinkil bir kamu teskilati olarak belediyelerin kendi
baslaria bir gérev tanim1 yapma yetkisi yoktur.'* Bu nedenle basta 5216 say1li Biiyiiksehir Belediye Kanunu
ve 5393 sayili Belediye Kanunu olmak {iizere, ilgili mevzuati dikkate alarak bir misyon (gdrev) taniminin
yapilmas1 gerekir.

Stratejik planlarda yer alan ve kurumun temel yaklasgimi ile gelecek yonelimini tanimlayan ve betimleyen
onemli diger iki olgu da “vizyon” ve “temel degerledir’. Van ve Mugla Biiyiiksehir belediyelerinin incelenen
stratejik planlarinda yer alan vizyon tanimlamasi Tablo-5’de verilmistir.

Tablo 5: Van ve Mugla Biiyiiksehir Belediyelerinin Vizyonlarinin Karsilagtirilmasi

Van BSB Mugla BSB

Kentimizi; tarihi, kiiltiirii, inanglari, dilleri ve tiim
degerleri lizerinde insa ederek, cagdas, yasanabilir,
ozgirlik¢li, planli ve saglikli gelisen bir kent

Dogal, tarihi, ekonomik zenginliklerimizi
Muglalilarimiza, yerli ve yabanci konuklarimiza
cagdas bir yonetim anlayisi ile sunmak ve gelecege

yaratmak ve Van’t bolgenin en dnemli tarih ve
tagimak.

turizm kenti haline getirmek.

Vizyon bir kurum/organizasyon agisindan gelecekte olmak/varilmak istenilen diizeyi ifade eder ve bir gesit
kurumsal ideali tanimlar. Boylece vizyon ile kurum nereye varmak istedigini 6zIii bir ifadeyle ortaya koyar.
Vizyonun da yine kurum igin belirlenen gorev ve yetkiler baglaminda diisiiniilmesi gerekir. Nitekim
Belediyeler Igin Stratejik Planlama Rehberinde vizyon i¢in sdyle denilmektedir:

“Vizyon belediyenin gelecegini sembolize eden genel amacidir. Vizyon bildirimi, stratejik planin
kapsadigi zaman diliminin de Otesinde, uzun vadede belediyenin gerceklestirmek istediklerini ve
ulagmak istedigi yeri yansitacak bir sekilde belirlenir.”

Her iki biiyliksehir belediyesinin vizyonuna bakildiginda, kurumun (biiyiiksehir belediyesinin) kendisine iligkin
bir gelecek tasavvurunun bu vizyonlarda yer almadig1 goriilmektedir. Sadece Mugla Biiyiiksehir Belediye’sinin
vizyonunda “cagdas yoOnetim anlayis1” vurgusu yer almaktadir. Fakat bu vurgu da “ara¢” baglaminda
kullanilmistir. Mugla Biiyiiksehir Belediyesi “(Mugla’nin) dogal, tarihi, ekonomik zenginliklerini” Muglalilara
ve yerli ve yabanci misafirlere sunmak olgusunu vizyonunda on plana c¢ikarmistir. Anilan degerlerin
sunulmasi/bunlardan yararlanilmas1 kadar, 6zellikle dogal ve tarihi degerlerin “siirdiiriilebilir kalkinma”
yaklasimi ile korunmasi da biiylik 6nem tagimaktadir. Ancak bu koruma olgusu zayif bir vurgu ile “gelecege
tasimak” bi¢iminde ifade edilmistir.

Van Biiyiiksehir Belediyesinin ise, mevzuatin biiyiiksehir belediyeleri ig¢in tanimlamis oldugu gorev ve yetki
cergevesinin oldukga disina ¢ikarak bir vizyon tanimlamasina gittigi goriilmektedir. “Kentimizi; tarihi, kiltiiri,
inanglar1, dilleri ve tiim degerleri iizerinde insa ederek...” vurgusu oldukca soyut kalmaktadir. Ornegin
“inanglar” denirken hangi inanglarin kast edildigi, ¢cogunluk kent niifusunun paylastig1 dini inancin diginda
bagka inanglarin kentin iizerine insa edilecegi bir temel unsur olarak degerlendirilmesinin ne derece isabetli bir
durum olacagi gibi hususlar iizerinde vizyon tanimlamasi sirasinda yeterince diigiiniilmedigi anlagilmaktadir.

14 Anayasa’nin 127. maddesine gére “Mahalli idarelerin kurulus ve gorevleri ile yetkileri, yerinden yonetim ilkesine uygun olarak
kanunla diizenlenir”.
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Yine “tiim degerler derken” neyin kast edildigi de belirsizdir ve somut yonetim uygulamalari i¢in yonlendirici
olmaktan uzaktir. Bunlarin yaninda Van Biiyiiksehir Belediyesi yonetiminin vizyonda ortaya koydugu nispeten
daha somut olan “cagdas, yasanabilir, 6zgiirliikk¢ii, planh ve saglikli gelisen bir kent yaratmak™ olgusunun da
sadece Biiyiiksehir Belediyesinin sahip oldugu yetki ve kaynaklar ile ger¢eklestirilmesinin miimkiin olmadig1
da ortadadur.

Caligmada ele alinan her iki biiyiiksehir belediyesinin “vizyonlar’” hakkinda yapilan bu degerlendirmeyi
takiben her iki biiyiiksehir belediyesinin “temel degerlerini” de ana hatlariyla karsilastirmali olarak ele almakta
yarar vardir.

Tablo 6: Mugla ve Van Biiyiiksehir Belediyelerinin Temel Degerlerinin Karsilastirilmasi

Van BSB Mugla BSB

Temel insan hak ve Ozgiirliikleri gercevesinde
sosyal belediyecilik anlayisi.

Kararlarinda ve uygulamalarinda agik Hesap verebilir, tarafsiz ve SEFFAF bir yonetim
belediyecilik anlayisi. anlayigini benimsemek

Insan odakli ¢alisan kurum.

Karar alma siireglerinde ilimizin tiim
Katilimei bir yonetim dinamikleriyle birlikte KATILIMCI yonetim
anlayigim benimsemek

Cinsiyet esitlik¢i bir yaklagim

Hizmetlerimizde ADALET kavramindan taviz

Adalet ve tarafsizlik.
vermemek

Dogaya ve tarihi dokuya saygi

Sundugumuz hizmetin KALITE diizeyini en iist
Hizl, siirdiiriilebilir ve kaliteli hizmet seviyeye ¢ikararak, Hizmetlerimizi
vatandaslarimiza en HIZLI bi¢cimde ulagtirmak,

Planl kentlesme
Yenilik¢i ve gelisime agik. Belediyecilikte her zaman ONCU olmak
Minimum maliyetle maksimum fayda saglayarak
hizmetlerimizde yiiksek VERIM elde etmek
Belediyemizin i¢ ve dis paydaslarina verdigi
GUVENILIRLIK imajin1 devamli kilmak

Her iki biiyliksehir belediyesinin 2015-2019 yillarim kapsayan stratejik planlarmdaki temel degerlere
bakildiginda, Mugla Biiyiiksehir belediyesinin degerleri daha ¢ok organizasyon/kurum/belediye ekseninde
tanimladigi, Van biiyiiksehir Belediyesinin deger tanimlamasinda ise, siyasi yaklagimin da s6z konusu oldugu
sOylenebilir. Ancak kent yonetimi baglaminda “katilimeilik”, “seffaflik” gibi yeni yonetim ilke ve degerlerinin
her iki biiyliksehir belediyesi tarafindan benimsendigi goriilmektedir. Bu ilkelerin hazirladiklar1 stratejik
planlarda biiyiiksehir belediyelerinin biiyiik cogunlugu tarafindan benimsendigi Akman ve Ozaslan (2018)
tarafindan tespit edilmistir.

2.3. Van ve Mugla Biiyiiksehir Belediyelerinin stratejik amaclarinin ana hatlariyla karsilastirilmasi

Stratejik amaglar agisindan genel bir degerlendirme yapildiginda, Van Biiyiiksehir Belediyesinin amaglar daire
bagkanliklarin esas alarak tanimlama yoluna gittigi goriilmektedir. Bu yaklasim hangi amagtan hangi birimin
sorumlu oldugunu net olarak belirlemek agisindan islevsel olmakla birlikte, amaglarin biitiin birimler i¢in yol
gostericiligini zayiflatmakta ve is birligi yapilabilecek diger birimlerin tespitini gliglestirmektedir. Bunun
yaninda yonetimin giinliik/rutin bazi isleri de amag¢ olarak tanimlanmistir. “Destek Hizmetleri Daire
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Baskanlig1” biriminin altinda 10. Amag olarak yer alan “Kurumsal iist yonetim gorevlilerinin ile tiim hizmet
binalari, tesisleri ve eklentilerine ait koruma ve giivenligini saglamak. Projelerle destekienen hizmetleri
korumak, gerekli lojistik destekleri sunmak” bigimindeki tanimlama bu olguya 6rnek verilebilir.

Van Biiyiiksehir Belediyesinin yeni kurulan bir kamu teskilati olarak, teskilat yapisini gii¢lendirme ve bu yapiy1
daha etkin hale getirme/islettirme yaklagiminin stratejik plana hakim olan genel bir yaklagim oldugu, ortaya
konulan amag ve hedeflerden anlagilmaktadir. Bunun yaninda kent veya belediye hizmetleri baglaminda
yasanilan biitiin sorunlarin 5 y1l i¢inde ¢oziilmesi gibi bir yaklasim sezilmektedir. Bu da ¢ok sayida amacin
tanimlanmasina yol agmis ve amaglarin 5 yillik zaman dilimi i¢inde ger¢eklesme potansiyelini zayiflatmistir.
Mugla Biiyiiksehir Belediyesi ise, once politika belirleme daha sonra amaglari bu politikalar baglaminda
tanimlama yoluna gitmistir. Bu kapsamda; “kurumsal politikalar”, “kentsel ve mekansal politikalar”, “sosyo-
ekonomik politikalar”, “kamu giivenligi politikalar1” ad1 altinda 4 temel politika alan1 belirlenmis ve amaglar
bu politikalar baglaminda tanimlanmigtir. Mugla Biiyliksehir Belediyesinde de yeni kurulan bir teskilat olarak,
kurumsal yapiyr giiclendirme yaklagimi gozlemlenmektedir. Mugla’da hedeflerin altinda “faaliyetler” yer
almamaktadir. Dolayisiyla hedeflerin nasil gergeklesecegi konusu agikta kalmaktadir. Ancak ilgili amag altinda
yer alan hedeflere bakildiginda, bunlardan bazisinin faaliyet niteliginde oldugu goriilmektedir. Bu durum hedef
ve faaliyetlerin birbirine karistirildiginmi géstermektedir.

Incelenen biiyiiksehir belediyelerinin 2014 yilinda yapilan yerel secim sonrasinda isbasina gelen biiyiiksehir
belediye baskanlar1 kendilerini politikanin solunda konumlandiran siyasi partilere mensupturlar. Bu nedenle
biiyliksehir belediye baskanlarinin sahip olduklar1 degerler de stratejik amaglarin belirlenmesinde etkili
olmustur, ciinkii yoneticinin sahip oldugu degerler, organizasyonlarin stratejik planlarini etkilemektedir
(Hodgetts, 1999: 114).

Yukaridaki genel degerlendirmeden sonra, agagida Van ve Mugla illerinin stratejik planlarindan yararlanarak
4 ana tema ckseninde belirledikleri amaglar gosterilmistir. Benzerlik gosteren amaclar karsilikli olarak
yazilmis, farkli amaglar ise ilgili ilin siitununda bos olarak gosterilmistir.

Tablo 7: Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinda Yer Alan Kurumsal Amaglar

Van Mugla

Mali yapiy etkinlestirmek, siirdiirebilir kilmak ve
Biitce  denkliginin en  yiikksek  diizeyde
gerceklesmesini  saglamak, Belediye mali
imkanlarin, 6zellikle de gelir getirici ¢alismalar
artirmak suretiyle tahakkuk ve tahsilat oranlarini
yiikselterek nakit akisini siirekli hale getirip tiim
belediye hizmetlerinin en etkin sekilde sunulmasi
amaciyla etkin ve yerinde kullanim1 saglamak

Mali yapinin gii¢lendirilmesi

I¢ denetim faaliyetlerinin kamu i¢ denetim
standartlar cergevesinde yiiriitiilmesini saglamak
Belediye basin, yayin ve halkla iliskiler
hizmetlerini etkin bir gekilde yiiriitmek

Yoneticiler i¢in karar destek sistemi olusturmak
Ureten, yaratan, degistiren, doniistiiren ve siirekli | Insan kaynaklarinin etkin yonetimini saglamak
kilan bir kurumsal alt yapi i¢in yeterli, nitelikli ve
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vasifli insan kaynaklar1 kadro ve personel
ihtiyaglarinin  temin ve tedariki saglamakla
miimkiin oldugundan hizmet igi personel egitim
ve seminerler diizenlemek

Insan kaynaklarmin etkin ydnetimini saglamak

Donanim ve yazilim varligimizi giincel tutmak,
standartlagtirmak hedefiyle, belediyenin bilisim
teknolojilerinden azami yararlanmasini saglamak

Kurum igi ¢alisanlarin geligen teknoloji ile
birlikte is verimliligini arttirmak

Biiyiiksehir Belediyesi’nin menfaatleri
dogrultusunda diger birimlerin harcamalarmi | Kaynak kullaniminda etkinligi ve verimliligi
kontrol altinda tutmak ve gerekli gorildigi | saglamak

harcama ve giderlere miidahale etmek

Tasmmmazlarin etkili ve verimli, bir sekilde

Belediye taginmazlarinin denetimini saglamak e
yOnetimini saglamak

Verimli, kaliteli ve etkin personel politikalar
gelistirerek  yiiksek  koordinasyonlu igyap1
kurmak, ideal norm ve standartlarda hizmet | Kurumsal yapinin gii¢lendirilmesi
sunulmasint  saglamak temelinde kurumsal
yapilandirmay1 gerceklestirmek

Her iki biiyiiksehir belediyesinde de; mali yapmin giiglendirilmesi, kurumsal yapinin gii¢clendirilmesi, insan
kaynaklarinin etkin kullanilmasi, yerel hizmetlerin sunumunda teknolojiden faydalanma gibi hususlarda benzer
mabhiyette amaglarin tanimlandig1 goze ¢arpmaktadir. Ancak 6zellikle Van Biiyiiksehir Belediyesinin kurumsal
yapiy1 giiclendirmek igin belirledigi amaglarin bazilarinin net olmadigi, tekrar mahiyetinde bazi ifadelerin
oldugu goriilmektedir. Bunun yaninda yonetimin giinliik faaliyetleri kapsaminda rutin yiiriitiilmesi gereken bazi
faaliyetler stratejik amag¢ kapsaminda degerlendirilmistir. Buna “Belediye taginmazlarmin denetimini
saglamak” bigimindeki amag 6rnek gosterilebilir. I¢ denetim ile ilgili Mugla Biiyiiksehir Belediyesinin bir amag
tanimlamasi bu idarenin i¢ denetime verdigi 6nemi gostermektedir.

Tablo 8: Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinda Yer Alan
Sosyal, Kiiltiirel ve Sagliga Iliskin Amaclar

Van Mugla

Dezavantajli kesimlerin faydalanacagir “ortak
yasam alanlari” ve destek merkezlerinin
olusturulmasi, yagam kosullarinin iyilestirilmesi
ve gecim stratejilerine destek olunmasi Yardima muhtag kimseler, engelliler, sehit ve gazi
Genglere, cocuklara, engellilere, yaslilara ve | yakinlar1 basta olmak tiizere her kesimden
kadinlara yonelik etkinlikler —diizenlenerek | vatandasimiza sosyal belediyecilik anlayisinin
toplumsal yasama katilimlarinin arttirilmasi gerektirdigi hizmetleri sunmak,

Bedensel, zihinsel engelli ya da sosyoekonomik
sartlar1 nedeniyle ihtiyaci olan bireylere evde
bakim hizmeti sunmak
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Toplum ¢evre ve insan sagligmin korunmasi igin
uluslararas1 yagam stantlarina uygun hizmet igin
calisma yapmak ve proje liretmek

Insan saghigm koruyucu tedbirler almanin yani
sira hayvanlara yonelik saglik ve hijyen
kosullarm1 saglayip, bakim ve rehabilitasyon
alanlar1 olugturmak

Il genelinde bulunan tiim mezarliklarm altyap ve
cevre diizenlemelerini yaparak mezarliklart
modern standartlar seviyesine ¢ikartmak, cenaze,
defin ve taziye hizmetlerinin daha saglikli bir
sekilde verilmesini saglamak

Mezarliklarin dokusunu korumak, gelistirmek ve
modern anlayista hizmet vermek

Van il biitiiniindeki parklarin temizligi, giivenligi
ve bakimim saglayarak insanlarin daha giivenilir
ve nezih bir ortamda yasamlarini kolaylastirmak,
Yeni park, mesire alani, yesil alan ve ¢ocuk oyun
gruplar1 yapmak

[limiz halkinin saglhikli vakit gegirebilecegi temiz
ve diizenli alanlar olugturmak

Gengligi farkli spor alanlartyla ilgilenmesini
saglamak; spor ve ahlak birligini saglamak

Basta gen¢ niifus olmak f{izere her yastan
vatandagimizin  sportif faaliyetlerini Mugla
geneline yaymak, halka benimsetmek; sporcu ve
spor kuliiplerine destek olmak

Kadinlara ayrimci ve siddet iceren yaklagimlari
ortadan kaldirmak, koruyucu uygulamalarda
bulunmak, Kadinlari ekonomik, toplumsal,
kiiltiirel ve saglik acilarindan giiglendirmek
Kadmin toplumsal cinsiyet rollerinden styrilmasi
ve kadinin sosyal hayata entegre olmasim
saglanmak

Her iki biiyiiksehir belediyesinin sosyal, kiiltiirel ve sagliga iligkin amagclar agisindan benzer yaklasimda oldugu
gorlilmektedir. Dezavantajli kesimlere iliskin sunulacak hizmetler, genglere ve yaslilara iligkin faaliyetler,
insan saglhigina iligkin faaliyetler ve spor alanlarina iligkin faaliyetler ortak amagclar olarak goze ¢arpmaktadir.
Van Biiyliksehir Belediyesinin organizasyon yapist iginde “Kadin ve Aile Hizmetleri Daire Baskanligi”
bulunmaktadir. Bu nedenle kadinlara yonelik daha somut amaglara sahiptir. Ancak Van Biiyiiksehir
Belediyesinin kadinlara yonelik olarak belirledigi stratejik amacin kendi yetki alaninin olduk¢a diginda yer

aldig1 soylenebilir.

Tablo 9: Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinda Yer Alan
Kent ve Cevreye Iliskin Amaglar

Van

Mugla

Kentsel doniligiimiinii tamamlamis, gelismesini
planli olarak siirdiiren, kiiltiirel ve tarihi dokuya
uygun modern bir kent olusturmak

Kentin ¢evre kalitesini arttirmaya yonelik projeler
gergeklestirmek, Etkin, verimli ve yaganabilir bir
cevre olusturmak

Insan saghgini ve ¢evreyi olumsuz yonde
etkileyecek unsurlari ortadan kaldirmak ve
yasanabilir bir kent olusturmak,
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Hedef kitlemizin yasamsal alanlarindaki, fiziki alt
yap1 gereksinimlerini en yiiksek diizeyde
kargilama ve c¢agdas yasanilabilir bir c¢evre
sunmak

Halkimizin yasamaktan mutlu oldugu, ornek
alinabilecek saglikli bir sehir planlamas1 yapmak
Van kentinin ulagim sorunlarin1 ¢ézecek projeler
gelistirerek Van halkina ekonomik agidan diisiik | Idaremiz sorumluluk alaninda bulunan mevcut
maliyetli, = modern,  konforlu,  giivenilir, | yollarin standartlarinin gelistirilerek halkimiza
erigilebilirligi yliksek ve siirdiiriilebilir  bir | daha konforlu bir trafik akis1 saglamak,
ulagtirma sistemi imkani1 saglamak
Ulasim sorunlarinin ¢oziimiine yonelik projeler | Ulasim sistemini planh sekilde yiiriitmek, ulagim
tiretmek ve karayolu giivenligini saglamak

Kent ormanimi genigletmek ve yeni kent ormanlari
olusturmak, Il genelinde yeni yesil alanlar
yaratmak

Il genelinde imarli yeni yollarm agilmasmi
saglamak

Kacak yapilasmaya yonelik etkin miicadele
yontemleri belirlemek ve bu konuda ¢oziimler
tiretmek, Kent biitiiniinde planh gelisimi saglamak

Kent ve ¢evreye iliskin amaglar incelendiginde; bu alanlara yonelik amag belirlenmesinde, kentsel yapilanma
durumu ile ulagim, yesil alan gibi kentsel hizmetlerin iyilestirilmesi ve yayginlastirilmas1 gibi faktorlerin etkide
bulundugu sdylenebilir. Iki belediye de icinde bulunduklar1 durum ve yasanilan sorunlar baglaminda amaclar
belirlemislerdir. Ozellikle Van Biiyiiksehir Belediyesinin sehrin bazi temel sorunlarina ¢ziim olmak iizere
kent ormanlari, imarli yollarin yapimi, kacak yapilasmanin engellenmesi gibi amaglar1 belirledigi
goriilmektedir. Bu yoniiyle Mugla’dan farklilik gostermektedir. Mugla Biiyiiksehir Belediyesi ise sahip oldugu
kentsel ve ¢evresel sartlar1 daha da iyilestirmeye yonelik amaglar belirlemistir. Bu baglamda Van Biiyiiksehir
Belediyesi yeni bir durum olusturmaya calisirken, Mugla Biiyiiksehir Belediyesi var olan durumu gelistirmeye
yonelik amaglar belirlemistir.

Tablo 10: Van ve Mugla Biiyiiksehir Belediyelerinin Stratejik Planlarinda Yer Alan
Turizme Iliskin Amaglar

Van Mugla

Kis turizminin 6n plana ¢ikarilmasi

Van Biiyiiksehir Belediyesi sinirlar igerisinde
bulunan degisik 6lgek ve ebatta tarihi kalelerin,
kiliselerin,  kopriilerin ~ tespiti  onarimi  ve
tanittminin yapilarak turizme kazandirilmasi
Kentteki Turizm potansiyelini imar Planlartyla
destekleyerek yonlendirmek

Halki Tarihi-Kiiltiirel alanlarda bilgilendirmek ve
kentimizin turizm alaninda sahip oldugu Tarihi-
Kiiltiirel varliklar1 ulusal ve uluslararasi 6l¢ekte
tanitarak Van’1 bolgede bir turizm merkezi haline
getirmek

Dogal giizellikleri saglik turizmine katmak
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Yesili ve mavisiyle taninan ilimizin tarihi, kiiltiirel
ve sanatsal yoOnlerinin de tamitimimi yaparak
Mugla’ya 6zgii bir turizm politikasi olusturmak

Mugla ili 6zellikle denize sahili olan ilgeleri itibariyle Tiirkiye turizmine ¢ok biiyiik katkilar yapmaktadir."
Turizm konusunda birincil aktdr merkezi yonetimdir. Ancak belediyelere de 2004- 2005 yillarinda gerceklesen
yerel yonetim reformu neticesinde turizm konusunda gorev verildigi bilinmektedir. Sahip oldugu turizm
potansiyeli dikkate alindiginda Mugla Biiyiiksehir Belediyesinin Stratejik Planinda turizme daha giiglii yer
vermesi beklenebilir. Ancak “(Mugla’nin) kiiltiirel ve sanatsal yonlerinin de tanitimini” vurgusunun stratejik
planda yer almasi, Biiyliksehir Belediye yoOnetiminin Mugla’nin kiiltiirel ve sanatsal degerlerinin tam
taninmadigint/bilinmedigini disiindiigiinii gostermektedir. Bunun yaninda “Mugla’ya 6zgii bir turizm
politikas1 olusturmak” bi¢imindeki yaklagimin da gercek¢i oldugunu sdylenemez. Daha 6nce deginildigi gibi
turizm konusunda birincil aktor merkezi yonetimdir. Merkezi yonetimin belirledigi politikalarin disinda, bir
belediyenin kendi giicii ile bir turizm politikast olusturmasi oldukg¢a zor goriinmektedir. Mugla Biiyiiksehir
Belediyesinin vizyonunda turizme vurgu yapilmasma ragmen, Mugla Biiyiiksehir Belediyesinin stratejik
planinin genelinde turizm konusuna yeterli diizeyde yer verilmedigi sdylenebilir.

Van Bilyiiksehir Belediyesi agisindan konu degerlendirildiginde; Van, Iran’a olan sinirindan dolayr Dogu
Anadolu bolgesinin en fazla turist agirlayan ilidir. 2018 yilinda Van’da agirlanan yabanci turist say1s1 330 binin
iizerindedir (https://www.haberturk.com/van-haberleri/). Yerli turistlerle birlikte bu rakam bir milyona
yaklagmaktadir. Bu nedenle Van ekonomisi igin de turizm biiyiik 6nem tagimaktadir. Ancak Van’la Mugla’nin
turizm konusunda farklilastigi 6nemli bir nokta sudur: Mugla’da turizm faaliyetlerinin odak noktas1t Mugla’nin
ilgeleri (Bodrum, Marmaris, Fethiye vd.) iken, Van’da turizm faaliyetleri kent merkezinde yogunlagmaktadir.
Van ilinin niifusunun -Edremit il¢esinin de merkezle biitiinlestigi dikkate alindiginda- en fazla kent merkezinde
yasadig1 goriilmektedir. Belirtilen nedenlerle olsa gerek, Van Biiyliksehir Belediyesinin turizm konusunda daha
fazla amag belirledigi goriilmektedir. Ancak Van igin belirlenen “dogal giizellikleri saglik turizmine katmak”
bigimindeki amagtan ne kastedildigini anlamak zor goriinmektedir.

SONUC

Planlama yonetimin bes fonksiyonundan biridir ve yonetim faaliyetlerinin ayrilmaz bir pargasi niteligindedir.
Ancak Tiirkiye’de kamu teskilatlar1 gecmiste gilinlik ve kisa vadeli bir perspektifle yonetim faaliyetini
yiiriitmekteydi ve farkli faktorlerin etkisiyle orta vadeli planlama yapma ve faaliyetlerini buna gore yiiriitme
yoniinde bir yaklagim i¢inde degillerdi. 2000°1i yillarin ortalarinda Tiirkiye’de gerceklestirilen kamu yonetimi
reformu ve bu reformun bir pargasi olarak kamu mali yonetimini yeniden yapilandiran 5018 sayili Kamu Mali
Yonetimi ve Kontrol Kanunu, kamu idareleri ig¢in planlama agisindan yeni bir yaklasim getirmistir. Yerel
yonetimlerle ilgili organik yasalarin da stratejik planlamaya iligkin hiikiim i¢cermesi, yerel yonetimler agsindan
idari faaliyetler i¢in plan yapma olgusunu daha da giliglendirmistir.

5018 sayili Kanun ile hem merkezi yonetim kuruluslart hem de yerinden yonetim kuruluslari igin getirilen
“stratejik plan yapma” ve yonetim faaliyetlerini buna gore yiiriitme zorunlulugu, kamu yonetimi i¢in oldukg¢a
isabetli olmustur. Stratejik planlama olgusu kamu idarelerince daha iyi anlasilip kavrandik¢a, kamu
hizmetlerinin etkinligi ve verimliligi de artacaktir.

152019 yil1 verilerine gore, Mugla Antalya ve Istanbul’dan sonra en fazla turist agirlayan ildir. Mugla 2019 yilinin 10 aylik dsneminde
3 milyon 240 bin turisti agirlamistir. 10 aylik ddnemde Mugla’ya gelen yabanci turistin yiizde 35’ini Ingiliz turistler olusturmustur.
Ingiliz turistlerin Tiirkiye’de en fazla tercih ettigi il olan Mugla’ya 10 ayda 1 milyon 128 bin 416 Ingiliz turist gelmistir. Ingilizleri 512
bin 863 kisi ile Rusya Federasyonu, 200 bin 619 kisi ile Ukrayna, 189 bin 780 kisi ile Polonya ve 180 bin 468 kisi ile Alman turistler
takip etmektedir (http://www.hurriyet.com.tr/ekonomi/mugla).
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Belediyeler yerelde, az kaynakla mevzuatla kendilerine tevdi edilen hizmetleri etkin ve verimli bir bigimde
sunma durumunda olan kamu kurumlaridir. 6360 sayili Kanun ile olusturulan yeni biiyiiksehir belediye sistemi,
biiyliksehir belediyelerin cografi smirlarmi genisletmis, dolayisiyla faaliyet ve sorumluluk alanlarini
bliylitmiistiir. Biiyliyen sorumluluk alanlarinda halkin beklentisine uygun ve verimli bir kamu hizmeti
sunmanin 6nemli araglarindan birisi, iyi hazirlanmis stratejik planlardir. Bu calismada 6360 sayili Kanunla yeni
kurulan 2014 yerel secimleri ile aktif olan biri Tirkiye'nin dogusunda digeri de batisinda yer alan iki
biiyiiksehir belediyesinin stratejik planlari ana hatlariyla inceleme konusu yapilmistir. Yapilan inceleme
neticesinde On plana ¢ikan bazi tespitler su sekildedir:

- Yerel yonetimler tarafindan stratejik plan yapma ve yonetim faaliyetlerini buna gore yiiriitme yaklasimi genel
olarak benimsenmekle birlikte, stratejik planimin fonksiyonunun, sahip oldugu bi¢im ve mantigin tam olarak
anlagilma ve teskilat tarafindan benimsenme siirecinin halen devam ettigi goriilmektedir. Gegmiste
belediyelerin stratejik planlart {izerine yapilan ¢alismalarda da bircok yonden eksiklik tespit edilmistir
(Demirbag ve Unlii, 2019: 194; Karasu, 2012: 176, Tas ve dig. 2016: 74).

- Belediyelerde Ust yonetimin secimle degisebilmesi ve belediye biirokrasisinin de bundan etkilenmesi,
stratejik plana iligkin bu teskilatlarda bir bilgi birikimi, kiiltiir ve anlayisin yerlesik hale gelmesini
zorlagtirmaktadir.

- Belediyelerin stratejik planlarmin eskiden DPT, sonra Kalkinma Bakanligi simdi ise Strateji ve Biitge
Baskanligi tarafindan nihai kabulden once diger kamu teskilatlarinda oldugu gibi 6n incelemeye tabi
tutulmamasi, ortak bir anlayis ve yaklasimin bu idarelerde yerlesmesini zorlagtirmaktadir. Bu nedenle 2019
yilinda “Belediyeler Igin Stratejik Planlama Rehberi nin hazirlanmasi isabetli bir uygulama olmustur. Bunun

yaninda Sayistay’in belediyelerde gerceklestirecegi “performans denetimi” de belediyelerin stratejik plan
yapma ve faaliyetlerini buna gore yiiriitme kapasitesini giiglendirecektir.

- Mugla Biiyiiksehir Belediyesinin stratejik planinin daha profesyonel bir yaklagimla hazirlandigi, stratejik
planin idari bir ara¢ oldugunun gozetilerek bu dokiimanin olusturuldugu soylenebilir. Buna karsilik Van
Biiyiiksehir Belediyesinin stratejik plana siyasi bir islev de atfettigi goriilmektedir.

- Stratejik planlarda yer alan “misyon” ve “vizyon” tanimlanmasindaki birgok kamu teskilatinda goriilen
sorunla hem Mugla hem de Van Biiyliksehir Belediyelerinin stratejik planlarinda da karsilagilmaktadir. Bunun
yaninda Van Biiyiiksehir Belediyesinin SWOT(GZFT) analizi de isabetli degildir. Analiz yapilirken “gliglii ve
zayif yonlere” iligkin degerlendirmelerin kurumsal/organizasyonel agidan, “tehdit ve firsatlara” iligkin analizin
ise, organizasyon g¢evresi agisindan yapilmasi gerekmektedir.

- 5 yil igin tespit edilen ve bu siire i¢cinde gerceklestirilmesi gereken amaglarin dogru bir bicimde belirlenmesi,
bu amaglarin ger¢eklesmesi i¢in hedeflerin isabetle tanimlanmasi ve dogru faaliyetlerin 6ngdriilmesine iliskin
sorunlar hala stratejik planlarda gdézlemlenebilmektedir. Performans gostergeleri ve mali boyut/biitce ile
iligkilendirme konusunda da iyilestirilmesi gereken alanlar mevcuttur.

- Yerel yonetimlerin stratejik planlarini hazirlanirken, tiniversiteden danigmanlik ve egitim hizmeti almalari,
daha iyi bir stratejik planin hazirlanmasini saglayacak ve hatalar1 minimize edecektir.
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Abstract

Serious concerns have been raised by strategic plan formulation and implementation experts on the best
strategic plan implementation style to result in effectiveness and efficiency in organisational performance.
Nonetheless, empirical studies on this issue are at its infancy. In the developing economies no effort has been
made by researchers to establish the best strategic plan implementation style. The literature indicated that an
effort was made by researchers to establish the best strategic plan implementation style for effectiveness and
efficiency in Turkish Municipal Authorities.

The purpose of the study was to establish the strategy implementation styles used by local authorities on the
Copperbelt Province of Zambia to realize their strategic objectives. Five out of ten local authorities were used
for the study. Four strategy implementation styles from the literature were adopted and used as independent
variables, i.e., rational, instrumentalism, logic-instrumentalism and no implementation style were adopted.
The multiple linear regression model used to test the hypotheses revealed that, none of the hypotheses was
significant (i.e., p value less than .05) The conclusion was that, though in all the local authorities strategic
plan implementation has been carried out using a mixture of rational and incremental styles have been
adopted. However, the two styles are not firmly adhered to because of lack of finances to oversee to the plan
implementation. The possible reason could be that the organizational culture and systems affect the
implementation process, leadership vision in driving the implementation is non-existent, hence poor and
ineffective implementation style.

Key Words: Strategic Plan, Style of Implementation, Local Authorities, Copperbelt (Zambia)

(04

Stratejik plan olusturma ve uygulama uzmanlari, organizasyonlarin performanslarinda etkinlik ve verimlilik
saglamak tizere en iyi stratejik plan uygulama bi¢imleri konusunda ciddi endiseler belirtmektedirler. Bununla
birlikte, bu konudaki ampirik ¢alismalar heniiz baslangic asamasindadir. Gelismekte olan ekonomilerde,
arastirmacilar en iyi stratejik plan uygulama bigimi olusturma konusunda hi¢bir ¢aba gostermemektedirler.
Literatiir, arastirmacilar tarafindan Tiirk Belediye Otoritelerindeki etkinlik ve verimliligin saglanmast
amaciyla en iyi stratejik plan uygulama bigimini olusturma ¢abasinda oldugunu géstermektedir.

Calismamin  amaci, Zambiya'min Copperbelt eyaletindeki yerel otoritelerinin stratejik hedeflerini
gerceklestirmek amaciyla kullandiklary strateji uygulama bigimlerini olusturmaktir. Calisma on yerel
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taylortk171051@gmail.com

2 B.Sc. Urban and Regional Planning, School of The Built Environment, The Copperbelt University, Kitwe, Zambia,
Iwendobuuba@gmail.com
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otoriterin begsini kapsamaktadwr. Literatiirden dort strateji uygulama bigimi (rasyonel, enstriimantalizm,
rasyonel-enstriimantalizm ve hi¢bir uygulama bicimi) benimsenerek bagimsiz degisken olarak kullanilmustir.
Hipotezleri test etmek igin kullanilan ¢oklu lineer regresyon modeli, hipotezlerin hi¢birinin anlamli olmadigin
(p degeri .05'den kiiciik) ortaya c¢ikarmaktadir. Sonu¢ olarak, tiim yerel otoritelerde rasyonel ve
enstriimantalizm bicimlerinin bir karisimi kullanmilarak stratejik plan uygulamasi benimsendigi ifade
edilmektedir. Bununla birlikte, planin uygulanmasini denetlenmesini saglayacak finansman eksikligi nedeniyle
iki bicime de siki stkrya bagli kalinmamaktadir. Bu durumun olasi nedeni, uygulamanin yonlendirilmesindeki
liderlik vizyonu eksikligi, dolayisiyla zayif ve etkisiz uygulama tarzi gibi 6rgiit kiiltiir ve sistemlerinin uygulama
stirecini etkilemesi olabilir.

Anahtar Kelimeler: Stratejik Plan, Uygulama Bigimleri, Yerel Otoriteler, Copperbelt (Zambia)

INTRODUCTION

Strategy implementation is the most intricate and time consuming part of strategic management. Strategy
implementation defines the manner in which an organisation should develop, utilize and blend organizational
structures, control systems and culture to follow strategies that lead to competitive advantage and improved
performance (Sorroshian et al. 2010). Hence, it is obvious that strategy implementation is a key challenge for
today’s organizations (Li, Gouhui & Eppler, 2008). Business success is governed more by how well strategies
are implemented than by how good the strategy is to begin with (Speculand, 2009; Nyamwanza et al. 2013).
On this note, Li, Gouhui, and Eppler (2008), reiterated that, there are many (soft, hard and mixed) factors that
influence the success of strategy implementation, ranging from the people who communicate, or implement
the strategy to the systems or mechanisms in place for coordination and control.

Nonetheless, it appears that managers do not pay much attention to the planning of implementation as they pay
attention when formulating strategy (Speculand, 2009; (Li, Gouhui & Eppler, 2008; Shah, 2005). There are
numerous factors that affect strategy implementation in organisations which in turn affect their
performance. The difficulties usually arise during the implementation process (Li, Gouhui & Eppler,
2008). In most cases, the organizational leaders’ thinking is often flawed; as a result, they fail to successfully
implement the strategies they create (Speculand, 2009). Speculand (2009) argued that leaders habitually
underestimate the challenge of implementing strategy and delegate the process of implementation to their
subordinates eventually, not paying attention to what needs to be done. Hence, strategies fail not because the
strategy is wrong, but because the execution was poorly done.

There are two types of strategy implementation studies: those highlighting the importance of factors and those
that emphasize the ‘big picture’ of how such factors interrelate and form a strategic implementation
environment (Li, Gouhui & Eppler 2008). Li, Gouhui and Eppler (2008) further identified nine individual
factors that influence strategy implementation: the strategy formulation process; the strategy executors
(managers and employees); the organisational structure; communication activities; consensus regarding the
strategy; the relationship among different units/departments and different strategy levels; the tactics employed;
the level of commitment; and the administrative systems in place.

Much has been written about implementation in the public sector, but little is known about organizational
strategy implementation styles and their effect on organization performance. On this note, Andrews et al.
(2011) disclosed that, none of the established styles of implementation (i.e., rational, incremental, and “no
clear approach”) by themselves are likely to lead to better performance but when incorporated in the strategic
orientation of the organization (i.e., defender, prospector, and reactor), normally has an important moderating
effect on the relationship between strategic plan implementation style and service performance.
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According to Elbanna and Fabol (2016), there has been a significant amount of research on strategy processes,
i.e., “the process by which a strategic decision is made and implemented and the factors which affect it”. Much
of this work concluded that, process matters after performance (Hart, 1992). Moreover, much of the process
literature had focused more on the effects of strategy formulation, with very little evidence on the processes
that organizations use when implementing their strategies and the consequences for performance (Dobni &
Luffnan, 2003; Bantel & Osborn, 2001; Stone, Bigelow & Crittenden, 1999). This is a critical issue for all
organizations, as many have noted before, implementing strategic plan is often more difficult than formulating
it, and it is widely accepted to be an aspect of management where many organizations fail (Hrebiniak, 2006;
Nutt, 1999).
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Statement of the Problem

It has been empirically documented that most strategic plans fail to be implemented due to a number of factors,
i.e., vision barriers, management barriers and resources barriers. However, what has not been documented and
extensively researched on are the implementation styles by institutions. From a decision-making perspective,
the successful implementation of strategies depends on the particular style of implementation that an
organization decides to adopt, which, in turn has important implications for organizational performance.
Hence, it is of great importance to investigate and assess the implementation styles used by local authority
management in achieving strategic plan implementation success.

The research questions generated from the problem statement are as follows:

What implementation styles are utilized by the local government management in implementing strategic plans?
What are the possible reasons and rationale behind the adoption of specific implementation styles in the
realization of strategic objectives by local government management?

What are the similarities and differences in implementation styles of strategic plans at the local government
institutions?

Study Area

The study was undertaken on the Copperbelt Province of Zambia. The Copperbelt has 10 local authorities, 2
City Councils, 5 Municipal Councils, and 3 District councils. Kitwe and Ndola are city councils.
Chililabombwe, Chingola are District Councils. Kalulushi, Luanshya and Mufulira are Municipal Councils
whilst Lufwanyama, Masaiti and Mpongwe are District Councils. The 5 local authorities used for the study
were Kitwe, Ndola, Luanshya, Lufwanyama and Mufulira. The five are the local authorities that have had their
strategic plans implemented and therefore were considered appropriate for the study. Chingola has Municipal
Council has a strategic plan being implemented but were not ready to participate in the study. Chililabombwe
Municipal Council and Masaiti District Council have formulated strategic plans but they have not been
launched to start the implementation process. Kalulushi Municipal Council and Mpongwe District Council did
not have any strategic plans made. Thus, based on the information about the local authorities on strategic plan
formulation and implementation the study focused on the five local authorities highlighted above.

1. LITERATURE REVIEW

This section presents different scholarly perspectives on the strategic plan implementation styles. The first part
discusses the definitions of key terms, i.e., strategic plan, implementation, style of implementation
(implementation style) and strategy implementation. The second part reviews and discusses the empirical
literature on implementation styles in private sector institutions. This is followed by a similar review and
discussions on the public sector institutions. The key terminologies in this section includes: strategic plan,
implementation, style of implementation and strategy implementation.

1.1. Strategic Plan
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The expression strategic plan has become a commonplace feature particularly with both the private and public
sector institutions. However, definitions of strategic plan have a few variations. In all the definitions, the target
focus has been the development of a logical process to enable institutions (i.e., public and private), to be
competitive in the unpredictable contemporary global economy. Nonetheless, efforts were made to identify
and review some exciting definitions to guide the contextual definitions for the study. Some of the definitions
include, Maishanu (2009) who stated that, a strategic plan is a document that shows an organisation’s best
possible use of available and/or limited resources (i.e., time, funds, and staff) to achieve the greatest returns
(i.e., outcome, results, or impact). Contrary, McKay (2001) defined strategic plan as a vision for the
organization's future which states the necessary priorities, procedures, and operations (strategies) to achieve
that vision.

The two definitions by Maishanu (2009) and Mckay (2001) could be perceived as a subset of the other.
Mckay’s definition is very broad focusing on the vision, but that of Maishanu (2009) focuses on specific
elements or components of the organisation. Interestingly, Tapinos, Dyson and Meadows (2005) disclosed
that, a strategic plan is a set of processes undertaken to develop a range of strategies that will contribute to
achieving the organizational direction. Furthermore, Terstegen and Willemsen (2005) explained that, a
strategic plan is a guide on how an organization must move towards the intended results. In addition, Bryson
(2011: 8) defined “strategic plan” as, a fundamental decision and action that shape and guide what an
organization (or other entity) is, what it should do, and why.” The definitions of Terstegen and Willemsen
(2005) and that of Bryson (2011) complement each other with Terstegen and Willemsen (2005) being narrower
by focusing on the movements an organization needs to take to achieve or produce the intended results. On the
other hand, Bryson’s (2011) definition is quite broad by focusing on what Parker (1998) said, “If I do not know
myself, I cannot know my subject”. Meaning, an organisation needs to know what it is to understand its purpose,
thereby knowing what needs to be done and why. In view of the diversity and variations in definitions this
study, adopted Bryson’s (2011) definition of strategic plan which states that a strategic plan is the fundamental
decision and action that shapes and guides what an organization’s, should do, and why.

1.2. Implementation

Similar to the diversity of definitions of strategic plan, the concept of implementation also has variations in
meanings. Most researchers use both “implementation” and “execution”, interchangeably (Alharthy et al.
2017). However, some researchers argue that the two terms should not be treated as being interchangeable and
the same (Li, Guohui & Eppler, 2008) whilst others protest that they have the same meaning (Alharthy et al.
2017). The latter’s perspective is supported by the definitions outlined in Alu and Lie (2013), in which they
perceived the verb “to implement” as, the completion of a task, performance of a task or carrying out of a task,
while the verb “to execute” is defined as the act of following through with or carrying out an action. Therefore,
“implementation” and “execution” can be said to mean the same thing. Nonetheless, the following are some of
the scholarly definitions of implementation extracted from the literature for discussion to guide the study. One
of the intriguing definitions of “implementation” is that of De Kluyver and Pearce (2003) who stated that, it
expresses hands-on operation and action-oriented human behavioural activity that calls for executive
leadership and key managerial skills. Additionally, Schaap (2006) operationally defined implementation as
those senior-level leadership behaviours and activities that will transform a working plan into a concrete
reality (i.e., implementation of the strategy). Excitingly and interestingly, Maishanu (2009) referred to
implementation as “putting of choices into action, which in turn changes the current position”.

Based on the diversity of definitions in the literature, this study adopted De Kluyver and Pearce’s (2003)
definition which expressed “hands-on operation and action-oriented human behavioural activity that calls for
executive leadership and key managerial skills”

1.3. Strategy Implementation
Undoubtedly, strategy implementation has been perceived by many authors (Giles, 1991; Noble, 1999;
Bradford, Duncan & Tarcy, 2000; Li, Gouhui & Eppler, 2008; Hakonsson ef al. 2012; Andrews, Beynon, &
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Genc, 2017) in the literature as an essential area of discussion in the overall field of strategic management.
However, many definitions of strategy implementation have been posited such that, it is challenging to provide
an overarching one (Li, Gouhui & Eppler, 2008). For instance, Giles (1991) disclosed that, strategy
implementation is concerned with putting strategy into practice that can be described as the execution of tactics
so that the company moves in the desired strategic direction (see also Bradford, Duncan & Tarcy, 2000).
Similarly, Noble (1999:119 cited in Cater & Pucko, 2010:210) described the roots of the strategy
implementation research as “eclectic”. Hence, Noble defined strategy implementation as, ‘“the
communication, interpretation, adoption, and enactment of strategic plans” (1999:120). Contrary, Hékonsson
et al. (2012:182) defined “strategy implementation” as, “the realization of strategies and what the firm does”.
The definitions by Noble (1999) and Hékonsson et al. (2012) express similar opinions focusing more on
institutions or individuals ensuring that strategies are not mere dreams but become reality through the
institutions’ conscious investment in time, financial and human resources to operationalize the strategic
objectives and action plans This is similar to the definition by Bradford, Duncan and Tarcy (2000) and Li,
Gouhui and Eppler (2008). Li, Gouhui and Eppler (2008) defined strategy implementation as the actions an
organisation takes to meet its strategic goals whilst Bradford, Duncan and Tarcy (2000), defined strategy
implementation as the process of putting strategies and policies into action through the development of
programmes, budgets and procedures. In the same vein, Cater and Pucko (2010:210) also expressed strategy
implementation as “a systematic process composed of a logical set of connected activities that enable a
company to make a strategy work”

Interestingly, Padovani, Young and Heichlinger (2018) in their attempt to develop a framework of action for
strategy implementation in Local Governments considered the Six Cs Model by Barnard (1938) that focused
on the following activities: coalition building, citizen involvement, conflict management, compensation and
rewards, cross-unit collaboration, and control. This approach did not specify on the style of implementation.
Hence, it provides a challenge to researchers on strategy implementation to rethinking and review on how best
and effective strategic plans can be implemented.

For this study, the explanation generated from the definitions of Noble (1999), Bradford, Duncan and Tarcy
(2000), Li, Gouhui, and Eppler (2008) and Hakonsson et al. (2012) expressing that strategy implementation is
the process whereby institutions or individuals ensuring that strategies are not mere dreams but become reality
through the institutions’ conscious investment in time, financial and human resources to operationalize the
strategic objectives and action plans were adopted.

1.4. Style of Implementation

This refers to the approaches or procedures that organizations adopt when putting strategies into practice
(Andrews et al. 2011). This definition is very similar to the view of Hill and Hupe (2009) who defined “an
implementation style” as a part of an organization’s administrative routine, which is crucial to understanding
the dynamics of implementation. Focusing on Elbanna, Andrews, and Pollanen (2016) and Genc (2018), the
categorisation of implementation styles was highlighted. According to Genc (2018), an examination of existing
implementation styles indicates that there are a number of core elements, such as the extent to which
responsibility is centralized or decentralized, and whether formulation and implementation are distinct
sequential activities or are intertwined and represent a distinction between more or less planned styles of
implementation (Long & Franklin, 2004). Genc (2018) further stated that, an organization’s implementation
style tends to become institutionalized and established over time. However, researchers argue that
organizations might apply different implementation styles for distinct purposes (Elbanna, Andrews & Pollanen
2016; Andrews, Beynon & Genc, 2017).

Andrews et al. (2016) disclosed that in seeking to understand what works and when for strategy
implementation, strategic decision making theories focus on the key implementation styles, i.e., a rational or
planned style of implementing and an incremental or ad-hoc style of implementation. A rational
implementation style prioritizes getting people to follow precise procedures for the introduction of new policies
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and strategies, and the use of systems that can ensure that such organizational changes follow a pre-planned
sequence of steps (Parsa, 1999 cited in Andrews, Beynon & Genc, 2017: 2). Contrary, an incremental
implementation style emphasizes the fluid nature of change management, and the need to encourage and
support the modification of strategies on the ground by the people responsible for making them work (Quinn,
1990 cited in Andrews, Beynon & Genc, 2017).

The high failure rate of strategic plan implementation motivated a significant number of academicians in the
field of strategic management to focus more attention on the question of implementation challenges vis-a-vis
the issue of implementation style. However, research on strategic implementation style seems to have been
initiated after the seminal publication by Noble (1999) on “Eclectic roots of strategy implementation research”
when he suggested some areas of possible research to be seriously focused on. This has taken almost two
decades of efforts by academicians to really get to grip with the real dynamics underlying strategy
implementation success.

Hussey (2000) stated that, the implementation of strategies remains one of the most difficult areas of
management, simply because its success depends both on the selection of an appropriate strategy and
converting that strategy into action (Kirui, 2013). Furthermore, the strategy literature claims that, between 50%
and 80% of strategy implementation efforts fail (Ashkenas & Francis, 2000). Interestingly, the last decade of
implementation science has seen wider recognition of the need to establish the theoretical bases of
implementation and strategies to facilitate implementation (Neilson, Martin & Powers, 2008). Thus, significant
efforts by researchers to establish and understand the possible factors hindering successful implementation of
strategic plans have been reported in the United States, Europe, Middle East, Asia and East and Southern
Africa (Elbanna & Fobol, 2016).

In view of the above expositions by different researchers (Parsa, 1999; Ashkenas & Francis, 2000; Neilson,
Martin & Powers, 2008; Elbanna & Fobol, 2016; Andrews, Beynon & Genc, 2017), literature on both private
and public sector was reviewed for comparison purposes because presumably they (i.e., private and public)
implement their strategies differently. As Parsa (1999) puts it, private sector institutions are concerned with
profit making. Hence, they use particular styles that will enhance profit making.

On the other hand, the public sector is more concerned with the effectiveness and efficiency (Andrews Beynon
& Genc 2017), i.e., public sector is more concerned with styles that will boost the effectiveness of the strategic
plans put in place and efficiency in the use of limited resources thereby improving the welfare of the people.
Thus, according to Genc (2018), public institutions adopt different combinations of implementation styles
which have varying implications on performance and strategic objective achievement. Hence, it has been noted
that, a logical incremental implementation style is a successful approach in strategy implementation although
the rational style is perceived to be the key to better performance (Andrews, Beynon & Genc, 2017).

1.5. Strategic Objectives

Generally, an objective describes the end results to be achieved by the firm or institution. It is a specific
commitment to achieve a measurable result within a given time frame (iedunote.com) To that effect, an
objective refers to the measurable targets that the firm or institution wants to achieve. Belicove (2013),
“an objective is a measurable step you take to achieve a strategy”. Strategic objectives, therefore, forms the
basis for formulating the strategy of any organization or institution (ibid). Keyte (2014) indicated that Strategic
Objective is a continuous improvement activity. He further stressed that, strategic objectives are considered to
be the DNA of the Balanced Scorecard system. Keyte’s definition is quite intriguing. It hints on the best
appropriate approaches to achieve organizational goals and vision. Thus, objectives being a means of
measuring planned targets of an organization, is tightly linked to the organizational vision, hence confirming
Keyte’s definition of it being a continuous improvement. Perceived as the dependent variable of the study, the
focus was on how the Local Authorities continuously monitor and achieve their set targets in improving their
performance during the planned period.
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1.6. Empirical Literature Reviews

One of the limitations of the existing literature is the scarcity of empirical studies which examine the impact
of implementation style on performance (Stone, Bigelow & Crittenden 1999). This has been a “missing link”
in much of the research on strategy implementation. A significant problem with many of the studies of strategic
plan implementation is the issue that success is identified as the adoption of the strategy, rather than higher
performance (for example Nutt, 1989). Nonetheless, a significant number of studies were identified and
reviewed to provide insights and directions for this study. The studies include private sector strategy
implementation styles by Joshi, Sheman and Schermerhorn (2004) and Kennedy (2002) on Malaysian,
Thailand and Hungarian Middle Managers and their choice of strategy implementation styles; Teulier and
Rouleau (2013) on Middle Management Perspective strategy implementation in the United States of America
and on public sector strategy implementation styles by Genc (2018), and Andrews Beynon & Gence (2017).

The purpose of the study by Joshi, Sherman, and Schermerhorn (2004) was to initiate more systematic and
cross-cultural examinations of the implementation styles used by middle managers when they implement
strategic changes. Earlier, Balogun (2003) had observed that one of the factors that affected the choice of
implementation styles was whether the change was in reaction to an event or whether it was a proactive move
to deal with an event that was expected to happen in the future. On this point Balogun, and Jenkins (2003)
argued that, in reactive or crises situations, managers tend to use a more rational style, whereas in proactive
situations, managers prefer more incremental approaches. One of the interesting outcomes of the study by
Joshi, Sherman, and Schermerhorn (2004) was that the three areas of study have different cultures that in a
way also influence organizational cultures and ways of operation. The cultures tend to influence the choice of
implementation styles by middle managers in the decisions.

Another empirical study of interest was done by Huy (2011) and Teulier & Rouleau (2013) respectively in the
United States of America. The two studies highlighted the important roles that middle managers play in
organizational strategic activities and strategy implementation in particular (Huy, 2011). Unlike the study by
Joshi, Sherman, and Schermerhorn (2004) and Kennedy (2002), the majority of the participants in the study
pointed to an incremental implementation style as the approach that inspires employee engagement as one of
the key factors influencing strategy implementation (Vila & Canales, 2008). The perception of the majority of
the participants was that, an incremental style is necessary and best suitable for strategy implementation,
because middle managers in the strategy development phase facilitates engagement (Delbridge et al. 2013).

Furthermore, Xu et al. (2013) argued that, when middle managers are included in formulating strategic
initiatives, they feel they have contributed in the strategic efforts and develop a sense of ownership. It is further
argued by Shirey (2011) that employee engagement encourages a sense of ownership of the strategy and further
develops organizational capabilities. Hence, participants indicated that it is critical to engage middle managers
and employees from other levels in the organization in the strategy work because those organizational members
are normally closer to the execution lines (Salih & Doll, 2013).

Aside the empirical studies discussed above, two different public sector institutions in two different
geographical regions, i.e., Turkish Metropolitan municipalities in Turkey in the Middle East and Welsh Local
Authority in Wales in Great Britain in Europe have systematically examined the relationship between
alternative strategy implementation styles and the performance of public service organizations (Andrews ef al.
2017) even though the modest research effort to date focused on the relationship between strategy
implementation style and implementation success (Hickson, Miller & Wilson 2003), the performance effects
of discrete implementation styles (Andrews et al. 2011) or is undertaken in Western organizational settings
(Stewart & Kringas, 2003).

This study examined the relationship between alternative strategy implementation styles and the perceived
performance of service departments. Fuzzy cluster analysis was used to identify four different styles of strategy
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implementation, reflecting varying levels of commitment to features of rational and incremental strategy
implementation: logical-incremental, mostly rational, mostly incremental, and no clear approach (Andrews,
Beynon & Genc, 2017). Findings from multivariate hierarchical regression analyses suggested that, a logical-
incremental and a mostly rational implementation style are associated with higher levels of effectiveness,
efficiency and equity than the other implementation styles, with no clear approach associated with the lowest
level of performance.

The study highlighted that public service organizations adopt different combinations of implementation styles
and that those combinations can have varying implications for organizational outcomes (Genc, 2018).
Importantly, a logical-incremental implementation style appears to be a successful approach to strategy
implementation, with the results for a mostly-rational style indicating that the adoption of rational
implementation processes may hold the key to better performance.

On the contrary, the Welsh Local Authorities study focused on a range of services i.e., education, social
services, housing, highways, public protection, and benefits and revenues represented a suitable context for
testing the relationship between implementation style, strategy, and performance across different public
organizations (Andrew et al. 2011). Thus, by restricting the analysis to service departments, other potential
influences on performance, such as the policies of higher tiers of government and legal constraints, were held
constant (Andrews, Beynon & Genc, 2017). The findings were not statistically significant. It was discovered
that logical incremental implementation style appears to be less helpful than a rational approach and it is
negatively rather than positively related to organisational performance (Andrews et al. 2011). This observation
seems to contradict much of the suggestion in the literature that, incremental style enhances organizational
performance (Delbridge ef al. (2013). For instance, Delbridge et al. (2013) argued that, an incremental style is
necessary and best suitable for strategy implementation because involving stakeholders in the strategy
development and implementation phase facilitates engagement thereby leading to good organisational
performance. However, Andrews et al. (2011) stated that, the potential explanation for the negative association
between an incremental implementation style and organisational performance is that, it leads to a lack of focus
in the implementation process. In addition, Kim (2002) stated that an incremental implementation style is
positively associated with organisational performance. It was further discovered that, there is a negative
relationship between no style of strategy implementation and performance although the coefficient was not
statistically significant. The findings suggested that there is no single style of implementation that is likely to
lead to service improvement independently. Meaning, the style of implementation makes no difference on
organisational performance.

Even though the Turkish case study of Municipal Authorities was intriguing and brought out the issue of
different socio cultural elements affecting decision choices by middle managers to influence strategy
implementation styles, the fascinating and enlightening lesson learnt from the study was the methodology used
for the study. It was realized that the researchers focused on 20 metropolitan municipalities. This is similar to
this study which focused on the local authorities on the Copperbelt Province. It was perceived that the research
design, the population sampling procedure and method of data collection from the metropolitan municipalities
could be similar to the approach to be used for the study on the Copperbelt Province.

2. THEORETICAL FRAMEWORK

Hill and Jones (2008) highlighted that, strategy implementation involves putting strategies in practice, which
entails the introduction of new service delivery models, monitoring the effectiveness of operational changes
and redesigning the organizational structure, evaluation system, and culture required to fit the new strategy.
Additionally, the strategy implementation style of an organisation forms part of the administrative routines
recognized as crucial to understanding the dynamics of implementation (Pollitt & Bouckaert, 2000). Thus, an
organization’s implementation style tends to become established and institutionalized over time (Andrews et
al. 2011). The models (i.e., rational, incremental, mixed approach and no approach) illustrate the range of
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implementation styles that may possibly exist in organizations, but what differs is in the variables that they
consider and the terms that are used. For example, Hickson, Miller, and Wilson (2003) used the terms planned
and prioritized, whereas Bourgeois and Brodwin’s (1984) as cited by Andrews et a/ (2011) highlighted
examples of implementation style are commander, change, collaborative, cultural, and crescive. Thompson
(2000) categorized implementation style along a spectrum of approaches, with rational/command at one end
and incremental/ generative at the other. However, Cespedes and Piercy (1996) cited by Andrews, Beynon &
Genc, 2017) had a classification of marketing implementation tactics and strategies.

This study adopted the models evolved by Andrew, Beynon and Genc (2017) in their study of Turkish
Municipal Authorities whereby using the Fussy Cluster analysis evolved the four concepts of Rational
Implementation Style, Incremental Implementation Style, Mixed Incremental Style, and Absence of
Implementation style. Rational Implementation style derives its foundation from the concept of rationality
which Olveira (2007) defined as the “compatibility between choice and value”. Thus, rational behaviour seeks
to heighten the significance of the consequences focusing on the process of choosing rather than emphasizing
the selected alternative (Uzonwanne, 2016). Therefore, a rational implementation style’s priority is on making
people to follow the precise procedures before introducing new policies and strategies and using systems that
ensures that the organizational changes are following the pre-planned sequence of steps (Parsa, 1999).
Additionally, the rational implementation style has centralized control, uses the formal means of securing
compliance, and it separates the formulation and implementation of strategies. Furthermore, the rational
implementation style ensures that top management is able to monitor and closely control organizational change
(Andrews, Beynon & Genc, 2017).

The alternative to rational implementation style is Incremental strategy implementation model introduced by
Charles Lindblom in 1959 through his publication The Science of Mudding Through. Lindblom (1959) claimed
that the limited nature of rationality and capacities of human cognition, together with constraints on time and
resources, do not allow planners to follow a rational type of reasoning, particularly when dealing with
complicated issues. Thus, incremental implementation style places emphasis on the fluid nature of change
management and the need to encourage and support the modification of strategies on the ground by the people
responsible for making them work (Quinn, 1990 as cited by Andrews, Beynon & Genc, 2017). Organizations
that use this style of implementation decentralise responsibilities and have a looser distinction between
formulation and implementation. The role of the organization’s members is enhanced as they are active
participants in the process of developing and implementing strategies (Andrews, Beynon & Genc, 2017). The
involvement of staff facilitates organizational learning because the strategy can be fine-tuned and adjusted,
leading to the continual adaptation of strategies as they are being implemented.

Figure 1: Conceptual Framework

Rational
Implementation Style H
Incremental

Implementation Style H> R Achievement of
Hs Strategic objectives

Rational-Incremental >

Implementation Style
H.

Absence of
Implementation Style
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Source: Conceptualized from the Literature reviewed (2019)

The framework was developed based on the factors and possible strategic plan implementation styles that were
highlighted in the literature. The framework shows the relationship between implementation styles
organisations could use when implementing strategic plans.

Rational Implementation style and Achievement of Strategic Objectives

The concept of rational implementation style stresses ensuring top management make the staff follow the
precise procedures in introducing new policies and strategies whilst using systems that ensure that the
organizational changes are following the pre-planned sequence of steps (Parsa, 1999). In other words, the
rational implementation style has centralized control enforced by management in the use of formal means of
securing compliance in the implementation of strategies (see also Andrews et al. 2017). Based on the
expositions highlighted based on the reference by Parsa (1999) and Andrews et al. (2017) the following
hypothesis was posited:

H;: Rational strategy implementation style positively relate to the achievement of strategic plan objectives in
Local Authorities

Incremental Implementation Style and Achievement of Strategic Objectives

In this study the concept of incrementalism as it originates from the works of Lindblom (1959) was adopted to
facilitate its operationalization. The basis of the evolution of the concept of incrementalism in the planning
theory literature was the perceived drawbacks associated with the concept of rational comprehensive planning
principle and philosophy of being overly sure of securing all the information to make the strategic
implementation decisions. The rationality in this case is left to management. This, in most cases, is perceived
to result in the failure of strategy plan implementation. Hence, the incremental approach posits that to
overcome the drawback associated with the rational approach, decentralization of decision making processes
by engaging not only the top management but involving sub-managers and supervisors from all units within
the organization improves the success rate of strategy implantation. To this effect, Rainey (2003) stated that,
staff participation in decision making is associated with improved implementation and organizational
achievement of strategic objective. The rationale underlying this approach is that, units can have serious
pragmatic decisions to implement projects within their units hence contributing to the achievement of the
strategic objectives. Based on the discussions on incremental implementation style, we hypothesised that:

H,: Incremental strategy implementation style positively relate to the achievement of strategic plan objectives
in Local Authorities

Rational-Incremental Implementation Style and Achievement of Strategic Objectives

This is a mixture of the first two approaches in strategy implementation. It cannot be wholly accepted that one
approach is very ideal in achieving strategy implementation. As stated by Andrews ef al. (2011: 648) some
organizations may have no discernible or consistent style of implementation. This is very pragmatic in the
sense that the leadership visions and management styles differ with different personalities characterised by
their educational and socio-cultural backgrounds. Hence, the organization may be seen to utilize a combination
of both rational and incremental style of strategy implementation. Thus the following hypothesis was
postulated:

Hs: Rational-Incremental strategy implementation style positively to the achievement of strategic plan
objectives in Local Authorities

Absence of Implementation Style and Achievement of Strategic Objectives

The concept of “strategy absence” as propounded by Inkpen and Choudhury’s (1995) suggested that it is

possible for organizations to have no clearly discernible style of strategy implementation. In such

organizations, there is no taken-for-granted or preferred routine for implementing strategies (Andrews, Beynon
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& Genc, 2017). The absence of a clear approach to strategy implementation may therefore be associated with
poor achievement because those involved in the introduction of new practices have few processes and
procedures to draw upon or are not encouraged to participate in decision-making on the ground (Genc, 2018).
Hence, we hypothesised that:

Hy: Absence of strategy implementation style negatively affects the achievement of strategic plan objectives in
Local Authorities

3. METHODOLOGY

The research used cross-sectional survey of five (5) Local authorities (i.e., Kitwe City Council, Ndola City
Council, Luanshya Municipal Council, Mufulira Municipal Council, and Lufwayama District Council) on the
Copperbelt Province of Zambia. These are the local authorities that had formulated and implemented their
strategic plans. The sixth Local Authority that has also implemented its strategic plan but did not participate
in the research was Chingola Municipal Council. The sample frame focused on top and middle management
staff which included heads of departments and supervisors based on the following organizational structure:
Each local authority has the number of departments based on its ranking (i.e., city, municipal and district).
However, 13 departments were identified; Housing, Procurement and Stores, office of the Town Clerk,
Development Planning, Legal Services, Finance, Administration, Surveying, Engineering Services, Human
Resource, Public Health, Auditing and IT. With this approach, the total target sample of respondents was
estimated to be 115, i.e., 25 respondents from each of the city and municipal councils and 15 respondents from
Lufwanyama District Council that has a smaller establishment of senior and middle management personnel.

Qualitative statements of 56 items reflecting on the research questions and the hypotheses derived from the
conceptual framework were grouped under rational implementation style, incremental implementation style,
logical-incremental implementation style, absence of implementation style and strategic objective achievement
and measured using the 7 point Likert scale questionnaire with the lowest scale being 1 representing strongly
disagree and the highest being 7 representing strongly agree.

The questionnaire was first piloted on potential respondents form the Planning Departments of two of the local
authorities, i.e., Chingola, and Kitwe. The responses on the questions were to expectation. The comments
received from the respondents on the pilot study was that, the clarity of the questions was good; secondly, time
to complete the questionnaire was less than 10 minutes which did not pose a challenge to the respondents.
With a total of 115 potential respondents, the questionnaires were distributed through the Planning Department
to the identified staff giving them the opportunity to express their views on strategic plan implementation
style(s) used by their institution in relation to their strategic plan.

The actual responses were Kitwe 21, Ndola 21, Luanshya 24, Mufuliram 20, and Lufwanya 14. The total
response was 100 out of 115 constituting 87% response rate. Interestingly all the questionnaires were correctly
responded to (implying that there were no missing values). The actual respondents included 1 Town Clerk, 32
Officials from The Planning Departments, 4 Public Health Directors, 4 Human Resources Managers, 7
Administration Officers, 1 Director of Housing, 2 IT Specialist, 2 Auditors, 17 Legal Officers, 16 Officers
from the Finance Department, 6 Officers from the Engineering Department, 1 Procurement Officer and 7 Land
Surveyors.

3.1. Reliability and Convergent Validity

The data was coded and entered into the SPSS Version 25 software. The first test done on the data was to
establish if there were some outliers in the data set, i.e., (establishing the skewness and kurtosis). This proved
not to be the case. The next thing was to perform the factor analysis and reliability test. Principal Component
Factor Analysis with Varimax Rotation was performed to reduce the number of variables from the initial 56
using a cut off loading of 0.7. The Bartlett’s test of sphericity and Kaiser-Meyer-Olkin (KMO) measure of

43



Sehirlere Kiiresel Sehir Endekslerinden Bakis

sampling adequacy were to test the significance and factorability of the variables. The Bartlett’s test statistic
was significant at p< 0.000 while the KMO had to be above .50. At this minimum criterion, it was observed
that not all factors had factor loadings above 0.7 making the dataset in its original form not suitable for factor
analysis. The factors with less than 0.7 were removed one after the other until all the factors remaining were
above 0.7 for the KMO test. To this effect, the following items were removed from the computation for
RATIMPST A4, AS, A6, A7, A8, A9; B3, B4, BS, B8, B9 and B10 for INCREMIMPST; C1, C2, C7 and C8
for LOGICINIMPST; D1, D4, D5, D7, and D8 for ABSIMPST; E4, E6, and E7 for the variable
ACHSTROBIJE. The Commonalities for all the variables were above the critical value of .300, whilst the
KMOs were .661, .803, .817, .809 and .790 for RATIMPST, INCREMIMPST, LOGICINIMPST,
ABSIMPST, and ACHSTROBIJE respectively.

To test for reliability and convergent validity, the Cronbach’s Alpha coefficient was set at (> 0.7). Table 1
shows the Cronbach’s reliability coefficient values for the factors. All the factors had Cronbach’s alpha
reliability coefficient values of more than .8; thus, considered good reliability indicators for the study. The data
made it possible to transform the independent and dependent variables to the following names: RATIMPST
representing Rational Implementation Style; INCREMIMPST representing Incremental Implementation Style;
LOGICINIMPST representing Logic Incremental Implementation Style (i.e., Rational-Incremental
Implementation Style); ABSIMPST representing absence of Implementation Style, and ACHSTROBIJE
representing Achievement of Strategic Objective.

Table 1: Cronbach’s reliability coefficient values

Factor/Item Components

1 2 3 4 5

Cronbach’s Alpha (a) 802 828 838 807 860
Al .819
A2 .906
A3 .823
Bl .866
B2 .819
B6 742
B7 .822
C3 753
C4 .823
C5 .810
Coé 778
Cc9 729
D2 768
D3 731
D6 751
D9 .705
D10 .815
El .829
E2 769
E3 910
E5 .844

Source: Generated from the survey 2019)

4. RESULTS AND DISCUSSIONS

4.1. Demographic Profile

This section analyses and discusses the demographic characteristics of the respondents, which includes the
Years worked, Service area, Gender, Age and Education. Table 1 provides the statistics. The gender of the
respondents depicted 64% males and 36% females. On the age groups it was realized that almost half of the
respondents (49%) were between the ages of 18 and 29 with 36% between 30 and 39 years; In other words,
85% of the respondents are in the active labour force age category. The implication in that barring the issue of
transfers and resignations, the personnel is an asset for strategic plan formulation and implementation with
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experiences. The education level of the respondents also exhibited a salient significant point with respect to
the study. The personnel might be well informed on the issue of strategic plan formulation and implementation.

On the number of years served in the organisations, it was realized that 72% of the respondents had served
fewer years. One of the reasons could be that most of the personnel in this category might have experienced
transfers from different local Authorities. The other reason could be that they might have been recruited by
Local Government Commission in the last five years after graduation from Universities. It must be stressed
herein that, in the last few years the Local Government Commission has been engaged in transfers of personnel
between Local Authorities due to the creation of new Districts since the Patriotic Party was voted into power
on 20" September 2011.

4.2. Respondents Service Areas

The total number of departments represented was 13 from 5 local authorities. Housing, procurement and the
town clerk departments each recorded 1%. The development planning department had the highest record at
32%, Legal department recorded 17%, finance department 16%, administration and surveying departments
each recorded 7%, engineering services recorded 6%, human resource and public health departments each
recorded 4% and finally auditing and IT departments recorded 2% each.

Table 2: Demographic Statistics on Respondents

Category Frequency Percentage Valid Percentage Cumulative Percentage

Gender

Male 64 64.0 64.0 64.0
Female 36 36.0 36.0 100.0
Total 100 100.0 100.0

Age Groups

18-29 49 49.0 49.0 49.0
30-39 36 36.0 36.0 85.0
40-49 9 9.0 9.0 94.0
50-59 6 6.0 6.0 100.0
Total 100 100.0 100.0

Educational Level

Bachelor 78 78.0 78.0 78.0
Masters 4 4.0 4.0 82.0
Other 18 18.0 18.0 100.0
Total 100 100.0 100.0

Years Worked

0-1 45 45.0 45.0 45.0
2-5 27 27.0 27.0 72.0
6-10 17 17.0 17.0 89.0
11-20 8 8.0 8.0 97.0
21 and Over 3 3.0 3.0 100.0
Total 100 100.0 100.0

Source: Generated from the survey 2019)

Table 3: Service Area of Respondents

Frequency Percent Valid Percent Cumulative Percent
Valid Housing 1 1.0 1.0 1.0
Public Health 4 4.0 4.0 5.0
Development Planning 32 32.0 32.0 37.0
Surveying 7 7.0 7.0 44.0
Legal Services 17 17.0 17.0 61.0
Finance 16 16.0 16.0 77.0
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Human Resources 4 4.0 4.0 81.0
Engineering Services 6 6.0 6.0 87.0
Administration 7 7.0 7.0 94.0
Procurement and Stores 1 1.0 1.0 95.0
Auditing 2 2.0 2.0 97.0
IT 2 2.0 2.0 99.0
Town Clerk 1 1.0 1.0 100.0
Total 100 100.0 100.0

Source: Generated from the survey 2019)

4.3. Correlation Matrix

Table 4 depicts the correlation matrix between the variables ACHSTROBJE RATIMPST, INCREMIMPST,
LOGINCIMPST and ABSIMPST. The results indicate that RATIMPST, INCREMIMPST and
LOGINCREIMPST have 2 tailed significant correlations with the dependent variable ACHSTROBIJE.
RATIMPST and INCREMIMPST were significant at .05 level, whilst LOGINCREIMPST was significant at
.01 level.

Table 4: Correlations Matrix

ACHSTR RATIMP INCREIMPST LOGINC.IMPST ABSIMPST
OBIJE ST
ACHSTROBIJE Pearson 1
Correlation
RATIMPST Pearson 229" 1
Correlation
INCREIMPST Pearson 2307 6507 1
Correlation
LOGINC.IMPST Pearson 260" 628" 730%™ 1
Correlation
ABSIMPST Pearson .011 -276" -336™ -.442" 1
Correlation
*, Correlation is significant at the 0.05 level (2-tailed).
**_Correlation is significant at the 0.01 level (2-tailed).

Source: Generated from the survey 2019)

Based on the results of the correlation matrix, a multiple linear regression analysis was performed to establish
the specific strategic plan implementation style that has significantly positive influence on the achievement of
strategic objectives developed by the Local Authorities on the Copperbelt Province of Zambia. The model
summary indicated a significant model fit with p<.05 with a Coefficient of Variance, R* being 9.5%. This
implies that the model explains only 9.5% of the strategy implementation style. This is very weak. The
ANOVA results indicate significant p<.05 (See Tables 5 and 6).

Table 5: Model Summary

Model R R Square Adjusted Std. Error Change Statistics
R Square of the R Square F dfl df2 Sig. F Change
Estimate Change Chang
e
1 .309* .095 .057 1.11843 .095 2.507 4 95 .047
a. Predictors: (Constant), ABSIMPST, RATIMPST, INCREIMPST, LOGINC.IMPST

Source: Generated from the survey 2019)

Even though the correlation matrix indicated that RATIMPST, INCREMIMPST, LOGINCIMPST had
significant correlation with the dependent variable, ACHSTROBIJE, none of the three independent variables
was positively significant to influence the achievement of strategic objectives. The results portray that all the
four (4) hypotheses were not supported (see Table 8). The implications of the results could be due to the
following possible factors:
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The Local Authorities being public institutions have a peculiar organizational climate and culture that
significantly influence on the leadership vision and attitude in the execution of strategic plans

The Local Authorities might have successfully made good strategic plans, the leadership fail to articulate
and adhere to a specific style of implementation due to non availability of financial resources to execute
the plans.

The Local Authorities formulate strategic plans with the aim of securing external financial support from
cooperating planners based on promises given during the plan formulation process. The observed reality
is that, in most cases, the promises are not fulfilled by the partners giving excuses of institutional policy
changes on financial regulations and discipline.

The Local Authorities formulate strategic plans expecting the central government to fund priority projects
on the assumption that the projects are identified in line with governing party’s manifesto. Such
perception by the management of Local Authorities tends to negative affect the achievement of strategic
objectives.
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Table 6: ANOVA?

Model Sum of df Mean F Sig.
Squares Square
1 Regression 12.542 4 3.135 2.50 .047°
7
Residual 118.833 95 1.251
Total 131.375 99
a. Dependent Variable: ACHSTROBJE
b. Predictors: (Constant), ABSIMPST, RATIMPST, INCREIMPST, LOGINC.IMPST

Source: Generated from the survey 2019)

The study on Local Authorities on the Copperbelt Province in Zambia is very unique in the sense that
financially, the institutions struggle to raise adequate funds to meet their staff monthly remunerations, let
alone have the finances to support their strategic plan projects. Hence, with the Local Authorities being
cash strapped, though the management might have the desire and willingness to implement projects from
the strategic plan, the style of implementation becomes ad hoc. In other words, projects enshrined in the
strategic plans are implemented as and when funds are available.

One prominent factor that must not be overlooked is the regularity with which the Local Government
Commission transfers personnel working in the Local Authorities of Zambia. The transfers invariably are
perceived to likely affect some of the leadership and supervisory vigilance of implementation of strategic
projects in the strategic plans. Besides, the reality on the ground is that not all leaders have the same
vision, drive and enthusiasm to uphold the vision of their predecessors. Hence, each leader or supervisor
comes with a different style of approaching the implementation of planned projects.

From the years worked within the organization, it was realized that 72% of the respondents had been in
their position for only less than 5 years. This attests to the point raised above. Young new leaders might
have been posted to the institution when the plan implementation process has already taken place without
being aware and fully briefed about the implementation style.

Most strategic plans are very ambitious and loaded (i.e., crowding the plan with numerous expensive
prioritized projects). This ambitious dream makes it difficult to effectively perform realistic goals
achievement matrix to single out projects that have to be implemented with effective time frames. The
underlying influence in this failure to achieve strategic objectives is the invisible hand of political power
of influence in the implementation process.

Table 7 depicts the coefficient values from the multiple linear regression analysis. The statistics indicate that
none of the independent variables had any positive significant influence on the dependent variable
ACHSTROBIE. It is also realized from the results that all the Variance Inflation Factor (VIF) values are less
than 5, hence concluding that there was no multi-collinearity between the independent variable.

47



Sehirlere Kiiresel Sehir Endekslerinden Bakis

Table 7: Coefficients?

Unstandardized Coefficients Standardized t Sig. ) ) o
Model Coefficients Collinearity Statistics
B Std. Error Beta
Toleranc VIF
e
3.327 799 4.165 .000
1 (Constant)
.091 134 .091 .680 498
RATIMPST 527 1.897
.046 129 .054 356 722
INCREIMPST 407 2.456
223 .150 232 1.483 141
LOGINC.IMPS .389 2.569
T
131 .091 157 1.439 153
ABSIMPST .804 1.243
a. Dependent Variable: ACHSTROBJE
Table 8: Hypotheses Test Results
Independent Variables B-Coefficients P- Values Comment
Hj: Rational strategy implementation style positively relate to the achievement 091 498
of strategic plan objectives in Local Authorities ' ' Not Supported
H>: Incremental strategy implementation style positively relate to the 046 722
achievement of strategic plan objectives in Local Authorities ' ' Not Supported
H3: Rational-Incremental strategy implementation style positively to the 223 141
achievement of strategic plan objectives in Local Authorities ] ' Not Supported
Hy: Absence of strategy implementation style negatively affects the achievement 131 153
of strategic plan objectives in Local Authorities ' ) Not Supported

Source: Generated from the survey 2019)

CONCLUSION

The research set out to find answers to the research questions that emanated from the problem statement. On
the first research question, i.e., what implementation styles are utilized by the local government management
in implementing strategic plans? It was realized from the responses generated from the structured
questionnaire that, all the Local Authorities through their management subscribe to some form of strategy
implementation style. From the correlation matrix, it was realized that some of the local Authorities might
adopt one or two of the three strategic plan implementation styles, i.e., rational implementation style
(RATIMPST), incremental implementation style (INCREMIMPST) and the mixed rational -incremental
implementation style (LOGINCIMPST) depending on unforeseen circumstances. Since none of the hypotheses
was significant in influencing the achievement of strategic objectives, it was concluded that there was no
specificity of a particular strategic plan implementation style. However, the style that seems to be more
prominent in application is the mixed rational-incremental approach. This is a very flexible style that allows
the units to take initiative in the implementation process especially on projects that do not require large sums
of funding.

On the second research question, i.e., what are the possible reasons and rationale behind the adoption of
specific implementation styles in the realization of strategic objectives by local government management? As
already stated under the results and discussion section of this paper above, a number of factors might influence
the adoption of any of the strategy implementation style. The first possible reason could be the leadership style
of the management. Leaders have their own visions that guided their relationships with the management team.
The second possible reason could be due the organizational climate and culture pertaining in the local
Authority. Human attitudes and behavioural tendencies play a significant role in the strategic plan
implementation. The third possible reason is the non-availability of funds to finance the implementation of
project. Finally, the issue of personnel transfers also plays some significant role in the adoption of specific
implementation style during the implementation process. Change of leadership and new supervisors during the
implementation process is likely change the implementation style.
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On the third research question, i.e., what are the similarities and differences in implementation styles of
strategic plans at the local government institutions? The governance systems in all the Local Authorities are
similar. However, with respect to the strategy formulation and implementation processes, it was realized that
the institutions do not exhibit any differences. What is more spectacular and prominent was that, all the Local
Authorities have the same management problems in handling their strategy implementation processes. The
problem of finance and the regularity with which the Local Government Commission transfer personnel
significant besets the implementation processes and styles. Hence, it could be concluded that, the similarities
are related to governance whilst are no differences in strategy implementation styles.

Based on the conclusions emanating from the results and discussions, the possible recommendations are as
follows:

The complex and sensitive nature of strategy implementation requires the Local Authorities to have stable
management that have the leadership vision and style that recognizes all the expert knowledge and skills in the
organizations to share their experiences and ideas. The leadership should have that will and zeal to drive the
strategic plan implementation process taking into consideration all staff participation. Second, the constraint
posed by the rampant transfers in the Local Authorities should be seriously addressed by the Government of
the Republic of Zambia if her decentralization policy of promoting integrated development from below with
the local Authorities initiating the process by incorporating all stakeholders in the strategy formulation and
implementation process is to be achieved. The Government should review the transfers’ policies within the
Local Government institutions to ensure that leadership and management personnel are kept in the institutions
for at least a minimum of ten (10) years. This proposition implies that a management personnel will be able to
participate effectively in at least one strategic plan formulation and implementation process, Hence
experiences, challenges and lessons learnt could be useful in t enhancing further strategic plan formulation and
implementation processes.
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