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ABSTRACT

Performance of private solar energy companies in Kenya is critical for exploiting
market opportunities, and driving profitability and sales growth. The purpose of this
study was to determine the influence of transformational Strategy on the performance
of private solar energy companies in Kenya. The specific objectives were to determine
the effect of customer-centric strategy, innovation strategy, strategic staffing strategy,
and operational excellence strategy on the performance of private solar energy
companies in Kenya. In conducting the study, a descriptive research design was
utilized where a total of 1548 middle and low-level managers. Stratified-random
sampling technique was used to sample 318 respondents. The gathered data using
questionnaires was analyzed using SPSS software. Both descriptive and inferential
analyses were applied. Descriptive analysis included mean and standard deviation,
whereas inferential analysis involved a binary logistic regression. Findings were
presented in tables, whereas the interpretation and discussion of findings were
presented in prose through thematic analysis. The findings revealed that proactive
customer-centric Strategy had a significant positive influence on performance (p =
0.001). Conversely, staffing Strategy showed no significant effect on performance (p
= 0.905). Companies employing technology innovation Strategy significantly
improved performance (p=0.001). Operational excellence significantly influenced
performance (p=0.001). The study concluded that customer—centric Strategy,
innovation Strategy, and operational excellence Strategy significantly influenced the
performance of solar companies. However, staffing Strategy did not significantly
influence the performance of solar companies. Study recommends for adoption of
customer-centric Strategy by integrating feedback, offering personalized solutions,
and addressing complaints. Firms should embrace innovation Strategy, including
adopting new solar technologies and securing intellectual property rights. Integration
of smart-grid systems and Al-powered energy management is encouraged for product
enhancement. Current staffing Strategy need revision to improve performance,
focusing on training, succession planning, and talent retention.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

Organizational performance is a critical aspect that determines the success and
sustainability of firms operating in dynamic business environments. Performance in
organizations is assessed through both financial and non-financial measures,
reflecting their ability to achieve strategic goals and deliver value to stakeholders
(Anwar & Abdullah, 2021). Financial performance metrics may entail such things as
profitability, innovation, and environmental impact. On the other hand, non-financial
metrics include market share, customers’ satisfaction, and risk management
appropriateness, requirement attainment, timeliness, and scope management. These
performance indicators enable firms to benchmark against industry peers and assess
areas for improvement, ensuring alignment with strategic objectives. Measuring
performance is, therefore, an essential component of strategic management, helping
firms enhance competitiveness and make informed decisions that drive long-term
growth (Alshurideh et al., 2022).

The performance of firms in the energy sector, particularly private solar energy
companies, is increasingly gaining attention due to high demand for sustainability. In
Kenya, the shift toward renewable energy has been driven by the need for affordable,
accessible, and reliable power sources, especially in rural areas with limited electricity
connectivity (Olan et al., 2022). Solar energy companies play a vital role in bridging
this energy gap by providing households and businesses with alternative power
solutions. Their performance is influenced by multiple factors, including market

expansion, regulatory policies, and technological advancements. Consequently, firms



must adopt strategies that ensure sustainable growth and operational efficiency while
catering to the increasing demand for solar energy solutions (Chatterjee et al., 2023).
To remain competitive and improve performance, solar energy companies must
embrace transformational strategies that enhance their operational capabilities and
customer engagement. Transformational strategies involve fundamental changes in
business operations, structures, and market approaches to create a competitive
advantage (Wang, 2024). These strategies may include digital transformation,
customer-centric innovations, strategic workforce management, and product
diversification. Organizations that successfully implement transformational strategies
can optimize their processes, improve service delivery, and enhance market
positioning. Firms must continuously evolve to keep up with changing consumer
preferences and technological advancements (Mungai et al., 2022).

The adoption of transformational strategies is often necessitated by changes in the
business environment, including technological advancements, industry disruptions,
regulatory requirements, and evolving stakeholder expectations (Ortner et al., 2025).
For solar energy companies, the fast-paced innovation in energy technology and the
growing demand for off-grid solutions require firms to rethink their operational
models. Investing in transformational strategies allows companies to stay ahead of
competitors while improving efficiency and cost-effectiveness. Firms that fail to adapt
to these industry shifts risk losing their market relevance and falling behind in
technological advancements. Therefore, transformational strategies are crucial for
navigating complex market conditions and ensuring long-term sustainability (Baptista

et al., 2020).



A key aspect of transformational strategies is the ability to leverage technological
advancements to enhance business operations. Many solar energy companies are
increasingly integrating digital solutions such as mobile payment platforms, smart
energy management systems, and data-driven decision-making tools to improve
service delivery (Vasilev et al., 2025). These technological innovations not only
enhance customer experience but also improve operational efficiency and scalability.
By embracing digital business models, firms can achieve seamless integration
between physical and digital services, allowing them to meet customer expectations
effectively. The ability to adapt to digital transformation has become a significant
determinant of success for solar energy firms in Kenya and other developing
economies (Ashok et al., 2021).

Furthermore, strategic transformation in solar energy companies involves
restructuring organizational frameworks to align with market demands. This may
include adopting agile business models, enhancing workforce capabilities, and
strengthening customer engagement strategies (Baptista et al., 2020). Companies that
prioritize customer satisfaction and innovation tend to perform better in highly
competitive industries. As consumer needs evolve, businesses must focus on
providing tailored solutions that enhance user experiences. Solar energy firms that
invest in strategic staffing, product development, and market research improve their
performance. Hence, continuous adaptation through transformational strategies is
vital for sustaining business growth (Wang, 2024).

In Kenya, the increasing adoption of solar energy solutions presents both
opportunities and challenges for private energy firms. The growing middle-class

population, expansion of digital connectivity, and supportive regulatory frameworks



have created a favorable environment for solar energy companies (Ashok et al., 2021).
However, firms also face challenges such as market saturation, technological
disruptions, and financial constraints. To navigate these challenges, companies must
develop comprehensive transformational strategies that enhance performance and
foster innovation. By adopting strategic approaches, private solar energy companies
can strengthen their market position, drive industry growth, and contribute to

sustainable energy solutions in Kenya (Olan et al., 2022).

1.1.1 Global Perspective on Transformational Strategy and Performance of Solar

Energy Sector

The use of transformational strategies has helped private Energy Companies in
different parts of the world to leverage transformation strategies to achieve a
competitive edge. Private Energy Companies in China have leveraged
transformational strategies to create a customer-centric business model that appeals to
the target customers (Huang et al., 2022). Some of the transformational strategies used
by energy firms in China include innovation and technology to reduce the carbon
footprint. The companies have invested in wind, solar, and hydropower to address the
growing concerns of China’s high carbon footprint on the globe. The country has
invested in advanced power infrastructure like smart grids and flexible transmissions
that integrate renewable energy. Besides, the companies have invested in digitalization
sensors and controls to monitor the grid. These sensors can match the demand and the
supply of power in the country.

The energy sector in Malaysia has been transformed to align with climate change and
technological progress in the sector. Private energy companies have adopted digital

innovations to remain competitive and sustainable in the changing consumer



environment. The private energy firms in Malaysia have invested in digital
technologies that offer personalized energy management and enhanced customer
engagement through digital channels (Vaka et al., 2020). The firms use CRM systems
that are customer-centric to provide round-the-clock support and develop value-added
services for the customers. These innovative strategies in the energy sector have
enabled the firms to create unique value propositions beyond what is offered by
traditional firms. Besides, the firms have collaborated with external partners to
incorporate new technologies. For instance, the use of enhanced Net Energy Metering
(NEM) enables private households and firms to feed excess solar power into the grid
(Kitsios et al., 2021).

This method enables both domestic and foreign investors to participate in the
procedure. These strategies have helped the energy sector to meet the demand for
energy while maintaining high-quality services. Private Energy Companies in the UK
have leveraged innovation to offer customer-centric services to their customers
(Nolden et al., 2020). The use of Al, for instance, has enabled energy firms to manage
their operations and reduce the wastage in the grids. On the other hand, the use of
block chains increases transparency in transactions, leading to smarter energy
distributions. Top energy firms such as Shell, BP, E. ON, and British Gas have
leveraged on Internet of Things to offer customized communications to their
customers (Bergman & Foxon, 2020). The use of these technologies has helped the
firms to improve their operations.

In Germany, private Energy firms have used transformational strategies to increase
performance by identifying the need for change and initiating the changes. These

firms use targeted marketing campaigns by leveraging customer data and advanced



analytics to understand the customer’s preferences(Karami & Madlener, 2022). The
private energy companies have invested in new technologies to digitize their routine
practices. This digitalization has been critical in enabling firms to meet the changing
customer needs and expectations. Importantly, private energy companies have Al and
ML to stay competitive in the current market environment. These new technologies
have enabled companies to reduce risks and unlock new revenues by building strong

customer relationships.

1.1.2 Africa Perspective on Transformational Strategy and Performance of Solar

Energy Sector

The use of transformational strategies has helped private energy companies in South
Africa to register better performance. Private energy companies leverage digital
technologies and partnerships to streamline processes, enhance their security, and
improve the services offered to customers (Bowman, 2020). The Just Energy
Transition strategy employed by South African firms seeks to help the country
transition towards the provision of clean energy to customers. The new model
prioritizes social equity, inclusivity, and transition to minimize the negative impacts
on vulnerable communities and deliver equitable power to all (Abdelrazik et al.,
2022). The transformational strategies employed by the power companies seek to
leverage partnerships to modernize the grid while addressing the social inequalities in
power distribution. The companies have also used the partnerships to invest in newer
technologies that reduce inefficiencies in the power sector. However, the country faces
heavy challenges in its transitions due to its heavy reliance on coal energy, which has

been powering its companies. However, the commitment by the South African



government has ensured that there is a level playing field for private and public firms
to engage in the transition.

Private Energy Companies in Ethiopia have adopted transformation strategies in their
recruitment processes to acquire the best talent in the market. The use of recruitment
processes helped these firms to navigate the changing business environment in the
Ethiopian market by ensuring that they get the best talent in the market. Private energy
firms have leveraged technology-driven talent acquisition models in their staffing and
recruitment processes (Ayele et al., 2024). These firms use applicant tracking systems
to screen the application process to ensure they get employees who are the best fit for
the job. The use of Al-powered resume screening software and data analytics models
ensures that companies reduce the time wasted on the hiring process while at the same
time increasing the efficiency in the process (Ayele et al., 2021) . The use of
transformational business strategies in the recruitment processes has also enabled the
local private energy firms in Ethiopia to compete with international firms to get the
best-skilled workforce in the country. Besides, the firms have been able to create a
strong brand in the market that can attract the top talent in the market.

In Ghana, the use of transformational strategies in the energy sector has enabled
energy firms to improve performance and procedures that create unique value
propositions for customers. Transformational strategies have enabled energy firms to
form partnerships that foster innovation and improve the customer experience (Girma,
2020). For instance, the GCB Bank in Ghana has partnered with local
telecommunications companies to enable customers to pay for gas and electricity in
the comfort of their homes. The G-Money product, for instance, enables customers to

pay for any service using any telecommunication Card. The collaboration between the



energy firms and the Fintechs has played a key role in bridging the gap in energy
usage that existed (Gebreslassie, 2022). The growing rise of the Fintech companies in
Ghana has forced private energy companies to innovate and improve their service
delivery to sustain their market share.

Private Energy firms in Nigeria have embraced transformational strategies to identify
customer-centric services that appeal to various customer segments (Gebreslassie,
2022). The major players in the energy sector in Nigeria have had to transform their
services from product-centric to customer-centric to remain competitive in the market.
The customer-centric service ensures that the energy companies understand and
anticipate individual customer preferences and behaviors. The firms have leveraged
transformation strategies to build customer-centric services that lead to better
customer satisfaction by building trust and offering competitive products. For
instance, the use of Bots has helped private energy companies to simulate
conversations with humans and answer common questions that customers may have.
The use of these technologies has helped improve the customer experience and create
unique value propositions that align with specific customer needs (Jeuland et al.,

2023).

1.1.3 Local Perspective on Transformational strategy and performance

Transformational strategies have helped Kenyan firms to compete effectively in the
market and post better performances. Transformational strategies have been used in
such areas as leadership, digital transformation, change management, staff training,
and customer satisfaction (Wamalwa, 2023). Private energy firms have employed
transformational strategies to change the way things are done in the company. For

instance, transformational leadership strategies have helped energy companies to



execute strategies such as idealized influence, inspiration, motivation, and intellectual
stimulation, which lead to better performance (Okoth et al., 2024). Besides,
transformational leadership strategies have helped energy firms embrace digital
transformation and take advantage of the opportunities and the challenges facing
them.

Transformational leadership strategies are also associated with change management
to enable firms to manage the challenges in the business environment. The energy
sector in Kenya has been developing, with the country expected to witness an increase
in power by at least 5000MW by 2030 (Magasi, 2021). The country’s energy sources
have mainly come from hydroelectric power plants that are affected by the climatic
changes, forcing the country to seek alternative sources of energy. The government’s
commitment to liberalize the energy sector has seen it seek thermal power plants that
are run by independent power producers (IPPs) and standby diesel power plants that
are used in emergencies (Okwata et al., 2022). However, the high demand for power
in the country has necessitated the country to seek new investments in renewable
energy, leading to growth in geothermal and wind energy. Private energy companies
have thus been encouraged to invest in power production to meet the growing power
demand.

Transformational strategies in the private power companies in Kenya have become
necessary to ensure that the firms achieve their goals of providing power to the
citizens. Transformational strategies enable power companies to improve
organizational performance, increase sales growth, and increase market share. The
Kenya energy sector consists of players operating in the oil and gas, transmission,

distribution, and marketing of power. Some of the top players in the energy sector in



Kenya include KenlKobil, National Oil, KenGen, and Kenya Power (Kitur et al.,
2020). These companies are engaged in the electric transmission, distribution, and oil
and gas sectors. The Kenyan government has been committed to improving power
connectivity through the privatization of the sector to encourage foreign investors.
The privatization of the sector has also helped decentralize the power distribution
while at the same time opening it to innovation and competition.

The privatization of the energy sector has seen the emergence of Independent Power
Producers (IPPs) to innovate and help decentralize power (Habeeb & Eyupoglu,
2024). Besides, the Energy Regulatory Commission has helped create an enabling
environment for the energy sector to thrive (Lawrason et al., 2023). This agency is
responsible for the economic, technical, and regulatory aspects of the electric power,
tariff sharing, and licensing of energy companies. Besides, the ERC is responsible for
ensuring compliance, settling disputes, approving power purchase, and enforcing
contracts.

Customer-centric strategy focuses on placing the customer at the core of the organi-
zation's decision-making process. This involves understanding customer needs for re-
newable energy solutions, offering tailored products, and delivering superior service.
This strategy is essential in fostering customer loyalty and satisfaction, which can en-
hance market share and revenue growth in a competitive industry (Gad et al., 2023).
Innovation Strategy refers to the adoption of creative and technological advancements
to develop new products or improve existing services. This could include designing
efficient solar panels, storage systems, or affordable financing options. Innovation
drives differentiation and competitiveness, helping companies respond to market de-

mands and regulatory changes effectively (Fjeldstad et al., 2020).
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Strategic Staffing Strategy emphasizes the importance of acquiring, developing, and
retaining skilled personnel aligned with organizational goals. For solar energy firms,
it involves hiring employees with technical expertise, training them in emerging tech-
nologies, and ensuring effective leadership. A well-executed staffing strategy is criti-
cal for maintaining operational efficiency and achieving long-term organizational suc-
cess. Operational excellence strategy focuses on streamlining internal processes to
achieve efficiency, cost-effectiveness, and high-quality outputs. This involves opti-
mizing supply chain management, reducing production costs, and maintaining con-
sistent service delivery. Operational excellence ensures that companies remain com-
petitive and profitable while meeting customer expectations (Kipkorir & Ronoh,
2017). .

1.1.4 Solar Energy in Kenya

Solar energy is the use of the energy emitted by the sun to generate electricity and
produce heat. It entails using sources that are harnessed using photovoltaic cells that
convert sunlight to electricity for home use. The increase in the use of solar energy in
Kenya is associated with concerns about climate change and rural poverty alleviation
in Kenya (Park, 2021). While environmental concerns and rural development are
major driving forces for the use of solar energy in Kenya, the slow connectivity of
grid-based power has also necessitated many families to adopt solar energy. The
demand for solar energy in Kenya has developed with minimal direct support and
moderate input from donors. The market has grown with the use of unsubsidized over-
the-counter cash purchases of solar appliances. As such, Kenya is an important case

study for market-based energy consumption around the globe.
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Private Energy Companies in Kenya have experienced growth in the last few years
following the government’s intervention to advocate and promote the usage of green
energy among the citizens (Magasi, 2021). The government has offered tax incentives
on the usage of renewable energy to encourage private companies to invest in the
sector. Besides, the vulnerabilities of the hydropower stations to fluctuations in the
water levels have forced the major players in the energy sector to consider investing
in alternative sources of energy (Okoth et al., 2024). The ready market for energy in
Kenya implies that many more private firms seek to meet the demand.
Transformational strategies have helped Kenyan firms to compete effectively in the
market and post better performances. Transformational strategies have been used in
such areas as leadership, digital transformation, change management, staft training,
and customer satisfaction (Takase et al., 2021). Private energy firms have employed
transformational strategies to change the way things are done in the company. For
instance, transformational leadership strategies have helped energy companies to
execute strategies such as idealized influence, inspiration, motivation, and intellectual
stimulation, which lead to better performance (Okoth et al., 2024). Besides,
transformational leadership strategies have helped energy firms embrace digital
transformation and take advantage of the opportunities and the challenges facing
them.

Transformational leadership strategies are also associated with change management
to enable firms to keep up with the dynamics of the business environment. The energy
sector in Kenya has been developing, with the country expected to witness an increase
in power generation by at least S000MW by 2030 (Magasi, 2021). The country’s

energy sources have mainly come from hydroelectric power plants that are affected
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by the climatic changes, forcing the country to seek alternative sources of energy. The
government’s commitment to liberalize the energy sector has seen it seek thermal
power plants that are run by independent power producers (IPPs) and standby diesel
power plants that are used in emergencies (Okwata et al., 2022). However, the high
demand for power in the country has necessitated the country to seek new investments
in renewable energy, leading to growth in geothermal and wind energy. Private energy
companies have thus been encouraged to invest in power production to meet the
growing power demand.

Transformational strategies in the private power companies in Kenya have become
necessary to ensure that the firms achieve their goals of providing power to the
citizens. Transformational strategies enable the power companies to improve
organizational performance, increase sales growth, and increase market share. The
Kenya energy sector consists of players operating in the oil and gas, transmission,
distribution, and marketing of power. Some of the top players in the energy sector in
Kenya include KenlKobil, National Oil, KenGen, and Kenya Power (Rawashdeh et
al., 2021). These companies are engaged in electric transmission, distribution, and the
oil and gas sector. The Kenyan government has been committed to improving power
connectivity through the privatization of the sector to encourage foreign investors.
The privatization of the sector has also helped decentralize the power distribution
while at the same time opening it to innovation and competition.

The privatization of the energy sector has seen the emergence of Independent Power
Producers (IPPs) to innovate and help decentralize power (Gathenya, 2023). Besides,
the ERC has helped private energy firms to operate harmoniously by creating a

suitable environment (Rawashdeh et al., 2021). This agency is responsible for the
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economic, technical, and regulatory aspects of the electric power, tariff sharing, and
licensing of energy companies. Besides, the ERC is responsible for ensuring
compliance, settling disputes, approving power purchase, and enforcing contracts.
1.2 Statement of the Problem

Performance of private solar energy companies in Kenya is a critical concern as they
face significant challenges despite the growing demand for clean energy and
government support for renewable energy adoption. The sector faces several
challenges that have impacted its ability to create value for customers. Some of the
challenges include high competition within the sector, lack of government support,
counterfeit products, and high costs, with 69% of private solar companies operating
below their targeted profitability margins (Kenya Association of Manufacturers,
2021). Additionally, solar energy adoption among Kenyan households remains low at
17%, falling short of the government's target of 35% by 2030. Financial constraints
affect 43% of these companies, while 36% face operational inefficiencies (Ministry
of Energy, 2024).

Existing literature on transformational strategy and performance (Necoechea-Porras
et al.,, 2021), reveals several gaps. Many of these studies focus on developed
economies and overlook the unique challenges faced by private solar energy
companies in emerging markets like Kenya. Methodological gaps are also evident,
with limited quantitative research exploring the relationship between transformational
strategy and performance, specifically in the Kenyan manufacturing sector.
Furthermore, contextual and conceptual gaps exist as existing studies often focus on
non-manufacturing companies or use different variables that do not provide a

comprehensive view of transformational strategy practices relevant to private solar
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energy manufacturing companies. This study, therefore, aimed to address these gaps

by specifically examining the influence of transformational strategy practices on the

performance of private solar energy companies.

1.3 Study Objectives

1.3.1 General Objective

To determine the influence of transformational strategies on the performance of

private solar energy companies in Kenya.

1.3.2 Specific Objectives

The specific objectives of this study were:

To assess the effect of customer-centric strategy on the performance of private

solar energy companies in Kenya

. To examine the effect of innovation strategy on the performance of private

solar energy companies in Kenya
To establish the effect of strategic staffing strategy on the performance of

private solar energy companies in Kenya

. To determine the effect of operational excellence strategy on the performance

of private solar energy companies in Kenya

1.4 Study Hypotheses

Hoa:

Hoz:

Customer-centric Strategy do not have a significant influence on the
performance of private solar energy companies in Kenya
Innovation Strategy do not have a significant influence on the performance of

private solar energy companies in Kenya
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Hos: Strategic staffing strategy does not have a significant influence on the
performance of private solar energy companies in Kenya
Hoa: Operational excellence strategy does not have a significant influence on the

performance of private solar energy companies in Kenya

1.5 Significance of the Study

This Study is helpful to the private firms in the energy sector, the government, change
management professionals, researchers, and scholars in different sectors.

1.5.1 Scholars

The research adds to the academic literature and the knowledge on transformational
Strategy in the private energy companies in Kenya. As such, the results enrich the
existing body of empirical literature in the context of transformational strategies.
Future researchers can use the current study as a source of empirical literature in their
endeavor to enrich the subject.

1.5.2 Companies Management of Private Solar Energy

The findings and the recommendations in this study offer a critical foundation for
managers in private energy companies to initiate change management in the sector.
The recommendations of the study enable managers to keep up with the demand for
clean energy in the country and the globe at large. Companies such as KenGen and
Kenya Power can use the recommendations to ensure that they get good returns for
their investments in green energy. Other firms in the industry can also get suggestions
on how to improve professional practices in implementing strategies.

1.5.3 Policymakers

The study provides recommendations that can be employed by regulators to promote

a level playing field for all players in the energy sector. The regulatory bodies can use
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the study to make regulations that ensure smooth transition strategies in the country.
The regulators can use the insights from this study to support private energy firms
during change management by issuing guidelines that support firms on the use of
transformation strategies that align with the current energy needs in the country.

1.6 Scope of the Study

The study focused on the private energy companies in Kenya. Specifically, the study
examined the influence of customer-centric strategy, innovation strategy, strategic
staffing strategy, and operational excellence strategy on performance. The study will
include companies that were in operation between 2020 and 2024.

1.7 Limitations

Some of the respondents shied away from giving information to the data enumerators
due to the high competition in the energy sector in Kenya, fearing that the data
collected could be used by the competing firms to edge them out of the industry.
Besides, the study was conducted within a short time, making it hard to determine the
long-term impact of transformational strategies on the performance of the solar private
companies in Kenya.

1.8 Delimitations of the Study

To overcome the limitations of confidentiality and participants shying away from
participating, the researcher produced NACOSTI and an introduction letter from
KeMU, encouraging higher participation, and thus a response rate of 91.2% was
yielded. Besides, the study conducted a triangulation of both quantitative and
qualitative findings to help in overcoming validity issues of the research design. The
application of triangulation allows the study to take into account what would ensue in

the long term due to the in-depth suggestions by participants.
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1.9 Operational Definition of Terms

Customer-centric strategy refers to an approach where an energy sector companies

Dynamic Capability

Innovative Strategy

Operational Excellence

Strategic Staffing

prioritizes understanding and meeting the needs and
expectations of its customers, aiming to drive long-term
loyalty and business growth (Rajagopal, 2020).

refers to the ability of solar companies to utilize its
resources and drive strategic innovation, ensuring long-
term competitiveness and performance (Freitas et al.,
2023).

refer to the adoption of novel and creative approaches
by solar companies that drive organizational change,
enhance performance, and foster competitiveness
through product and process improvement to meet
evolving market demands and customer expectations
(Corcaci & Kemmerzell, 2023).

refers to the continuous improvement of within solar
companies of processes, systems, and practices within
an organization to achieve superior efficiency, quality,
and customer satisfaction, while driving innovation and
adapting to market changes (Corcaci & Kemmerzell,
2023).

refers to the process of aligning recruitment, selection,
and development practices with the long-term strategic

goals of solar companies to ensure that the right talent
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is in place to drive innovation, change, and
organizational growth (Huang et al., 2022).
Transformational strategies refers to high-impact organizational initiatives aimed at
driving significant, long-term changes in performance,
structure, or culture of solar companies (Corcaci &

Kemmerzell, 2023).
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CHAPTER TWO: LITERATURE REVIEW
2.1 Introduction
This section presents the past empirical literature on transformational strategies and
their influence on the performance of firms in different sectors. The study also
examined the theories that explain the influence of transformational strategies on
performance. Lastly, the section presented a conceptual framework and
operationalization of variables that illustrate the relationship between the variables
and their sub-variables.
2.2 Theoretical Review
2.2.1 Consumer Perceived Value (CPV) theory
Consumer Perceived Value (CPV) theory explains how customers make decisions
based on a trade-off between perceived benefits and sacrifices. Rather than focusing
solely on price, CPV emphasizes that customers assess value across multiple dimen-
sions, including quality, convenience, emotional satisfaction, brand reputation, and
even broader considerations such as environmental impact. This framework is highly
relevant for private solar energy companies, whose products and services must deliver
not only functional benefits but also align with evolving consumer expectations
around sustainability and energy independence (Blut et al., 2024).
In the solar energy sector, a customer-centric strategy requires firms to actively iden-
tify and deliver value propositions that resonate with households, businesses, and
communities. According to CPV theory, value is not measured only in monetary sav-
ings but also in how well the product meets both tangible and intangible customer

needs. For example, when customers invest in solar energy solutions, their evaluation
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extends beyond installation costs to include long-term savings on electricity bills, re-
liability of energy supply, reduction in carbon footprint, and the symbolic value of
contributing to a cleaner environment. These multi-dimensional value perceptions
strongly influence purchase decisions, customer satisfaction, and loyalty (Chatterjee
etal., 2023).

From a functional perspective, private solar companies create value by providing
high-quality solar panels, reliable maintenance services, and technologies that guar-
antee efficiency and durability. Customers perceive functional value in the form of
reduced electricity costs, energy independence, and protection against fluctuating grid
tariffs. Emotional value is also central—customers often experience pride and satis-
faction from adopting renewable energy solutions that reflect responsible citizenship
and environmental stewardship (Gad et al., 2023). In rural or underserved areas, solar
installations can further generate feelings of empowerment by granting access to af-
fordable and reliable energy, enhancing quality of life and well-being (Azizi & Sas-
sen, 2023).

Adopting CPV in a customer-centric strategy means that solar firms must go beyond
selling panels and installations; they must provide end-to-end solutions that minimize
customer sacrifices while maximizing perceived benefits. This includes offering flex-
ible financing options, ensuring seamless installation, providing warranties, and de-
livering responsive after-sales service. By reducing perceived risks and inconven-
iences, companies enhance the overall customer experience, which directly contrib-

utes to higher customer satisfaction and loyalty.
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2.2.2 Kurt Lewin's Theory of Change

This theory was introduced by Kurt Lewin in the 1940s and explains that change is a
planned process in an organization. The theory states that firms engage in a change
management process to achieve a desired goal. According to this theory, change
management is a three-step process that enables a firm to transit into a better version
of itself (Ferede et al., 2024). The theory also explains how firms can use change
management to align with the specific needs of the environment. The theory identifies
that a firm may experience some resistance to change due to huge investments in the
old ways of doing things. As such, employee engagement is critical in enabling firms
to break the barriers that come with the status quo(Endrejat & Burnes, 2022).
According to this model, change management occurs in three steps, whereby the first
step is unfreezing. The unfreezing of the change management model entails renewing
direction and capability to align with the current needs in the market. The unfreezing
stage also requires a firm to evaluate the desired change based on the internal and
external environment. Knowledge of the environment enables a firm to understand
the resources needed to achieve the desired change. In this stage, the firm may have
to divert its corporate direction and ensure that it follows a new direction that aligns
with the market needs (Ferede et al., 2024). This first step also requires the firm to
engage the groups within the firm to ensure they embrace change. Engaging the
organizational groups helps to address any resistance to change that may be present
in the organization. The unfreezing stage exposes the need for change and identifies
the status quo that may be present in the organization (Endrejat & Burnes, 2022).
The next stage is the change process, whereby an organization executes the actual

change. In this step, the firm implements the steps that actualize the needed change.
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The firm may still experience resistance to change because some of the employees
may be uncertain about what the new change brings. Organizational managers have
to ensure that all employees adopt new behaviors that are consistent with change. The
desired change in the change process heavily depends on this process, implying that
managers ought to invest heavily in persuading the employees. Besides, the
organization may need to engage the employees to identify innovative ways to deal
with any resistance to change in the firm (Miyen & Marnewick, 2023).

The third step in this theory is the Refreezing stage, whereby an organization uses the
new change and ensures stability. The main goal of refreezing is to protect the firm
against constant change to avoid disruptions. The refreezing process also ensures that
the people adopt new ways of thinking and operating. The refreezing state also ensures
that the new gains of change will not be ignored or resisted again. The third step helps
firms to attain the culture and structure that aligns with the desired change.

The use of Lewin’s change model ensured that private energy firms could transition
to the need for green energy (Miyen & Marnewick, 2023). The theory identifies the
need to engage the employees in the energy sector to avoid any resistance to change.
Besides, the theory identified the need for the top management in the energy sector to
provide direction for the employees and the junior managers. The top managers and
executives will play a crucial role in offering direction to ensure the energy firms can
meet the huge demand for clean energy in Kenya. This theory focuses on the
importance of planning to ensure that change management is not sabotaged. As such,
a lack of planning can have a huge impact on the transformational strategies employed

by private energy firms in Kenya. This theory exposes firms to innovative ways to
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ensure change management is seamless through employee engagement to identify
innovative ways that align with the organizational culture (Magasi, 2021).

Kurt Lewin’s Theory of Change provides a strong foundation for understanding how
strategic staffing strategies and customer-centric strategies drive transformational
change in private solar energy companies. In the unfreezing stage, companies
recognize the need to adapt to dynamic market demands and evolving customer
preferences, prompting them to attract and develop talent with the right skills through
strategic staffing. This ensures the workforce is well-equipped to implement
customer-focused solutions. During the change phase, the integration of customer-
centric strategies, such as personalized service delivery and enhanced customer
support systems, allows companies to build stronger relationships and improve
satisfaction. Finally, in the refreezing stage, these changes are embedded into the
organizational culture, solidifying a responsive workforce and a customer-first
approach as key components of sustained competitive advantage in the solar energy
sector (Ayele et al., 2021).

2.2.3 Contingency Theory

This theory was introduced in 1961 and emphasizes that firms can use one approach
for all their situations. The theory argues that the structure and management style of
an organization should be contingent upon the external environment in which it
operates(Ferede et al., 2024). In the context of private solar energy companies in
Kenya, where the market is characterized by dynamic shifts in technology, regulatory
shifts, and evolving customer needs, the ability to adapt organizational structures is
critical for performance. This theory highlights that firms operating in dynamic

environments must adopt flexible, adaptive strategies to remain competitive, aligning
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well with operational excellence strategies that demand continuous improvement and
adaptability (Ortner et al., 2025).

Operational excellence strategies focus on optimizing processes, enhancing
efficiency, and minimizing waste to deliver superior value to customers. Burns and
Stalker’s Contingency Theory supports this by suggesting that firms should adopt
more organic structures; flexible, decentralized, and responsive to thrive in volatile
environments (Baptista et al., 2020). Private solar energy firms in Kenya can leverage
this theory by ensuring that their operational frameworks are agile enough to
accommodate market changes, such as fluctuating energy demands, technological
innovations, and regulatory requirements. This adaptability ensures that companies
can streamline their operations while maintaining high service quality and operational
efficiency (Vasilev et al., 2025).

The theory’s central premise is that organizations must align their internal processes
with external environmental conditions to achieve success. For private solar energy
companies, this means adopting operational excellence strategies that prioritize
continuous process improvements, cost management, and quality assurance (Ashok et
al., 2021). Firms in turbulent markets benefit from decentralized decision-making,
allowing faster responses to market demands. This aligns with operational excellence
strategies that require constant monitoring, evaluation, and refinement of processes to
achieve peak performance and competitiveness (Wang, 2024).

In the dynamic solar energy market, operational excellence involves integrating
advanced technologies, optimizing supply chains, and enhancing customer service.
Burns and Stalker’s Contingency Theory provides a framework for achieving this by

emphasizing that firms must remain flexible and responsive to external changes. This
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flexibility allows firms to implement innovative operational practices, such as
automation, lean management, and continuous improvement programs, essential for
sustaining high performance and competitiveness in the energy sector (Ortner et al.,
2025). Operational excellence is a major driver for firms aiming to deliver reliable,
affordable solar energy solutions to a growing market.

The contingency perspective also underscores the importance of leadership in
operational excellence. Leaders in private solar energy firms must foster a culture of
adaptability, innovation, and efficiency to achieve operational excellence (Vasilev et
al., 2025). By aligning leadership practices with operational goals, firms can enhance
their resource utilization, reduce operational costs, and improve service delivery.
Burns and Stalker’s theory emphasizes that in dynamic environments, leadership must
facilitate continuous learning and adaptation, essential components of operational
excellence (Rawashdeh et al., 2021).

Furthermore, Burns and Stalker’s Contingency Theory highlights that operational
excellence is not a static goal but a continuous process influenced by external
pressures and internal capabilities. For private solar energy firms, this means
continuously evaluating and enhancing their operational processes to meet market
demands and regulatory standards (Ferede et al., 2024). Operational excellence
strategies such as lean management, Six Sigma, and total quality management align
with this theory by promoting constant process optimization and resource efficiency,
ensuring that firms remain competitive in a fast-evolving energy market (Bowman,
2020).

Burns and Stalker’s Contingency theory offers valuable insights for private solar

energy companies in Kenya seeking operational excellence. By emphasizing the need
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for organizational flexibility, continuous adaptation, and efficient resource utilization,
the theory aligns perfectly with operational excellence strategies. This alignment
ensures that firms can navigate the complexities of the solar energy market, achieve
high operational performance, and deliver superior value to their customers,
ultimately enhancing their competitive edge and long-term sustainability in the
industry (Olan et al., 2022).

2.2.4 Dynamic Capabilities Theory

This theory enhances the importance of strategic agility in high-tech firms, but has
now been adopted in other sectors, such as the energy sector. According to this theory,
a firm can leverage its dynamic capabilities to match the changing demands of the
market. The dynamic capabilities may include organizational skills, resources,
functional competencies, and the human resource capital that enables an organization
to create a unique value proposition for its customers. The dynamic capability has
become multi-dimensional as firms seek to leverage various key competencies to
remain competitive (Bowman, 2020).

The dynamism in the market implies that firms are faced with threats and
opportunities daily. Only firms with dynamic capabilities can discern and take
advantage of the opportunities, while those that lack dynamic capabilities end up
failing. Dynamic capabilities allow firms to achieve a competitive advantage and
improved performance through activities that focus on these capabilities (Azizi &
Sassen, 2023). The leaders in any organization play a crucial role in identifying the
desired competencies and capabilities when crafting the desired strategies. The firm
can then ensure that they have the requisite capabilities required to succeed in the

market. Besides, the theory asserts the need for continuous improvement in the
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strategy to ensure that a firm remains on course to sustain its competitiveness (Ferede
et al., 2024).

The key role of managers and top executives in the execution of superior capabilities
is adapting, integrating, and reshaping the organizational skills and resources.
However, evaluating dynamic capabilities as a stand-alone activity may lead to
problems. The firm should ensure it considers the happenings in the business
environment, the firm’s historic strengths and weaknesses, as well as its long-term
strategies. The application of dynamic capabilities also requires firms to consider their
strategic orientation and product positioning to ensure they align with the market
needs. As such, dynamic capability has a huge role in helping firms understand the
external environment (Pitelis et al., 2023).

This theory is used in this study because it explains how firms in the private energy
sector in Kenya can adapt and use their resources to create a unique value proposition.
This adaptation and integration will help the firms to respond to the changing needs
in the environment. A firm must be able to scan the external environment, monitor the
customers and competitors, and respond to the changes in market conditions speedily.
Firms with higher absorptive capability will have a stronger learning ability, enabling
them to compete. This theory is used to explain how firms can use their dynamic
capabilities to achieve operational excellence by streamlining their processes.
Dynamic capability is an essential element in helping firms to develop knowledge
based on their assets, thus sustaining a market leadership position (Bowman, 2020).
The dynamic capabilities theory is linked to innovation strategies as it is based on a
firm’s ability to continuously adapt and reconfigure resources to foster innovation.

Innovation strategies involve developing new products, services, and processes,
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which aligns with the theory’s focus on agility and responsiveness to market and
technological changes, enabling firms to maintain competitive advantage and enhance

performance.
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Figure 2.1

Theoretical Framework
Kurt Lewin Theory of Change |
Resource Based View (RBV) Performance of Private
Theory Solar Energy Companies
The Dynamic Capabilities Theory

2.3 Empirical Review

This section uses past studies on the role of transformational strategies in different
sectors of the world. The empirical review explained the influence of customer-centric
strategies, innovative strategies, strategic staffing strategies, and operational
excellence on the performance of firms. The empirical review helps the designing a
research method that aligns with the reviewed literature. Importantly, the section helps
the study compare whether the results in this study are the same as other similar
studies by other researchers.

2.3.1 Effect of Customer-Centric Strategies on Organizational Performance

The use of customer-centric strategies enables firms to engage in innovative
marketing strategies that have a direct impact on financial performance (Osakwe,
2020). This study studied how customer-centric strategies impact micro-sized firms
in Nigeria. A survey questionnaire was used to collect the data from the targeted firms,
whereby a purposive sampling method was employed. The study noted that

competition and technological turbulence are the main determinants of the customer-
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centric strategies employed by firms in Nigeria. The study also noted that demand
uncertainty does not have any impact on the customer-centric models used by firms.
The research concluded that customer-centric strategies not only significantly lead to
innovation in marketing strategies but also to financial performance. Since this study
was done in Nigeria, this article cannot be used to generalize the use of customer-
centric strategies in the private power firms in Kenya. The study focused on different
sectors such as IT, Agriculture, and the banking sector, making it hard to generalize
the findings on the energy sector.

Another study focused on customers impacts on SACCOs' performance in Kenya
(Kavulya et al., 2024). The study targeted 181 SACCOs that are authorized to conduct
deposit-taking in the country and have been operating for at least 5 years. The choice
of these firms was to ensure that they have adequate knowledge of the market and the
role of customer-centric strategies in improving the organization’s performance. The
respondents included 181 CEOs and business development managers who have been
tasked with crafting strategies. The data was collected from the CEOs using
questionnaires, whereby both open and closed-ended questions were asked. Data was
also obtained from SACCO employees and the senior staff. A descriptive analysis
method was used to collect data; whereby multiple regression models were used to
show the relationships. The results reveal that customer-centric strategies have a
positive impact on the performance of SACCOs in Kenya. The study recommends
the need for SACCOs to invest in customer-centric strategies to stay competitive in
the highly competitive financial sector in Kenya. Although this study was done in

Kenya, the results cannot be used to make generalized conclusions on the role of
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customer-centric strategies in the performance of private energy firms. The study was
done in another sector, which presents a contextual gap.

Another study Kenya examined the influence of customer-centric strategy on the
financial performance of Deposit-taking SACCOs in Nairobi. The study employed a
descriptive research design, whereby a cross-sectional approach was employed
(Mutuku et al., 2024). The study targeted 174 SACCOs, whereby 174 respondents
targeted. The data was collected using questionnaires, after which it was analyzed
using descriptive and inferential statistics. The research used SPSS to code and
analyze the data, after which the results were revealed using tables, diagrams, charts,
and figures. The results revealed that customer-centric strategies have a positive
impact on financial performance. Importantly, the study revealed that firms that have
prioritized customer-centric strategies are more likely to achieve improved financial
outcomes than those that do not. This study was done in the banking sector, implying
that its results cannot be used to make generalized conclusions in the private energy
firms.

Another study in Kenya examined the influence of customer-centric service strategies
on the performance of private universities in Kenya (Kuria, 2021). The study was
anchored on customer service theory, assimilation theory, and attribution theory.
Importantly, the study exploited how firms can leverage customer-centric strategies
in customer acquisition, service delivery, customer acquisition, and customer
retention in privately owned universities in Kenya. A descriptive cross-sectional
approach was employed in the data collection, whereby 170 employees were targeted.
A sample size of 120 respondents was used based on a random sampling technique.

The data was collected using questionnaires on Google Forms. The researcher used
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SPSS in the data collection, whereby both inferential and descriptive statistics were
analyzed.

The results revealed that customer-centric strategies have played a crucial role in the
success rate of private universities in Kenya. Importantly, the study noted that the
customer-centric strategies used by the universities include service delivery, customer
retention, and customer acquisition strategies. The study concluded that most of the
private-owned universities pay more attention to the delivery of improved customer
recovery plans. While this study was conducted in Kenya, it was done in academic
circles, which have different regulatory and operational frameworks compared to the
energy sector. Thus, the results from this study cannot be used to make generalized
findings on the impact of customer-centric strategies in private energy firms in Kenya.
A study in Austria examined the role of customer-centric transformation design on
organizational performance and identity change (Soklaridis et al., 2024). Specifically,
the study examined the main reasons that prevent firms from transitioning towards
customer-centric strategies. The study focused on Austrian IT service providers in the
public sector. A descriptive research design was used to collect the data using
questionnaires to target the respondents. The data was analyzed using SPSS and
presented in tables, charts, and figures. The study also used a qualitative research
design to identify the key themes of strategy, leadership, processes, and technology.
The study used strategy and culture as the intervening variables in this study. The
study noted that the use of customer-centric strategies has a positive impact on
organizational performance. The main blockers for the execution of customer-centric
strategies include communication styles, human capital, and a lack of compatibility

with new technologies. The study recommended the need for managers to address the
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blockers of customer-centric strategies in their organizations. The main research gap
of this study is that it was done in a developing country, which has a different
regulatory and economic environment, which offers a contextual gap. As such, the
results of this study cannot be used to make generalized conclusions about the current
research.

2.3.2 Effect of Innovation Strategies on Organizational Performance

Studies have shown that innovation strategies have a positive and significant impact
on the organization’s performance. Innovation strategies have been shown to lead to
better quality, operational efficiency, and market performance. A study in Kenya
examined the influence of innovation strategies on organizational performance by
using Telkom Kenya as the case study (Otioma, 2023). The research used a descriptive
research design to establish how innovation strategies impact the performance of
Telkom Kenya. The research used several theories in its study: the open innovation
theory, the creative destruction theory, the resource-based view, and the disruptive
theory. The data was collected using semi-structured questionnaires, whereby 40
employees working in Telkom Kenya were interviewed. The data was analyzed using
SPSS, and the results were presented using charts, tables, and figures.

The results revealed that process innovation and administration strategies have a
positive impact on organizational performance. The study recommends the need for
firms to focus on administrative innovation and process innovation to enable their
firms to sustain a competitive advantage. Process innovation enables firms to improve
their product and service quality through investment in technologies, effective
branding, and improvement in sales processes. The main limitation of this article is

that it focuses on Telkom, which is a publicly owned company. Telkom operates under
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a different regulatory framework than the private energy firms, implying that the
results from this study cannot be generalized.

A study in Kenya evaluated the influence of innovation strategies on organizational
performance in Isiolo County Hospital (Kools & George, 2020). The study employed
the open innovation strategy to collect data and draw conclusions on the topic. A
descriptive research design was employed in the study, whereby a target population
of 200 employees was targeted, after which a sample of 80 was selected. A random
sampling strategy was employed from the health management committee, supply
chain officers, ICT officers, departmental heads, and supervisors. The researcher used
open and closed-ended questionnaires in the data collection. The results revealed that
process innovation strategies have a positive impact on the organization’s
performance. The study concludes that Isiolo Hospital should invest in innovation
strategies to enable it to keep up with the demands of healthcare in the county. The
main limitation of this study is that it was done in the healthcare setting, which is
different from the private energy sector in Kenya. As such, the findings of this study
cannot be used to make generalized conclusions on the role of innovation strategies
in the performance of private energy companies in Kenya.

A study in Kenya examined the effect of strategic innovations on organizational
performance in Kwale County (Soomro et al., 2021). A descriptive survey design was
employed in the data collection. A target population of 104 employees was used to
identify the manufacturing firms in Kwale County. The data was collected using
structured questionnaires, whereby both closed-ended and open-ended questions were
employed. SPSS was employed in the data analysis, whereby the results were

presented in tables, charts, and figures. The findings revealed innovation strategies
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have a positive and significant impact I the manufacturing firms in Kwale County.
The study recommends that firms ought to benchmark against the best technologies
in the industry to ensure they can keep up with the competition in the industry.
However, this study was done in the healthcare sector in Kwale County, which implies
that it cannot be generalized in the case of private energy firms in Kenya due to the
contextual gap.

Another study in Nigeria examined the impacts of innovation strategies on the
performance of water packaging firms in Nigeria (August, 2021). The research used
a cross-sectional research design whereby the study targeted 118 water packaging
firms. The data was analyzed using both quantitative and qualitative analysis. SPSS
version 27 was used to analyze the data, whereby the results were presented in tables,
charts, and figures. The results of the study revealed that higher levels of innovation
strategies lead to better performance. The study recommended the use of innovative
strategies in water packaging to increase profits and increase the number of potential
and prospective customers. The main limitation of this study is that it was done in
Nigeria, which has different legal and economic regulations from Kenya. Besides, the
study was done in a water packaging company, which has a different environment
compared to the private energy firms in Kenya. As such, the results cannot be used to
conclude the effect of innovation strategies on the performance of private energy firms
in Kenya.

A study that was done in Kenya studied the impacts of innovative strategies on the
performance of Tea firms in Kenya (Cheruiyot & Litunya, 2024). Specifically, the
study evaluated the role of product innovation, technology innovation, process

innovation, and market innovation strategies on the performance of Finlay firms. The
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study employed a descriptive research design in the methodology. The respondents
consisted of 150 staff from the senior and junior staff. The data was collected using
questionnaires, whereby SPSS software was used in the data analysis. The research
used descriptive and inferential statistics, after which the results were presented in
figures and tables. The study revealed that there is a positive relationship between
innovation strategies and the firm’s performance. The research recommends the need
for process innovation, product innovation, and market innovation strategies in the tea
sector to enable Finlay to sustain its competitive edge in the market. The main
limitation of this study is that it was done in the tea sector, which offers a contextual
gap. As such, the results cannot be used to make generalized conclusions on the role
of innovative strategies in the performance of privately owned energy firms in Kenya.
2.3.3 Effect of Strategic Staffing Strategy on Organizational Performance

Strategic staffing plays a crucial role in improving organizational performance and
ensuring that firms get the best talent in the market. Several researchers have sought
to examine the effects of strategic staffing on organizational performance. A study
examined the effects of strategic human resources on organizational performance
(Sahoo, 2021). The research used an extensive literature review from past studies as
the data methodology. The literature review helped the researcher draw descriptions
and conclusions that can be applied in any firm. The results show that human resource
practices such as strategic staffing have a positive effect on the organization’s
performance. Strategic staffing can be a source of sustainable advantage to a firm as
it enables firms to create value for the customers. The main limitation of this study is
that it focused on strategic human resource management on organizational

performance. As such, the results in this study cannot be used to make a generalized
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conclusion on the effect of strategic staffing on the performance of private energy
firms in Kenya.

A study evaluated the role of strategic staffing on organizational performance. The
article uses a meta-analysis of 87 correlations from 31 empirical studies (Walker et
al., 2024). A random-effects meta-analysis was employed to identify the relationships
between strategic staffing and performance. A systematic literature review was used
to identify articles on strategic human resource practices. The results reveal that
strategic staffing has a positive impact on performance. The study also notes that firms
that use strategic staffing can create an innovative culture that enables them to create
a competitive advantage in the market. The study recommends the need for strategic
staffing to enable firms to keep up with the demands of the competitive landscape in
the market. However, this study was done in the manufacturing sector, implying that
the results cannot be used to make generalized conclusions on the effect of strategic
staffing on the performance of the private energy firms in Kenya.

A study also in Kenya evaluated the role of strategic staffing on the performance of
oil and marketing companies in Kenya (Mohamed & Muathe, 2020). The study was
founded on the resource-based theory, knowledge-based theory, dynamic capability
theory, and stakeholder theory. A descriptive research design was employed to
establish the relationship between staffing and the performance of the oil marketing
firms. The study’s population consisted of 31 oil marketing firms in Kenya, where the
management employees of the firms were targeted. A sample size of 143 respondents
was given the questionnaires for the data collection. The primary data was collected
using questionnaires, while the secondary data was collected using articles, journals,

and books. The quantitative data was analyzed using SPSS software, which ensures
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that the relationship between the variables was identified. The qualitative data was
analyzed using inferential statistics through multiple regressions. The results revealed
that strategic staffing techniques have a positive impact on the performance of oil
marketing firms in Kenya. The study recommends the need for the communication of
strategic vision and mission to the prospective employees to ensure the strategic
staffing process is successful. This study was conducted in the oil marketing firms in
Kenya, implying that it offers useful insights on the effects of strategic staffing on the
performance of private energy firms in Kenya.

A study examine the impacts of strategic staffing on the performance of IT firms in
Kenya (Kilika, 2020). This study used the task-technology fit theory, efficient
structure theory, and resource-based theory. The study employed a descriptive
research design in the research methodology. A population of 144 respondents was
targeted in the data collection, whereby a stratified sampling technique was used to
select the research sample. The respondents consisted of managers, supervisors, and
team leaders from 3 telecommunication firms in Kenya. A sample size of 44
respondents was selected, whereby both primary and secondary data collection tools
were used. The data was collected using structured questionnaires, whereby both
open-ended and closed-ended questions were employed. The data was analyzed using
regression analysis, while the content analysis was used on the qualitative data to
identify thematic frameworks for the open-ended questions. The data was presented
using SPSS using tables and charts. The results revealed that strategic staffing helps
IT firms get the best talent in the market. Importantly, the study explains that strategic
staffing has enabled firms to create a competitive edge in the highly competitive

industry. However, this study was done in the IT sector and does not address the effects
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of strategic staffing on the performance of private energy firms in Kenya. As such, the
results from this study cannot be used to make a generalized conclusion about the
research.

2.3.4 Effect of Operational Excellence Strategy on Organizational Performance

Operational excellence is associated with better organizational performance in
different sectors. Past studies have shown that operational excellence leads to better
customer satisfaction and better performance. A study which examined the effects of
operational excellence on the performance of automobile marketing firms in Nigeria
(Moktadir et al., 2020). The study’s population consisted of 197 automobile firms in
Nigeria whereby a sample of 130 was used. The research used a simple random
sampling to identify a sample size of 264 respondents. The data was gathered using a
questionnaire survey from the respondents. A simple regression model was used to
analyze the data and present it in tables and charts. The results showed that operational
excellence has a strong and positive impact on customer satisfaction. Firms can use
operational excellence to increase sales through customer satisfaction, which in turn
leads to better performance. The study recommends the need for operational
excellence in the automobile firms to reduce wastage and ensure better profits in the
firm. The limitation of this study is that it was done in Nigeria, which has a different
economic and political system from Kenya. Thus, the results cannot be used to
conclude the effect of operational excellence on the performance of private energy
firms in Kenya.

A similar study in Kenya explored the effects of operational excellence on
organizational culture in the banking sector (Bataineh et al., 2024). The research used

a pragmatic research approach whereby both quantitative and qualitative techniques
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were used. The study employed the dynamic capability theory and the resource-based
theory, and the data were collected from 278 respondents. The respondents were from
different management roles in the banking sector, whereby semi-structured
questionnaires were used. The data was analyzed using SPSS for the quantitative data,
while the qualitative data was analyzed using regression analysis and ANOVA. The
regression analysis showed a positive relationship between operational excellence and
the organization’s performance. The study reiterates the need for strategic investments
in operational excellence to enhance a firm’s performance, however, this study was
done on the tier 2 banking sector, implying that it cannot be used to make generalized
conclusions on the effect of operational excellence on the performance of privately
owned energy firms.

A study explored the effect of operational excellence on the performance of insurance
firms in Kenya. The study used customer-centric strategies, innovation strategies,
development capabilities, and agility as the dependent variables (Otieno, 2021) . The
study used growth and market share to determine the firm’s performance. The study
used the dynamic capability theory, the Deming theory, and the economic
development theory. The study targeted all the insurance firms in Kenya, whereby a
census sampling technique was employed. A sample size of 44 firms was identified,
whereby the top managers were selected for the study.

The data was collected from both closed-ended and open-ended questions from 106
managers in the insurance firms. The study was analyzed using descriptive and
inferential statistics to identify the role of operational excellence on performance. The
research revealed that insurance firms use customer-centric strategies to offer services

that focus on customer needs and expectations. The study also noted that the insurance

41



firms are continuously innovating their products and the product mix to improve their
services to customers. However, this study focused on the insurance firms in Kenya,
implying that its results cannot be generalized to the private energy firms in Kenya.
Besides, the study’s variables include agility and product innovation, which are
different from the variables used in the current study.

Besides a study focused on the impact of operational excellence on customer
satisfaction in the service industry in Kenya (Okoth et al., 2024). Specifically, the
study examined how firms can use operational excellence to improve customer
satisfaction by incorporating operational excellence into their strategy. The study used
a descriptive research design, whereby a cross-sectional survey was used. The study’s
target population consisted of 250 customers whereby 115 were employees and 6
directors. A stratified sampling technique was used to identify the sample size from
the target population. The data was collected using questionnaires and observation
methods. The data was analyzed using quantitative methods such as bar charts and pie
charts to analyze the data. SERVQUAL was used to identify the service quality used
by organizations to improve customer satisfaction. The results revealed that
operational excellence improves the performance of the service industry in Kenya.
However, this study uses operational excellence, lean methodology, and customer
satisfaction as its variables, which are different from the variables of the current study.
As such, the results from this study cannot be used to make generalized findings on
the operational excellence of the private energy firms in Kenya.

2.4 Conceptual Framework

A conceptual framework is a visual representation or diagram that illustrates the

relationships between the key variables in a study. It outlines how the independent
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variables are theorized to influence the dependent variable, serving as a guide for the
research process. In this study, the independent variables, customer-centric strategies,
innovation strategies, strategic staffing strategy, and operational excellence strategy
are expected to have a significant impact on the dependent variable, which is the
performance of private solar energy companies in Kenya.

Figure 2.2

Conceptual Framework

Customer Centric Strategy

Innovation Strategy

Performance of private solar

Strategic Staffing Strategy

energy companies in Kenya

Operational Excellence

\ 4

Strategy

Source: Author (2025)
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2.5 Operationalization of Variables

Independent Variables

Figure 2.3

Operational Framework

Customer-Centric Strategies:

Customer feedback integra-
tion.

Personalized customer solu-
tions.

Customer satisfaction meas-
urement.

Innovation Strategies

Investment in Research and
development.

Adoption of new solar tech-
nologies.

Product diversification.
Creation and protect of In-
tellectual property

Strategic Staffing Strategy

Talent acquisition.
Employee training programs
Employee development pro-
grams.

Succession planning.
Workforce diversity and in-
clusion.

Dependent Variable

Operational Excellence Strategy

Processes optimization.
Quality control measures.

Cost management efficiency.

advanced resource planning
(ERP)

Source: Author (2025)

44

A 4

Performance

Profits
Revenues
Employee
numbers
Number of cus-
tomers




2.6 Research Gaps Summary

Table 2.1

Research Gaps Summary

Author(s) Title Findings Gaps ldenti- How Gaps
fied Were Filled
Kabiti The Effect of HRM practices Limited focus Expanded the
(2022) Human such as on only one study to include
Resource recruitment, region of a wider
Management training, and Kenya geographical
Practices on employee (Nairobi). scope  across
the engagement Kenya to ensure
Performance positively regional
of Road impact project variation ~ was
Construction performance. considered.
Projects in
Kenya
Osakwe Human Positive Insufficient Focused on
Resource relationship exploration of identifying
(2020) Management between challenges specific HRM
Practices and training, faced by HRM challenges
Project communication, practices within the road
Performance and within road sector,
in Road performance in construction including
Construction road projects. projects. resource
Projects constraints and
a lack of
training
facilities.
Kavulyaet  Strategic Strategic HRM Limited data Detailed how
Human practices lead to on how strategic HRM
al. (2024) Resource improved road strategic HRM practices are
Management construction is implemented implemented in
and Its Effect project within KURA KURA projects,
on  Project performance. projects. including
Performance leadership and
in Kenya training
systems.
Mutukuet  Impact of HRM practices The study Addressed
Human enhance primarily external factors
al. (2024 Resource performance focused on such as
Management through employee government
on Road motivation, satisfaction regulations,
Construction  skill without economic
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Kuria

(2021)

Soklaridis et

al. (2024)

Otioma

(2023)

Kools and
George

(2020).

Projects in
Kenya

Influence of
Resource-

Based View
on  Project
Performance

Effect
Strategic
Resource
Management
on  Project
Performance

of

Resource
Management
Practices and
Road Project
Performance
in Nairobi

Impact  of
Resource
Management
on Road
Project
Success  in

Kenya

development,
and  efficient
project
execution.

Effective use of
organizational
resources
positively
impacts  road
construction
project
performance.

Resource
management
practices,
including
finances
materials,
significantly
contribute  to
project
outcomes.

and

Resource
management
practices, such
as timely
allocation  of
resources,
contribute  to
road project
success.

Proper resource

management,
especially
planning  and

human resource
allocation, is
key to

considering the
external
challenges.

The
relationship
between
resource
utilization and
project
performance
was not fully
explored.

Lacked an
examination of
non-financial

resource
factors in
project
performance.
No in-depth
exploration of
resource
shortages and
inefficiencies

in the Kenyan
road
construction
sector.

Lack of focus
on the specific
role of human
resources  in
project
success.

conditions, and
market
competition that
affect HRM
implementation.
Focused on how
resource
allocation,
especially
human
financial
capital, directly
affects project
outcomes in the
context of road

and

construction.
Included non-
financial
resources such

as technology,
skilled Ilabor,
and government
policy impacts
to provide a
broader view of
resource
management.
Investigated the
impact of
resource
shortages and
inefficiencies,
particularly
regarding labor
and materials,
on project
completion
timelines.

Focused on how
human
resources,
including
training
morale,
contribute to
better  project

and
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Cheruiyot
and Litunya

(2024).

Otioma

(2023)

Kools and
George

(2020)

Soomro et

al. (2021)

Influence of
Human
Resource
Management
on Road
Construction
Project
Performance

The Role of
Human
Resource
Management
in Enhancing
Road Project
Performance

Strategic
Human
Resource
Practices and
Project
Performance
in Kenya

The Impact
of Resource
Management
Practices on
Road Project
Performance

successful road
projects.

HRM practices
such as
recruitment,
training,
employee
motivation have
a strong
positive effect
on project
success.

and

HRM practices
such as
leadership
development
and employee
training lead to
higher project
efficiency.

Strategic HRM
practices
contribute
positively to the
on-time
delivery  and
cost efficiency
of road projects.

Resource
management
practices such
as  budgeting,
scheduling, and
material control
enhance project
performance.

Limited focus
on the
interaction
between HRM
practices and
other strategic
elements, like
financial
resources.

Did not
address the
impact of poor
HRM practices
on road project
delays or
failures.
Focused
mainly on
successful
projects,
neglecting the
impact of
HRM practices
on project
failures.

Did not
explore the
correlation
between
resource
management
and road safety
outcomes.

execution and
completion.
Explored  the
interaction
between HRM
practices  and
financial
resource

allocation to
provide a more
holistic view of

project
performance.
Added case
studies that

focused on poor
HRM practices
and their effect
on road
construction
delays,
providing a
balanced view
of HRM's role.
Included
analysis of
failed projects
and how HRM
practices could
have mitigated
those failures,
offering
practical
insights
HRM
improvement.
Investigated
how proper
resource
management
directly affects
road safety and
how this can
improve project
outcomes.

nto
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August The Role of
Human

(2021) Resource
Practices in
Enhancing
Road
Construction
Performance

Mohamed Exploring
HRM

and Muathe Practices and
Project

(2020) Performance
in Road
Construction

Moktadir et Human
Resource

al. (2020) Practices and
Their
Influence on
Road
Construction
Success

Otieno The
Influence of

(2021) HRM
Practices on
Project
Delivery in
the Kenyan
Road
Construction
Sector

HR  practices
that focus on
skill
development
and team
building
contribute  to
road project
success.

Employee
engagement,
regular training,
and leadership
development
lead to
improved
project
performance.

Effective
communication,
employee
recognition, and
team
collaboration
improve project
outcomes.

HRM practices,
including clear
leadership and
training
programs,
enhance the on-
time delivery of
projects.

Lack of focus
on how
external
factors
community
involvement
affect project
outcomes.

like

The study
focused mainly
on large-scale
projects,
without
exploring
small-scale
projects
variations.

or

The study was
limited to one

aspect of
HRM,
excluding the
influence  of
financial
resource
management.
Lack of data on
how HRM

practices affect
cost overruns
in road
projects.

Included a
section on how
community

engagement and
local workforce
inclusion  can
improve project
performance,
providing a
more  holistic
approach.
Added insights

on small-scale
road
construction
projects and
how HRM
practices were
scaled to suit
smaller,
localized
projects,
improving  the
applicability of
findings.
Provided a
deeper dive into
the role of
financial
management
alongside HR
practices n

boosting project
success.

Included a cost
analysis section

that examines
how HRM
practices  help
control or
mitigate  cost
overruns,
improving
project budget
adherence.

Source: Author (2025)
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The chapter shows the research design of the study, the target population, sample and
sampling techniques, data collection instruments, and data collection methods. The
chapter also presented the ways through which data was analyzed and presented.
Lastly, the chapter presents ethical practices observed in carrying out the study.

3.2 Research Design

To approach a study, a researcher is supposed to come up with ways of answering
important questions that also assist in achieving objectives and solving the underlying
problem(Creswell & Creswell, 2021). In particular, the study adopted an ex-post
research design. This approach is appropriate because it allows the researcher to
examine the relationship between the independent variables and the dependent
variable, identifying patterns and correlations (Takona, 2024). An ex-post design is
suitable for analyzing the degree to which transformational strategies correlate with
the firm performance of private solar companies in Kenya, to provide detailed insights
into the current practices and their effects without altering the natural environment of
the participating companies.

3.3 Target Population

The population of the study as a whole refers to a group of individuals, events, or
objects that possess similar attributes that fit a specification(Huntington-Klein, 2021).
There are 12 private solar companies registered in Kenya (Ministry of Energy, 2024).
The study targeted middle-level managers and low-level managers who are
predominantly involved in decision-making processes in these solar companies. A

preferred target population should be accessible, easy to make follow-ups, and time
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and money resources should be available (Takona, 2024). There are 1548 employees
in both middle and low-level/operations management working in the departments of
finance (232), marketing (464), technical department (615), and human resource
departments (232) in 12 private energy companies in Kenya. A census of 12 private
companies was included in the study because of its manageable size, with no need for

sampling. The target population is presented in Table 3.1.

Table 3.1

Target Respondents Distribution

Position in organization Population Size
Finance officers 232
Technical officers 615
Marketing/Sales officers 464
Human resource officers 232
Total 1548

Source: Deloitte (2025)

3.4 Sample Size and Sampling Techniques

In any study, a researcher must think of the cost of the project as well as the
available time. The two limitations guided the principal investigator in using a
sample to understand the perceptions of the population (Creswell & Creswell,
2021). A sample should be adequate and representative of the entire population so
that a biased opinion on the report is not crafted in the study. This study applied a
stratified-random sampling technique through the use of the Taro Yamane formula,
which is applied as follows:

n=

NLTHENCGED) ] oo equatio

n3.1
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where n represents the sample size, N represents the population, whereas e represents
a margin of error in sampling.

n=1548/[1+1548(0.05*0.05)] = 317.86, which was 318 to the nearest whole number.

Table 3.2
Sample Distribution
epe s o . Population . .

Position in Organization Size Ratio Sample Size
Finance officers 232 0.15 48
Technical officers 619 0.40 127
Marketing/Sales officers 464 0.30 95
Human resource officers 232 0.15 48
Total 1548 1.000 318

Source: Author (2025)

3.5 Data Collection Instrument

In a study, several instruments can be used to gather primary data; the most common
ones include focus group discussions, interviews, and questionnaires. This research
used questionnaires to capture the data needed. Questionnaires are mainly used in
studies because they are easy to apply and their ability to collect data within a short
time as well as the diversity of responses(Panos & Boeckler, 2023). The questionnaire
for the current study comprised six sections with the first section seeking to collect
data on the demographic characteristics of the respondents including gender
composition, age of participant, position in the organization, and experience; the
second section of the study covered customer-centric Strategy , the third section
concentrate on innovation Strategy , the fourth section emphasize on strategic staffing
strategy, the fifth section was on operational excellence strategy whereas the sixth
section sought to collect data on the performance of private solar companies. The

questionnaire had closed-ended questions as well as Likert questions to rate the extent

o1



to which the respondents agreed with the statement that was provided, whereby 5=
strongly agreed, 4= agreed, 3= neutral, 2= disagreed, and 5= strongly agreed.

3.6 Data Collection Procedures

In a bid to collect data that was used in coming up with the thesis report, the researcher
engaged three assistants who were trained before the collection of the data on ethical
concerns that needed to be upheld during the exercise, the importance of the whole
exercise of collecting data such as the goals of the research and the desired quality
and principles to collect data that meet quality assurance as desired by the principal
investigators. One week before the data collection exercise began, the principal
investigator wrote a letter to the managing directors of the private companies,
requesting them to allow their middle and low-level managers to participate in the
study.

Upon visiting the premises of the respondents, the research assistants introduced
themselves to the respondents to seek consent as well as explain the importance of the
undertaking. Upon being permitted to collect data, the researchers issued the
questionnaire to the respondents and asked them to fill it out within two weeks. The
questionnaires were hand-picked from the participants. Physically administering the
questionnaires allows for more interaction with the participants to ensure that only the
intended participants are included (Panos & Boeckler, 2023). During the data
collection period, participants who did not avail themselves physically were asked to
participate online through a questionnaire that was administered through Google

Forms.
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3.7 Pre-Testing of the Research Instrument

A pilot test is undertaken to ensure that the instrument for the data collection is
flawless and therefore satisfactory in collecting the data (Panos & Boeckler, 2023). A
pilot study is carried out as a rehearsal for the actual survey to establish whether the
study is reliable and valid (Takona, 2024). A recommend for use of a pilot size (equal
to 10% of the sample size), therefore, the study piloted 32 respondents in the study
but their responses were not included in the final findings.

3.7.1 Validity of the Instrument

The research validity is the degree to which the instrument can measure or capture the
desired output or responses. Validity for the instrument was captured through both
face and construct validity(Creswell & Creswell, 2021). Face validity was ascertained
by giving 32 questionnaires to the staff in the private solar companies, enabling the
researcher to find out whether he obtained any meaningful responses from the
respondents, and the researcher improved on the wording of the questionnaires as well
as corrected issues of ambiguity, if present, based on the results. The researcher was
also helped by research practitioners in the university, conversant with
transformational strategy in improving the questions asked in the questionnaire.
Besides, the study achieved construct validity through the use of Bartlett tests and
Kaiser-Meyer-Olkin (KMO) tests; any value below a score of 0.7 on any given item
through KMO tests was dropped as an unfit measure/item in the questionnaire.

3.7.2 Reliability of the Instrument

The other aim of conducting a pilot is to test the reliability of the questionnaire,

usually referred to as the internal consistency test (Takona, 2024). The test was done
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to achieve internal reliability through a Cronbach score of above 0.7. As a rule of
thumb, a Cronbach score that was above 0.7 was considered reliable.

3.8 Data Analysis and Presentation

Upon collecting adequate responses from the participants, the principal investigators
sorted the responses, coded, and entered each questionnaire at a time for actual
analysis using the Statistical Package for Social Sciences (SPSS). Descriptive
statistics were conducted on mean, standard deviation, frequencies, and percentages.
Conducting descriptive statistics helps in the identification of patterns such as data
centralization or dispersion of data around the mean (Panos & Boeckler, 2023).

Step two of data analysis involved conducting inferential analysis, which involved
testing hypotheses through regression analysis. Conducting inferential analysis helps
a researcher to reveal the independent variables with a significant effect on the
dependent variable (Creswell & Creswell, 2021). A binary logistic regression model
of the following form was used,

Log Y (P/1-P) = po+p1X1 + p2Xo+ P3X3 X4

Where P represents the odds of a high business performance, whereas (1-P) represents
the probability/odds of a low performance. Therefore, the performance of the solar
energy companies was Log Y (the proportion or ratios of the odds of high against low
performance).

The beta coefficients (B1-Bs) represent the coefficients of the independent variables
on the dependent variable. X represents customer-centric strategy; Xo represents
innovation strategy; X3 represents strategic staffing strategy, and X4 represents

operational excellence strategy.
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3.8.1 Diagnostic Tests

Before the binary logistic regression analysis, the study conducted diagnostic tests to
determine whether the assumptions of the regression model had been violated
including Goodness-of-Fit of a Logistic Regression Model using Hosmer and
Lemeshow Test and also Normality Test.

Tests for Multi-Collinearity

Multi-linear regression model assumes that the independent variables are independent
as such. Instances where independent variables are not fully independent result in
multicollinearity problems. To test for multi-collinearity, the study applied the value
inflation factor and the correlation analysis. The value inflation factor score runs
between 1 and 10 for variables that do not suffer multi-collinearity; however, values
outside the threshold reveal the presence of multi-collinearity.

Goodness-of-Fit of A Logistic Regression Model

Using Hosmer and Lemeshow Test, p-values above 0.05 is an indication of good fit
for a logistic regression model.

3.9 Ethical Considerations

Ethical considerations protect the rights, welfare, and dignity of the participants and
also maintain the integrity of the research process (Ellis-Barton, 2018). There are
several ethical considerations in research, including informed consent, confidentiality
and privacy, minimizing risks and harm, and protecting intellectual property
throughout the research (Creswell & Creswell, 2021).

Informed consent is important in research because the respondents should be made
aware of the possible risks, the purpose of the research, the procedures, and their rights

before voluntarily participating in the study. The researcher provided written consent
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that the participants signed, indicating that they are aware of the research procedure
and purpose of the study and that they have voluntarily participated. The researcher
also anonymously identifies respondents so that the identities of the respondents are
not revealed to boost trust and increase participation.

The researcher also put in all necessary efforts to ensure that at all times during the
study, physiological or social harm was minimized to enhance the well-being of the
respondent. The researcher used a language that is polite and professional to avoid
causing any harm during the data collection stage. Additionally, the researchers also
submitted the research authorization bodies, such as NACOST]I, for an evaluation of
the ethical practice to promote responsible research where participants are protected

and compliance with ethical guidelines is upheld.
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CHAPTER FOUR: FINDINGS AND DISCUSSIONS

4.1 Introduction

This chapter presented the findings of the study, which was guided by the four
research objectives: customer-centric Strategy, innovation strategy, strategic staffing
strategy, and operational excellence strategy. Both Descriptive and inferential
analyses are presented in Chapter four. Findings were presented on both descriptive
and inferential statistics.

4.1.1 Response Rate

Table 4.1 presents the response rate of the study, highlighting the number of
participants who responded versus those who did not.

Table 4.1

Response Rate

Response Attained Frequency Percentage (%)
Responded 290 91.2%
No-response 28 8.8%
Total 318 100%

Source: Author (2025)

A total of 290 respondents submitted their answers from a pool of 318 targeted
participants, which yielded an exceptional response rate of 91.2%. The remaining 28
participants (8.8%) did not respond. The high response percentage demonstrates that
participants showed both interest and reliability regarding the collected data. The
research findings show higher credibility because they effectively represent the target
population.

4.1.2 Validity and Reliability of Research Instrument

Table 4.2 presents the results of the reliability analysis using Cronbach’s Alpha to

assess the internal consistency of the research instrument.
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Table 4.2

Reliability Test
Cronbach's Alpha N of Items
Customer-Centric Strategy 0.881 4
Innovation Strategy 0.856 4
Strategic staffing strategy 0.895 5
Operational excellence strategy 0.831 4
Performance of private solar energy companies 0.923 4

Source: Author (2025)

The reliability scores range from 0.831 to 0.923, indicating strong internal consistency
for all constructs. Customer-Centric Strategy (0.881), Innovation Strategy (0.856),
Strategic Staffing Strategy (0.895), and Operational Excellence Strategy (0.831) all
exceed the acceptable threshold of 0.7, confirming their reliability. The Performance
of Private Solar Energy Companies has the highest reliability (0.923), indicating a
strong consistency in measuring the construct. These results suggest that the research
instrument is highly reliable for data collection, ensuring that the findings derived
from the instrument will be consistent and dependable. Table 4.3 presents the results
of the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy and Bartlett’s Test

of Sphericity.
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Table 4.3

Validity Test
Innovat
Customer ion Strategic  Operational Perf
KMO and Bartlett's -Centric Strateg staffing excellence orm
Test Strategy vy strategy  strategy ance
Kaiser-Meyer-Olkin
Measure of Sampling 0.85
Adequacy. 0.822 0.786 0.874 0.743 9
Bartlett's Approx.
Test of Chi- 881.
Sphericity  Square  611.528 632.818 893.417 531.574 126
df 6 6 10 6 6
0.00
Sig. 0.000 0.000 0.000 0.000 0

Source: Author (2025)

The KMO values range from 0.743 to 0.874, exceeding the acceptable threshold of
0.6, indicating that the sample is adequate for factor analysis. Bartlett’s Test of
Sphericity is significant (p < 0.05) for all variables, confirming that the correlation
matrix is not an identity matrix and that the dataset is suitable for factor analysis.
These findings validate the research instrument’s construct validity, demonstrating
that the items measure their intended concepts effectively.

4.2 Demographic Statistics

Table 4.4 presents the demographic characteristics of the study participants, including
gender distribution, job positions, and years of experience in their current roles.
Collecting demographic information, such as gender, job positions, and experience, is
essential in understanding how these factors might influence the study outcomes.
Demographics help to ensure the sample is representative and allow for subgroup

analysis.
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Table 4.4

Demographic Statistics

Frequen Perce

Demographic Statistics cy nt
Gender Of Participant Female 134 46.2
Male 156 53.8
Position in the
organization Finance Manager 74 25.5
Human Resources Manager 80 27.6
Marketing and Sales Manager 70 24.1
Production and Distribution
Manager 66 22.8
Experience in the
organization Less than 5 years 72 24.8
Between 6 and 10 years 70 24.1
Above 11 years and below 15
years 86 29.7
Above 15 years 62 21.4

Source: Author (2025)

The gender distribution indicates a nearly balanced representation, with 156 males
(53.8%) and 134 females (46.2%), ensuring diverse perspectives in the study.
Regarding job positions, the Human Resources Managers (27.6%) formed the largest
group, followed by Finance Managers (25.5%), Marketing and Sales Managers
(24.1%), and Production and Distribution Managers (22.8%). This distribution
highlights broad managerial representation across key functional areas in the
organization. Work experience data reveals that 29.7% of respondents have 11-15
years of experience, making them the largest group, followed by 24.8% with less than
five years, 24.1% with 6-10 years, and 21.4% with over 15 years. This range of
experience ensures insights from both seasoned and relatively new managers,

enhancing the study’s reliability.

60



4.3 Descriptive Analysis

The study conducted descriptive statistics on the Likert scale. Descriptive analysis
included analysis of the four independent variables (customer-centric strategy,
innovation strategy, strategic staffing strategy, and operational excellence strategy in
addition to the dependent variable (performance of private solar energy companies).
The data collected from the Likert scale was coded numerically (e.g., 1 for Strongly
Disagree, 5 for Strongly Agree) to facilitate the calculation of statistical measures such
as mean, mode, and standard deviation. This transformation enabled us to compute
descriptive statistics, including the mean and mode for each response category. The
standard deviation was also calculated to measure the spread of responses. The mode
is especially useful to identify the most common response among participants,
highlighting key trends in the data

4.3.1 Customer-Centric Strategy

Table 4.5 presents findings on the implementation of customer-centric Strategy in
organizations.

Table 4.5

Descriptive Analysis on Customer-Centric Strategy

Indicator Disa- N Agree M
gree
We have integrated a Customer feedback loop intoa 9.7% 269 635% 4
customer management approach. (28) % (184)
(78)

We have pursued Personalized customer solutions. 83% 276 641% 4
24) % (186)

(80)
We conduct surveys to measure the extent of Cus- 89% 303 60.7% 4
tomer satisfaction with our solar and services. (26) % (176)
(88)
We have a very effective complaint resolution. 104 241 65.6% 4
% % (190)
30)  (70)
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Source: Author (2025)

The responses indicate a strong commitment to integrating customer feedback,
pursuing personalized solutions, conducting customer satisfaction surveys, and
ensuring effective complaint resolution. The mode for all indicators is 4 (Agree),
suggesting that most respondents perceive these strategy as being actively
implemented.

Regarding customer feedback integration, 9.7% of respondents disagreed, 26.9%
were neutral, and 63.5% agreed that their organization incorporates customer
feedback into its management approach. This highlights that while feedback is valued,
its full integration might still have room for improvement. Personalized customer
solutions also received positive feedback, with 8.3% disagreeing, 27.6% neutral, and
64.1% agreeing that their organization actively pursues tailored solutions to meet
customer needs. This response indicates that personalized customer solutions are
widely seen as a priority for most organizations.

Customer satisfaction surveys were reported as a common practice, with 8.9%
disagreeing, 30.3% neutral, and 60.7% agreeing that their organization measures
satisfaction levels. The neutral responses suggest that while surveys are conducted,
their effectiveness or frequency might require improvement for better impact.
Additionally, effective complaint resolution was acknowledged by 10.4% who
disagreed, 24.1% who were neutral, and 65.6% who agreed that their organization has
a strong mechanism for handling complaints. These responses indicate that while
many organizations feel confident about their complaint resolution process, there's

still some room for improvement in handling customer issues.
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Similar findings were given that a customer-centric strategy focuses on placing the
customer at the core of the organization's decision-making process. This involves
understanding customer needs for renewable energy solutions, offering tailored
products, and delivering superior service. This strategy is essential in fostering
customer loyalty and satisfaction, which can enhance market share and revenue
growth in a competitive industry (Gad et al., 2023).

Table 4.6

Customer Solutions to Complaints

Frequen Percent

cy (%)
The main approach to offering customers Customize
solutions d 204 70.3
Standardiz
ed 86 29.7
Ways of handling customers’ complaints In-person 58 20
Online 24 8.3
Phone 208 71.7

Source: Author ( 2025)

The findings indicate that 70.3% of respondents prefer customized solutions, while
29.7% use standardized approaches, suggesting a strong emphasis on tailoring
services to individual customer needs. Regarding complaint handling, 71.7% of
organizations primarily use phone communication, while 20% address complaints in
person, and only 8.3% rely on online platforms. This highlights the importance of
direct interaction in customer service, with phone calls being the dominant method

for resolving issues efficiently.
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4.3.1.1 Thematic Analysis on Customer Centric Strategy

Customers’ Complaints Handling in an Organization

Customer complaints handling plays a pivotal role in shaping customer-centric
Strategy, directly influencing customer satisfaction and brand loyalty. Many solar
energy companies in Kenya have adopted structured complaint resolution
mechanisms, integrating advanced Customer Relationship Management (CRM)
systems and dedicated customer service teams to streamline responses. Moreover,
some organizations leverage real-time feedback mechanisms through digital
platforms, allowing for immediate issue tracking and resolution. A recurring theme in
customer feedback is the emphasis on swift resolution, as companies recognize that
delayed responses can erode customer trust. One respondent emphasized this
commitment, stating, "We have a dedicated complaints resolution unit that
acknowledges customer grievances within 24 hours and follows up with actionable
solutions within 48 hours."” Such proactive measures demonstrate an industry-wide
shift toward enhancing customer satisfaction through efficient service recovery

initiatives.

Despite these structured approaches, challenges persist in fully optimizing complaint
resolution mechanisms. Resource constraints remain a significant hurdle, leading to
delays in addressing customer concerns, especially during peak service periods.
Furthermore, inadequate staff training on customer engagement and conflict
resolution exacerbates inefficiencies in the complaints handling process. Additionally,
while digital platforms provide real-time tracking, some firms struggle with

integration due to technical and financial limitations. These challenges underscore the
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need for continuous investment in employee training, improved resource allocation,
and the adoption of more sophisticated digital tools to ensure seamless and efficient
complaint resolution. By refining these processes, solar energy companies can
strengthen their customer relationships and enhance overall organizational
performance.

According to another study customer-centric strategy play a crucial role in improving
financial performance and customer satisfaction. The study on Nigerian micro-sized
firms found that companies implementing effective complaint resolution mechanisms
enhanced customer loyalty and built a competitive edge (Osakwe, 2020). Similarly,
another study demonstrated that customer-centric strategies positively impact
SACCO performance in Kenya by ensuring fast complaint resolution and
personalized customer engagement (Kavulya et al., 2024). However, as noted in the
responses, demand uncertainty does not significantly impact customer complaint
strategies (Osakwe, 2020).

4.3.2 Innovation Strategy

Table 4.7 presents findings on the adoption of innovation strategies within
organizations. The responses assess investment in research and development,
adoption of new solar technologies, diversification of product offerings, and

intellectual property protection.
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Table 4.7

Descriptive Analysis on Innovation Strategy

Indicator Disa- N Agree M
gree
Our organization has invested in Re- 13.7 33.1% 53.1% 3
search and development. % (96) (154)
(40)
Our organization has adopted new solar 20.0 24.8% 55.1% 4
technologies. % (72) (160)
(58)
Our organization has diversified solar 14.4 32.4% 53.1% 3
product offerings. % (94) (154)
(42)
Our organization has come up with new 11.0 20.0% 68.9% 4
processes and designs that are protected % (58) (200)
as intellectual property. (32)

Source: Author ( 2025)

Investment in research and development received mixed responses, with 13.7% of
respondents disagreeing, 33.1% remaining neutral, and 53.1% agreeing that their or-
ganization invests in R&D. The mode of 3 (Neutral) suggests that investment levels
may not be substantial or fully optimized. Regarding the adoption of new solar tech-
nologies, 20.0% disagreed, 24.8% remained neutral, and 55.1% agreed (with 31.7%
strongly agreeing). The mode of 4 (Agree) indicates a general inclination toward
adopting innovations in solar technologies.

For product diversification, 14.4% disagreed, 32.4% remained neutral, and 53.1%
agreed that their organization has diversified solar product offerings. The mode of 3
(Neutral) suggests that efforts toward diversification are moderate. Finally, in terms
of new processes and intellectual property protection, 11.0% disagreed, 20.0% re-
mained neutral, and 68.9% agreed that their organization has developed new processes
and protected designs as intellectual property. The mode of 4 (Agree) highlights a

strong commitment to protecting innovations and intellectual property.
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Scholars in agreement with the findings when they postulated that innovation involves
the adoption of creative and technological advancements to develop new products or
improve existing services, which could include designing efficient solar panels, stor-
age systems, or affordable financing options. Innovation drives differentiation and
competitiveness, helping companies respond to market demands and regulatory
changes effectively (Gad et al., 2023).

Table 4.8

Innovations Processes

Freq Per

Statement uency cent
How many more products have you created in the

last five years 1 156 53.8

2 68 234

3 42 14.5

4 24 8.3

Where would you place your organization in the

technology adoption status/phase Early Adopter 204 70.3
Late Adopter 66  22.8
Non-Adopter 20 6.9

Type of innovation your organization has come Breakthrough

up with in the recent past innovation 50 17.2
Ordinary
innovation 14 4.8
Technological
innovation 226 779
Multiple

Product offering range Products 60  20.7
Single
Product 230 79.3

Have you joined new markets or existing markets

with new products or existing products No 46 159
Yes 244  84.1

Source: Author (2025)
Regarding product creation over the last five years, 53.8% of respondents indicated

that their organization introduced one new product, while 23.4% developed two
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products, and only 8.3% created four or more products. This suggests a focus on
incremental product innovation rather than extensive diversification.

In terms of technology adoption, 70.3% classified their organization as early adopters,
while 22.8% identified as late adopters, and 6.9% as non-adopters. This highlights a
strong inclination toward embracing technological advancements at an early stage.
Regarding innovation types, 77.9% of respondents indicated their organizations have
implemented technological innovation, while 17.2% focused on breakthrough
innovation, and 4.8% on ordinary innovation. This emphasizes a commitment to
technology-driven advancements. When analyzing product offerings, 79.3% reported
having a single product, while 20.7% offer multiple products. This suggests that most
organizations specialize in a core offering rather than diversifying. Finally, 84.1% of
respondents stated that their organizations have entered new markets or expanded
within existing ones, indicating a strong growth and expansion strategy.

4.3.2.1 Thematic Analysis on Innovation strategy

New technologies adopted in production, market, or customer service

The adoption of digital solutions in solar energy production, market expansion, and
customer service has been widely recognized by industry players. Most respondents
acknowledged that integrating technology has significantly enhanced operational
efficiency and customer experience. Moreover, organizations have increasingly
embraced data-driven decision-making, leveraging digital tools to optimize their
energy distribution and market reach. One respondent shared, "We recently integrated
Al-driven analytics into our energy distribution model, optimizing power allocation

based on consumer usage patterns.” This shift towards automation and artificial
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intelligence underscores the industry's commitment to enhancing efficiency and

customer satisfaction.

Additionally, financial technology has played a crucial role in simplifying customer
transactions, improving accessibility, and expanding market penetration. Many
companies have adopted mobile payment platforms, enabling seamless transactions
for customers across different regions. One respondent stated, "We use mobile
payment integrations such as M-Pesa to facilitate transactions, making it easier for
customers to purchase and pay for solar energy services.” This integration of digital
financial solutions has not only improved convenience for customers but also boosted
revenue collection efficiency for solar companies. Furthermore, it highlights the
importance of financial inclusivity in ensuring broader adoption of solar energy

solutions.

Despite these advancements, companies continue to face notable challenges in fully
leveraging technology to its maximum potential. A major concern highlighted by
respondents is the high cost associated with adopting and maintaining advanced
digital solutions. Many firms, particularly smaller enterprises, struggle with the
financial burden of acquiring cutting-edge technologies and keeping pace with rapid
technological advancements. Moreover, investment in digital tools often requires
significant capital expenditure, making it difficult for organizations with limited

financial resources to implement large-scale digital transformation initiatives.

Furthermore, the shortage of skilled personnel remains a critical obstacle to the
successful adoption and utilization of new technologies. Respondents emphasized that

while digital tools such as Al and mobile payment integrations are promising, their
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effectiveness is often hindered by a lack of technical expertise among employees. This
supports the Likert findings, which indicated that although technology adoption is
steadily improving, its full utilization remains constrained by workforce limitations.
Moving forward, addressing these technical expertise gaps through targeted training
programs and industry collaborations will be essential in ensuring the long-term
success of innovation Strategy in the solar energy sector. Another study concurred
that process and administrative innovation significantly impact organizational
performance. The case of Telkom Kenya revealed that digital transformation, mobile
integrations, and Al applications drive efficiency (Otioma, 2023). Similarly, a study
found that technological innovation leads to better performance in the tea sector,
aligning with the respondents' mention of Al and mobile payment systems (Cheruiyot
& Litunya, 2024). However, as indicated high costs and resistance to new
technologies limit full adoption. This corresponds with respondents’ concerns about

financial constraints preventing wider technology use (Kools & George, 2020).

4.3.3 Strategic Staffing Strategy
Table 4.9 presents findings on strategic staffing Strategy in organizations, focusing on
talent attraction, staff training, employee development, succession planning, and

diversity and inclusion.
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Table 4.9

Descriptive Analysis on Strategic Staffing Strategy

Indicator Disa N Agree M
gree
Our organization attracts talented staff in the 6.2% 15.9% 78.0% 4
industry. (18)  (46)  (226)
Our organization trains its existing staff. 42% 20.7% 751% 5
(12) (60)  (218)
Our organization offers employee development 49% 29.7% 65.5% 4
programs. (14) (86)  (190)
Our organization has succession planning for its 6.2% 15.9% 77.9% 4
staff to ensure no position remains vacant. (18) (46)  (226)
Our organization ensures the inclusion and diversity 4.8% 33.1% 62.0% 3
of hires. (14) (96) (180)

Source: Author (2025)

Regarding talent attraction, 6.2% of respondents disagreed, 15.9% remained neutral,
and 78.0% agreed (including 35.9% strongly agreeing) that their organization attracts
skilled staff. With a mode of 4 (Agree), this suggests that organizations actively seek
talent, with a positive reception of their recruitment efforts.

Staff training received the highest consensus, with 4.2% disagreeing, 20.7% neutral,
and 75.1% agreeing (including 37.9% strongly agreeing) that their organization
prioritizes training. The mode of 5 (Strongly Agree) indicates a strong commitment to
employee skill development.

For employee development programs, 4.9% disagreed, 29.7% were neutral, and
65.5% agreed (including 31.7% strongly agreeing) that their organization offers such
programs. The mode of 4 (Agree) demonstrates a structured approach to career
growth, which is widely recognized by employees.

Succession planning was acknowledged by 6.2% who disagreed, 15.9% who were

neutral, and 77.9% who agreed (with 37.2% strongly agreeing) that their organization
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ensures no positions remain vacant. The mode of 4 (Agree) highlights proactive
workforce planning.

Finally, 4.8% disagreed, 33.1% were neutral, and 62.0% agreed (including 31.7%
strongly agreeing) that their organization promotes diversity and inclusion. However,
the mode of 3 (Neutral) suggests that diversity efforts could be further enhanced, as
some respondents remain uncertain about the effectiveness of these initiatives.
Overall, the findings indicate strong staffing strategy, with room for improvement in
fostering inclusivity. Mintzberg et al. (2020) were in agreement with study findings
when they argued that strategic staffing strategy emphasizes the importance of
acquiring, developing, and retaining skilled personnel aligned with organizational
goals well-executed staffing strategy is critical for maintaining operational efficiency
and achieving long-term organizational success.

4.3.3.1 Talent Acquisition in Organizations

Table 4.10 presents findings on the main source of talent acquisition in organizations.
Table 4.10

Talent Acquisition in Organizations

Main source of talent acquisition Frequency Percent
External 50 17.2
Internal 240 82.8
Total 290 100

Source: Author (2025)

The majority (82.8%) of respondents indicated that their organization primarily relies
on internal recruitment, while only 17.2% source talent externally. This suggests a
strong preference for promoting existing employees, emphasizing internal career
growth, familiarity with company culture, and reduced hiring costs.

4.3.3.2 Thematic Analysis on Strategic Staffing Strategy
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Respondents were asked to explain how their organization ensures that it has the best
employees to do the job. Respondents revealed that they ensured that organizations
have the best employees for the job as a fundamental aspect of strategic staffing
Strategy in the solar energy sector. Many respondents emphasized the importance of
rigorous recruitment processes in selecting highly skilled and competent employees.
Moreover, companies prioritize continuous learning by implementing structured
training programs that equip employees with the latest industry knowledge and skills.
One respondent highlighted this commitment, stating, "We conduct rigorous
recruitment processes, followed by continuous training programs to upskill our
workforce and ensure they stay ahead in the industry." By investing in employee
development, companies not only enhance productivity but also foster a culture of

innovation and adaptability.

Additionally, employee well-being emerged as a key consideration in staff retention
Strategy. Organizations recognize that attracting and retaining top talent requires more
than just competitive salaries. Instead, they focus on holistic approaches, such as
offering attractive remuneration packages, professional development opportunities,
and a conducive work environment that supports career growth. One respondent
noted, "Our Company invests in employee well-being, offering competitive
remuneration and career growth opportunities to retain top talent." This approach
not only boosts employee satisfaction but also strengthens organizational

commitment, leading to improved performance and reduced turnover.

However, despite these strategic initiatives, challenges persist in maintaining a stable

workforce. A significant concern raised by respondents is the high employee turnover
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rate, largely attributed to competitive poaching within the solar energy industry. As
companies seek skilled professionals, employees often receive lucrative offers from
rival firms, making retention a challenge. This industry-wide competition for talent
underscores the need for organizations to implement robust retention Strategy,
including career advancement programs, mentorship opportunities, and performance-

based incentives.

Furthermore, these staffing-related concerns align with the Likert findings, which
indicated that employee motivation levels were moderate, suggesting there is room
for improvement. While organizations have made strides in enhancing recruitment
and retention practices, more needs to be done to address turnover and ensure long-
term employee engagement. Strengthening organizational culture, fostering a sense
of belonging, and continuously recognizing and rewarding employee contributions
could play a pivotal role in improving motivation levels and enhancing workforce

stability in the solar energy sector.

The literature supports the notion that strategic staffing positively influences
performance. Fore-instance a study in the oil marketing sector in Kenya and found
that effective recruitment and training were critical to competitive advantage
(Mohamed & Muathe, 2020). Similarly, through meta-analysis, found that strategic
staffing creates an innovative workforce, improving firm performance (Walker et al.,
2024). However, a study noted in their study on IT firms in Kenya, high employee
turnover due to industry competition remains a major challenge, aligning with

respondents’ concerns about losing trained employees to competitors (Kilika, 2020).
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4.3.4 Operational Excellence Strategy

Table 4.11 presents findings on operational excellence Strategy within organizations,
focusing on process optimization, control measures, cost minimization, and advanced
resource planning.

Table 4.11

Descriptive Analysis on Operational Excellence Strategy

Indicator Disa- N Agree M
gree
Our organization ensures process optimization. 76% 23.4% 68.9% 5

(22) (68) (200)
Our organization has control measures on produc- 11.0% 159% 73.1% 5

tion and process. (32) (46) (212)
Our organization ensures the minimization of op- 15.9% 30.3% 53.8% 4
erations and administration costs. (46) (88) (156)
Our organization applies advanced resource plan-  6.2% 20.0% 73.8% 4
ning practices such as ERP. (18) (58) (214)

Source: Author (2025)

Regarding process optimization, 7.6% of respondents disagreed, 23.4% remained
neutral, and 68.9% agreed (including 37.2% strongly agreeing) that their organization
ensures operational efficiency. With a mode of 5 (Strongly Agree), this indicates a
strong commitment to optimizing processes and improving overall efficiency.

For control measures on production and processes, 11.0% disagreed, 15.9% remained
neutral, and 73.1% agreed (with 48.3% strongly agreeing). This makes it the most
highly rated indicator, suggesting that organizations prioritize stringent monitoring
and control mechanisms to enhance quality and operational efficiency.

Regarding cost minimization in operations and administration, 15.9% disagreed,
30.3% remained neutral, and 53.8% agreed (with 17.2% strongly agreeing). The mode
of 4 (Agree) indicates that organizations focus on cost-efficiency, though there is room

for further improvement in this area.
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Lastly, in terms of applying advanced resource planning practices like ERP, 6.2%
disagreed, 20.0% remained neutral, and 73.8% agreed (with 33.8% strongly agreeing).
This suggests a widespread adoption of advanced planning tools to streamline
operations and improve resource management.

Similar observations were given scholars who opine that operational excellence
strategy focuses on streamlining internal processes to achieve efficiency, cost-
effectiveness, and high-quality outputs. This involves optimizing supply chain
management, reducing production costs, and maintaining consistent service delivery.
Operational excellence ensures that companies remain competitive and profitable
while meeting customer expectations (Moktadir et al., 2020).

4.3.4.1 Organization's Overall Performance

Table 4.12 presents respondents' assessments of their organization's overall
performance. The majority (78.6%) rated performance as fair, while 21.4% considered
it excellent. This suggests that while organizations demonstrate adequate
performance, there is room for improvement to reach excellence. Strategic
enhancements in key operational areas could help elevate overall organizational

effectiveness and competitiveness.

76



Table 4.12

Organization's Overall Performance

Overall performance of your organization Frequency Percent
Excellent 62 21.4
Fair 228 78.6
Total 290 100

Source: Author (2025)

4.3.4.2 Thematic Analysis

Respondents were asked to highlight how operational excellence had enhanced the
Organization's performance. Respondents revealed that operational efficiency and
effectiveness are crucial for the performance of solar energy companies, as they
directly impact cost minimization and service delivery. Many organizations have
embraced automation to streamline logistics and optimize service operations. By
integrating technology into routine tasks, companies can enhance efficiency while
significantly reducing operational costs. One respondent emphasized this shift,
stating, "We have embraced automation in logistics and service delivery, ensuring that
routine tasks are handled efficiently while reducing operational costs." This approach
not only minimizes human error but also ensures faster and more reliable service

delivery, ultimately improving customer satisfaction and organizational productivity.

Moreover, outsourcing has emerged as another effective strategy for enhancing
operational efficiency. Some companies have strategically outsourced non-core
services, such as customer support, to external firms, allowing them to concentrate on
their primary functions, energy production and distribution. One respondent noted,
"To cut costs, we have outsourced some services, such as customer support, allowing
us to focus on core energy production and distribution.” By leveraging specialized

external service providers, organizations can optimize resources, enhance flexibility,
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and improve service quality while keeping costs under control. This targeted approach
ensures that companies remain competitive and agile in the dynamic solar energy

sector.

However, despite these efficiency-driven initiatives, organizations still face
significant challenges. Respondents highlighted issues such as fluctuating raw
material costs and regulatory compliance expenses as major barriers to cost
minimization and operational effectiveness. These unpredictable financial burdens
often make it difficult for companies to maintain stability and sustain efficiency-
enhancing measures. This concern aligns with the Likert-scale findings, which
revealed mixed perceptions regarding the effectiveness of cost-minimization efforts.
To navigate these challenges, organizations may need to adopt more adaptive
financial strategies, such as forming long-term supplier partnerships and leveraging

government incentives, to mitigate costs and sustain operational efficiency.

The Contingency Theory suggests that firms in dynamic environments must be
adaptive and flexible in their strategies. This supports the respondents' emphasis on
lean operations and outsourcing as cost-cutting measures. Another study in insurance
confirmed that operational excellence through efficiency strategies leads to cost
reduction and competitive performance in insurance firms (Otieno, 2021). Further,
scholars demonstrated that operational excellence significantly enhances customer
satisfaction in the automobile industry in Nigeria, mirroring how Kenyan solar firms
optimize processes to improve service delivery (Moktadir et al., 2020). However, that
despite these efforts, firms struggle with regulatory costs, aligning with respondents’

concerns about compliance expenses (Okoth et al., 2024).
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4.3.5 Performance of Private Solar Energy Companies

Table 4.13 presents findings on the performance of private solar energy companies
based on profit growth, revenue growth, staff expansion, and customer base increase.
Table 4.13

Descriptive statistics on Performance of Private Solar Energy Companies

Indicator Disa- N Agree M
gree
We had a profit growth in our last financial 6.2% 24.1% 69.7% 4
year. (18) (70) (202)
We registered revenue growth in our last fi- 9.6% 23.4% 66.9% 4
nancial year. (28) (68) (194)
The number of our staff has grown since last  9.6% 30.3% 60.0% 4
year. (28) (88) (174)
Our customers have increased over the past 4.2% 29.0% 66.9% 4
year. (12) (84) (194)

Source: Author (2025)

Regarding profit growth, 6.2% of respondents disagreed, 24.1% remained neutral, and
69.7% agreed (including 21.4% strongly agreeing) that their company experienced
financial growth in the last financial year. The mode of 4 (Agree) indicates that most
firms observed profitability, though some remained neutral. For revenue growth, 9.6%
disagreed, 23.4% remained neutral, and 66.9% agreed (with 28.3% strongly agreeing).
The mode of 4 (Agree) suggests positive revenue trends, although a segment of firms
(9.6%) reported challenges. In terms of staff growth, 9.6% disagreed, 30.3% remained
neutral, and 60.0% agreed (including 25.5% strongly agreeing). The mode of 4
(Agree) suggests moderate workforce expansion, indicating business stability.
Finally, for customer base expansion, 4.2% disagreed, 29.0% remained neutral, and
66.9% agreed (with 24.1% strongly agreeing) that their customer numbers increased.

The mode of 4 (Agree) highlights a growing demand for solar energy solutions.
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Overall, these findings indicate positive business performance, though some firms
experience moderate uncertainty in financial and workforce growth.
Figure 4.1

Profit Trends
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The first graph shows the mean profit (in million KES) from 2018 to 2024. Initially,
there is a noticeable decline from 2018 (about 5.37 million KES) to 2019 (about 5.20
million KES), followed by a relatively stable period from 2019 to 2021 with slight
increases. However, 2022 marks a dip to the lowest profit mean in this timeframe,
roughly 5.14 million KES. This decline might suggest external economic challenges
or operational inefficiencies impacting profitability during that year. The subsequent
years, 2023 and 2024, show a positive recovery with profits rising back above

previous years, reaching approximately 5.30 million KES in 2024. This upward trend
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suggests that firms might have implemented corrective measures or benefited from

improved market conditions.

Figure 4.2

Revenue Trends
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The revenue graph displays the mean revenue (in million KES) over the same period.
The trend reveals a modest decline from 2018 to 2019, followed by a steady increase
from 2019 through 2022, peaking at about 128.5 million KES in 2022. Despite this
peak, 2023 experiences a sharp decline to approximately 124.9 million KES, the
lowest point in the series. This decline could indicate challenges such as reduced sales,
market contraction, or increased competition. However, revenue slightly recovers in
2024, reaching nearly 125.7 million KES, indicating some stabilization. The revenue
and profit trends together suggest a potential lag between revenue fluctuations and

profit impact, as revenue peaks in 2022, whereas profits dipped that year.
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Figure 4.3

Number of Employees Trends
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The graph for the mean number of employees shows a fluctuating pattern with an
overall mild upward trend from 2018 to 2020, increasing from approximately 170 to
174 employees. This increase may reflect firm expansion or increased operational
activities. Between 2021 and 2024, the number of employees oscillates, with a slight
decrease in 2022 followed by a modest rise in 2023 and another decrease in 2024,
ending at about 172 employees. These fluctuations could be associated with
organizational restructuring, cost-cutting measures, or market demands affecting

workforce size.

Table 4.14

Descriptive Statistics Summary
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N Minimum Maximum Mean Std. Deviation

Profit in millions 140 .76 10.80 5.2433 2.66690
Revenue in million 140 37.28 200.20 126.5388 43.70147
Number of Employees 140 58 307 172.31 77.235

Source: Author (2025)

The descriptive statistics table consolidates data for 140 observations, showing that
profit ranges from 0.76 million KES to 10.80 million KES, with a mean profit of
approximately 5.24 million KES and a standard deviation of 2.67 million KES,
indicating moderate variability among firms. Revenue ranges broadly from 37.28
million KES to 200.20 million KES, with a mean of 126.54 million KES and a higher
standard deviation of 43.7 million KES, pointing to significant disparities in revenue
generation. The number of employees varies from 58 to 307, with a mean of 172.31

and a standard deviation of 77.24, suggesting considerable diversity in firm sizes.

When asked to provide general reflections on performance measures, respondents ex-
pressed a mix of optimism and challenges. Some companies reported growth in reve-
nue and customer base due to transformational strategies. However, others highlighted
persistent hurdles such as market competition and financial constraints. A respondent
remarked: "Our Company has seen a steady rise in customer acquisition due to stra-
tegic marketing and customer engagement efforts.” Conversely, another participant
stated: "Despite implementing efficiency measures, the cost of acquiring solar com-
ponents remains high, affecting overall profitability." These insights align with the
Likert-scale results, which indicate that while transformational strategies contribute

positively to performance.
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Past studies indicate that customer-centric and innovation strategies drive financial
performance. Companies prioritizing customer service and technological innovation
achieve superior financial outcomes (Mutuku et al., 2024). Similarly, another study
demonstrated that process innovation improves firm growth in Nigeria’s water pack-
aging industry (August, 2021). However, a study found that external challenges such
as high costs and regulatory barriers limit the full impact of transformational strate-
gies, supporting respondents' concerns about financial constraints (Bataineh et al.,
2024).

4.4 Assumptions of Regression

4.4.1 Multi collinearity Test

Two primary assumptions were examined: multi collinearity of data distribution.
Multi collinearity occurs when predictor variables in a regression model are highly
correlated, which can distort the estimated coefficients and reduce the reliability of
the model. The Variance Inflation Factor (VIF) and Tolerance values are used to detect
multi collinearity.

Table 4.15

Multi-Collinearity

Variable Tolerance VIF

Customer-Centric Strategy 0.343 2.916
Innovation Strategy 0.634 1.576
Strategic Staffing Strategy 0.326 3.064
Operational Excellence Strategy 0.789 1.267

Source: Author (2025)

Tolerance values below 0.1 and VIF values above 10 indicate serious multi collinear-
ity concerns. In this study, Strategic Staffing Strategy (VIF = 3.064) and Customer-

Centric Strategy (VIF = 2.916) have the highest VIF values, but they remain below
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the threshold of 10, suggesting that multi collinearity is not a major concern. The Op-
erational Excellence Strategy (VIF = 1.267, Tolerance = 0.789) shows the least col-
linearity with other variables, making it the most independent predictor. Overall, multi

collinearity does not pose a significant issue in the regression model.

4.4.2 Goodness-of-Fit of a Logistic Regression Model

Table 4.16 presents the Hosmer and Lemeshow Test, which evaluates the model’s
goodness-of-fit.

Table 4.16

Hosmer and Lemeshow Test

Step Chi-square df Sig.
1 6.998 6 321
Source: Author (2025)

The chi-square value is 6.998 with 6 degrees of freedom, and the significance value
1s 0.321, which showed that difference between observed and predicted values is not

statistically significant therefore the logistic regression model fit the data well.

4.5 Bivariate Regression Analysis

Hoi: Customer-centric Strategy do not have a significant influence on the
performance of private solar energy companies in Kenya
The first hypothesis, HO1, posited that customer-centric Strategy do not have a

significant impact on the performance of solar energy companies in Kenya.
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Table 4.17

Regression Between Customer Centric Strategy and Performance

Model Summary
Cox & Snell R
Step -2 Log likelihood Square Nagelkerke R Square
1 198.679° 173 296
Variables in the Equation
B S.E. Wald df Sig.  Exp(B)
0 = Reactive Strategy 0 0 0 0 0 0
Step 1= Proactive
12 Strategy
Constant 368 217 2.877 1 090  1.444

2.587 390 43974 1 .000 13.292

a. Variable(s) entered on step 1: Customer-Centric Strategy
b. Estimation terminated at iteration number 6 because parameter estimates
changed by less than .001.

Source: Author (2025)

The Nagelkerke R Square value of 0.296 suggests that customer-centric strategy
explain approximately 29.6% of the variation in performance, indicating a moderate
level of explanatory power. More importantly, the Wald statistic for the variable
"Proactive Strategy” was found to be highly significant at 43.974 (p = 0.000),
suggesting that proactive customer-centric Strategy play a crucial role in enhancing
the performance of solar companies. The Exp(B) value of 13.292 implies that
companies employing proactive customer-centric Strategy are approximately 13.3
times more likely to perform well compared to those using reactive Strategy .

On the other hand, the constant term (B = 0.368, p = 0.090) was not statistically
significant, which implies that, in the absence of customer-centric Strategy , the
likelihood of achieving high performance does not differ significantly from neutral.

Therefore, we conclude that HOI1 is rejected, confirming that customer-centric
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Strategy, particularly proactive approaches, significantly enhance the likelihood of

high performance among private solar energy companies.

Hoz2: Innovation Strategy do not have a significant influence on the performance of
private solar energy companies in Kenya

The second hypothesis, HO2, proposed that innovation Strategy do not significantly

affect the performance of solar companies.

Table 4.18

Regression Between Innovation strategy and Performance

Model Summary
Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square
1 144.435° 314 538
Variables in the Equation
B S.E. Wald df Sig.  Exp(B)
0= 0 0 0 0 0 0
Strategic/Capacity-
based innovation

Step 1=

12 Product/Technology  4.605 742 38.527 1 .000 .010
innovation
Constant 4.605 11 41.995 1 .000 100.000

a. Variable(s) entered on step 1: Innovation Strategy
b. Estimation terminated at iteration number 7 because parameter estimates

changed by less than .001.

Source: Author (2025)

The Nagelkerke R Square value of 0.538 indicates that innovation Strategy explain
53.8% of the variation in performance, suggesting that innovation plays a crucial role
in driving performance. The Wald statistic for "Product/Technology innovation" was
38.527 (p = 0.000), indicating a highly significant effect on performance.

Furthermore, the Exp(B) value of 0.010 demonstrates that solar companies adopting
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product or technology innovation Strategy are significantly more likely to succeed,

with odds 100 times higher than those relying on strategic or capacity-based

innovation Strategy .

The constant term (B = 4.605, p = 0.000) also reinforces the significant impact of

innovation Strategy, as it shows a strong baseline effect for companies employing

product/technology innovation. Given these findings, HO2 is rejected, and it is

evident that innovation Strategy , especially those involving product and technology

advancements, have a substantial positive influence on the performance of solar

companies in Kenya.

Hos: Strategic staffing strategy does not have a significant influence on the
performance of private solar energy companies in Kenya

The third hypothesis, HO3, tested whether strategic staffing Strategy influence the

performance of solar companies.

Table 4.19

Regression Between strategic staffing and Performance

Model Summary
Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square
1 198.679° 173 296

Variables in the Equation

B S.E. Wald df Sig.  Exp(B)
0 = Long-term 0 0 0 0 0 0
workforce
development

1 = Short-term
?:ep staffing actions 2.587 390 43974 1 .000 13.292

Constant 368 217 2877 1 090 1444

a. Variable(s) entered on step 1: Strategic Staffing Strategy
b. Estimation terminated at iteration number 6 because parameter estimates
changed by less than .001.
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Source: Author (2025)
The Nagelkerke R Square value of 0.296 suggests that staffing Strategy explain a
moderate amount of the variance in performance, indicating their importance but not
to the same degree as other factors. The Wald statistic for "Short-term staffing actions"
was 43.974 (p = 0.000), indicating that staffing decisions play a significant role in
performance outcomes. The Exp(B) value of 13.292 suggests that companies using
short-term staffing actions are about 13.3 times more likely to perform well compared
to those employing long-term workforce development Strategy .
However, the constant term (B = 0.368, p = 0.090) remains insignificant, suggesting
that, without strategic staffing interventions, the likelihood of achieving high
performance does not significantly differ from a neutral position. While strategic
staffing Strategy , particularly short-term actions, appear to have a positive effect, they
are not as influential as customer-centric or innovation Strategy . Nevertheless, HO3
is rejected, confirming that staffing Strategy , especially short-term actions, play a
significant role in improving the performance of private solar energy companies.
Hos: Operational excellence strategy does not have a significant influence on the
performance of private solar energy companies in Kenya
The final hypothesis, HO4, examined whether operational excellence Strategy

influence performance.
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Table 4.20

Regression Between Operational Excellence and Performance

Model Summary
Step -2 Log likelihood ~ Cox & Snell R Square Nagelkerke R Square
1 181.055% 222 .380
Variables in the Equation
B S.E. Wald df Sig.  Exp(B)

0 = Process-focused 0 0 0 0 0 0
Strategy

Step 1=

1 Technology/system-  3.072 423  52.718 1 .000 21.591
focused Strategy
Constant 147 221 438 1 508 1.158

a. Variable(s) entered on step 1: Operational Excellence Strategy
b. Estimation terminated at iteration number 6 because parameter estimates
changed by less than .001.

Source: Author (2025)

The Nagelkerke R Square value of 0.380 indicates that operational excellence
Strategy explain 38% of the variation in performance, highlighting their substantial
impact. The Wald statistic for "Technology/system-focused Strategy " was 52.718 (p
= 0.000), indicating a strong and statistically significant effect on performance. The
Exp(B) value of 21.591 suggests that companies implementing technology and
system-based operational excellence Strategy are 21.6 times more likely to achieve
high performance than those using process-focused Strategy .

The constant term (B =0.147, p = 0.508) is not significant, indicating that the baseline
likelihood of success for companies without any operational excellence Strategy is
not substantially different from neutral performance. Despite this, HO4 is rejected,
demonstrating that operational excellence, especially in technology-driven systems,
plays a critical role in enhancing performance. Solar companies that leverage
advanced technologies and optimize their operational processes have significantly

higher odds of success.
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4.6 Binary Logistic Regression Analysis

Binary logistic regression analysis was conducted to assess the impact of various
strategic factors on the performance of private solar energy companies. The analysis
includes model fit evaluation, explanatory power, classification accuracy, and the
significance of predictor variables.

4.6.1 Model Summary

The model summary of the regression is shown in Table 4.21.

Table 4.21

Model Summary

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square
1 86.136% 439 753
a. Estimation terminated at iteration number 8 because parameter estimates
changed by less than .001.

Source: Author (2025)

Table 4.17 provides the model summary; the Cox & Snell R? (0.439) and Nagelkerke
R?(0.753) suggest that the independent variables explain 75.3% of the variance in the
dependent variable, reflecting a strong model.

4.6.2 Model Classification

Table 4.22
Model Classification
Observed Predicted
Performance of private Percentage
solar companies Correct
0 1
Step1 Performance of private 0 38 8 82.6
solar companies 1 8 236 96.7
Overall Percentage 94.5

a. The cut value is .500

Source: Author (2025)
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Table 4.22 presents the classification table, showing the model’s ability to correctly
predict company performance. The overall accuracy is 94.5%, with an 82.6% correct
classification rate for non-performing companies and 96.7% for performing
companies. This indicates that the model effectively distinguishes between high and
low-performing companies.

4.6.3 Logistic Regression Coefficients and Exponential Coefficients

Table 4.23 displays the logistic regression coefficients.

Table 4.23

Logistic Regression Coefficients

B S.E. Wald df P- Odds
values  values

Customer-Centric Strategy
Customer-Centric

Strategy

0 = Reactive Strategy 0 0 0 0 O 0

1 = Proactive Strategy 2406 .593 16475 1 .000 11.090
Innovation Strategy

0 = Strategic/Capacity- 0 0 0 0 O 0

based innovation

1 = Product/Technology 4095 979 17.495 1 .000 60.029
innovation

Strategic Staffing Strategy

0 = Long-term workforce 0 0 0 0 O 0
development

1 = Short-term staffing -092 772 014 1 .905 912
actions

Operational Excellence

Strategy

0 = Process-focused 0 0 0 0 O 0
Strategy

1 = Technology/system- 2731 .639 18245 1 .000 15.353
focused Strategy
Constant - 536 21.082 1 .000 .086
2.459
a. Variable(s) entered on step 1: Customer-Centric Strategy, Innovation Strategy,
Strategic Staffing Strategy, and Operational Excellence Strategy.

Source: Author (2025)
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Effect of Customer-Centric Strategy On the Performance of Private Solar
Energy Companies

The logistic regression results confirm that customer-centric Strategy significantly
influence performance (B = 2.406, p = 0.000), meaning firms that adopt Proactive
customer-centric approaches are 11.09 times more likely to experience improved
performance than the firms that apply reactive customer-centric approaches. This
finding is supported by a study who found that customer-centric approaches positively
influence performance in SACCOs in Kenya (Kavulya et al., 2024). The study
recommended that firms should integrate customer feedback, personalize services,
and focus on customer satisfaction to gain a competitive edge. Additionally, another
study which investigated how customer-centric models impact micro-sized firms in
Nigeria and concluded that customer engagement significantly drives financial
performance and innovation (Osakwe, 2020). In the private solar energy sector,
companies that prioritize customer needs by providing tailored energy solutions,
competitive pricing, and excellent after-sales services are more likely to retain
customers and drive revenue growth. However, despite these benefits, firms must
overcome barriers such as resistance to adopting customer-centric models and high
implementation costs. Many companies struggle with aligning customer engagement
Strategy with technological advancements (Mutuku et al., 2024).

Effect of innovation Strategy on the performance of private solar energy
companies

The strongest predictor of firm performance is innovation Strategy (B = 4.095, p =
0.000, Exp(B) = 60.029), meaning firms that adopt product/technology innovation

Strategy are 60 times more likely to achieve better performance than the firms that
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apply strategic/capacity-based innovation Strategy . Innovation strategy was therefore
the variable with the greatest effect on performance. Previous studies confirm that
innovation plays a vital role in business success. Study examined the impact of
product and process innovation on tea firms in Kenya and found a positive and
significant correlation between innovation and firm competitiveness (Cheruiyot &
Litunya, 2024). Similarly, a study noted that process innovation and administrative
innovation significantly impact performance at Telkom Kenya, emphasizing that
firms should invest in R&D, branding, and sales process optimization (Otioma, 2023).
Effect of strategic staffing strategy on the performance of private solar energy
companies

Unlike the other variables, strategic staffing strategy was not significant (B = 0.092,
p = 0.905, Exp(B) = 0.912), meaning short-term staffing strategy does not have a
strong influence on performance in private solar energy firms, even in comparison
with long-term staffing strategy. This contradicts previous studies that link strategic
staffing with firm success. A study with similar views emphasized that human
resource practices, including strategic staffing, enhance long-term performance
(Sahoo, 2021). Similarly, a study noted that firms using strategic staffing can create
an innovative culture, fostering sustainable competitive advantages (Walker et al.,
2024). A study argued that strategic staffing impacts firm performance only when
aligned with organizational vision. This suggests that private solar firms may need to
refine their HR Strategy, focusing on hiring, training, and retaining talent aligned with

long-term goals (Mohamed & Muathe, 2020).
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Effect of operational excellence strategy on the performance of private solar
energy companies

The findings show that operational excellence strategy (B =2.731, p = 0.000, Exp(B)
= 15.353) significantly influences firm performance. This means that firms
prioritizing technology/system-focused operational excellence are 15.35 times more
likely to improve performance than the firms that apply process-focused Strategy. This
result aligns with a study, which found that operational excellence enhances market
competitiveness and financial performance in insurance companies (Otieno, 2021).
Additionally, another study emphasized that efficient processes, cost control, and
quality management drive business success (Bataineh et al., 2024). Despite its
benefits, scholars noted that operational excellence requires continuous improvement

and investment in employee training (Moktadir et al., 2020).
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4.6 Hypothesis Summary

Table 4.24

Summary of hypotheses
Hypothesis Beta (p- Conclusion

value)

HO1: Customer-centric Strategy donot 0.798 (p Reject HO1, Customer-
have a significant influence on the =0.000) centric Strategy significantly
performance of private solar energy influence performance.
companies in Kenya
HO2: Innovation Strategy donothavea 0.632 (p Reject HO2, Innovation
significant influence on the performance =0.000) Strategy significantly
of private solar energy companies in influence performance.
Kenya
HO3: Strategic staffing strategy doesnot 0.765 (p Reject HO3,  Strategic
have a significant influence on the =0.000) staffing strategy
performance of private solar energy significantly influences
companies in Kenya performance.
HO4: Operational excellence strategy 0.478 (p Reject HO4, Operational
does not have a significant influence on =0.000) excellence strategy
the performance of private solar energy significantly influences
companies in Kenya performance.

Source: Author (2025)
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CHAPTER FIVE: SUMMARY OF FINDINGS, CONCLUSIONS, AND

RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of the key findings of a study that examined the
influence of transformational Strategy on the performance of solar companies in
Kenya. The chapter further outlines conclusions drawn from the findings, providing
insights into how transformational Strategy drive growth, efficiency, and
competitiveness in the solar energy sector. Lastly, the chapter presents policy
recommendations aimed at managers in the industry in formulating transformational
Strategy that enhance the sustainability, innovation, and overall performance of solar
companies in Kenya.

5.2 Summary of Findings

5.2.1 Customer-Centric Strategy and Performance

The study revealed that private solar energy companies in Kenya deploy customer-
centric Strategy, including customer feedback integration, personalized customer
solutions, customer satisfaction measurement, and effective complaint resolution
while providing services to their customers. Most of the participants agreed with the
statement on customer-centric Strategy, with Likert scores mainly being above 4
(Mode=4=agree). A significant portion of 70.3% of respondents relied on tailored
solutions for complaint management, which highlights the strategic importance of
personal service delivery. The study revealed that phone communication (71.7%)
serves as the primary complaint resolution method for companies. Companies that

pursue Proactive customer-centric Strategy are more likely to experience 11.09 times
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better performance enhancement than those applying reactive Strategy (odds = 11.09,

and a p-value of 0.000).

5.2.2 Innovation Strategy and Performance

The study also revealed that solar energy companies in Kenya have moderately
adopted innovation Strategy that includes practices including, investment in research
and development, adoption of new solar technologies, product diversification and
creation and protect of intellectual property with modes of 3 and 4 on the practices
with about 30% of participants being neutral about the innovation Strategy . Results
of regression analysis revealed that companies that adopted Product/Technology had
60 times better chances to attain better performance than ones that relied on capacity-
based innovation, which highlights the critical role played by ICT in innovation within

the solar energy sector, with a p-value of 0.001 showing significant influence.

5.2.3 Strategic Staffing Strategy and Performance

The study also showed that solar companies in Kenya practice strategic staffing
Strategy through a higher agreement with the statements (mode of 4 and 5): talent
acquisition, employee training programs, employee development programs,
succession planning, and workforce diversity and inclusion. Regression results
showed odds of 0.912 and p-values of 0.905 between strategic staffing Strategy,
indicating that firms adopting short-term staffing Strategy instead of long-term
staffing Strategy did not significantly influence performance among solar companies.
Therefore, dependence on short-term Strategy did not significantly influence

performance.
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5.2.4 Operational Excellence Strategy and Performance

The study also found that solar energy companies apply operational excellence
strategy, including process optimization, quality control measures, cost management
efficiency, and advanced resource planning, with mode scores for the statements
showing scores of 4 and 5.

Results of binary regression showed that solar companies that employed
Technology/system-focused Strategy were 15 times more likely to attain better
performance than those that employed process-focused strategy . The relationship
between Operational Excellence Strategy and the performance of solar companies was

significant.

5.3 Conclusions

5.3.1 Customer-Centric Strategy and Performance

The study concluded that private solar energy companies operating in Kenya
demonstrate better performance results when they focus on proactive customer-centric
approaches. Also, the study concluded that organizations that integrate customer
feedback, incorporate tailored solutions alongside defined complaint resolution
protocols, achieve better performance. The study therefore led to the rejection of the
null hypothesis that customer-centric Strategy do not significantly influence
performance of solar energy companies in Kenya.

The study is in agreement with the dynamic capabilities theory, which emphasizes a
firm's ability of a firm to adapt, integrate, and reconfigure internal and external
resources in response to changing environments. Customers represent an important
stakeholder whose expectations must be assessed and aligned properly during

transformations. Through dynamic capability, organizations can exploit/ seize
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opportunities as well as mitigate threats to ensure a sustained competitive advantage.
Therefore, flexibility and adaptability to customers’ demands are key in offering

customer-centric Strategy.

5.3.2 Innovation Strategy and Performance

The study concluded that innovation Strategy significantly influence the performance
of private solar energy companies in Kenya. The study therefore rejects the null
hypothesis that innovation Strategy do not significantly influence performance. Solar
companies that adopted technology/product-based innovation instead of
Strategic/Capacity-based innovation had significantly better chances of raising their
performance.

The conclusions also support the dynamic capability theory, which argues that an
organization should enhance flexibility and adaptability through reconfiguration of its
internal and external resources to remain aligned with the dynamism posed by the
environment. One of the ways of doing so is through innovation Strategy that help an
organization create products that add value to their customers, as well as using

innovative Strategy that save on company costs while effectively serving the market.

5.3.3 Strategic Staffing Strategy and Performance

The study, however, concluded that strategic staffing Strategy did not significantly
influence the performance of solar companies. Therefore, the study failed to reject the
null hypothesis that strategic staffing does not significantly influence the performance
of solar companies in Kenya. Adoption of short-term staffing Strategy instead of long-
term staffing Strategy did not significantly increase odds for better performance.

The conclusions of the study are in support of Burns and Stalker’s Contingency

Theory, which opines that there is no best way to organize a company. In a dynamic
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environment, an organization should align its strategy using an organic approach,
whereas in stable and predictable environments, an organization should adopt a more
mechanistic approach to enhance performance.

5.3.4 Operational Excellence Strategy and Performance

Finally, the study concluded that operational excellence Strategy significantly
influenced the performance of private solar energy companies. This led to a rejection
of a null hypothesis that operational excellence strategy does not significantly
performance of solar companies in Kenya. Solar companies that adopted
Technology/system-focused  Strategy instead of Process-focused Strategy
significantly increased the odds for better performance. The conclusions of this study
align well with Kurt Lewin's Theory of Change, which postulates the three steps of
change: unfreezing, change (movement), and unfreeze. Organizations need to align
their operations while implementing the change/ transformation, such as

5.4 Recommendations

The recommendations of this study are categorized into policy recommendations and
suggestions for future research. The policy recommendations guide managers of
private solar energy companies in Kenya on strategic actions required to enhance
organizational performance through transformational Strategy. On the other hand, the
suggestions for future research highlight critical academic and researchable areas that
require further exploration to deepen the understanding of how transformational
Strategy can be effectively leveraged to drive the performance of solar companies in

the energy sector.
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5.4.1 Policy Recommendations

5.4.1.1 Customer-Centric Strategy

Private solar energy companies in Kenya should enhance performance through the
adoption of customer-centric Strategy. The solar companies can integrate the feedback
that is received from their customers to serve their customers better. The companies
can also have personalized customer solutions to ensure that they are tailor-made for
each customer’s needs. The managers for the solar companies in charge of customer
service can also conduct surveys on customer service to assess the satisfaction levels.
Finally, the solar companies’ managers need to effectively handle customer

complaints to ensure high customer retention for customers.

5.4.1.2 Innovation Strategy

The study recommends the application of innovation Strategy to enhance the
performance of solar companies in Kenya. Since the technology-based innovation had
better chances of boosting performance, the study recommends the creation and
protection of intellectual properties, such as better manufacturing patents of solar
products within solar companies, as well as the adoption of new solar technologies.
The study therefore recommends for use of smart-grid as well as hybrid solar systems
to ensure better products are created. Due to the growth of artificial intelligence, the
product should also integrate Al-powered energy management systems.

5.4.1.3 Strategic Staffing Strategy

The study recommends a review of the staffing Strategy because the current Strategy
did not significantly influence performance. Solar companies can invest in human

resource planning practices such as succession management, training and
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development, as well as competitive compensation and talent retention Strategy to

ensure better performance.

5.4.1.4 Operational Excellence Strategy

The study recommends the application of operational excellence strategy, more so the
ones focused on technology/system-focused Strategy, to enhance the performance of
the solar companies in Kenya. These Strategy should focus on quality control
measures and advanced resource planning, such as the use of enterprise resource
planning, to boost performance.

5.4.2 Suggestions for Future Research

The current study model with four variables predicted 75.3% of the performance of
solar companies. An inclusion of more variables, either independent or control
variables, can help improve the model's prediction. An example of a moderating
variable could be stakeholder support. A similar study can also be conducted outside

the East African region to help in comparing empirical results.
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APPENDICES

Appendix I: Introduction Letter

My Name is Billy Lengewa, a student at Kenya Methodist University (KeMU). | am
currently at the stage of writing my thesis to fulfill the requirements for the award of
a master’s degree in business administration, specializing in Strategic Management.
My title for my thesis title is as follows: Influence of Transformational Strategy on
the Performance of Solar Companies in Kenya. | have chosen you as a participant to
provide your insights on the above-given topic by filling out the attached question-
naire. It will take you approximately twenty minutes to fill it. There are no wrong or
right answers. | am therefore requesting you to be as honest as possible. Participation
in this study is voluntary, you are not benefiting directly in any financial way for par-
ticipating in the study. You are also not exposed to any risk for participating in the
study. This exercise is confidential, and all the participants are considered anonymous;

in that case, their identities will not be revealed at any stage of the data reporting stage.

Yours sincerely, Billy,

Consent given ()

Consent Denied ()

If denied, Reasons for Declination of CONSENt .......oovveine e,
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Appendix II: Introduction Letter from KeMU to NACOSTI

KENYA METHODIST UNIVERSITY
P. O. Box 267 Meru - 60200. Kenya Fax: 254-64-30162
Tel: 254-064-30301/31229/30367/31171 Email: deanrd@kemu.scke

DIRECTORATE OF POSTGRADUATE STUDIES

Our Ref; KEMU/NACOSTI/BUS/14/2025 April 11, 2025

Commission Secretary
National Commission for Science, Technology and Innovations
P.O. Box 30623-00100

NAIROBI
Dear Sir/Madam,

A BILLY SAV 5.3 o

This is to confirm that the above named Is a bona fide student of Kenya Methodist
University, in the Department of Business Administration, undertaking a Master’s
degree In Business Administration. He s conducting research on; “Influence of
Transformational Strategies on the Performance of Private Solar Energy Companies in
Kenya .

We confirm that his rewearch proposal has been delended and approved by the
University.

In this regard. we are requesting your office to Issue a research license to enable him
collect data,

Any assistance accorded to him will be highly appredated.

Yourd gincerslys

“WANYA

Cc: Dean, School of Business
CoD. Business Administration
Postgraduate Coordinator - BA

Supervisors
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Appendix III: Ethics and Review Board Letter

KENYA METHODIST UNIVERSITY

P. O. BOX 267 MERU - 60200, KENYA FAX: 254.64-30162
TEL: 254-064-30301/31229/30367/31171 EMAIL: a

Our Ref: KeMUASERC/BUS/14/2025 April 10, 2025
LENGEWA BILLY SAVERIO

BUS-3-3432-3/2023

Dear Billy,

This Is to Inform you that Kenya Methodist University Institutional Scentific Ethics and
Review Committee has reviewed and approved your research proposal, Your application
approval number is KeMU/ISERC/BUS/14/2025. The approval peried is 100 April, 2025 -
10" Apell. 2026.

This approval is subject to compliance with the following requirements:-

Only approved documents including (informed consents, study instruments,
MTA) will be used.

All changes including (amendments, deviations, and violations) are submitted
for review and approval by Kenya Methodist University Institutional Scientific
Ethics and Review Committee,

Death and life-threatening problems and serlous adverse events or unexpected
adverse events whether related or unrelated to the study must be reported to
KeMU ISERC within 72 hours of notification,

Any changes, anticipated or otherwise that may increase the risks or affected
safety or welfare of study participants and others or affect the integrity of the
research must be reported to KeMU ISERC within 72 hours.

Clearance for export of biological spedimens must be obtained from relevant
institutions.
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VI, Submission of a request for renewal of approval at least 60 days prior to expiry

of the spproval period. Attach a comprehensive progress report to support the
renewal.

VIl Submission of an executive summary report within 90 days upon completion of
the study to KeMU ISERC.

Prior to commencing your study, you will be expected to obtain a research license from
National Commission for Science. Technology and Innovation [NACOSTI)
nttps://oris.nacosti.go.ke and ako obtain other clearances needed,
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Appendix IV: NACOSTI license

e~
.

MATIFNAL COMMISSMON FOR
SCIENCE TECHNOLOGCY & INSOY ATION

HEFMUHLIC F KES YA

el Bu [2ERE3 D of Tmie: My 125
RESEARCH LICENSE

This b e Corilly tha Mr.. LENGEW A BILLY SAYERIY of Kenya Meibedial Unboraliy, hia boos lkonsed io conducl
research an per the provibios of the Sciesce, Tochaokygy wmd Innevaiion Ao, 2603 (Rev 2004} In MNaireld oo the fopic: Influcncn of

Trassformatiinal Sraiegies an the prefomance of priv st energy compasies in kenys for the peelsd eoding < g/ J02E.
L samuie Mo MACDETIFISYIT3114

IR 1 N

Aprlicen Men Efication Musiler Dhepraty Dinedior
MATIAL CORBITSRION FOR

SCIEMCE, TECHMO, O &
HOVATION

HOTE: Tha @ e compuler gencralod Licenee. To woxilly the asthenlicily of thia &
Rems e (L Cixle itving (R sainsey spplicalion

Ser wrerlead for condithos
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Appendix V: Questionnaire

Instructions: Tick carefully

Section One: Demographic Information
1. Gender Of Participant Male () Female ()
2. Ageof participant .............coeeieiiiiiiiinnni.

3. Position in the organization

Marketing and sales manager ()
Human Resources Manager )
Production and distribution managers
Finance manager ()
4. Experience in the organization: How many years have you worked in your

current position

Less than 5 years ()
Between 6 and 10 years )
Above 11 years and below 15 years ()
Above 15 years )
Section B: Customer-Centric Strategy
5. Please indicate the extent to which you agree that the following practices are
conducted within your organization.

Statement on Customer-Centric Strategy SDID|N|A|SA

We have integrated a Customer feedback loop into a cus-

tomer management approach.

We have pursued Personalized customer solutions.

We conduct surveys to measure the extent of Customer

satisfaction with our solar and services.

We have a very effective complaint resolution.

6. Which is your main approach to offering customers solutions (choose one)
Standardized ( )

Customized ()
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7. How do you mainly handle customers’ complaints?

Online )
In-person ()
Phone ()

8. How are customers’ complaints handled in your organization?

Section C: Innovation Strategy
9. Using a Likert scale of 1 to 5, where 1= strongly disagree (SD), 2= Disagree
(D), 3= Neutral (N), 4= agree (A), and 5= strongly agree (SA). Please indicate
the extent to which you agree with the following statements on innovation

Strategy .

Statement on Innovation Strategy SDID|N|A|SA

Our organization has invested in Research and develop-

ment.

Our organization has adopted new solar technologies.

Our organization has diversified solar product offerings.

Our organization has come up with new processes and de-

signs that are protected as intellectual property.

10. How many more products have you created in the last five years
(Number)

11. Where would you place your organization in the technology adoption sta-
tus/phase
Early Adopter ()
Late Adopter ()
Non-Adopter. ()
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12. Please identify the type of innovation your organization has come up with in

the recent past.
Ordinary innovation ()
Technological innovation ()

Breakthrough innovation ()

13. What would you describe as your Product offering range?

Single Product ()
Multiple Products ()

14. Have you joined new markets or existing markets with new products or ex-

isting products?
Yes ()
No ()

15. Name new technologies that you have adopted in your production, market, or

customer service.

Section D: Strategic Staffing Strategy

16. Using a Likert scale of 1 to 5, where 1= strongly disagree (SD), 2= Disagree
(D), 3= Neutral (N), 4= agree (A), and 5= strongly agree (SA). Please indicate

the extent to which you agree with the following statements on Strategic staff-

ing Strategy .

Statement on Strategic Staffing Strategy

SD

A

SA

Our organization attracts talented staff in the industry.

Our organization trains its existing staff.

Our organization offers employee development programs.

Our organization has succession planning for its staff to en-

sure no position remains vacant.

Our organization ensures the inclusion and diversity of

hires.
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17. What would you say is your main source of talent acquisition?
Internal ()
External ()
18. Please explain how your organization ensures that it has the best employees to

do the job.

Section E: Operational Excellence Strategy
19. Using a Likert scale of 1 to 5, where 1= strongly disagree (SD), 2= Disagree
(D), 3= Neutral (N), 4= agree (A), and 5= strongly agree (SA). Please indicate
the extent to which you agree with the following statements on the Operational

Excellence Strategy.

Statement on Operational Excellence Strategy SDIDIN|A|SA

Our organization ensures process optimization.

Our organization has control measures on production and

process.

Our organization ensures the minimization of operations

and administration costs.

Our organization applies advanced resource planning prac-

tices such as ERP.

20. What are your quality standards?
ISO certified ()
Non-certified ()

21. Have you implemented ERP
Implemented ()
Not Implemented ()
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22. How does your organization enhance operational efficiency (cost minimiza-

tion) and effectiveness (doing the right thing)?

Section F: Performance of private solar companies

23. Using a Likert scale of 1 to 5, where 1= strongly disagree (SD), 2= Disagree

(D), 3= Neutral (N), 4= agree (A), and 5= strongly agree (SA). Please indicate

the extent to which you agree with the following statements on Performance.

Performance

SD

D

N

A

SA

We had a profit growth in our last financial year.

We registered revenue growth in our last financial year.

The number of our staff has grown since last year.

Our customers have increased over the past year.

24. What would you say was the overall performance of your organization?

Excellent )
Fair ()

25. Briefly comment on the above performance measures as they have been expe-

rienced in your organization.
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Appendix VI: Secondary Data Collection Schedule

Indicator/ Reference Year 2018 | 2019 | 2020 | 2021 | 2022 | 2023 | 2024

Profit

Revenues

Number of Employees
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Appendix VI: List of Private Solar Energy Companies in Kenya
1. Greenlight Planet

Solargen Kenya Limited
D-Light

M-KOPA Kenya Ltd
Azuri Technologies Ltd
B-Box

Solar Panda

Bio-Lite

© 0o N o g bk~ w DN

Sun-Culture
10. NIWA
11. Sun Transfer
12. Mobisol
Source: Energy Regulatory Commission (2024)
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