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ABSTRACT

The purpose of the study was to establish the relationship between organizational culture and implementation of
Strategic plans in Nyamira County government in Kenya. The study was based on the implementation theories. It
employed descriptive research design to target 195 respondents comprised of employees working in Nyamira
county government. Stratified sampling technique was used to categorize the 59 respondents according to their
departments. Further, the study was incorporated primary data by closed ended questionnaires. To test reliability
and validity of the study, the pre-test item analysis was conducted at two different points in the study. Data was
analyzed using descriptive statistics such as mean and standard deviations. Inferential statistics was done by
correlation analysis. The study showed that the competent management include framework for social
responsibility and the company cooperate all job seekers as well to customers to pay has the highest mean. The
results showed the company cooperated to all job seekers as well to customers to pay. Organization culture
showed that the leadership in the organization is generally considered to exemplify mentoring, facilitating, or
nurturing and the organization is a very controlled and cultured place. From the results, it was shown that the
leadership in the organization culture is generally considered to exemplify mentoring, facilitating, or nurturing.
The County had an Organization's culture that supports implementation of documented strategies in the master
plan and county strategies are made to adopt change in organization culture communicated to all employees.
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INTRODUCTION

Implementation of strategic plans in organizations is a
research area that cuts across different fields of
institutions including project management, strategic
management, organizational theory, and organization
development in United States (Pearce and Robinson
2015). Despite heightened interests on formulation
and implementation of strategic plans. It is an evident
geographical bias exists when deciding most strategic
plans. There has been accomplished inconsistent
association between the process leading to strategic
plans and performance (Cappel, 2014).

Institutional process is rather than only on the
strategy content and outcome as it provides
conceptualization. Strategic plan is an attitude and an
outcome of a process concerned with the future
consequences of current decisions (Heide 2012).
Institutional factors such as formal strategic planning
links short, intermediate, and long-range plans linked

to strategic plan implementations.

Strategic plans do not attempt to substitute future
decisions or even forecast future events. Despite
(2013) and
assumption that Strategic plans are important, the

research by Harris is the critical
debates rages on in the literature; the key question
being if there is really a link between strategic plan
formulation, implementation and institutional
factors. The advantage of strategic plans is most
notably their ability to improve the fit between the

institution and its external environment.

The effective organization cultures are not as rational
and analytical as it has been portrayed in the
literature. It contends that planning process is both a
generic activity whose success institutional factors
are partially is applied in strategic plans. The kind of a
planning and institutional factors linkage is the
decisions made the characteristics of the strategic
plans make to decision making (Ochanda 2016).

should be
compatible with the chosen strategy. Culture defines

The culture of the organization

the configuration of a organization showing the
relationships that exists between the various parts of
the organization (Olson 2015). The process element
includes leadership, culture, resources and other
administrative procedures If there is incongruence,
adjustment will be necessary either for the culture or
for the development itself. Chandler (2012) points
out that while culture follows strategy, there is also
evidence that culture influences strategy in certain
situations.

The successful development implementation by
introducing the concept of “soft” and “hard” aspects
of implementation in strategic plans needs to fit
together if the development is to be implemented.
The soft

dimensions while the hard elements comprise the

elements comprise the behavioural
analytical dimensions to the process making and the
subsequent implementation of development plans.
He contends that the issue then becomes one of
creating a strategic fit between the soft and hard
elements and organizational variables (Heskitt, 2017).
The culture must have supported every member of
the organization. This is why the top office must be
involved from the beginning. An organization’s leader
is its most influential member. For effective
implementation of development, there is need for
adequate leadership in the organization. This will
ensure that all the organizations effort is united and
directed institutional factors and implementation of
strategic plans achievement of the organizations

goals (Hrebiniak, 2012).

Statement of the problem

Although formulating a consistent strategy is a
difficult task for any management team, making that
it throughout the
organization culture is even more difficult (Hrebiniak,

strategy work implementing
2016). Nyamira County has faced challenges in
implementing institutional factors of strategic plans.
Harris (2013) noted that unlike strategy formulation,
strategy implementation is often seen as something
of a craft, rather than a science and its research
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history has previously been described diversely. It is
thus not surprising that after a comprehensive
strategy or single strategic decision has been
formulated, significant difficulties usually arise during
the subsequent implementation process.. It s
important that the culture of the organization be
compatible with the strategic plan difficult to be
implemented. The chief executive can play an
important role in setting organization values. It is
argued that organization can run into trouble when
they fail to take into account the corporate culture as
they make changes in their strategy. Galbraith (2016)
argues that corporate culture is one of the culture
that attribute

organizations.

poor implementation plans of

Koteen (2018) found that organizations achieve a fit
between their strategies and culture. Lack of these
strategic plans can lead to resistance that in turn may
frustrate the strategy implementation effort. The
strategy to be implemented is not realistic in relation
to available resources. Human capital is an important
resource in the organization, therefore training and
development is very important for improved
performance. In order to enhance effective strategy
implementation is geared to point out the established
causes of failure before and to aid in having
surveillance to avoid a vicious repeat elsewhere.
Therefore, the purpose of this study was to carry out
an analysis of the organization culture that relate to
implementation of strategic plans in Nyamira County

government in Kenya.

Study Objective

The general objective of this study was to establish
the relationship between organizational culture and
implementation of strategic plans in Nyamira County
government in Kenya.

LITERATURE REVIEW

The study was based on implementation theory
which was propounded by Kouzes and Posner in
1995. It states that the quest of finding a model for

strategy implementation is that can overcome
existing deficiencies. It was later modified by
Bourgeois and Brodwin (2012) who have created a

five-model system for strategy

categorizing strategy implementation practices. It

implementation

shows different positions or viewpoints one might
assume while implementing strategy.

The commander model draws its influences from the
military life, in the sense that the CEO wields absolute
power, In this model the CEO is the rational agent
behind the strategy decisions and plays no role in
implementation. The CEO-model’s works best with a
powerful executive with few personal biases and vast
and accurate sources of information, the change
model is based on planned interventions in the
organization’s culture and systems, which will set off
the desired behavioral outcomes. This model creates
the ability to carry out more complicated strategic
plans than the commander model, but also creates an
additional inflexibility for unanticipated events and
changes of plan (Kaplan 2016).

This theory helps to motivate the managers and also
provides the strategic decision-making—process with
more information and cognitive capital. The problem
of this model results from the fact that collaboration
does not reach beyond top management. More
decision making also means more politics and
conflicts of interest, which may mean less rationality.
The cultural model is based on molding the
organization’s culture to ensure the acceptance of a
based on all

shared vision. This model is

organizational members participating in decision
making directed to perpetuate the vision. The main
problem of this model is the vast amount of time it
requires. It also presupposes an intelligent and
responsible workforce and may lead to suppressing

homogeneity in the organization (Heide 2012).
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Organizational Culture
= QOrganizational Mission

Strategic Plans
=  Completion time

= Rules and Regulations
= QOperational Manuals and guides

Independent variable
Figure 1: Conceptual Framework

Empirical Review
Peters and Waterman (2016) focused attention on
the role of culture in

project management.

Organizational culture is more than emotional
rhetoric; the culture of an organization develops over
a period of time is influenced by the values, actions
and, beliefs of individuals at all levels of the
organization. Persons involved in choosing a
development strategy often have access to volumes
of information and research reports about the need
for change in projects. They also have time to analyze
and evaluate this information. Organizational culture
is the specific collection of values, norms, beliefs, and
attitudes that are shared by people and groups in an
organization and that control the way they interact
with each other and with stakeholders outside the
organization. The culture describes the characteristic
ways - “this is the way we do it around here” - in
which members of an organization get the job done.
Top managers, because they can influence which
kinds of beliefs and values develop in an organization,
are an important determinant of how organizational
members will work toward achieving organizational
goals like implementation of strategic plans (Hill and

Jones, 2010).

Further, Sathe (2013) argued that culture guides the
actions of organization members without the need
for detailed instructions to discuss how to approach
particular issues or problems. He adds that an
organization culture facilitates the mode of
communication, decision-making, control, company
relationships as well how the organization relates to
which if not well

the external environment

= Quality
=  Sustainability

Dependent variable

formulated negatively affects implementation of
development plans.

Top management is responsible for creating a lofty
inspirational vision that will generate enthusiasm
among all employees through sincere and sustained
commitment coupled with persistence and
reinforcement of those values, through word and
deed.

therefore ensure that development is always to avoid

Further, the project implementer must
what is commonly referred to as “this is how things
have been done here” resistance (Robinson and

Coulter, 2012).

Culture in organizations refers to the formal
framework by which tasks are organized and
coordinated (Robin and Coulter, 2012). Mintzberg (
2017) suggests that

differentiated along three basic dimensions: (1) the

organizations can be

key part of the organization, that is, the part of the
organization that plays the major role in determining
its success or failure; (2) the prime coordinating
method the
organization uses to coordinate its activities; and (3)

mechanism, that is, the major
the type of decentralization used, that is, the extent
to which the organization involves subordinates in
the decision-making process. The key parts of an
organization are shown in the following on strategic
apex is top management and its support staff. In
local authorities, this is the clerk and the
administrative departments. The operative core is the
workers who actually carry out the organization’s
tasks. The middle line is middle- and lower-level
management. The techno culture is analysts such as

engineers, accountants, planners, researchers, and
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personnel managers. The support staff is the people
who provide indirect services. In local authorities,
similar services include maintenance, clerical, food
service, busing, legal counsel, and consulting to

provide support.

The second basic dimension of an organization is its
This includes the
Direct supervision means that one

prime coordinating mechanism.
following:
individual is responsible of the work of others. This
concept refers to the unity of command and scalar
principles. Standardization of work process exists
content of work s

when the specified or

programmed. In local authorities, this refers to job
descriptions that govern the work performance of
staff. Standardization of skills exists when the kind of
training necessary to do the work is specified. In local
authority systems, this refers to staff certificates
required for the various occupants of a local

authority’s hierarchy.

Pearce & Robinson (2018) identified five structural
types. The five types include simple culture that is
controlled by individuals, typical of small size
with a Chief

Executive Officer (CEO) with prime activity centred

operations, functional cultures

in areas like Finance, Marketing, Production and
others below him, geographical culture that would
have functional culture at the headquarters plus
different

divisional/strategic business unit culture that have

geographical managers in regions,
some level of autonomy but reporting to corporate
office, matrix culture usually for large complex
organizations that combines functional, divisional as
well as geographic cultures and finally team based
cultures that cut across functions as well as project
based cultures that are formed and dissolved on the

basis of specific projects.

Chandler (2014) on strategy and culture observed
that there
organization culture that is responsive to the needs of
He observed that the

is a need for building an internal

the project. simplest

organisation culture that will do the job is considered
the best one. The structural design of a firm has to
have clear key activities needed to produce key
results.

As organizations grow, the size and number of their
functions and divisions increase. To economize on
bureaucratic costs and effectively coordinate the
activities of people, functions, and divisions,
managers must develop a clear and unambiguous
hierarchy of authority or chain of command that
defines each manager’s relative authority from the
CEO down through the middle managers and first-line
managers to the non-managerial employees who

actually make goods or provide services.

Richards, (2016) Every manager, at every level of the
hierarchy, supervises one or more subordinates. Hill
and Jones (2010) supplement that when managers
know exactly what their authority and responsibilities
are, information distortion problems that promote
managerial inefficiencies are kept to a minimum, and
transfers

handoffs or can be negotiated and

monitored to economize on bureaucratic costs.

METHODOLOGY

The study employed descriptive Design. A research
design is a systematic plan that helps solve a scientific
(Kothari, 2012). It
framework that would be helpful in getting answers

problem basically offers a
to a research problem in an orderly and systematic
way. This type of research presents facts concerning
the nature and status of a situation, as it exists at the
time of the study. This design also underscores the
relationships and practices that exist, beliefs and
processes that are ongoing, effects that are being felt,
or trends that are developing. The target population
of this study was 195 employees working in Nyamira
County Government Ministries. Stratified sampling
was used to select 30% of 195 respondents. The
sample size for the study was 59 respondents. Data
collection was by use of questionnaires. Quantitative
data was analyzed using descriptive statistics in form
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of percentages, frequencies means and standard

RESULTS

deviations, for inferential statistics Pearson The study sought to establish to what extent the

correlation analysis was used to analyze data. aspect of organization  culture influences
implementation of strategic plans as shown in table 1.

Table 1: Organization culture

Statement Mean Std. Deviation

The organization is a very personal place. It is like an extended family. People 2.84 1.34

seem to share a lot of themselves

The organization is a very dynamic entrepreneurial place. People are willing to 2.87 1.40

stick their necks out and take risks.

The organization is very results oriented. A major concern is with getting the 2.90 1.37

job done. People are very competitive and achievement oriented.

The organization is a very controlled and cultured place. Formal procedures 2.92 1.46

generally govern what people do.

The leadership in the organization is generally considered to exemplify 3.05 1.27

mentoring, facilitating, or nurturing.

The management style in the organization is characterized by security of 3.14 1.40

employment, conformity, predictability, and stability in relationships.

The glue that holds the organization together is formal rules and policies. 3.19 1.43

Maintaining a smooth-running organization is important.

The organization is a very personal place. Itis like an extended family. People 3.22 1.34

seem to share a lot of themselves

The organization is a very dynamic entrepreneurial place. People are willing to 3.22 1.32

stick their necks out and take risks.

The organization is very results oriented. A major concern is with getting the 3.27 1.43

job done. People are very competitive and achievement oriented.

The organization is a very controlled and cultured place. Formal procedures 3.35 1.34

generally govern what people do.

The leadership in the organization is generally considered to exemplify 3.51 1.24

mentoring, facilitating, or nurturing.

Grand mean 2.93 1.34

The study showed that the in the
organization was generally considered to exemplify

leadership

mentoring, facilitating, or nurturing with a mean of
3.51 had standard deviation of 1.24. The organization
was a very controlled and cultured place. Formal
procedures generally governed what people did with
a mean of 3.35 had standard deviation of 1.34, The
organization was very results oriented. A major
concern was with getting the job done. People were
very competitive and achievement oriented with a
mean of 3.27 had standard deviation of 1.43, The

organization was a very dynamic entrepreneurial

place. People were willing to stick their necks out and
take risks with a mean of 3.22 had standard deviation
of 1.32, The glue that holds the organization together
is formal rules and policies. Maintaining a smooth-
running organization is important with a mean of 3.19
had standard deviation of 1.43, The management
style in the organization is characterized by security
of employment, conformity, predictability, and
stability in relationships with a mean of 3.14 had
standard deviation of 1.40, The leadership in the
organization is generally considered to exemplify

mentoring, facilitating, or nurturing with a mean of
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3.05 had standard deviation of 1.27, The organization
is a very controlled and cultured place. Formal
procedures generally govern what people do with a
mean of 2.92 had standard deviation of 1.46, The
organization is very results oriented. A major concern
is with getting the job done. People are very
competitive and achievement oriented with a mean
of 2.90 had standard deviation of 1.37, The

organization is a very dynamic entrepreneurial place.

CONCLUSIONS AND RECOMMENDATIONS
The study sought to establish the
between organization culture and implementation of
The study showed that the
competent management include framework for social

relationship

strategic plans.

responsibility and the company cooperate all job
seekers as well to customers to pay has the highest
mean. The results showed the company cooperates
to all job seekers as well to customers to pay.

People are willing to stick their necks out and take The study established the aspect of organization

risks with a mean of 2.87 had standard deviation of . . . .
culture influences implementation of strategic plans.

1.40, organization is a very personal place. It is like an The study recommended that the county should in

extended family and People seem to share a lot of . .
incorporate job seekers as well to customers to pay.

them with a mean of 2.84 standard deviation of 1.34.
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